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36M0G030L Logbosg 0gio (ob. Drechsler 2004; Drechsler& Kattel 2008/2009); dg3bogtgdo
5060865300696, M3 sL3 Tglodgrms Lok s bgdEHMMOU ,,9-3MmE0G0BIE0L" s ,©Y-
©99m30M5@0Dsgool"  Jobgbo  2obagl @o  LoxsO™m  0bLEHOGHGHIO0L  ILYEHYdS
399m0f300mb, o3 o30L IbMOZ, LEFOHMbgL TgJabols MsbslfmMmmdol 36MHob303L s
9959300908 5d0bolEBHMs30ME  glodergdermdsls  (Drechsler, 2004,p. 3). owydg3s,
obergbo 33wg3gd0L dobgzom, b YBO™ dgdo 2J3IbGO 39Dy 03 MbwsE
565LoLEYINEO Fo0Ts3gdsBY, M3 S10-b MHYBMEOTsL dmyz9ds dggas© (Dan& Pollitt 2014;
Dan 2015).993609609%0 ULomd®OHmdgb  sbd-b  3m6309g@ Mo 99dsbobdgool  dglsbgd,
OIYmd  ©59330000905L 396G MO S sMIMBOZWgm  93MM35d0  IIOOO
090092900 9m3yzs. 500b0dbgds olog, MM (o®dsgds OO sOS ITMI0IOWO
obg®  BoJHMOPDY,  OMYPMOIOOEsS  3MB3OYIBHMIo  J399bol  3moBH0IMMO
3MEGHMONo go09dm (Nemec 2010; p 40, cited in Dan& Pollitt 2014), osg30Lvx3s0
05BOOL  Q963056M70s,  ©IIMIMOBHOMWO  0BLAHOGHWEJOOL  2ob30m5Mgdol  mby,
dmgowsdgms 09653mbsfoggmds, 63900035 gdwgds s bbg. (Dan& Pollitt 2014, p.
3). d0M0MOIE, BoYBIM0S LoxsO™M IFsOM390mdol 3999y LRIOMGOIBY: Loy s
530656Lgdol  Formzs,  F9BgX IO MBsMgdOL  4ob30mMaMgds,  APoMTMYGOXIMGMBOL
39535b9d0L LoLEBHYIOL IBYMAZs, FMALIHBLYMGBIOL bsMOLLOL DM, Mg 3MbEHMIJEGHMYdS
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5 Lo sMM-3960dM 35OHGHBOMOMDS, 0bRMMT5:30w0 FHJdbmEma09d0l bLRgMH™ s LBbgs
(p. 4-5; ob. slg39 Dan 2015).

Logo®m39emdo Loy s BodLobmGob 3w 3grIeds MmMYb0BE0WWDs S3gdEgdds, gMmo
dbm03, bgewo dgmfigem sL0-b goM33909w0 FoMTsEgdgdol domfgzsl, bmem dgmeg dbGog,
d9o390bs  M9Rm®dol  LoLEIIMOSsE  39BHIMYOOL  3MMEglo.  LogMmOTMMHOLM
3993009306 godmdobsrg 90degds 00g35L, MM sboero Loy st 39bgxdgbEol
59330006905 256300509050 J3994bg0do boMms sbsrma0©mo J9gu0m dMs3MYdS.
36OMRIBoMEo  Loxs®O™m  LodlobmMol  sMHIOLYIMBY,  LBMLEBHI® B30I MWO
0530UBO0 BSBIMO, LMEFOSEXMOO 35UbOLAYJIMBOL Bo3ergdMds LEBMASLMYdsTdo,
LYLEHO Loy O™ 0BLEBHOGHWEJO0 BgAsBHOMOO Hobs30MHMBYd0s SLB-U sd330MYIOOBIMZOL
@5 Logmmbgbog 3o gdbol  ©gdM3MOGHOME  V0MIOMGdIJOL s  3MEOEGH03MO
0530BMBGISL,  2odmdobsg  MIRMEOIOL  3MMmEglol  JodsMm  SMSLOLEHIIMOO
90aMdols s Lox s LgdB™MMTo 9MHM0sbo 3MEoEH03MMO B30l SMVOLYGOMDOWIB.
B39b0 331930L BoMRgdd0 gob3zobows3zm 08 MMYBOBIFOMW s 5EI0bOLEHMsEGO
R5gdBHMOJOL, OHMAGdds3, §I0bs 3@ 03MM0 BodEmMmgdol doeds, 4obsdoMmds s1d
9xnmOHIOL d0dEobsMgmds s, LadmEmm xsddo, dmlsbegmdol dbMOI6 bomdol
93300000 356065 Is3MMd0L J0doMrm, Moz 2007 erosb LmE0SE S 3ME0E03 MO
Lo3MMGHILEHM FMIM>MOGOTo s 2012 ol 3o 03 3G0BOLT0 godmobs@s.

96063980 ©s 35630055985 Lsyesea bggheairdo

L5393B0YMHM WOEGHIMEGIMSTo BA0MmS® 500b0dbYds Lok O™ LgdEBHMOTo MG sOHIWO
96062900l 25bbmGmE0gwgdol 8603369 mdols Fglobgd. 2014 gl a99mEqdmen
Bsd0™ddo, GmIgwois s0hgdl 2013 Fgwl 19 J399s6590 2obbmGmEogwadme 33eg35L
MBomqlo M3BROL Lox s dmbgwgms GHMYbobygdol MomdsDY, 53EMMJd0 3OEWS©
LodOHMOID 00 FoJBHMMJPOBY, OHMIIO0i3 GHMI60bygdOLS s A9630MGOOL LobEgdol
©59330006M930L 530 GOMBL  J9B30MHMBYOL.  FoMMOW0s,  90BoTbMEo  33¢930
3063609 H Mo Fo0ow0 35658 gdMdoL  30MgOL  ImoEo3L, Fo®sd  BOIMM3E0WO
R9dBHMOIO0  FGAHO®©  YMoLomgdos @ Fsmo  BoLooygds  FE0sbs Loy oM™
L9dBHMOBYE 9GOl Tglodegdgo. 33309350900 50b0dbs396, MHMA LfimGg Imbggms
A®9bobao 9godergds dogoRbomm 03 3060HMds®, MMIJWOoE LoxsIOM MEMYBOBsE309d0L
LoMEbWOLYYBbIM0IBMIL 0bsMPMbgdl (Van Wart, Hondeghem, Schwella& Suino, 2015).
bbgoolibgs J3994bgddo Bo@oMgdmwo 33¢93900 (3boymal, GMd GHM9bobagdols s
396300560900l LolEgdol  9B9JBHOBMds  sTM30IdME0s  J399bol  LowogHY,
005360™00L BMbJ3090DY, Loxs®M LgdBHMEOMOL LEHOdOWMMMDSDY, 5ET0boLEOS30E
d9L5dgdMIOLS s BB3S RodBHMOGODY. GHGMIB0BAIdO (39¢lobo dookbg3s Loxser™
625605309008 go630m6M9d0L MUY GegIgbBHO, s 5ToLMsb 500boTbgds, BT
36m3gbol  9B9dBH0sbMmdsl  LimeMgo  3900dm s  9M0LsdmegmHMdm  5dGHmMgdol
dmbsfocrgmds BEol (Van Wart et al., 2015). Kroll o> Moynihan godmygmagb 150
S139Jd@L,  OmIgwoi  BHMYbobaol  MIMegztgl B0 MEgdsl  FoMdmoy9bl,
3963 MMHYdom 30 MYIRMOTOL 30OHMOYdT0: 06RMMT>300L  J93M3gEXds MYBMEOIOL
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d9Lobgd; BEBHIBOWOMIOL T9gMAbJdIOL godE0gMgds, FIBLOZMPMYdOm (330 gdqdOL
domm30L 3MM39Ld0 BsOMMo dMbguggdolomgzols; MH9RMOTOL obbmM0gemgdolsmgzols
1393030329600 MBsMIGOOL 63056 9ds (Kroll& Moynihan, 2015, p.413). 0993, 99539
LBEoGosdo  aobbowrmemos 51939  bo3gds  ™m3GHodobGHMo  bgwzs  GHMYbobygdol
d603369mdol  Jgbobgd s  Lsds®m0os  3Mmb3MgBH M FBod@MMgdby,  MHMIgdos
96062900l 3Om39L0L  3OHMEJEHOMEMBdIL SF30MGOL:  5Y(30¢gdJO  EOMOLS
O9LOLYdOL Lodfomg; L39E0B0ZMNMO MBIMYOOL EHM960bygdOlL F9dmbggzsdo LoMmwyary,
OMIgwog 99393000905 dsbogrol  Fofmadsls o gMmMY39MM36 5ol
565339696 xamaigddo (33. 147).

BIBAOrBO ©5 sIMbsgemgo J36m30l JRgybgbol HB9bobggdobs s 3sb30056980l
bobdgdgbol G9st98000 sbs¢robo

390G MOO s sIMbogErgm  930M™M30L  J3996gdol  Loxs®m  dBsMmM3g™mdOL
LoLEGHYFJOol FYEMYOOMO 5650 BOL TggI®© MBS 00935, MMI 93MM3s>3d0MOL
09360m00L396 LHMsx3s, MmamOmE Loxsdm Lgd@mmol Ggnm®mIomgdol  306M39EEO
dmGH035¢™MM0, 15305m© dogho oym 90-056 {ergddo o LHmGg 9856 99mof30
L3 YMOL 9630050900 93946900l Fmgwgdol Bdo® 89dmbzg35d0 3063060
3M30690s (0b. Bouckaert et al, 2011). 00939, 093500 L3 go 930M™M30L J39ybgddos o6
5MLgdMAL 9mH0sbo Fo035@ 900 ImEYwo, 50599 LoxsOM FdsOHMZJMOOL RBMODs
3960LsBE3MBs OLEBHMOOIo 3MBEIJLGO®, GHEMOOE0Ydom s Bb3S BoJEHMMGdOm.
390G MOO 5 50IMLIZwgm 930M™30L J3996900L o bsffowdo MgRMOI0MGdS
LHmOgo sboero Loxs®m 89bgxdgbGHol ©s933000M9d0m ©o0fiym, o3 59 dm@gerol
33O Md0m  dgodegds  s0blbsl, dg@oE, ob 03 3gMomEolsmzol MmO
90900bsMmgMmdss3 30 d9oxsLgl.  (Randma-Liiv, 2008/2009). owdgs  d5BMob
W0dYMO0DBS3050, Loy sOM-39MdM 35OGHBOMOMBOL 30MgdEgdol obbmME0gWwgdsd s
00Bbgl  89bgxdxbBHOL  BgoMmEYdoL LoxsMm LgdBHm®do ©sbgMaz5d 396  9dMOMM
Labiy39@o 9990 s, YFgGHIBiows, Labgerdfjogm obbBHoGNGHIBOL @LYLEIBE
399m0§305. 9909y°®, 59 3996900l boffowro 33ws3 3999605690 B0MOMIOIGHMWO
Lox o™ LgdBHmOolb  0@gsl  JoMPMMbs, GMIgros RO 3900  FgodEgds
©0593300060©9L 29563000560935000 ©JIMIMSEH00L J39959ddo, ST BMmEYEP M6 TgEsMd0.
d0bge350 5dols, 390960006 LolGYsl olgmo  653e0M35698900  SbIBOSMYOL,
O0Iwgdog  LoxsOM  LgdBHMOOL  9x9gdBH0bMOLL  9g39MbgdL S MIbsTgEMH™M3Y
390m39390D9  ©9og06Mgd0Lsm30L 3609369 M3sb B IMEgdgdL  Jdbol.  olgomo
R99BHMOY00, MMYMOOES MHJuIOLYIOOL 3OMEJEOIo FoMm3s, Tmdoodol, MM
dmdbdomgdeol s©dds s dobmgzol Jofimgdmeo LgMH3z0Lgdol bomolbbbg BEOwMb]s,
00OMIMOGHWO 3OMEIIOJOOL 2505MEH039d5, 9o 3HJbmema0gdol 2sdmygbgds
@5 ULbgs, ULHmOgo sbosero  Loxs®dm  99bgxdgbGol  godawgddo  ©oobghys o
3600369wm3bso  oodxmdgls  Loxs®m  bgdBHmOOol  dmTomds. 53 Ym39¢039L
39035¢00L{0bgdom, 3IBGHMIWMOO s 90IMBIZWgm 93M™3ol  J399bgdol  bofords
©00gm  Loxo®m  8sMmmM39mdol  sbsero  dmEawol  39b30meMmgds,  GMIgeros
390960056 o s ST  IMmEIEgool  30060s©  F90dwgds  Ho®mIM3z0A0bmm o
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Gmdgog bsdYE3bogHM WO EIMIGHMEMST0 69m3909M0560DToL Lobgwrom ©s3330MS
(ob. Randma-Liiv, 2008/2009; Drechsler, 2005; Lynn, 2008). 6539096056030l 8053560
1306053 JuMds bbgs 3mgwgdmsb d9scgd0om olsy, O™ Jobm3zol sdsbslosmygdgwo
9mg60Md0Esb  25dmMmI@obsmy, yz9gwsBy 9gBHO©  0mM35¢oL0bYAL  3mbE3GMgEH Mo
939460L 139308303796 3mbEIJLAL @S LYTLISEGdSL 0dEg3, MYRMOIOMJIOL 3HMEILTO
3990g9gbgdo 0ymb, MHMaMOE sOBYOME0 Loy IOM Y@Ml dgrogo dbsMYgdo, S1939
LogMMITMOOLM MY SERAOWMIM030  FoROOMNIO0EID  25dMmIEobotg  FoOlmewo
006053900 250mEowgds. Bgm3909MH0sbmwo Joamds MBOHMblgwymal, 9Mmo
dbcm03, Lok SOM LYJBHMEOOL BESBOWYYOHMBSL, JOH0SHO 3ME0EH03MO ba30L FoBIMYISL
@5 396300569008 9MmM0sbo 3M0BE03900L 9dwdsgqdsls, dgmeg FbMogz 30 - 9x39dEH0b

