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Preface
The main purpose of the Knowledge Sharing Program (KSP) is to contribute to social and economic
development of partner countries through the sharing of the experience of Korea’s development.
The KSP was first introduced in 2004 by the Ministry of Strategy and Finance (MOSF) of Korea and is
managed by the Korea Development Institute (KDI). For the last ten years, a total of 54 countries from
all around the globe have become KSP partner countries and 740 policy recommendations have been
offered as KSP consulting subjects.
The Kyrgyz Republic has been admitted as a new partner country for the KSP project since 2014 as
the Ministry of Economy (MoE) of the Kyrgyz Republic and the Academy of Public Administration under
the President of the Kyrgyz Republic (APAPKR) officially requested the Korean government for advice
on following topics: i) Improvement of the Efficiency of Human Resources Management Policy at the
Central Level Government of the Kyrgyz Republic, ii) Development of Methods of Assessment of the
Shadow Economy, and iii) Kyrgyzstan’s Accession to the Customs Union. In 2015, the Kyrgyz Republic
has requested KSP again through an official channel of the Embassy of the Republic of Korea in the
Kyrgyz Republic with the following two objectives: i) Reinforcement of policy effectiveness in Human
Resource Management (HRM), ii) Implementation of Monitoring & Evaluation (M&E) of foreign aid
projects. In response to the request, the KDI under the supervision of the MOSF of Korea designated the
Korea Institute for Development Strategy (KDS) as the project implementing agency in October 2015.
The 2015/16 KSP with Kyrgyz Republic, which consists of two research subjects, “Utilization of
Enhancing ODA Effectiveness: Establishment of the Registry and Monitoring & Evaluation System” and
“Improvement of Efficiency of Public Human Resource Management (HRM) in the Kyrgyz Republic: A Focus
on Performance Appraisal (PA) System”, was proceeded by a systematic process proposed by the KDI as
follows: i) implementation of a high-level demand survey and a pilot study in November of 2015; ii)
conduct of a local reporting workshop and an additional pilot study in December of 2015; iii) holding
of an interim reporting and policy practitioners’ workshop for sharing of co-research output conducted
by both countries in February of 2016; iv) having a senior policy dialogue and final reporting session for
presentation of the final output to the government of Kyrgyz Republic in April of 2016.

Over the course of the projects, there have been a great many contributions from highly dedicated
Local Consultants. Furthermore, the MoE of Kyrgyz Republic continued its active participation in the
KSP. We hope that the research carried out through this KSP will contribute to the socio-economic
development of the Kyrgyz Republic and promote mutual friendship between the two countries.
I extend my sincere gratitude to the project manager, Sam-gwang Cho, the Economic Development
Advisor of United Nations Economic Commission for Africa (UNECA), to the researchers, and the staff
of KDS for producing anoutstanding report. I also wish to thank Cae-one Kim, the Professor Emeritus
of Seoul National University, for participating in the senior policy dialogue to share his in-depth
knowledge and experience despite his busy schedule, Byeong-hoo Jung, the Ambassador to Kyrgyz
Republic, and the embassy staff for helping Korean researchers to fully utilize their abilities in the Kyrgyz
Republic.
To conclude, the contents of this report are the subjective opinions of experts who have participated
in the program and do not necessarily reflect the official views of the KDS.

Seung-hun Chun
President
Korea Institute for Development Strategy (KDS)
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2015/16 KSP with Kyrgyz Republic

Min-kyung Goo (Korea Institute for Development Strategy)

The KSP with Kyrgyz Republic was first launched in 2014 as means of
strengthening comprehensive bilateral cooperation between Korea and Kyrgyz
Republic by sharing development experience and policy know-how to achieve
sustainable development in the economy of Kyrgyz Republic.
In 2015, the Kyrgyz Republic had requested a second year KSP project, 2015/16
KSP with the Kyrgyz Republic, through an official channel of the Embassy of
the Republic of Korea in the Kyrgyz Republic. It is focused on the following two
objectives: i) Reinforcement of policy effectiveness in Human Resource Management
(HRM), ii) Implementation of Monitoring & Evaluation (M&E) of foreign aid projects.
Sponsored by Korea Development Institute (KDI) under the supervision of
the Ministry of Strategy and Finance (MOSF) of Korea, the Korea Institute for
Development Strategy (KDS) as the project implementing agency has organized the
KSP team which comprised of four highly qualified experts headed by the Project
Manager (PM), Dr. Sam-gwang Cho, as well as support personnel, research assistants
and coordinators for the project as below.
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2015/16 KSP Consultation Team and Topics
Effective Utilization of Financial and Human Capital for
Sustainable Development of the Kyrgyz Republic
No.