©9390G®@0BoE0sL, o390 MfYgdgool 9mgbowmdsl s ETMY30II MBS
(Lucking, 2003 g3. 10).

bbgo  39gBHMMH9Omb gOMs©, 390GHMIWMOO s SIMBOgEgo 93MM30L  J399bgdol
Box oM™ 89560>03900MmdoL LobEgdsdo YrmoE®gds LoxsMm dmbgwgoms BHogegdsls o
396300560905D93 3000©gds. 3900gOHMo FMmEYo, MMIgoE, OMYMOE 903608b9m,
dmbggl  Loxsdm  9650gdMdgdbBg  oHobsm®mgdol  Lodrewgdsls  Sderggl,  dob
390LO3MPMPIM  LAHIGHMLL  SQ0sMIOL s  goblogMMMGOM  LoMyMgdLS3
396D 3EME3L. o0 TGO, Xobs330Ls s Ladgblom Ldqdgdl, s sBY39 BHMYbobgagdoL
LobGHYIgOL, MMAYd03, B396 Fogh obbowrme 439969330 Lbbgoobbgog3sMs@ sGOlL
30Ymdoo. 099939, 309bgs350 296Lb35390900Ls, MM @odm392Ios LobEGHgdol
39630056900l goblb35390M0  808EObIMGMIOM S 3MWOGH03NMO  IMM39LGOOM,
960 d0M0mO©o  Bgbgb3os 033000980 - MH3R™EMIGOoL 306039000  BowEob
©9396G®ow0Bs3ool 9909y MmMH0gbEH0MGds 39D6GHMIW0BIdOLs s IE0gMo Loy s
0bLEGHOGMGHJOOL BIMYse0d900Ls396. B396 J0ge gobboero J39969d0@sb Mbamaomo
@5 Bgbgmo, Tgodargds 00g3sl, 1gM30L9d0L  39BEGHMIWOBHYdS-©Y(396GH 0B
3bGH0bmmdol mMo Lsfobsswdgam HaOGH0WL Homdmowaqbab (Dolidze& Mahler, 2014).
Mba®me  dmEgwl, Mmdgwos  GH®M960bygdol  39bGHMI0BgdMwr  Bofirrgdsbgs
539090, MEI3MP 5938 OMYMOE M30MOBHILMYd0, 1939 653w M396989003. gBO
dbc03, 396¢H90Bgds 3MMEILOL go3mbEHMHMEgdol Lywn3gmglic Bodrogdss. 835360
155309OGHSE0M  300M3Jd0  MBOMBZgWYMRL  bbgs  5MHLETMOZMMOM  5dEHMMgdOL
9dmbsfogmdslisg, 093d, 99BN MoMm©Ibmdoms ©s ImEmEemdom. dgmMy
dbcm03 30, bgds LyMH30LOL LEWMEEO FMbM3MEWODBYds Lobgedforml Jogm, Moi LoLGIAoL
©05MdL, sbowo 0bxgmOIszools s 3MmboL Joegdsl s GHMYbobygdol boGolbl
LoMobll mJdbols. 4o6s 5dols, BBEYds 0ol bLododMMYds3, MHMA Lolfogwrm 3HMEgLOL
30G03MNM0  00gMEMmobHgds  dmbgl, 53  30OMIOSEGH00L  Bgo@EMmWMHMBLL
oL 3oL 9390 59gbgdl 339350056 3gMLi3gdGH03580. Mogz0l FbM0Z, 3Mod@03s, MMIgEos
593300609090y Bgbgmdo,  amolbdmdl  domGMIMIGHMEo  3OHMEIYOHJOOL
M30OJLO©  39FMEBH03900L s 3OMmEqldo  dmbsfogrgmdolsmgol  69doldogM
5M5L50MH3MMdM  5gBHMOL  MblLbol  aBoL, boMOLLOL  3MBGHOMEOLS s  GOHMOsbo
U396 IMEHJIOL SOLYGOIMOIOL gotgTg. gl YoOYMBoMO© dMJdggOL LoxsMm dmbgwrgos
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360HmR9L80MbsoHdol MbyHg, m™wWIzs byl MPHYmdl  sOHILEBMIZOMOdM L@ MMob
dbm»0sb BYM30L9d0L MH30LvRBIE BoHmdL.

3963005690500 ©1IM3O3GHO00L §399690d0 Lox 9O LEALILYIMHO WILPOIMIOD 56 SGIOL
0009650 LESB0WMOHO s 80dHB0WII0, MMI B0 6BVl 3MB3GBLOEOS
dmobEObML.  580@MTd3  Loxs®m  Bgd@mMTo  Fooos  35MIO0L  goobgds o
33900R030O0 300900 39©T0350 939096 39maLo  sLIIGOOL  FglodEGdEPMBSL
3960 0¥) 56M5L58M3MMOM  MMR60Ds3090T0. 3ME0EH03IM0 dSEsIRWYdol BAoGmo
3309, 053MMd0L  MHgMOYB0BI30s s bdodo  LEHO®WIEHMOMwo  OHIRMOIGdo 5T
36m3gbL 30093 YBGM  JgBo MHYMOL  bgwl; Tgbodsdobo, GH®Mgbobygdols s
396300560900l I)ymdMmo LolEgdol BsdmyYse0dgds s GHMYbobagdol Mg sHXIO
3956bmM309gds oL IMHO B3MYIBMIOM MsbsTIOMIGDIMZ0oL Bs3ToMm© MM
59m3sbsL HoMmBmoagbl. 58539 @MML gl 9OHDOIOMO Bodogdss, MMA Loy sOM
dmbggms 3MMRIBOMEO 3350005035305 809l bgdE™EOTo BodoMBY Fo®oo 0gmbs.
36MHm3qLoL  39bGHMIW0BYOOL 9MH0-9gMH0 FMs350M0 bogwo sGOL sMLYdMwo LobEgdol
w656HMds, BHEMYbobagdol 3HmEglido Goi dgodergds dgBo dmbgeg BoGmMml. 5d5Lmsb
IO, 9OHM0360 LEHOIBHIRMo bg3z0L sMIMLYGOIMDS s RMYTI6EGHMWo doymds
5050  989gdEGH05bMdOL, LB bomobbols s GgbMLYdOL  SMO3MMEYIGHOWwo
botrx30lb dobgbo bgds, GMsLog 98330308 OMYMME o@30L  Fogoomo, 1939
wbgMgmol sEMIMwo godmaowgds. (Lucking, 2003, p.23). Lucking s0bodbsgl, ¢r0d
Y39wsDg 9839JBH0%%0  BHM9b0bygdol LoliEgds 08 Fgdmbzgzs8os, MMLSE SOLYOMDBL
Lobgwdfogm mfggds, H@Igroi 3sbbolidygdgamos GHM9bobyols s gobgomsdgdols
L5F0MHMYdJOOL 00IbBH0ROEOMYPISDY, 3OO0 Iol  Tgagbsby,  GH®9bobaol
9IfMm©gdgdmb  3MbGHMOJGH0MGOsDY, boMobbol  JmBEGHOMLS s  bgyoz3wgbol
99x35905DY,  39MOWIWIMO® 30 9OLYOIMIL  GHMgbobaol  dmIfmEgdgwms  396MYOE
396300560900 Jugwro, H™Igeoi J3996oL Y3gas M9R0MmbL dmoiEsgl s 9J3l Mbsto,
d9L5dgdMds @O  (3mbs,  Lobgwdfoxml  Fgbmogsdml  9dudgMHGHObs  yzgws 0d
bLgO™do, Gog Loxsdm LgdBH™MMol  LsFoMM0gd0m  2oboLOBOZIMGds. b FmEOTSE0
0530UBO0  B3DBOHOL  A96305MJO0L Lo 39mgbm  BsTwYsEGdss S 5TOZPOMYES,
930mbMo s 5O MIM030  MHLOLYGOOL  FodlodoErmEo  45dmYygbgdom, bgwl
fymdl  9H™M3bmwo  bEHbIMEHIOOL  5350egdsl.  3mwo@03MMo  Bgo@®mowrmemmdol
d9L565MBMBYIWO©O O 39MEBHODBIBMEMBOL  3OHMDGIOL 153000  SLIMOYIWS,
(30009390, Bgdmm s0bodbrmo Lsbgwdfoxzm Miggdol bgmddmzsbgwo o6 ogmb
3030300 056580090MdOL 30600 s oo FgMbg3zs 39BLY3MIMYIOMEO YMMSPIO0)
b9dmgL, @53LsbmEdoLs (N 30339396GOH™MdOL 360@96m0md900L
390035¢0{0bgdom. ™30l BG03Z, JMM0sbo JMOM3bMEo LEIBIMEJOOL ©STIZ0MYdS
byl 9gmPgmdl 3Gmz3gb0mboeo 350Mgd0L FmaBoEIdsL s F500 IMBOEMBSL Loy sGM
LgdBHmOol  dogbom, o3 39M0gOMWO  LoxsO™  LsALobMOOL  9gOH-9mH JoMHOMOE
360b303L Fo6dmopqbl (Lucking 2003, a3. 23).



3566809880l 565¢70B0

Lboxo®m  dmbgargms  GHM9bobaqdol Logombo sdsdg dmddgo  396mbIgdEmdom
©MJA0MGOE0 56 YMBons. 5OE 1997 Ferols Loy s®m BodlobmMob 356mbo, 563 bbgs
3960b3M Mg 900 dmbgugms 3OHMAGL0ME0 45630m56M5d0L Ls3omMbl 56 4oBLEBOZM39b.
30639o bHimemgo 2014 ferol 356mb3dmg@ddo 2o9u3s boBo ghmosbo 3Mmzglomwo
3963005609005 s 39M0gOHwo  BOHEOL  F60dzbxEMdLL,  HMIOL  SMEOEGOY
09050099690  g9dgbBo©  gobolaBezms  BHMgbobaqdol  LoliEgds, o0bgzg, MmMAMO3
PomIMYdMOMISHY  ©IRAbgdmEo  Tgxsligdol  sOLgdMds  (Loxs®m  LsdbobMols
396mbols 3Gmgd@o, msgo 1, dxmbeo 16). 396mbo Hs8wgbodg 3608369 m356 BoJBHMOL
3odmygmgl: 1) BoMEGH08oE0Mgd0L 3Mm3gbo (Bxbeo 29), Mo wyolbdmdl, MM Loxstm
L9dBH™MMTo LGB0  O0BGHYMGYdIMTs  3060Bs MBS BosdIGML  JoLoMYdO
LOlYOGHOR0IIGHM J9TIMES, MOMIJE0E OIBOJIGOOLIMZOL SME30EGdgE MBsMGOLS o
Do 3m©bsL 58m[dgdL. LyMEGH0R0EMGIOL 3OMEgLL Tzl LoxsM@ LsALEBMGOL
dombm, MHMIgog  sLg39  890849ds390L  BHYLGHOMYOOL  LEIBIMEIOL,  SHglgdL
A9bEHM900L BoBomgdol LobdoMgl, EOHMLS s SHOWL S YM39EXNZ0MS©O ©OIOL
063m®3s305L  FgLlodsdol  390-3300Dg  (Ibero  30);  2)  Loxs®m  LsALOHBYGO
2960L5BM3MGds, OMYMOS ,3bMZMHGOOL FsbdoebHg OLEJIgOOL LggH™m® (Imbero 33). 50
©90q058 Mbs YHBOHMD39wgml Loxs®m 1gdBH™EOOL LEBHIVOWMOMDS S OI0(33L
dmbgg  M396mbm @5 MBI DE0B0  F9BM930IBWGDOLOYSD, s> FmGol,
300E03mM0 60dbom; 3) IMbaro 34 2obloBOZM3L, MMT LoxsMM™ bgdEMm®To LoJdgds
005 30m631OLoL Fgboom Tgladergdgewros Fbmermo dgmmby (439wsHg 0W0) Mbyol
©™b0sb  (9dmbszarolo Fgdmbgazqdol  goms), bgdolbdogho sbs®Rgbo  Msbyol
056580090Md0L 5353905 TbBMErMm© Fos 3MB3MOLOm 9GOl  Fglodwrgdgwo, M3
3960mb3gdols doge  3oM0gMmeo LobGHgdob Lsxgdzws doohbgzs. @Ebsos, Mma
D900l 49035¢oLfobgdom, LoxsMm bgdEm®mol bgedobsizmdmds, dgmmby
b0l 29M©d, 93390005 0BMMGds 00 335¢0R03E0MYIMWO 356OEIEIOOLIMZ0U,
I 9003 56 39dsmdgb Loy oMM MEOYIBOB309030. gl YO Gds 565 FbMEME sbowo
Loxs6™ 9969%89bEH0L 360630390l 9H0bsodggds, 56999 [obsswdgamdsdo dmeol
6939096005699 LoliEgdobmabss, HMIgEoE 9006MOL ILOJIGOOL s ASB30MEGOOL
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920600 LL03-900L 05bsddOMIgEms  LEIGHWLOL bsgzombog, Moz dB939
MOOYMBOMNSE  50LYBY  3BMgJBHoL  808EObIMYMISDY. 306039  BSBsTo, MMOILSS
dbd9gbgargdo dbMEm©  39bGHMIMmO  M[Ygdgdol  dmbgwrggdo  IMosBMHYOM©bI6,
oLHOYS 3000MHILIE IO 0gm, FJBsdsdobo®, Bo3MHMIJBH™ XAMNBL s MbMmMO
6256053006 FomdMIoygbegdl  dmfiosm  mbmgbom F0gdsMmsm  BMH3MMdOL
503060LBHMS300B5m30U, (ONON 36MHm9d@Hdo Llo3-9d0l 05658960::MmIgd03
BoOM0943b9gb. 080969000305, MHMA 356Mbol Boge ULHogargdols s 3OHMmzglovieno
396300560900l 3m33mbxBEGHOL  MYgMomgds 89593060908  BHEMGbobagdol  3HMmEgLOL
063 9bL0gMdsL, MoE sbolosMIOL ©I3IBEHMIODBYOME FMfMEIdIL, 49BLSIMIOGdOM,
OMOILSE IF0BIBLYdS PMBMOHO MMYBODI3006 TmEOL, OMIGELog b sbarsgL
99b0m3900  HM9boby-Mggdol  Mom@gbmdsly s  3MmgdBHol  dowosb
bsbadeogmdsdo.
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5003060LGHM0MgdOL  3sLrbolidagdE@mdOl  3MHMBdMYTs:  ILHMYIOL  MBMMBb3gEYMRs
300565 0gm 2oo@Boo 3MHMgd@oL 2563obmME30gwgdgw 3MmbLMO30MIBY, Mo
Log3md3zgerdo3g Jobos 3MIMdEYISL, B30 3MIMZ50YM MEMRYIBODSEF0JOL 56 3JMmbsm
(5 563 d90dergds 3dmbgom) dglsdsdolbo olizMgEos, ®mad dmgmbmgsm dldgbgwgdols
3005306 g3egds  Lodmdom Lss0gdoL Ao63ogermdsdo b sdmgyqbgdobsod odwmwgdols
65009 bbgs 994560%bBdo.

3m0@03mMm0 6900l sMOMUGdMds. LoxsMm LgdBm®mol 139309303096 25dmdobsty,
dogho  3mwo@oldnmo  bgds 930w gdgwos  dmbgargms  8m@GH03060930Lsm3z0L
A&®9b0bgdd0  Imbsflogmdols  doloegds. g BOEOL  LoxsO™m  Lgd@mOob
B39dOEMOMBSL s 5F30MJOL 35CEMIOOL 450BYBSL.

395G 0BgdMmo ©oggad30L 3MMdgds: dobgszs 0dols, M EMbmGmOLS ©s
360350009M9d0L Joge 99dmTs3ws IGO0 ©M3II6GHId0, OHMBWIdoE IMO(3I3S
000MJM0 3ol sOfgmsl o Tgbodsdolmdsl  Imbgargms  MBAgdOLs o
056580090Md7d0L dobgzom, abdgbgwms 930LGM300 &®9b0b90%bg
565L0L3HGIMMSE J0dEObIMYMDES s, FYEHIL F98mMb3935d0, 3MbB3OYEHMEo MHYgdgdol
390069008 ©g35MHod9bGHOL  ©mbybg  Jywgdms. 0dol  2odm, MHMI SO sGOL
bog3mdzosbo  Iglfogaroo  Loxs®m  ULgd@mMob LsFoMmgdgdo  UBHogwgdols o
396300560900l M35LsBOOLOM s S193g, 9O SOBYOMDBL BITMYSC0dJOMWO JMHN0S6O
LodMBom  SOFIOO0MIGO0 MBI o0l S M9bsdEYIMBJOOL dobgzom, 3mb3MgEME
9 gdbg Abdgbgems M90LEGMsE30s BA0Ms® bgdm®s Mobmdmwsw, dmbgwmol
1530MHMYdgdoLs > 0bFHIMYLYOOL 49035 oLOBYdOL A50gdg. M dds Mbs, SLgmo
dopamds  59390m90s  dmbgmgms  dmGH035305Ld3 @S BHM9bobygdol  s0ddol
995399B05b6MdsLsE. 0ym Jgdmbz93900, OHMEILsE IMbgwggdo ImEom©bgb Imgzsgmdol
dmboll  25dm s  bdoMs O3  03mEbgb, Mmdger  ImEbg  0y3bgb
5M9R0LEGHMOMYIMWgd0. M5dgb0dgd 30 FgBILYIOL EOML sMbodbs, ™A Aus3LO
A®9b0b630 395300 3Jmbs s FsM30L gl COMOL 35635 0ym.

3) 3m06035300L 3BrMdEYTS> 3Mr1M3Z5000gMYBLS S BM3MMBOL sToboliE GOl FmGOl
36MHm9dGobL IMBsdHsYdgo BB (2014 Herol 536MH0o - 0360L0) FMoEs3S LadMmgdEHm
©™3999963H900L, GHM9b0oby-0mIgdol, d9xsLgd0olL s bstobboL 3mbEHOMMEOUL, 1939
©MbMOLS @5 8030MmdoL  [obsdg  9byoMm0dRqd0ol  ©M™3MIGDEHOSEo0l  BMmIBoYdsL,
005360™M00L  530boLEBHMIE0LMB  3BMmgdGHol 80dobsMgmdol, dLdgbgrms 6350l
M93M0M9d0L,  EIMJAOLEHMOMGdOL  3OMEglol s 9BRIMOTZ5EYOMEdOL
39600M™dol  Ggmobbdgdsl.  dombgsgzs  sdols, gl 39MOMEO 9GS 3ToMOLO
503mBbY 3G 390l LEOMEYMBOEIO OYIRTZOLIMZOL, G133, 30039 MOYTO, 3OMIJEHOL
360Hm3qldo sMLHmOo 30803300l dMOE0 0gm. 9IRS BIObEIdMs Logdol,
33060b 45635300Mds30 o900 Lglogdols, dmbsfowgms Bogmb@od@Em 0bgmmasizool,
3M6309@¢M@  ImEgdHg  30M350gMO0L  (BHM9bobaol  Bo@Bo®gdol  dolsdsGomo,
509990l MM, EPJJIOL CoMEIbMds s Ib3.) Bglobgd 0bxzMMTs3z00l dofirgds.
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Loxodm  LgdBHm®do  3mIMb6035300L  3OMBdWgds  iLObgs  BodoBmggwoml
LoBMYPSOMYIM0Z Logddgms 0bLAHOGHWEOL FsOM3ger™MdOL LB3Mmol Joge Bo@sMgdm
2014 fjob  33@wgzedog  @d oL YIPME  ¥393d0MEIYs  JrgHOmbywo
80560390 MmdoL  Lo3ombl  (0Mbsdg, ©meody, 2014). GMAMOE BM3ML  XdYB9dd0
390m30mb3s3 583965, LETMPWMm @O IBIWO MmOl 3sbsdTOMIgdolsmM30L
99dGHOMbMwo  3m3Mbozsgos bdod F9gdmnbgzgz9ddo dowmgdgwos s 96  500Jdgds
995399BH0565.  Fglodsdobo, 93 abBoo  Fogdmwo  0bxzm®Isgos  FgladwrgdgEos
056589600l gMmoEgdol  domds sGRJL. 9ol BoBgbo  bgs  MAMoL
056580090Md0L 306900 MBOM GBI 1935 FMbIWJMS FONZOM3DMOOYHGI MBS
SbobEgdgb,  Mogomo  MobsddOMAgdolsmzols 30 g-gmLGHom  MBOMBOLYSH
900900 0bxzm®mds30s ,350500D056gdgw0s“ s L3O WOoEIMOLY M30L9d9dbY
80900m9dL. sMM30L M96>FINMIOL 060D 350303930 49dMABIEZGE0s 0L, BT
WROMLO YdMsemE b3gds s 30MHOL30M JoL3gAL LoFoMMm 0bRMMT>30SL.

4) Ljsgmgds @ 3Mmxgbommo  g63000sMHgd0L  smgds  Loxsdm  LgdGmGol
bG9d0EMEOMdOL 3mI3mbgbE s

OMamO3 50bodbmmo  33¢09300096, 1939 LEYEbogH™M  OEIMGHVIM0IDE o
Lo9MMITMOHOLM  Foo0MJI0IB bsgE0s, MHMI Q5630500 J399bgddo Loy se™
LoABOLMMOL  HMVBEOBOWMOMBS  3OMGBgbombowo  30EMGdOL  396Mdm  LgdEMMdo
39006905 0fi3g3L. 39S 5ToLY,  3MEOGH03MOO  doemBgdol bdodo 33w,
9660300 s BLEAHOMIGHWOMWO OHIRMOIGO0 byl Mol dgsGro s IW0gHO
0bLEGHOGMBHJOOL  BoBMmYs0dgdsL.  LEHIOOWMOMOOL  JO-9O  FodBHMMe©  bs
500608bML Loy s®m 3gOlmbool Fserm30L gHM0sbo BEBIBIMHJdOL 5333000,
653, 0530L FbE03, B3P MMNYO Bs30mb0s s 3MB3gJuIH JoEYMASL BoFoMMgdl.
Logo®m39geml Loxs®m Lgd@EHmMol 33c0g30L O™ 5E30569M0 MHglyOLYdOL FosGMZs
M9L3MmbYbEH ™S 809 JoMHOMI© 3OHMOWYToms FMMHOL SMVYOMbYE oLIBY . $85BY
LodOHMOEODBID OHMAMO 3 B0 M365dEHdMOOL 3060900, 51939 YOO dMbyEg)do
L59MM5TMOHOLM MORBODSE30gdOL FoMdMmoygbergdo. 360d369wmg5605, OHMA gOm0sbo
doamdols 99999353900l @OML 5O I0MM3IL (39¢39w0 HYgdol EOLZIMY30s o
0530Bgdol  bsdobbo  sb6s3OMIgerms  ©IJ0Mms3z9d0l,  IHobsmGgdIOL 0y
39630056900l 3Mm39d0. LoxsOM LsALIBYMOL dOIOML EEIOLIMZ0L Fgddsz9dwIEo
543L 5530560 OglELYdOL  BoGm30L  Lobgddmzsbgwm, MMAgwoE  Jogel
L9dBH™Odo Mbs H0BYMHYML, S MMIGE0E, 530L FBGOZ, FobloDB3ML3L 39MLMbBowols
35OmmM30L  BMAd© 3M0b30398L 0by, MMI  3MB3OgGHME  MFYgdgdl  M930LIBEYdOL
3903390 bo®olbo  ©oEH™M3mL.  Lobgerddmgzebgwmdo  Lomds®os  I9bgxdgbEob
056589000M39  G9MmEadHy, OMIJW™S  9BJJBH0bMdS  BOBbIL  MOHPb0BIE0OOL
3M6&9JuEHdo 990mdgdME0 S IIBEWIMGOE0S, FoYIL0MOQ, FFSMTMGOYYHMDOL
o3y (performance management), LEAHMIGHIROMO JAA39, FMBGH035305 @S Lbgs.
39bbs3MPMgd0m 360d369eMm3bs 0356605 BoxsMm LEALELOTo AFoMTMYdLIOHMOOL
99935900l (performance appraisal) obs3gOMOM3g  9gMEIOOL  FgBMEgds, M3
©OYO0MO©  09mJdggOL  05bsFIOMIgEms  IMGH035300L 5350 gdsbg,  LimMo
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3009960353060 LEGM33H9R0900L Bs3MYse08905DY, 5MORMOTSIMHO s BMEOTSWOHO
MOMN0JOHMMOJOOL IMJAMW0MHIOSDY, O DMPSI, MORBODI300L 9539dGH0bMdOL
50509059 (Lox sM® LsdLobHOL doGm, 2013-2014).