Consultation Topics
(Relevant Organizations)

Name of
Korean Experts
Sam-gwang Cho

1

Enhancing ODA Effectiveness:
Establishment of the Registry and
Monitoring & Evaluation (M&E)
System (Ministry of Economy)
Improvement of Efficiency of Public
Human Resource Management: a
Focus on Performance Appraisal
(PA) System (State Personnel
Service)

Kyung-bae Park (KDS)

2

Name of Local
Consultants
Alymbek Orozbekov,

(UNECA)
Aaron Kim
(SEAD Insitute)

Sung-kwon Park

Bakyt Satybek (MoE)
Kuvat Murzaev (MoF)

Daniiar Bakchiev (SPS)

(Catholic University of
Daegu)

Azamat Dikambaev
(NISS)

*Senior Advisor: Cae-one Kim (Professor Emeritus, Seoul National University)
*Program Director: Kwangeon Sul (Senior Fellow, CID, KDI)
*Project Manager: Sam-gwang Cho (Economic Development Advisor, UNECA)
*Program Officer: Hoon Heo (Research Associate, CID, KDI),
Hyejin Kim (Principal Program Officer, KDS),
Min-kyung Goo (Program Officer, KDS)
*Research Assistant: Yonnim Lee (Senior Research Fellow, SEAD Institute),
Sung-Eun Hong (Program Officer, KDS),
Boram Jeon (Researcher, KDS),
Anna Nagornova (Student, KDI School of Public Policy and Management)

The Kyrgyz Republic’s counterpart institution actively participated in the project.
The institution recommended a total of five Local Consultants and invited them into
project implementation as joint researchers. They have played an essential role in
policy decision-making and in the implementation of the government on the tasks in
the 2015/16 KSP. The project was carried out with the cycle as the following.

1. High-level Demand Survey and Pilot Study
From November 8 to 14, 2015, the Korean delegation headed by Dr. Cae-one Kim
conducted the High-level Demand Survey and Pilot Study in Bishkek, Kyrgyz Republic.
The Korean delegation visited the Ministry of Economy, the Ministry of Finance, the
State Personnel Service, the Academy of Public Administration, the National Institute
for Strategic Studies not only to discuss the KSP topics but to also confirm their
support and cooperation throughout the project. In addition, the delegation was
able to gather information through initial meetings with Local Consultants and other
related personnel.
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2. Local Reporting Workshop and Additional Pilot Study
From January 17 to 23, 2016, the KSP research team conducted the Local
Reporting Workshop and Additional Pilot Study in Bishkek, Kyrgyz Republic. The
Workshop was held to generate active discussions with Local Consultants of KSP,
public officials from relevant ministries and agencies, as well as representatives from
international organizations in Kyrgyz Republic. For Additional Pilot Study, the Korean
researchers held several meetings and conducted in-depth interviews at Ministry
of Economy, Ministry of Finance, State Personnel Service, and Academy of Public
Administration to gain in-depth understanding on the current situation of Kyrgyz
Republic in the respective topics.

3. Interim Reporting and Policy Practitioners’ Workshop
From February 22 to 27, 2016, a total of eight public officials and Local Consultants
from Kyrgyz Republic visited Korea to participate in the Interim Reporting and Policy
Practitioners’ Workshop. During the Interim Reporting Workshop held on February
23, the Kyrgyz experts introduced the current situation in the Kyrgyz Republic
and Korean experts presented the interim results and policy recommendations. In
connection with the Interim Reporting Workshop, the Korean and Kyrgyz experts
had in-depth discussion on the interim results and policy recommendations to
improve research contents and outcomes. For the Policy Practitioners’ Workshop, the
Kyrgyz delegation visited relevant ministries and organizations including Ministry
of Strategy and Finance, Ministry of Personnel Management, and Handong Global
University in Korea.

4. Senior Policy Dialogue & Final Reporting Workshop
From April 16 to 21, 2016, the Korean KSP team conducted the Senior Policy
Dialogue and Final Reporting Workshop in Bishkek, Kyrgyz Republic. Approximately
sixty stakeholders including the Local Consultants and key personnel from relevant
ministries and agencies participated in the Final Reporting Workshop which was held
in the Ministry of Economy of the Kyrgyz Republic on April 19, 2016. The Korean
experts presented their final research results, followed by active discussion session.
In addition, the Senior Policy Dialogue was attended by the Deputy Minister of the
Ministry of Economy, the Director of State Personnel Service, the President of the
Academy of Public Administration with the purpose of having an in-depth discussion
on the extensive policy-making processes.
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Executive Summary

Sam-gwang Cho (United Nations Economic Commission for Africa)

Upon the request of the Kyrgyz Republic, the 2015/16 KSP with Kyrgyz
Republic was conducted under the title of “Effective Utilization of Financial and
Human Capital for Sustainable Development of the Kyrgyz Republic” consisting
of two themes: “Enhancing ODA Effectiveness: Establishment of the Registry and
Monitoring and Evaluation (M&E) System;” and “Improvement of Efficiency of
Public Human Resource Management (HRM): A Focus on Performance Appraisal (PA)
System”.
The research of these two themes of the 2015/16 KSP focused on providing
practical solutions to major obstacles in implementing and achieving the country’s
National Strategy for Sustainable Development (NSSD). In pursuit of the objectives,
the research team considered the principle of tackling the root causes of
overwhelming problems and thereby, providing custom-tailored feasible measures
drawn from best development practices of Korea complemented by a few other
relevant cases. Thus, the KSP output is expected to contribute to reforms in the
Kyrgyz Republic towards accomplishing the NSSD, as well as ensuring a successful
transition toward liberalization and the free market economy.
The recommended measures of the report include roadmaps and steps of
implementation that are supposed to engender key initiatives in pursuing a relevant
agenda in support of the country’s development and reform. These embody an
effective usage and allocation of essential human and financial resources which
014 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

would be crucial in achieving sustainable development and strengthening national
competitiveness, particularly during the critical period of transition of the Kyrgyz
Republic. The KSP indeed contributed to deepen and strengthen the KyrgyzKorean partnership through cooperative efforts in implementation and continued
coordination.
The members of the KSP project team consisted of former high-level government
officials of Korea and senior experts from the academia and international civil
servants. A successful implementation of the KSP was impossible without the support
and pro-active contribution of the government of the Kyrgyz Republic led by the
Ministry of Economy (MoE). The research was conducted in close collaboration
with the local experts from the relevant government ministries and institutions
including the MoE, the Ministry of Finance (MoF), the State Personnel Service (SPS),
and the National Institute for Strategic Studies (NISS) of the Kyrgyz Republic. The
strong partnership with the local institutions enabled joint research including need
assessment and data compilation, as well as the implementation of major procedures
including two critical workshops in the Kyrgyz Republic.
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2015/16 Knowledge Sharing Program with Kyrgyz Republic:
Effective Utilization of Financial and Human Capital for
Sustainable Development of the Kyrgyz Republic

Chapter 1

Enhancing ODA Effectiveness:
Establishment of the Registry and
Monitoring & Evaluation System

1. Introduction
2. Development Environment in the Kyrgyz Republic
3. ODA and Issues of Development Effectiveness in the Kyrgyz Republic
4. Global Practices for Enhancing Development Effectiveness
5. Best Practices
6. Recommendations

■ Chapter 01

Enhancing ODA Effectiveness:
Establishment of the Registry and
Monitoring & Evaluation System
Sam-gwang Cho (United Nations Economic Commission for Africa)
Aaron Kim (Study, Educate, & Advocate for Development (SEAD) Institute)
Alymbek Orozbekov (Ministry of Economy of the Kyrgyz Republic)
Bakyt Satybek (Ministry of Economy of the Kyrgyz Republic )
Kuvat Murzaev (Ministry of Finance of the Kyrgyz Republic )