36OMRILBoMEo  LoxsO™m  LsALObMMHO  MOZ30LMZ9®  JolbIMdL  Lfogwrgdols o
3963000060900l 59930 gOMBSL Loy oM™  Fmbgergmom3zol s, o3 Iog56M0s, 53
30033mb9b¢) by 305360 ™MdOL 35LbolidgdemdoL 39BOOL. 36m9dEob
396bmM309gdoLsl 593500  godmBbs, ®Mmd  dmbgwggdo o6 353d06090©b96
9606290l dom 35M09OE BOILS S o6305MYISL. BxEOG, LoZMABMBESE FoPOWO
@oLHOYOs  BMYso  MbIMYIOL  BMgb0bygdbg  (598056MH0  MgbyOLYdOL oMM,
36M9D9bGHo305 o Mol MbsMgdo, 3MHMad@ol FoMmmM3s S LAHMIGHIFOMEO ©R9RT3),
3905609000 Lox O™ 1YdBHMOOLIMZ0L B3gE0R03MYO FMYIGIMID (W05 FBSOMNZIW MY,
Lodmgdosdm BsO®MMEMdS, LBoxsM™ BgdBHMMOL 9003, LoxsMm sMHM39eMds, LOR O™
300E030L 496300000905 s LETsOMEGOMH030 LRIz gd0) oo FowMOmdL,
03 Loxsmm bgdBHmOTo LI 30 MdYD, Bm0oYggbmb TgbodegdMmds o
39603005606 olgmo  MbsGgdo, Moz o 3MBIMOIBGHMEMdL  2obMHOL
3M5L58MHZzMMdM s 39Mdm  Lgd@mMTdo. sSbgmo doymds, 3bsos, bgwl Mol
UGHOBOMOO  Loxstr LsdLobMEGOl  BoBmygomodgdsl, MmIgewos ©e3ma3wgdGHgdvwro
096905 8500 335¢0xB030MM0 s IMGH030090Ww0  35GMdom. Imbgmgms oM
39390900 F9x35L9gd9dHg  IYMEbMdOm  Fgodergds  Fgzoxsdmom ol sb3gddgdo,
O0dwgdog  LimOgo  bobgzmoe-3ob@GHMowobgdmwo  dm@gwol  Bsdmysodgdols
d9dobggzsdo byl  Fgmfhymdl  BH®9bobagdols s  gobgzomatgdol  Lolgdol
98393BH05b6MOOL  QoBEOELL.  Loxsdm  LgdGHmOolb  FbMosb  ghmosbo  doamdol
999853900l 306d983d0 BGOHMb3gymBowo 096905 A&®9bobagdol
1539 YOIMYWMMBOL  AobLIDBWIOS s  39bMbom MMM gds,  BHMYb0by-Lglogdols
3obbmMO309mgds  obgmo  MYAMWIOHIMBOm, M3 IMHILM0RIOL  3OHMEgLOL
5Lz ge  0BBHIBLOYOMOSL,  XAMBIIOL  ©H3MIZWYJBHJOSL  ALAGBger ™o
530MbOMEOHO0  MoMm©IbMmdom s LYFMOEgdsls  Jolgdl  IMbgarggdl, Lo3MMIMO
LoF0oMmMGdGOOLs s LsFMTom  0bEIOLYdOL  Tobg3000  2505MMb  3MB3MgEHMwo
8mgdo d500m30l Inbobgmbgdgw 396H0m©do; obsbffamo LsFoMmgdgdol 33erg3s
9 gdol Gobss®lLoL  (396EM0bgdMws© F9ddsgqds 23HPM©OL  GHM9bobagdol
d9L58580LMdIL BB Loy sMM BgdEMMob, 039, HMAMOF (35390 HYygdgdols
dmmbMm3b0gd9dmab; 2oblo3MmEmdMEo  860d3bgermds 9boFgds 1939 ALAgbgems
X3153900L 30m3mg9gb)HMdOL Bo3oMbL, Mo 42IolbdmdL, ghmo dbEM0Z, Mabyol, bGsgols
@5 299Mm(30qd0lL  dobg3z0m  X3MBJOOL  ©3MmI3gBJOL s, Tgmeg dbOOZ,
1539 GIMML 2obol BHMIbobagddo Fowswro MMl Jmbgwgms BsGMIEMdL
(0099939, OMAMOF oEIOGHMOL Jodmboegsdoi s03608bgm, Fo0eo MsbsdEIdMBOL
306900L Bs®™M35L BHogegdol 3MmEglido 36339990 LOOMMEGIOO SbEVsgl ™Mb, Mo
©535boLOsMYOY0s 565 FBMEMO JoMMNMo LoxsMm bgdGHmOolomzol, M99 Lbgs
396300560900 ) 496300569050  J39Y6900LM30Ls3). 98539 MM, 3MMgIEHoL
dmbsfoerg dmbgargms Fb6H0L Bs3dom Fo0aro Jgg3sligds JooMM 08 GodBMEMm9dTs, Mo
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59930009090 3OHM350YIMOJO0L dogH 0gm Fofimgdwo: 3MbLmGmEowmdol (93¢0
625605309008 @O (39039990 BHMY6IMHJOOL  3M9JBH0IMNWO @S 3JOIYMYOMOO
39930 9ds, 302bs, 30396035300l s LHogEgdol MBIMO; Loz gdol Msbsdg®mmay
3900900 59mygbgds; Lolifogerm A5Mgdm s 0bFMILEHMIEBHMGS, M3 byl MHymdL
Lolifogem Bsboerol 9339dGH0sb 5030L9dsl; 30M35009Mgd0L Logdu3gMGH ™ 3mEgbgoswol
3990yggbgds 36l EGH0MmgdOLMZ0L, HMAMOE GHMgbobygdol 3Gmi3glbdo, sBg39 99T,
LodmBom goegdmdo sbowo Mbsmgdols s FMEbOL odmygbgdolismzol. 3MM350IMO
625605309008 FM535¢BIOMIB0  AOTIMEEOWGds 390  TGLodEGIW MBS bgds
Sboewo  BHodol  3mEbol, sbowo  0bgm®ds300L  oEgdols  Loxsdm  Lod@mmdo
©5L5g390MEMOMZ0L; FgBILYIOL EOMHML 2580339005 300093 JOO BogBHMMO, HMIJMOo;
abaogbo  BHM9bobygdol  ©sds@gdom  3wls  dgodwrgds  dogzoBRbomo:  Lbgoolbgs
65605309008 [omMTogbwgd0m  ©53MI3gdBHIOMIE  XyMRBJOd0  Fmbgrrgqdl
535390000 9L GOMDS §IG35m, 2503606 9HPTBgMNO O s5gsOMB 3MbESIEO
(949090l ImEOL, O3 5d0gMHGAL MMAMOE LoxsMM bYJBHMOOL BEIBOWYYOHMBSL, 1939
DO©OOL ol ImJboErmdsL s QoMGIML  sboew  go8mf39390Dg 099060 gdOL  MBIGL.
DYoo, 3MMm9gd@ol  HoMmBs@gds b3zoslbgs Bogd@mMgdom Tgodwrgds Fgz35LL:
Abdgbgms  3059gmzogds, @ILHEOYOOL AMMZgWms  MOMPIBMBdOL BMEs, FMEbOL
©MboL 5850 gdol 35B396939o  BHM9606ygd0lL ILEOIW9dOL F9dwgy, dmbsfowgms
3096 9mEgdol GobssMLOL Fgxnolgds Lodwmdsmbomsb dglsdsdolbmdol Jmmbom. gL
1399 BH™OH00 Jgx 59900 Loboom J3gdmom bOOETo sGHol dmyzsbowo:
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89Lsd5d0L
gmbols 3619~ ©d 05 0o
LOmmo | 2om3xmdg 3@~ L5399 8smUb Lobfogemm | @maol@ b

dcvyemo -0 Lgds LB 03b &Mgbgeo 25Mgdm 035 3gg30ligds

96003b9¢» do005H Lo390m9L | Lovyzgoglb | Lormzgogl | Lavyzgogl

03bs 39630 ® © © ®

00O
03560390 md
b} 137 29.93 15.23 44.6 67.4 55.1 46.8 94.4
Lsdmgdogrsdm
Botrorrgemmds 112 28.23 13,69 33.56 66.56 49.89 47.67 99.44
Loy s®m
0356039 md
p) 135 36.71 33.65 39.78 63.43 49.88 45.75 84.23
Loy sGO@
bgdBmeol
903 270 38.02 30.18 63.75 69.03 62.42 54.1 96.38
15595600906
030
b5593v9dz3engd0 224 28.49 4759 5151 66.79 53.37 41.34 96.33
Loy st
3mo@o3ol
396300056905 236 37.95 14,14 3752 70 45.42 43.74 91.85
558056960
MHLOLYdOL
BRI 384 27.78 13.99 46.6 83.26 71.8 63.31 97.61
3609bgbEoGo
ols s fgMols
656900 394 39.57 17.87 56.25 84.75 79.65 66 97.85
36mgdGob
A QI 474 23.54 17.83 34.62 55.9 41.86 43.05 82.14
LGH®HI02)
@0 5393035 506 38.38 29.4 43.25 68.15 49.27 47.8 91.26

998350900l 9639390056 Fo®YdIMNWO  MoMmEYbmdM030 Tmbs3zgdgdo  SILEGMOL 0d
51336900l LOLHMOGL, O3 BoMTH390I0 0b6EJMHZ30499d0Ls @S 3MHMgdEob Tgxzslgdol
565¢r0Bol 9990 399Mm30@9bgm. M9gL3MbYBEHId0 JoMO0MOI© 03539 BogEMMgdbY
50553009096 g EYdsL, MHMAO0E M30LMIMO3 33193500 ©Y3IBEIODIOIO
9ol 653e0m35690905  doz0Rbogm.  39GIM©,  9M9gRgJBH0B0  3MINbo3Si30s
8530mO©oboMgdge  Mfiggdols o 3MM350IOL  ImEOL,  GHGMgbobgygdols o
396300560900l  9HDosbo  3mwoBozol, 3OHMmEgLol  dodshm  (396@MIw0DYdMWwo
dopamdol, 0lg3g, GMAMOE bosMobbol  Jgxslgdol  3M0EHIM0MGOOL  sOIOLYDdMDS.
390HMOWoHBGPMwo s 9OHosbo  ©oggad3z0L  Fgdmbgz935d0 o306  0dbgds
500900 GHMgbobagdol 0bEgbloMmo aMsxgolzo s Lolfsgwm 3GmEglo WRGM
dmMag0mo  0d69ds  dmbggms  Lodwmdom  Mgg0db.  25MHES  sdols,  BHMYbobygdol

MIRMIOMEO®© S LoLEJISGHMMs©  BoBHoMgdol  dgdmbggzsdo  dmfglitoygds
X3IBIO0L  3mIMgbm@™mdols s xymndo dIYbgms MoMmEgbmdol 36MHMdE9dgdoa.
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3obobss, GMI  Fomoero  bsdolbol  dglsbs@Bmbgdws  930egdgE0s,  3MHM9JEoL
5393935 5 3MBBHOHMEo 9HMo MHggdol 3sLwboldygdemds ogml, bmwm »dmseme
396bmM309gds 30 0lYMO  3MM3Z50©YMOJOOL, MHMIGdoE 3m63MBEBHMW Ao6gdmdo
©553054mR09d96 Bsdmygsodgdme 300Mmd90L. GHMgbobyol dmbsfowggdds domowo
3985b905 Jobzgl GHM9boby 36M35009MgOL, dsm doge Imfmgdme BYMH30LL, GMAMO;
LodmTom F96M9IMBs S WMAOLE030L, 1939 GHIBIOMS 335008035300L Mg LsbFsgerm
dsboErol  AMIBoIdol  35¢LYBGOLom. 3603369 m3zs60s, GM®I  3GMgdEHoL
©ILOMWGOI0EID  ghmo  ferolb 909y  ©IWII0MOLS  FGRIBYOVIEO  OMYME3
dmgdol  Jobos®bol  JgLodsdolmds  Ym39wEEoe  LYIMTsmboSE o
365dGH03MMds, 51939 DBMAOI®, 3MMmgJBHol, MMM HoMmBs@gdmwo 36M939w©90G0U,
396bMGmE309gdol  God@o;  GHMYbobygdol  LoLEGHYIsEHMOMMdoLs s Y3zgws MmOl
dmbgm5m30L 1535 YOI MmMdOL 3603369 Mds, Q6L MO0 godmIobstrg 0d
153956MbdM (330 gdB0IB s MHIRMMTYI0IDB, HMIGdoE LoxsM® LgdEmMdo
90900656 9MdL.  sLsb0dbsg05, GMI DmaogMomo 933wg356M0  BHMIbobagdol Tmogz56M
©56036mwgds LHmMgo MHgnm®mdgdol dglobgd 0bxm®momgdsl dookbgsl (Kroll&
Moynihan, 2015).

5.3. 6sbg3M503953®oe0BIdM0 ©s 396G BYdMMOo FMEYEgdol FgEsMYds
dmbgemgms 35006900l 3mbs3gdgdol dobgpgzom
33930l Agbsdg  303momgbs  Fgdmdsgs 39bGHMPWGO  bawolvgagdol

5035LMHMgdgwo  Mfyg09d0b Fmbgwgms goobgdol IMbs3gdqd0lL  Lyxdz9wBy.
390006905 Lox st BgdB™mMolL LEHIOOEMOMOOL LsHmTs F935MBogm, BoOE VSO

9563969090  BgdBH™MOL,  OMAMOE  ©ILEddgdol  LEgO@L,  FodBo3gEMdIDY

300mMgdL Y, 535300MOMMWS, byl «figmdl derog®o Labgedfogm obbEodw@gdol
Bodmygoodgdsll o 983900  BMbJEombo®mgdsl.  33wg30L  JoBbgdoLsmMz0L

39903094gbgm  50sLOMdgo  M)Ygd9d0sb dm3mzgdmeo 2009 s 2014 {erob
dmbs3999%0. B00gdMYwo  dmbs(39d9d0L 3339y Bmbs  3GMMyMsds STATA-UL
39dmyg9bgdom, bo-3350053H0L  GHguAHoL (Chi Square Test) dgdzgmdom, Lowog
d6003690mdoll  mbg  Tgopagbl  0.5-L.  BHbGHO  PoGIO©S  OMMIMWO
L5doBOLEBHOMBIMZOL B -3 3 S 1939 F0WYOMWO K sFMEMO FMbozgdgdol Jobggz00.
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Introduction

Fundamental reforms introduced in Georgian public sector since the 1990s have covered
political, legislative and administrative aspects of the civil service. Establishing the civil
servants training and development model has remained one of the important systemic issues
at all stages of the reforms. The new Civil Service Law, which will be adopted in January
2017, aims at creating a professional civil service, and defines training and development as
one of the state's responsibility toward public employees. The purpose of the present study is
to analyze different models for training and development in public sector, their advantages
and disadvantages and their relevance to the Georgian context. We analyze the data obtained
by the qualitative and quantitative research, which includes surveys of the major
stakeholders of the training and development component of professional civil service system,
as well as impact of the training models on the stability of public sector. Key findings from
the research show that considering the overall context of civil service in Georgia, as of the
developing country, the semi-centralized training delivery model will most effectively
stimulate growth of the stability of public sector's and establishment of professional civil
service.