Summary
Since its independence, the Kyrgyz Republic has experienced profound political
and socio-economic changes during the last two decades as it moved from a socialistcommand economy toward a market-based free economy. This emerged amidst
political instability from economic challenges both internally and externally. In the
face of severe financial constraints, Official Development Assistance (ODA) has been
an important funding source towards achieving national development goals in the
Kyrgyz Republic. However, ODA in the Kyrgyz Republic has not created much impact
and has not produced effective results in achieving national development goals
mainly due to poor management in ODA and weak coordination capacity for the
actors involved. In the meantime, the Kyrgyz Republic has received unprecedented
attention on the country’s development from the international community and was
confronted until recently with mounted pressure on accountability of the use of
grants and aid. In recognizing the need for better implementation and effective ODA
management, the government of Kyrgyz Republic requested 2015/16 KSP project
to improve the Monitoring and Evaluation (M&E) capacity to address the issue of
‘enhancing ODA effectiveness’.
Analysis of the current situation in the Kyrgyz Republic and M&E readiness
suggests that 1) the Kyrgyz Republic needs to have a national development policy
framework to address the issue of ‘enhancing ODA effectiveness’ along with M&E
018 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

capacity building; and 2) the improvement effort would require long-term strategic
moves. In conclusion, this study submits recommendations in terms of policy
framework for national development, and implementing mechanisms for M&E
towards a more effective ODA management and coordination.
As to the policy framework, the Kyrgyz Republic should establish a control
tower responsible for managing and coordinating national development programs
including ODA. Also, the Kyrgyz Republic needs to establish priority alignment
of ODA by establishing a strategic planning, which is multi-year and multi-sector
integrated planning in conjunction with strengthening the Kyrgyz Republic’s
ownership, namely pronounced involvement of the country in the planning,
design and use of ODA. The first task should be creating the Kyrgyz Republic’s
“National Development Result Matrix (NDRM)1)“ which specifies and aligns NSSD
and development outcomes from the strategic level objectives to performance level
objectives such as targets. Therefore, NDRM should be in accordance with the phase 0
or starting point in the roadmap to achieve a better ODA management.
With NDRM being the phase 0, the phase 1 would be to build a foundation for
M&E where the Kyrgyz Republic is currently situated. Since creating any functional
M&E systems is a long and continuing process, the Kyrgyz Republic at this point
may need to focus on building foundation in addressing the issues and challenges
identified in this Study. The phase 2 would then focus on creating and cultivating an
M&E friendly environment including adopting an appropriate policy that must be
put in place, thereby establishing a legal framework, and developing a cost effective
M&E plan. The phase 3 would be about adding necessary functions as M&E expands
its scopes and services. Of course, continuous improvement and maintenance should
be in line with consistent stages throughout the process.
While the Kyrgyz Republic continues to work on the policy framework, this
Study recommends the following as the initial efforts: 1) develop a ‘Macroeconomic
Council’ that will be mandated to supervise and coordinate M&E activities
performed by various ministries; 2) appoint a government unit to be an agency for
promoting and advocating M&E such as hosting conferences, conducting research
for developing policies, and developing training programs; 3) provide mandated
training courses of M&E for manager-level officers coupled with the current Prime
Minister Office (PMO)’s capacity building initiative; and 4) utilize an existing M&E
information system, Aid Management Platform (AMP) as a “National Development
Project Registry” by activating only necessary functions. These initial efforts will allow
the Kyrgyz Republic to learn from experiences and eventually design the Kyrgyz
Republic’s own M&E system and policies in more sustainable forms. Lastly, it is
1) National development (result) framework may also include measurable indicators but not as detail as
NDRM. These two may be used interchangeably by some practitioners.
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recommended that a strategic partnership with the KSP that formed M&E capacity
be continued to evaluate and follow up all previous efforts more effectively.

1. Introduction
1.1 Background and Rationale
1.1.1. Hard Transitional Period and Challenges
Since the collapse of the Soviet Union, the Kyrgyz Republic has experienced
profound political and socio-economic changes, as well as hard transitional periods
during the last two decades. In the absence of inter-republic trade and subsidies, and
entailed degradation of infrastructure, the Kyrgyz Republic has confronted daunting
challenges to transform itself both from a Soviet-republic into a sovereign nation
transformed and liberalized from a socialist-command economy to a market-based
free economy.
Since its independence, the income of the Kyrgyz Republic’s economy has
declined by almost one half. The Gross Domestic Product (GDP) of the economy in
the 1990s decreased to two-thirds of its GDP in 1991. In 2000s, the country’s economic
performance was severely undermined by a series of domestic political upheavals
and external shocks related in part to the global financial crisis.

1.1.2. Financial Constraints Caused Poor Public Services and
Infrastructure
Given limited financial resources, which stemmed mainly from withdrawal of
payments and subsidies from the former Soviet system, the Kyrgyz government had
to adjust and improve its budgetary performance. The increased tax revenues in the
transitional period from 2000 to 2012 alone could not mitigate the government’s
financial constraints that led to significant cut in public expenditure. Thus, there
have been insufficient management and maintenance of necessary public services
and civil infrastructure that included energy, the irrigation network, as well as the
social infrastructure such as those that pertain to health and education facilities.
Furthermore, the resulted poor quality of public infrastructure and related services
triggered corruption and rent-seeking behavior among civil servants (Asian
Development Bank, 2014).
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1.1.3. ODA in the Kyrgyz Republic and Issue of Its Effectiveness
With the presence of severe financial constraints, the ODA in the Kyrgyz Republic
has been an important source of budget support and infrastructure development.
The last decade witnessed the continuous increase of ODA flows to the Kyrgyz
Republic, in particular during the period of 2010 to 2015. Although both grant and
loan types of ODA have continued to increase, the loan portion of ODA has rapidly
expanded in recent years. ODA and its increment in the Kyrgyz Republic, on the one
hand, are generating a gravity of importance for socio-economic development in
line with severe budgetary and financial constraints. On the other hand, the rapidly
increasing international loans of the Kyrgyz Republic have brought about the tension
of debt pressure and sustainability as well as effective usage of growing loans
including ODA effectiveness. Recently, the issues on the effectiveness of non-debt
have been seriously raised by both the national parliament and the government.

1.1.4. Ineffective ODA in the Kyrgyz Republic
The Report established that the strategic allocation of the country’s limited
resources including ODA has not been employed effectively in terms of development
impact and alignment with the NSSD. ODA in the Kyrgyz Republic has not been
influential and effective in achieving national development goals due to many
problems, which are intertwined. The broad spectrum of problems causing ODA
ineffectiveness in the Kyrgyz Republic can be categorized into four areas: (i) lack of
priority alignment and result-based strategic planning; (ii) inadequate institutional
capacity including budgeting and public expenditure; (iii) poor project management
portfolio performance; and (iv) lack of M&E. It is significant to note that the Kyrgyz
government appears not to have the basis on which it can claim whether ODA
programs are effective or not. Thus, it is reasonable to have a functioning M&E
system as a tool for checking effectiveness of ODA programs.

1.1.5. KSP Request
In recognizing the ineffective usage of ODA, the government of Kyrgyz Republic
requested for 2015/16 KSP project to tackle the issue of enhancing ODA effectiveness.
The primary requests of the government included not only the submitted concern
of M&E of ODA but also the issue of determining priority – both the macro-aspect
of priority alignment related to strategic planning and the micro-aspect of project
selection and overlapping of similar projects in lack of coordination.

Chapter 1 _ Enhancing ODA Effectiveness: Establishment of the Registry and Monitoring & Evaluation System • 021

1.1.6. Objectives
It is against this background that the primary objectives of this Report are to
provide the government of Kyrgyz Republic with an optimal and practical solution
on enhancing the effectiveness of ODA. In response to the primary requests of
the Kyrgyz government given severely limited financial resources and intertwined
problems of ineffective ODA2), the main problems to be addressed in this report are
twofold: first one is about how to make ODA gain impact in achieving the national
development goals – namely, how the government can align ODA toward achieving
the NSSD through a policy framework. Secondly, it is focused on the absence of
weak system of M&E, which means how to design and implement an effective M&E
framework in the Kyrgyz Republic.

1.1.7. Guiding Principles
To generate feasible and applicable the output from the KSP, this Report observes
three guiding principles: (i) capturing and reflecting priority needs and specific initial
conditions of the Kyrgyz Republic; (ii) in reference to the case of Korea, conducting
research on best practices of successful experiences in relevant countries and to draw
lessons and their implications for the Kyrgyz Republic; and (iii) providing practical
and feasible solutions by considering the critical transition as aforementioned with
the weak capacity of the Kyrgyz Republic.

1.1.8. Two-track Approach
This Report assumes a two-track approach in order to fulfill the above mentioned
two objectives of enhancing ODA effectiveness, namely through a policy framework
on priority alignment vis-à-vis a M&E framework and the registry of development
projects.