Chapter 1. Development of Georgian Public Service since 90s to the present day

For the last two decades Public Administration reform has been included in the top political
agenda of Georgian governments. Adoption of the General Administrative Code in 2001 was
the first step to reshape the public service and put more emphasis on the rule of law and
impartial service of the country and citizens. The changes in legislation deeply affected the
social mentality as well as citizens’ approach toward public sector and its role and duties.
After the Rose Revolution in 2003, the discourse on selecting an appropriate model of public
administration has become of utmost importance. Two different versions of the Civil Service
Code had been elaborated. The first one, drafted by the group of the Parliament’s experts,
was mainly based on the Weberian values. The other one drafted by the Civil Service Bureau
and supported by the Minister of Economics and the State Minister on Reforms’
Coordination, Ms. Bendukidze, shared a more neolibertarian approach (Transparency
International, 2006). Consequently the newly elected government started to introduce vision
and values of the New Public Management, which, since 2005, became a main vector of the
development for the Georgian civil service. The reformers in the government strongly
supported large-scaled structural changes within the executive agencies, through downsizing
the government, developing new organizational structures, abandoning unnecessary
departments and divisions. Establishing an orientation towards the free market, customer
satisfaction and increase of the quality of service delivery through simplified procedures, e-
governance and attraction of private sector, establishment of merit system through entry-
and qualification exams, new rules of hiring and promotion, introduction of the contract-
based system of employment — all these greatly contributed to attract more professional
cadres to the civil sector. Particular executive agencies were given significant discretion, in
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fact, power and authority to independently plan and conduct the reforms within the agency;
The Civil Service Bureau introduced a concept of separating administrative and political
powers by bringing in a new position of politically neutral administrative manager in the
ministries®. The reforms resulted in successful defeat of administrative corruption in public
sector and establishing new organizational culture within the state institutions.

But during 2007-9 the short-term effects of the reforms drained away and the processes took
a new shift; the number of executive agencies increased again, along with the number of
employees in public sector in general. Partisan principle and patronage became main factors
for employment; considering the poorly developed free market and private sector, the
neolibertarian approach did not bring sufficiently favorable outcomes and after the short-
term economic growth, the Public-Private Partnership project turned into the new sources
of corruption. In general, the reform ended up with spotty success and non-systematic
changes. The efforts of proper institutionalization and establishment of strong public sector
failed. Citizens’ engagement in political processes remained extremely low®, no unified
political vision had been elaborated, and the problem of transparency and accessibility of
public information was still unsolved. But the most significant and dangerous upshot was
disturbance of the checks-and-balances system and accumulation of power within the
executive branch.

The Parliamentary elections in October 2012 marked a transition to a new stage of political
development for Georgia. First time in our contemporary history the transmission of power
took place in constitutional and peaceful way. Public administration reform once again
became a top political priority. In 2013, with the financial support of the USAID, a
consortium of non-governmental organizations started to work on a new concept of public
administration reform. In November 2014, the Prime Minister approved the new concept
and public organizations were instructed to prepare for the implementation of the new
legislation regulating the public sector. Based on the concept, during the period of spring-
summer 2015 the Civil Service Bureau completed development of the draft law and started
its public discussions within the various interest groups, along with other documents adopted
by the government. The law is basically replicating Weberian model and aims at establishing
professional civil service, at the same time almost totally refuting components of the NPM
adopted by the previous draft. In this context we may assume that the administrative policy
of the new government, directed to undermine and neglect any success achieved by the

8This initiative has not been implemented under the NPM reforms. The new draft law considers separation of administrative and political
function in details, which will be discussed later; althou, it should be mentioned, that the issue has been brought up already since 1995.

°In 2011 Georgia joined the Open Government Partnership initiative, thus taking obligation to implement principle of open government in
the country, including, access to and proactive emission of public information, as well as citizens’ engagement in political processes.

10 For more information on public sector reforms in Georgia see Bennet R. “Delivering on the Hope of the Rose Revolution: public Sector

Reform in Georgia, 2004-2009”. Available at: http://successfulsocieties.princeton.edu/publications/delivering-hope-rose-revolution-public-
sector-reform-georgia-2004-2009; Accessed: 18.11.2014
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NPM reforms, more resembles political revenge to the old government, rather than rational
decision.

In the presented study we are discussing three basic models of training delivery for the state
sector in developed, as well as developing countries, centralized, semi-centralized and
decentralized schemes. Considering the political and administrative context of a particular
country, the choice of the training and development model is greatly determined by the
established model of public administration. Centralized model is mostly used in the states
with strong bureaucratic institutions and implies that the development of civil servants,
including training and qualification, as well as career promotion, is controlled by the
government, and, in some cases, by a concrete state agency, which has an authority to
provide the whole cycle of trainings — including needs assessment, development and
planning of training modules, as well as monitoring and quality control. Decentralized
scheme is advocated by the NPM model and is based on the contractual delivery of training
by non-governmental providers. Training and capacity building needs are determined by
particular agencies or employees, training providers selected on the basis of the free market -
the best quality at the best price. The semi-centralized scheme, which is more flexible then
the other two, is based on the cooperation between the government and private actors. Both
sides have clear roles in the process of training and development, the government carries out
planning, monitoring and quality control, sets the standards and develops the overall policy,
and selects training providers among non-governmental actors, such as educational
institutions and private training organizations. Because Georgia has experienced all of these
models in its recent past and its present, we have an opportunity to examine the impact of
each of the training approaches in one state context. Thus the overall research question for
the study is as follows: which of the above described training and development models is the
most effective for increasing stability of public sector and establishing professional civil
service.

Chapter 2. Literature review

A comparison of the NPM and Weberian models is of utmost important in order to reveal
advantages and disadvantages of the both systems; especially in the context of developing
countries, where the goal is to establish effective and well-functioning public institutions
from the scratch, able to deliver quality services to citizens and flexible enough to respond to
the challenges of the modern democratic world. It should be noted that the tendency to
disprove NPM methods is not a particular characteristic of only Georgian reality. Many
researches on the civil service reforms, especially on Central and Eastern European countries,
show that the attempts to establish New Public Management system in developing context
were unsuccessful thus urging national governments to abandon this way and return to the
Weberian model of public administration. In the early 90s the NPM reform widely spread in
the post-Soviet world and mainly established itself as the only possible way of state
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development. This approach was even more supported by a negative connotation, which the
bureaucratic system gained during the Soviet era, due to the distorted management and
organization of the state institutions and the whole Communist system (Dunn et al., 2006, p.
19). Often the NPM followers would have the image of “positive reformers” without proper
analyzing consequences and results and the overall process was considered as an accurate
evidence of the success (Tonnisson 2006).

Although on the very early stage of the reforms, the disadvantages of the NPM approach
started to become exposed and in the less then decade became disfavored by most of the
researchers and practitioners (See Drechsler 2004; Drechsler and Kattel 2008/2009), who
stated, that the NPM may become a cause of “de-politicizing” and “de-democratizing” of state
sector, which, considering weak and underdeveloped state institutions, threatens the
principle of equality and lowers administrative capacity (Drechsler, 2004, p. 3). As the recent
researches show, there are some clear evidences, though, that the success stories of the NPM
deserve more attention (Dan& Pollitt 2014; Dan 2015). Especially considering some
particular mechanisms and tools of the NPM in the context of CEE countries. The scholars
note that the success is greatly depended on several factors, among which are political
environment and cultural context of a particular state (Nemec 2010; p 40, cited in Dan&
Pollitt 2014). The other important factors include free market condition, development level
of democratic institutions, citizens’ involvement and accountability issues, and political and
administrative capacity of the governemntal agencies (Dan and Pollitt 2014, p. 3). In the
article cited above Dan and Pollitt argue that “there is enough evidence [in the scientific
literature] to show that some of the central ideas in NPM have led to improvements in public
service organization or provision across different organizational settings” (p.1). They outline
several instruments of the NPM, which have proved to be effective in most CEE countries
and have brought tangible results in the areas such as public finances, HR management, IT
systems etc. The authors specifically focus on the following aspects: performance
management and measurement systems; quality of service delivery; contracting out and
public-private partnerships; agencification; benchmarking and other initiatives (p. 4-5; see
also Dan 2015).

In Georgia certain organizational aspects of public service reform on the one hand,
contributed to some success, and on the other hand, hampered the reform process due to the
lack of a systemic approach. As the international experience shows, the establishment of
New Public Management in developing countries often ends up with the same results. Non-
existing professional civil service, underdeveloped free market, lack of social responsibility,
weak public institutions and lack of unified political vision in public sector — all these factors
serve as negative preliminary conditions for the NPM and even more, pose danger to
democratic values and political freedom. We discuss the organizational and administrative
factors which, beyond the purely political motives, determined the overall orientation of the
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reform process and, ultimately, since 2007, resulted in the dramatic drop of public
confidence toward the previous government.

Training and Development in Public Sector

The importance of regular training in public sector is often observed in the scientific
literature. Van Wart and the authors discuss the results of the research conducted in 2013 in
19 countries with the highest-ranking public officials on training, and reveal those factors,
which determine the necessity of training and development system. Although the study is
specifically focused on senior officials, but the results can be generalized over the whole
public sector, including mid- and low-level servants. The researchers note that the training
of civil servants can be regarded as a condition, which ensures the viability of public
organizations, thus, in order to maintain the ability to respond effectively to the challenges
of the environment, the establishment of continuous training and development system is
necessary (Van Wart, Hondeghem, Schwella& Suino, 2015). The research conducted in
different countries show that the success of their training and development systems depends
on the size of the country, functions of government, stability of public sector, administrative
capacity and other related factors. Although it is clear, that training is an essential part of the
public organizations development, one of the factors contributing to their effectiveness is
involvement of private and non-governmental actors in the process (Van Wart et al., 2015).
Kroll and Moynihan emphasize three aspects of training programs, which can be considered
to be their main purposes; especially in context of the reform: 1) distribution of information
on the reform and consecutive changes; 2) strengthening the sense of stability, particularly
for officials involved in the process of change management; 3) development of reform-
specific skills (Kroll& Moynihan, 2015). The authors underline importance of training to
deliver information on the ongoing reform to employees. They also identify the specific
factors, which reduce the effectiveness of the training process: a lack of time and resources;
difficulties in cases of some training modules oriented on the development of specific skills
and problems of perception in non-homogeneous groups (p. 147).

Comparative analysis of the training and development systems in CEE countries

Based on the comparative analysis of the public administration systems in Central and
Eastern European countries, we need to say that aspiration to EU membership served
strongly as a primary motivator for the public sector reform, especially in the 90s, and in
many cases resulted in directly copying the models established in the Western states. (see
Bouckaert et al., 2011). However, there is no single successful model, even in the developed
world, which can be used everywhere, because of differences in the historical and cultural
context, form of government, political tradition and other factors. The reforms in CEE
countries started with establishment of the NPM model, being very popular for that period,
which now is estimated as a “trend” or “fashion”, rather than rationally argumented policy
(Randma-Liiv, 2008/2009). Although, market liberalization, public-private partnership
projects and the implementation of business management methods in public sector did not
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bring the desired results, and, for the most part, led to the weakening of state institutions. As
a result, many of these states are gradually turning back to the idea of Weberian bureaucracy,
or more to the Neo-Weberian state, with the tendency for centralization, but more
modernized, accountable and transparent public structures, which is more effective in the
developing democracies. However, the disadvantages of bureaucracy are clearly hindering
establishment of strong and effective state institutions. Efficient management of resources,
agent-client perception, quality of service delivery and other tools of the NPM, along with
the simplification of bureaucratic procedures can be effectively used in Weberian system (see
Randma-Liiv, 2008/2009; Drechsler, 2005; Lynn, 2008). The major advantage of the Neo-
Weberian system is its inherent flexibility and ability to adapt to a country’s specific context.
The Neo-Weberian approach ensures, on the one hand, the stability of the public sector, to
implement a common political vision and common principles of development, on the other
hand effective decentralization, flexibility and independence of individual agencies (Lucking,
2003, p. 10).