1.1.9. Structure
The Report is therefore structured as follows: Section 1 provides an introduction
and background on the compelling and evolving agenda of aid effectiveness. Section
2 considers the development environment including socio-economic development
and the NSSD. Section 3 analyzes major trends of ODA and its major issues. Section 4
2) In-depth review of issues of ineffective ODA would be relevant and helpful for constituting rationale
of this report. However, such an in-depth study was beyond the scope of the project and checking
effectiveness of ODA programs in Kyrgyzstan itself would be a major M&E project, which will require
a functioning M&E system and collection of massive data. Also, the primary requests of Kyrgyz
government must be honored first considering available resources. Despite the time constraints and
limited resources, the authors reviewed extensive body of literature to discuss the background of M&E,
including the policy framework, program budgeting, strategic planning, and priority alignment, which
consequently strengthened the argument of this report.
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provides case studies on Korea and Vietnam for benchmarking for the shaping of a
policy framework. Section 5 provides benchmarking of the Chile and Rwanda cases
in M&E development. Finally, Section 6 concludes with policy recommendations on
both the policy framework and M&E recommendations through project registry.

1.2. Background on the Evolving Agenda of Aid
Effectiveness: Global Paradigm Shift
1.2.1. Role of ODA
Since the early 1960s, foreign aid as the key instrument of international
development co-operation has surged amidst post-war optimism and hegemonic
competition in the new era of the cold war. Historically, ODA has been recognized as
one of the key factors towards advancing global development. In the face of limited
resource mobilization and budget constraints in most least developed countries (LDCs)
and many such other developing societies, ODA has been crucial in the recipient
countries’ economic development in such areas as infrastructure, economic growth,
poverty reduction and strengthening of trade and market transactions. It also has
been crucial in addressing social issues, especially regarding health and education –
for instance, global combating against Human Immunodeficiency Virus (HIVs) and
the institutionalization of universal primary education. It goes without saying that
ODA has also been crucial in humanitarian assistance such as the conduct of disaster
relief operations through the mobilization of food aid, as well as providing shelter
for dislocated communities.
Beginning with the new millennium, ODA has played an important role in the
implementation of goal-driven global development agenda such as the Millennium
Development Goals (MDGs) during the period of 2000 to 2015. As one of the most
critical financing instruments for development, it contributed to development
including human and social development, as well as poverty reduction in the world.
For example, poverty in the world as a whole was reduced significantly under the
MDGs by recording below 15 percent decreased from over 40% poverty incidence,
which is well within the target rate of 23% (OECD, 2014).

1.2.2. Evidence of Aid Effectiveness
Despite the important role of ODA in development cooperation, its impact and
success have not always been evident due to many reasons that include problems
of development ownership such as participation in ODA decision processes of
beneficiaries, co-ordination, ambitious targets, overwhelming budget constraints
and vested political interests. Yet, the role and impact of ODA in recipient countries’
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development in general and economic impact in particular, have not been defined.
In other words, whether ODA is effective to recipient economies has not been
well established, and thus the issue towards improving the effectiveness of ODA in
helping achieve development goals has not been determined clearly both in terms of
a theory or empirical evidence.
The large body of literature on this issue can be broadly categorized into three
strands: The first strand takes a pessimistic view of ODA that aid does not promote
economic growth or welfare since it can merely serve to sustain corrupt regimes,
expand bureaucratic organizations, aggravate social dividends by enriching elite
groups, and cause the Dutch disease (Easterly, 2004 and Rajanand Subramanian,
2005). In contrast, the second strand argues that foreign aid certainly has a positive
impact on economic growth. According to the empirical evidence of some studies,
ODA does stimulate domestic investment and long-term productivity. (Dalgaard,
Hansen, and Tarp, 2004).
The third strand has provided evidence that ODA does promote economic
growth under certain conditions – that is either recipient countries have sound
economic policies and institutions or democratic institutions (political rights) and
civil liberties. The former was argued by the World Bank (1998) and its economists
(Burnside & Dollar, 2000; Collier & Dollar, 2002), and the latter by Isham, Kaufmann,
Pritchett (1995) and Kosack (2003). With the implementation of MDGs, the gravity of
international consensus seemed to be gathering around the third strand.

1.2.3. Evolving Agenda of Aid Effectiveness
Since the dawn of the new millennium with the Millennium Development Goals
(MDGs), the international development community has exerted continuous effort
towards modernizing, deepening and broadening development cooperation in using
ODA. The delivery of aid has been marked by four notable events: The High Level
Forum on Aid Effectiveness in Rome in 2003, Paris in 2005, Accra in 2008 and Busan
in 2011. These high-level events have defined the formulation of principles towards
effective aid. The formulation of these principles grew out of a need to understand
why aid was not producing the expected development results, as well as to step up
efforts to accomplish the MDGs and the newly set-up SDGs (OECD, 2014).