Along with other factors, the public administration system in the Central and Eastern
European countries pays special attention to the training and development of public servants.
The career model identifies a special status of public servant, including healthcare and
pension schemes, as well as training and development. We can trace all three schemes of the
training and development in these countries, but the general tendency is also clear — after the
first wave of decentralization orientation toward centralization and establishment of strong
state institutions. Hungary and the Czech Republic represent opposite models in terms of
centralization/decentralization (Dolidze & Mahler, 2014). The advantages as well as
disadvantages of the Hungarian (centralization) model of training and development are clear
— on one hand, centralization of the process enables to improve quality control and
coordination, while strict accreditation criteria ensures involvement of only few selected
non-governmental providers and still more or less contributes to the renovation of
knowledge and information; although creation of barriers for outer providers and factual
monopolization of the service delivery might become a threat for other non-governmental
actors and put the quality of the process, as well as neutrality from political ideologizing
under the question mark in the long-run. On the other hand, the lack of bureaucratic
procedures and quality control, as well as unified criteria for training modules in Czech
Republic (decentralization model) leads to the poor quality of the development and low
professional level of public personnel, but at the same time, promotes development of free
market for non-governmental service delivery.

In the developing countries, the civil service is not stable enough to compensate for low
wages and people are constantly seeking for better jobs in private or non-governmental
organizations. Frequent changes of political power, reorganization and structural reforms
also contribute to the high turnover in public sector; consequently, establishing unified
public personnel management approach including training and development system is the
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only way to keep professional standards high. The main disadvantage of the centralized
scheme is inability to involve maximal amount of servants in the process. Latvia is a good
example of combining centralized coordination and policy formulation with reaching out to
independent providers and creating a network of training organizations. On the other hand,
lack of unified strategic vision and fragmented approach results in low effectiveness, low
quality and inefficiency use of resources, as might be proved by the Lithuanian case, as well
as previous experience of Hungary (Lucking, 2003, p.23). Lucking argues that the semi-
centralized scheme, is the most effective training and development system, when a relevant
public agency is responsible for needs identification, curriculum development, outsourcing
and contracting with providers, quality and impact assessment, and, at the same time there is
a well-developed network of training providers, covering the whole country, capable to
provide relevant knowledge and expertise in all the fields required by the public sector. Such
cooperation develops a local market and effectively uses regional and local resources,
promote the establishment of high national standards in civil service. Besides, it is the only
way to maintain political neutrality and avoid the problem of partisanship. Moreover, the
head of the above mentioned agency should not be a political appointee and must be selected
very carefully, based on his/her competency and experience. In turn, establishment of the
unified national standards promotes development of professional cadres and their mobility
within the public sector, which is one of the main principles of career civil service (p. 23).

Legislative discourse

As we have noted, the problem of training of public servants in Georgia has not been
regulated by the legislation. Neither the Civil Service Law of 1997, nor the draft codex
developed by NPM followers, talks about training and development system. Although the
new draft adopted in 2014 is the first to highlight the crucial importance of the unified
professional development and career growth system and the state's obligations in this
regards, which, in turn, will depend on the performance evaluation (the draft Law on Civil
Service, Chapter 1, Article 16). In this sense, the law emphasizes several important factors: 1)
certification process (Article 29), implying that any person interested in employment in
public sector will have to pass entering examination and get the certificate indicating his/her
"necessary skills and general knowledge”; The certification process is managed by the Civil
Service Bureau, which sets standards for the tests, the testing time and place will be publish
on the website on a monthly basis and (Article 30); 2) civil service is becoming a life-long
employment (Article 33); this provision, according to the legislator, ensures stability and
guarantees the protection from unfair dismissal of civil servants, including for political
reasons; 3) appointment to the position, which is defined in the article 34 and implies that
open competition, except in special circumstances, is held only at the lowest, the fourth-
ranking position, while for the upper (third, second or first) ranks only internal promotion
will be available. Candidates will be selected only from the current servants and contracted
employees (Article 34, para. 3). The legislator opens a competition for the external candidate,
only if the existing servants cannot meet the qualification requirements for the position
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announced. (Article 34, para. 4 a) and b)). It is clear that in these circumstances, access to the
public sector, apart from the initial stage, is extremely detrimental to the qualified staff who
seeks the employment from outside. The provision is contradicting not only the NPM open
competition principles, but also the Neo-Weberian vision, which recognizes equal
opportunities both for internal and external candidates, maintaining on one hand,
institutional memory and on the other hand providing public sector with a “new blood” by
those experienced in private and non-governmental sectors!!. Considering the above factors,
the new initiative of the government to established centralized, state training center gains a
special importance. On one hand, it creates safe working environment for existing public
servants by protecting them from arbitrary firing and recruitment of unqualified personnel,
but at the same time, it “increases” the isolation of public sector and monopolizes the
certification training as well as the whole process of professional development. This, in turn,
will significantly decrease the quality of the training process and reduce activities of private
and nongovernmental providers.

Chapter 3. Research question and hypotheses

The presented thesis aims at analyzing main vectors of the development of Georgian public
sector, two waves of the reforms since 2004, major achievements and failures of the NPM
and determining the model of public administration, which, taking into account political,
cultural and historical context, will be the most effective for the country. In this process we
pay special attention to the issue of professional growth, which includes training and
development of public employees. We base our analysis on discussing the three above
mentioned schemes of T&D — centralized, semi-centralized and decentralized — which are
established in other developing post-Soviet states. From the review of the literature on
training in public organizations, as well as national legislature and cases of several CEE
countries, the following research question was formulated: considering the context of
Georgian public sector, does the semi-centralized model of training delivery contribute to
the stability of public organizations and establishment of effective professional civil service
more than centralized or decentralized schemes? We developed the following hypothesis:

In the context of the developing country the semi-centralized model of training delivery
contributes to the stability of public sector and establishment of professional civil service
more than centralized and decentralized models.

The independent variables are three models of training delivery, the dependent variables —
stability of public sector and professionalism of the civil service.

! For more on the recruitment policy in EU countries under the civil service reform see Demmke&Moilanen, 2010 Civil Service in the EU
of 27, Reform Outcomes and the Future of the Civil Service, pp. 160-171
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As the centralized model will be established after enforcing the new law on civil service;
consequently for the moment we don’t have evidences to judge effectiveness or flaws of this
scheme. Thus, this part of the hypothesis will be tested based on the results of the in-depth
interviews with providers. As for the development of the training component of Georgian
public sector, we can trace evidence of the decentralized scheme before 2013, when training
and development was not considered as a part of administrative policy. In this period,
training was organized sporadically by different donors, and since 2004, when the
government started implementation of NPM reforms and individual agencies were defining
their own training needs. As the example of semi-centralized model we consider a large-scale
training for the employees of executive agencies from the central government (1866 civil
servants, mostly from mid- and low levels) and 248 employees of the government of the
Adjara region. The project was carried out under the USAID support. The government of
Georgia (namely the Prime Minister’s administration) was actively involved in development
of the training modules, evaluation criteria and quality control mechanisms, as well as
selection process of training participants. The training process, however, was completely
outsourced, and provided by a consortium of educational institutions and private and non-
governmental actors.

Thus, we formulated the first research hypothesis as follows:

H1 - The semi-centralized model of training delivery provides establishment of effective and
politically neutral civil service as compared to the centralized scheme.

The data on civil servants satisfaction from the evaluations of the training project 2013 were
used to develop second research hypothesis:

H2 - In the presence of the semi-centralized training delivery scheme, the satisfaction of the
civil servants by the employment in public sector and their motivation is increased.

As for the comparison of semi-centralized and decentralized schemes, we developed the
third research hypothesis:

H3 - The semi-centralized scheme of training delivery increases the stability of public
sectors, as compared to the decentralized scheme.
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Chapter 4. Research Methods and Data

We used a multi-method research approach with quantitative and qualitative research. Three
types of data sets were collected that bear on the primary question of the stability and
effectiveness of training under the three regimes:

- Qualitative research on the capacities of the Georgian educational institutions and
training providers collected through in-depth interviews with the representatives
of the institutions;

- Quantitative data based on the questionnaires administered to Georgian Public
Servants to evaluate their responses to the decentralized training program. analysis
of the training project results for the Georgian public servants;

- Impact analysis of the training models on the stability of public sector based on the
statistical data on the employees turn-over obtained from the agencies participating
in the training project.

Question 1: How do providers view the advantages and disadvantages of the decentralized
model.

Question 2: How do the students see the value of the semi-centralized training model

Question 3: What effects does each of the models, represented by different training eras in
Georgian recent history, have on turnover and stability in Georgian Ministries.

4.1. Qualitative research of the Georgian educational institutions and training providers’
capacities
This stage of the research was conducted in the period of July 24 — September 14 2012, in the
frames of the Good Governance in Georgia project funded by the USAID. Three groups of
training providers were identified: 1) educational institutions/universities, that conduct
academic and training programs in public administration, public policy and related fields; 2)
private and non-governmental training providers; 3) state training-centers at the executive
agencies. The preliminary study of the providers identified several institutions that
comprised the research sample. Representatives of five universities, 3 non-governmental and
2 state training centers were selected for the in-depth interviews:
- Thilisi State University, School of Law and Economics, Public Administration
Program
- Ilia State university, Faculty of Science and Art, Public Policy Administration
Program
- Free University, School of Management and Social Sciences
- Caucasus University, School of Law, Humanitarian Sciences and Administration,
Public Administration Program
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- Georgian Institute of Public Affairs, School of Governanment, ublic Administration
and Public Policy Programs

- Policy and Management Consulting Group, PMCG

- Georgian Foundation for Strategic and International Studies,GFSIS

- Centre for Training and Consultancy CTC

- Ministry of Justice Training Center

- Training Academy at the Ministry of Finances

Besides, we conducted two interviews with the high level official at the Ministry of Finances
and the representative of the Civil Service Bureau.

4.2. Quantitative research of the evaluation questionnaires of the central government
employees after the 2013 training project cycle

The project was conducted in the period of April — December 2013 and aimed at qualification
and professional development of more than 3000 civil servants of the executive branch of
Georgian central government. Trainings were scheduled in ten different modules. The
quantitative data were obtained to analyze trainees attitudes and satisfaction from the
following sources:

- Evaluation forms for the first training day — at the end of the first training day the
participants had to fill the evaluation forms, which were used by the project
administration to monitor and improve the training process

- Opverall training session evaluation form — this, more general evaluation of the
training session reflected participants satisfaction with different aspects of the
process, including logistics, trainer, teaching material, as well as their comments
and suggestion for the further T&D improvement

- Pre-tests and post-tests — comprised from up to 10 questions related to the training
topic, completed by the participants before and after the session to check the
knowledge improvement in the result of the training.

- Attendance sheets — for each day of the session

- Training Activity Reports

Total duration of the training cycle was 5 months (July 1 — December 20). 3914 servants
registered for participation, the actual number of the participants was 1866. Trainings were
provided by the consortium of higher educational and non-governmental institutions,
namely, Georgian Institute of Public Affairs, Robakidze University, IDFI, PMCG and CTC
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4.3. Impact analysis of the training models on the stability of public sector

We identified two time-periods and conditionally assigned two different training and
development schemes: 1) the year 2009, the period of maximal effectiveness of the NPM
reforms!?, when trainings to the public sector were delivered in non-systematized way, based
on the needs and requirements of particular agencies and specific projects implemented by
different donor organizations. Moreover, the content of training modules, length of the
sessions, as well as quality control and evaluation mechanisms were identified separately for
each project. This period is taken as a sample of decentralized delivery. 2) The year 2014, the
period after completion of the large-scaled training project for the central government
employees, with cooperation of the government administration and external providers, when
the content, schedule and evaluation criteria were defined centrally by the government
administration, while the process was implemented by the training organizations and
universities. We consider this project and the relevant time-period as a sample of semi-
centralized delivery. The request on public information was sent to the following ministries
from the portal my.gov.ge:

- Ministry of Education and Science

- Ministry of Culture and Monument Protection

- Ministry of Economy and Sustainable Development

- Ministry of Health and Social Affairs

- Ministry of Finance

- Ministry of Justice

- Ministry of Environment and Natural Resources Protection
- Ministry of Internal Affairs

- Ministry of Corrections

- Ministry of Defense

The agencies were selected by the number of employees participating in the training project.
We excluded the state ministers’ offices, due to the very low number of participants (13
participants from all three)'3, as well as offices of State Defender, Government Chancellery
and State Audit. As for the other participating agencies (Ministry of Agriculture, Ministry of
Internally Displaced Persons from the Occupied Territories,
Accommodation and Refugees, Ministry of Energy, Ministry of Foreign Affairs, Ministry of
Regional Development and Infrastructure), we could not obtain information from them,; it
was impossible to send a request through the portal (these agencies are not included in the
electronic list), and we could not find relevant information on their web-sties. Some data
were obtained in the reports of non-governmental organizations (Transparency

12 The NPM reforms process terminated after 2009 and the political vector of the state changed as well; this resulted in the political crisis of
2012. It should also be mentioned, that in 2012-13 the turn-over from the public sector was extremely high, due to the change in
government after the elections 2012, mainly by partisan principle.

13 The table of the number of participants by the agencies is presented in the paper
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International, IDFI) and the web-site of the Civil Service Bureau. Although, these data
cannot be used specifically for the purposes of our study. As for the Ministry of Sport and
Youth Affairs, the agency was created in 2010, consequently, the information provided by
the ministry is irrelevant for our study. We had to exclude data from the ministries of
Defense and Corrections, as they provided information not grouped by the years, but
aggregated for the whole period 2009-14. Several agencies exceeded maximal waiting period
for the public information — 10 working days and finally replied by stating, that it is
impossible to retrieve the information for the year 2009, due to the inaccurate electronic
filing system for that period. One person replied, that he was not working in the agency in
2009, consequently, the he did not have access to information for that period. The data from
the Ministry of Defense was received two months after the request, when the preliminary
analysis was already completed. Thus, we had to include these data in the work and conduct
the analysis once again. Consequently, the statistical analysis was conducted based on the
data obtained from the following eight agencies: Ministry of Education and Science, Ministry
of Culture and Monument Protection, Ministry of Economy and Sustainable Development,
Ministry of Health and Social Affairs, Ministry of Finance, Ministry of Justice, Ministry of
Environment and Natural Resources Protection, Ministry of Defense.

We collected the following data:

Employed in
Structural other agency Number of
Total number of | Dismissed based on | reforms/other of public employed
servants personal request causes sector servants

Agency 2009 | 2014 2009 2014 2009 2014 [ 2009 | 2014 2009 2014
Environment 153 130 10 38 10 10 16 13 117 69
Health 801 668 22 15 2 37 0 0 777 616
Culture 169 127 15 19 64 50 7 9 83 49
Education 519 286 58 14 11 20 0 450 252
Justice 1105 872 21 20 15 29 8 19 1061 804
Economy 230 205 80 37 118 1 0 4 32 163
Finance 325 263 31 18 76 14 17 10 201 221
Defense 687 450 56 43 330 10 18 13 283 384
Total number 3989 | 3001 293 204 626 171 66 68 3004 2558
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The data collected from the agencies were initially categorized as follows:
- Dismissed based on personal request
- Dismissed in the result of structural changes/reforms
- Dismissed after the extention of employement contract
- Dismissed based on administrative sanction
- Downgraded
- Moved to the other agency in public sector

Personal request and employment within the sector were left as separate categories. It should
be noted, that the data under the personal request can be interpreted in different ways; they
might really express personal desire to leave the job or serve as a cover for politically
motivated firing. While employment within the sector in other agency can be interpreted
both as contributing to the instability of public sector, as well as opening career path for a
particular servant. The data were collected in the period of July 25 — August 15 2015 and
processed in the period of August 15-28 2015. The data from the Ministry of Defense were
obtained on October 6, consequently, the data were reprocessed in the period of October 6-
15. The data were processed in STATA program by Chi Square Test, which enabled us to
identify any difference between the two given time-periods in terms of stability.

Chapter 5. Discussion of the findings

5.1. Comparison of semi-centralized and centralized training delivery models

The first research hypothesis proposes that the semi-centralized scheme is more effective for
Georgian public sector than the centralized model. Consequently, our intention is to
compare these two. As noted above, the centralized model is just being introduced to the
Georgian public sector and it is too early to evaluate the results. Therefore, our study mainly
aimed to demonstrate the advantages of the semi-centralized model as compared to the
decentralized scheme. However, the in-depth interviews, as well as the survey also
highlighted the qualitative factors, which enabled us to judge on the disadvantages of the
centralized model. Besides, the in-depth interviews at the first stage of the research contain
some significant arguments supporting semi-centralized model. It should also be noted that
for the in-depth interviews, respondents are divided into three groups: representatives of
higher education institutions, private/non-governmental providers and state training centers
at the executive agencies. However, for the purposes of the research, all three groups are
considered as equal actors at the training market. Higher education institutions have a
comparative advantage, in terms of their own infrastructure and training facilities. However,
some NGOs have a fairly well-developed infrastructure, for the quite a large number of
participants short and medium-term trainings. This is an important issue for the state,
because in contrast to the centralized model, which implies existence of a permanent
training center, a well-developed infrastructure and administration, using the space and
administrative capacity of external training providers allows significant cost-saving. The
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study also revealed that at present the training centers at the executive agencies can be
considered as ordinary actors at the market, given the fact that: 1) the interaction between
them is weak, and so far there is no uniform policy and vision, according to which they
operate; 2) they do not possess the authority to pursue coherent policies in the public sector;
3) they do not form a common training standards and modules; 4) they usually are in a
competitive relationship with other providers in terms of attracting audiences and
developing new product (training course); 5) They do not issue any specific certificate which
might be obligatory for a public servant; 6) the training packages of these centers do not
differ from the packages provided by the external actors, except when the training is held
directly by the executive agency on a specific subject. However, as noted in an interview
with a representative of the Ministry of Finance, even in such cases, the agency prefers to
outsource for trainers and training providers, which is less costly than renting its own
training center. In addition, there was another interesting factor, which is typical for the
semi-centralized model — training of the employees outside the agency, in a more specific
educational environment, positively affects the process and is an additional incentive and
motivation for participants.

Arguments providers offer against the centralized scheme:

1. Network organizations are created in the result of cooperation among variety of providers,
allowing them to use synergistically experience, expertise, administrative resources, and
infrastructure. Unlike individual providers, networking is an effective method to embrace
different areas of competence, so that the public sector will receive the highest quality

services with the best price. At the same time, this model creates new opportunities for
cooperation and development of the private providers. It is particularly effective to conduct
trainings in general skills and knowledge such as project management, human resource
management, strategic planning, presentation skills, general management and management
of public organizations, public finances and other. In addition, higher education institutions
and some private and non-governmental training providers have a broad field of
competence, therefore, they have the experience and the resources and capacity to work out
the modules, tailored to the specific needs of particular public agencies.

2. Participation of the network of organizations in general, and in particular higher
education institutions in the training delivery process is appropriate for one more reason -
the rich academic resources can be used by the public sector for various types of research,
including needs assessments, as well as analysis of the processes in the environment.

3. The Existence of several potential providers ensures administrative sustainability of the
system, reduces risks of failure for concrete projects, while dependence on one particular
provider is an additional risk factor, which significantly affects the quality of the program.
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4. The centralized scheme contained an essential political risk, in particular, establishment of
so-called "Soviet" system. Such a system is still functioning in some countries of the former
socialist camp, when a sort of a "quasi-state" or a state institution (be it the state academy of
public administration or a public body or a particular university) centrally introduces policy
and program development as well as implementation. The head of the institution, as a rule, is
appointed by the head of the government, therefore, being totally accountable before him
and under the complete political influence of the ruling party.

The above listed arguments indicate common position of the respondents, which strongly
supports semi-centralized model against the centralized one. Well-developed market of
training providers, on the one hand, and, on the other hand, clearly expressed political will,
supported by the legal regulation, contributes to the stability of public sector and
establishment of highly capable, professional civil service.

5.2. Responses of civil servants to questions about the content and timing of the training
programs.

As mentioned above, we consider the one-year training project as a sample of semi-
centralized delivery, with the participation of 2114 public servants (22.3% of the total
number of employed in central government). Some of the essential features of the project can
be described as semi-centralized scheme - a solid political will — the project was planned and
implemented by the government administration, with the support of one of the major donors
(USAID program of Good Governance in Georgia - G3) with; obligatory nature of trainings
for civil servants — this was the most problematic issue during the project implementation,
we have discussed it in details in our thesis. The content of modules, duration and schedule
of training sessions were processed centrally — by the government administration, with the
consent of the donor and with participation of the provider network organization. The
provider was accountable before the government and the donor for the training process,
quality control and the final assessment.

Naturally, that implementation of such a large-scale and multi-actor project was conducted
with some problems, which are discussed in details in the relevant part of the analysis.
Basically, all the problems accurately reflect the situation which existed at the time of project
implementation in the public sector.

1) Low motivation of employees: it was expressed in several ways:

Attendance: it was one of the most important problems faced by the project team. We have
discussed the reasons for the low attendance in the thesis, to sum up, we underline a few
main factors: intense daily regime and irregular working hours, especially for the middle and
low-level employees; The project covered the period of July — December, which coincided
with the summer vacation period (July-August), field works (September — for the Ministry of
Agriculture, Ministry of Internally Displaced Persons from the Occupied Territories,
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Accommodation and Refugees and some other agencies), and the Presidential Elections
(October - November). In addition, it was difficult to create a motivation for the participants
to attend the trainings on week-ends or holidays. One solution, according to the evaluation
of project participants’, which will increase the attendance rate, is to reduce the intensity of
training, number of training-hours per day even if it means increasing number of training
days in total.

Obligatory nature of training: this issue is closely related to the problem of attendance, but
besides the motivation, it emphasizes the attitude to the training and development process of
high level officials Despite the fact, that the donor strongly required attendance and the
government administration was oversiting the process, many public servants could not leave
the offices without permission of their direct bosses. Therefore, there were many cases, when
the public servants did not receive certificatied, as they attended only the part of the training
session.

2) Lack of centralized management: This problem is also reflected in several respects

Lack of legislative regulation: at the time when the training project was implementing, the
legislation did not regulate training and development component. Consequently, the
government was not in charge of professional growth of public servants, which has
significantly slowed the project. Out of more than 4000 public servants registered for
participation, only 2114 attended the sessions and received certificates. Besides, the existing
legislation did not regulate the status of employees of the Legal Entities of Public Law
(LEPL)", which also negatively affected the progress of the project. In the first phase
participation was only limited for the central government employees, and the attendance
was extremely low, therefore, the project team had to appeal to the government and donor
organizations to attract the LEPL’s as well. Naturally, in the future, the legislative regulation
of training and professional development component will reduce the intensity of the training
process (which is characteristic for the decentralized provision, especially when it comes to
funding from donor organizations, accompanied by restrictions on the number of training
days, and the project's overall duration.

Problem of administrative responsibility: the project team and the consortium were made
responsible for the number of trainees, without providing them with proper authority and
discretion to demand the attendance and urge public agencies to release their employees
during the session hours.

Lack of political will. Depending on the specifics of the public sector, a strong political will is
critical to motivate employees so that they spend time and effort for training. Political will
increases stability and reduces turn-out of qualified personnel.

* An agency under legislative or government bodies, authorized to independently carry out political, state, social, educational, cultural and
other public activities under state control (Law of Georgia on Legal Entities under Public Law, Article 2)
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Lack of centralized planning: The preliminary documents drafted by donors and providers,
included detailed description of each module and compliance with existing ranges and
positions in the public sector. Despite that registration of the participants was mainly
conducted in non-systematized way and in the most cases decided by department-level
officials. As far as the needs of the public sector in terms of training and development, have
not been studied yet, and also, there are no common job descriptions according to the
positions and ranges, the listeners were often randomly registered for the specific modules,
without taking into account their interests and needs. Of course, this approach lowered
employees' motivation and efficiency of training. There were cases when participants would
come only because of a sense of duty and often had no idea about the module they were to
attend. Some of them later mentioned in the evaluation forms, that they had already
attended similar training, thus for them it had been a waste of time.

3) Communication problems between providers and government administration

The preparatory phase (April — June 2014) included design of the documents, training
modules, assessment and quality control tools, as well as accountability documents before the
donor and the government, and negotiation with the government over the general flow of
the project, including regulation of attendance, registration and reporting schedule.
However, due to the improper communication, this period turned out not to be enough to
complete the planning process. As a result significant problems occurred during the
implementation, especially in disseminating information among participants on specific
modules (training schedule, venue address, starting time, number of days, etc.).

Poor communication in public sector was named among the vital problems in the survey
conducted by GIPA in 2014, and it is directly related to the issue of e-governance
(Ghonghadze& Dolidze, 2014). The focus groups showed, that the medium and low-level
employees do not perceive an electronic communication as acceptable and effective and is
often overlooked by them. The information received from the mail box is considered
"irritating" and points to the “poor leadership”. Moreover, it is conceived as an expression of
disrespect to the employee. This finding shows the difference between perceptions of high
and low- level employees on effective communication and reveals new avenues for exploring
how establishment of e-governance stimulates changes in organizational culture.

4) Perception of training and professional development as necessary component of the
stability in public sector

The evidence from the CEE countries case study, as well as the scientific literature shows
that governmental instability leads to the decrease of professional standards and motivation
of civil servants. This has also been proved by the above mentioned survey. Frequent change
of political power, reorganization and structural reforms prevents establishment solid and
strong political institutions. One of the factors for the stability of public sector is
development of common standards for personnel management, which, in turn, is quite a
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complicated issue and needs a comprehensive approach. This problem was often emphasized
by the high-ranking officials, as well as mid- and low-level employees and representatives of
international donor organizations. But it is also important to maintain discretion of
individual agency in staff recruitment, promotion or development. To date, the Civil Service
Bureau has developed a Human Resources Management Manual, which should be
implemented across the sector, and that, in turn, determines the general principles of
personnel management. The manual deals with the modern methods of HR management, the
effectiveness of which is verified in the context of business organizations verified; for
example, performance management, strategic planning, motivation and more. One of the
most important aspects of HR management introduced to public sector is performance
appraisal method, which has a positive effect on staff motivation, the proper communication
policies, the informal and formal relations, and in general, the efficiency of the public
organizations (Civil Service Bureau, 2013-2014). Professional training and development of
civil service implies the need in professional growth for public servants and, most
importantly, the government's responsibility over this component. The above project clearly
showed that the participants had not linked the training to their career growth and
development. Moreover, the attendance was significantly higher at the so-called general
skills training (human resource management, presentation and writing skills, project
management and strategic planning), compared to the public sector specific modules (open
governance, civic participation, ethics in public sector, public administration, public policy
development and legislative framework). This clearly indicates a tendency of public
employees to make use of the opportunity and develop such skills, which will increase their
competitiveness in the private and non-governmental sectors. This approach, of course,
prevents formation of a stable civil service, staffed with highly qualified and motivated
personnel.

We can sum up the implications of the evaluations made by the civil servants and identify
the arguments supporting effectiveness of semi-centralized scheme of training delivery. The
critical comments mostly referred to the poor organization and low motivation from the side
of the governmental agencies, namely, the HR persons who were responsible for sending out
the schedules and setting participants groups. But the participants positively evaluated work
of the consortium member organizations, i.e. training providers. A unified approach to the
training and development policy and legislative regulation of the issue will provide
mandatory nature of the trainings; the sessions will be scheduled on a regular basis to avoid
undesirable intensity of the process, and will allow employees, to select the modules
according to their needs and working interests within the convenience time period;
Preliminary needs assessment and centralized development of the modules will increase
compliance of the trainings with the requirement of the public sector, as well as individual
agencies. Particular emphasize is also made on groups homogeneity issue, which means, on
the one hand, staffing the groups by the ranks, length of service and experience, and, on the
other hand, will make the trainings mandatory for the high-level officials (although, as noted
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in the literature review, involvement of high-ranking officials in the training and
development process is difficult not only in Georgia, but also in other developed and
developing countries). At the same time, project participants highly evaluated those factors
which were supplied by independent providers: practical experience of the trainers from the
consortium member organizations, their knowledge, communication and teaching skills; use
of modern teaching methods; learning environment and infrastructure, which contributed to
the effective perception of educational materials; use of providers’ expertise for consultation
during and after the trainings to facilitate using of the new skills and knowledge in the
every-day working environment. The evaluation also highlighted another factor, which can
be named as an additional advantage of the training process: participants were given an
opportunity to meet their colleagues from various agencies and establish informal contacts,
which enhances the public sector stability, as well as increases its ability to respond to the
new challenges in the environment. In general, various factors indicate the success of the
project, like: audience satisfaction, increase in the number of employees willing to participate
during the project implementation especially in the last phase), index of knowledge
comparison before and after the training sessions, participants’ evaluation of the modules by
the relevance to their everyday work. These factors are summed up in the below table:

Knowledg Pre-
e and Learning
Attende | improvem | post- Relevance environm | Logistic | Module

Module esN ent tests of modules | Trainer ent s evaluation

Significant

ly Very Excelle Excelle

improved relevant nt Excellent nt Excellent
OGP 137 29.93 15.23 44.6 67.4 55.1 46.8 94.4
Civic
Engagement 112 28.23 13,69 33.56 66.56 49.89 47.67 99.44
PA 135 36.71 33.65 39.78 63.43 49.88 45.75 84.23
Ethics 270 38.02 30.18 63.75 69.03 62.42 54.1 96.38
Legal
Framework 224 28.49 47.59 51.51 66.79 53.37 41.34 96.33
Public Policy 236 37.95 14,14 37.52 70 45.42 43.74 91.85
HR 384 27.78 13.99 46.6 83.26 71.8 63.31 97.61
Presentation
and Writing
Skills 394 39.57 17.87 56.25 84.75 79.65 66 97.85
Project
Management 474 23.54 17.83 34.62 55.9 41.86 43.05 82.14
Strategic
Planning 506 38.38 29.4 43.25 68.15 49.27 47.8 91.26
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The quantitative data from the surveys confirm the conclusions made after the in-depth
interviews and the project evaluation analysis. The respondents mainly emphasize the same
factors, identified above as flows of the decentralized scheme. Namely, ineffective
communication between coordinating agency and providers, lack of unified policy of
training and development, centrally developed approach to the process as well as criteria for
quality assessment. In case of unified planning an intense training schedule and can be
avoided and the whole process will be more tailored to the working regime of employees. In
addition, regular and systematic training puts in order the problem of groups’ homogeneity
and number of participants per group. It is obvious that in order to maintain high quality,
project planning and control must be responsibility of the state, and the implementation
should be provided by independent actors who, in the competitive environment, meet the
conditions set forth by the government. In the evaluation surveys the training providers and
the services provided by them received high evaluation of the training participants,
including the training environment and logistics, trainers’ qualifications as well as training
material. It is important that the participants gave positive assessment to the relevance of the
content of modules to their daily work and emphasized the overall success of the project, as
the first attempt to provide systematized training in public sector. They also admitted
importance of regular training and involvement of employees of all levels in the process,
especially considering the legislative changes and ongoing reforms in the public sector (it
should be noted that dissemination of the information on ongoing reform is considered as a
primary task of trainings by some scholars, see Kroll& Moynihan, 2015).

5.3. Comparison of semi-centralized and decentralized models of training delivery based on
turnover data

The third research hypothesis was developed based on the following arguments from the
data collected from the executive agencies: We selected turnover rate as a main characteristic
of the public sector stability, as the low turnover, on one hand, indicates attractiveness of
public sector as an employment, and, on the other, provides establishment of strong state
institutions. Consequently, we tried to identify which training and development model
contributes more to the low turnover of public employees. In order to study the impact of
the training delivery model on the stability of public sector, we used the data on the
employees turn-out collected for the years 2009 and 2014 from the executive agencies of
central government. The data were analyzed in STATA, by using Chi square test, with the
significance level 0.5.

The test was conducted individually for every agency as well as for the total number of
servants by categories within the sample.
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Ministry of Environment and Natural Resources

2009 2014 Total

No of servants left in the 117 (100.56) 69 (85.44) 186
office [2.69] [3.16]

38 (22.05)
Personal request 10 (25.95) [9.80] (11.54] 48

1 ch h

Structural changes/other | 14 1681y10.06] |10 (9.19)[0.07] |20
causes
Employment within the 13 (13.32)
sector 16 (15.68) [0.01] 0.01] 29
Total 153 130 283

The chi-square statistic is 27.3421. The p-value is < 0.00001. The result is significant at p < .05

Ministry of Labor, Health and Social Affairs

2009 2014 Total
No of servants left in the 777 (759.56) 616 (633.44) 1393
office [0.40] [0.48]
15 (16.83)
P 1 22 (20.17) [0.17 7
ersonal request (20.17) [0.17] [0.20] 3
Structural changes/other 2 (21.27) [17.45] 37 (17.73) 39
causes [20.93]
Employment within the
sector
Total 801 668 1469

The chi-square statistic is 39.6259. The p-value is < 0.00001. The result is significant at p < .05

Ministry of Culture and Monuments Protection

2009 2014 Total
No of servants left in the 49 (56.64)
office 83 (75.36) [0.77] 1.03] 132
Personal request 15 (19.41) [1.00] 19 (14.59) 34
[1.33]

Structural changes/other 50 (48.91)
causes 64 (65.09) [0.02] 0.02] 114
Empl ithin th

mploymentwitun the 1 7 9 14 [050] | 9 (6.86) [0.66] | 16
sector
Total 169 127 296

The chi-square statistic is 5.3456. The p-value is .148169. The result is not significant at p < .05
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Ministry of Justice

2009 2014 Total
No of servants left in the 1061 (1042.40) 804 (822.60) 1865
office [0.33] [0.42]
20 (18.08)
Personal request 21 (22.92) [0.16] [0.20] 41
1ch h 29 (19.41
Structural changes/other 15 (2459) [3.74] 9 (19.41) 44
causes [4.74]
Employment within the 19 (11.91)
sector 8 (15.09) [3.33] [4.22] 27
Total 1105 872 1977

The chi-square statistic is 17.1534. The p-value is .000657. The result is significant at p < .05

Ministry of Education and Science

2009 2014 Total
No of servants left in the 450 (452.59) 252 (249.41) 702
office [0.01] [0.03]
Personal request 58 (46.42) [2.89] 14 (25.58) [5.24] | 72
1ch h

Structural changes/other | 11 19 99y 14041 | 20 (11.01) [7.33] | 31
causes
Employment within the
sector

Totals 519 286 805

The chi-square statistic is 19.5457. The p-value is .000057. The result is significant at p < .05

Ministry of Economy and Sustainable Development

2009 2014 Total

No of servants left in the 32 (103.10) 163 (91.90) 195
office [49.04] [55.02]
Personal request 80 (61.86) [5.32] 37 (55.14) [5.97] | 117

1ch h 118 (62.92
Structural changes/other 8 (62.92) 1 (56.08) [54.10] | 119
causes [48.22]
Employment within the 0(2.11) [2.11] 4(189)[237] |4
sector
Total 230 205 435

The chi-square statistic is 222.1391. The p-value is < 0.00001. The result is significant at p < .05

57




Ministry of Finance

2009 2014 Total
No of servants left in the 201 (233.25) 221 (188.75) 499
office [4.46] [5.51]
Personal request 31 (27.08) [0.57] 18 (21.92) [0.70] | 49
Structural changes/other 14 (40.26)
causes 76 (49.74) [13.86] 117.12] 90
Employment within the

17 (14.92) [0.29] 10 (12.08) [0.36] | 27
sector
Total 325 263 588

The chi-square statistic is 42.8619. The p-value is < 0.00001. The result is significant at p < .05

Ministry of Defense
2009 2014 Total

No of servants left in the 283 (403.02) 384 (263.98) 667
office [35.74] [54.56]
Personal request 56 (59.82) [0.24] 43 (39.18) [0.37] |99
Structural changes/other 330 (205.44) 10 (134.56) 340
causes [75.53] [115.31]
Employment within the 18 (18.73) [0.03] | 13 (12.27) [0.04] |31
sector
Total 687 450 1137

The chi-square statistic is 281,8278. p<0.00001. The result is significant at p < .05

Total Numbers by the Ministries

2009 2014 Total

No of servants left in the 3004 (3174.08) 2558 (2387.92) 5562
office [9.11] [12.11]
Personal request [2(? ?:; 1(]283'62) [2(()) i 1( ]213'38) 497
Structural changes/other 626 (454.83) 171 (342.17) 797
causes [64.42] [85.63]
Empl ithin th

mployment within the 66 (76.47) [1.43] | 68 (57.53)[1.91] | 134
sector
Total 3989 3001 6990

The chi-square statistic is 175.3406. p<0.00001. The p-value is .000173. The result is significant at p <
.05.

As we see from the statistical analysis, the difference between the data from 2009 and 2014 is
statistically significant, in all samples except the Ministry of Culture and Monuments
Protection. The analysis of total numbers also revealed statistically significant difference.
Consequently, the research hypothesis (H1) has been confirmed, namely, that: The semi-
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centralized scheme of training delivery increases stability of public sectors, as compared to
the decentralized scheme. The obtained data once again underline importance of the
findings, which were identified in qualitative interviews and quantitative analysis of the
employees’ evaluations of the training project. Although, we cannot consider one particular
factor as determining stability and effectiveness of public sector; even the factor of the
utmost importance, such as model of training delivery, which, on its tern, determines
professional development and career growth of civil servants. Considering the existing
context of the country, the effectiveness of the trainings depends on various factors,
including administrative discretion and freedom from political influence on the mid- and
low-level positions, effective communication within the public sector as well as with
external actors, development of the providers’ market etc. Finally, we assume that the
training and development model is one of the key components, supporting establishment of
professional civil service in the country.

Conclusion

Thus, the data collected in the result of the project evaluation can be used as arguments for
the semi-centralized scheme of training and development in public sector, supporting the
general hypothesis of the study. It considers development of the modules, monitoring and
evaluation criteria and quality control mechanisms by the relevant governmental body
provision of accreditation procedures for the external actors and regular needs assessment to
determine training areas. Based on the civil service law, particularly in terms of establishing
professional civil service, the Civil Service Bureau must have a sufficient mandate to be
assigned the role of leading in organizing professional development and training system and
making decisions in terms of policy. On the other hand, a variety of private and non-
governmental organizations and training institutions should be involved in the delivery of
high standard trainings, providing a wide range of qualified trainers, high level of
motivation, intensity and proper infrastructure and logistics for the training courses.

The discussion on the proper training and development system in the most of the post-Soviet
countries is still ongoing. On the one hand, considering absence of well-developed and
strong institutional norms, the centralized coordination and control gains special importance
for the efficiency of the process; but on the other hand, strict centralization may lead to a
dramatic drop in quality. Accordingly, the presented research on the educational institutions
and other training providers acquires special meaning for the decision-makers in the public
sector. The results of this study can be used in the future to create a strong network of
organizations. The paper makes a major emphasis on the structure of training and
development system and regulation of the process. Relying on the experience of other post-
Soviet states, it is clear that selection of a proper model is largely dependent on the form of
government, development and strength administrative institutions and their capacity;
however, the study has proved that the semi-centralized scheme is the most justified in the
existing context, giving enough flexibility to the government to control professional
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qualification and career growth of the employees and, at the same time, to allow the
development of a free market, creating a competitive environment among providers and
their ability to enhance the cooperation network. We believe, that this is the only way to
create a solid foundation for a strong, politically united, professional civil service
establishment in Georgia.
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