1.2.4. Paris Declaration and Accra Agenda for Action
At the Second High Level Forum on Aid Effectiveness in Paris in 2005, it was
recognized that aid should produce better impacts. The Paris Declaration was
endorsed in order to base development efforts on first-hand experience of what
works and does not work with aid. The Declaration consists of five main pillars,
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which are ownership, alignment, harmonization, managing for results and mutual
accountability. At the Paris Declaration in 2005, the international development
community and their institutions recognized that the quality of aid, namely, aid
effectiveness can be improved by donors, not just recipient country’s policy and
capacity, with the emphasis of ownership and participation of recipients through (i)
untied aid by reducing aid conditionality, (ii) grant portion of aid, (iii) vigilant in M&E
while reducing reporting requirements; and (iv) moving toward program aid and
away from project aid.
The Third High Level Forum on Aid Effectiveness in Accra in 2008 endorsed
the Accra Agenda for Action (AAA) with a greater number and wider diversity of
stakeholders. The AAA both reaffirms commitment to the Paris Declaration and calls
for greater partnership between different parties working on aid and development
(OECD, 2011b).

1.2.5. Busan Partnership for Effective Development Cooperation
Furthermore, there has been a paradigm shift in international development
cooperation – that is a shifting from aid effectiveness towards development
effectiveness at the Fourth High Level Forum on Aid Effectiveness in Busan in
2011. The Forum culminated in the signing of the Busan Partnership for Effective
Development Co-operation by all different stakeholders. Another turning point
established in this declaration is the framework for international development cooperation that solicits partnership with diversified stakeholders that include civil
society organizations, private funding donors and institutions, South-South cooperators, the BRICS, as well as traditional donors.

1.2.6. Shared Principles to Achieve Common Goals
The Busan Partnership document adopted during the Fourth High Level
Forum on Aid Effectiveness specifically highlights a set of common principles for
all development actors that are critical in effective development co-operation. Its
specific emphasis is directly relevant to improving the ODA effectiveness in the
Kyrgyz Republic: (i) development priorities by ODA recipient countries’ ownership
– that is, recipient developing countries should define the development model that
they want to implement and thus, participate in the design and planning of ODA
funds; and (ii) focus on results - having a sustainable impact should be the driving
force behind efforts in development policy making (OECD, 2011b).
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2. Development Environment in the
Kyrgyz Republic
2.1. National Transformation and Transition in the
Kyrgyz Republic
2.1.1. Hard Transition
Since its independence from the Soviet Union, the Kyrgyz Republic has gone
through profound political, economic, and social changes. In the two decades of
independence, the transition period has been difficult for the Kyrgyz Republic due to
the absence of inter-republic trade and payments, the withdrawal of subsidies, and
the degradation of infrastructure among others. Hence, there have been daunting
challenges for the Kyrgyz Republic to transform itself from a Soviet Republic into
a sovereign nation and liberalize its economy from Soviet-type economic planning
system towards a free-market configuration.

2.1.2. Trapped in a Vicious Circle with Shocks and Instability
The economic performance has been undermined in general by political instability,
compounded by external shocks and similar difficulties. The negative impact of those
incidences has been aggravated by the rigid structure of the economy. This means
that the country could hardly prepare and provide a buffer to handle such significant
external risks due to structural rigidity underpinned by a heavy dependence on
revenues from gold production and remittances from abroad. Given the structural
rigidity, economic downturns or disruptions and growing economic disparities caused
further social unrest and political instability. Therefore, the country has been trapped
into a vicious circle of political instability by regime changes resulting in disrupted
economy and further instability.

2.1.3. Encouraging Aspect
It is encouraging, however, that the Kyrgyz Republic is leading to undertake
economic liberalization and reforms along with the other Central Asian Former
Soviet Republics with a view to achieving democracy and moving toward a freemarket economy. Since the country adopted a new constitution and became a
parliamentary democracy in 2010, its openness and commitment to reform have
continued, including an ambitious reform program under the present government.
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Having the NSSD, the Kyrgyz Republic is committed to achieving political-cumeconomic stability and sustainable development through strengthening inclusive
growth - although there exist many gaps and deficits in the implementation of
reforms.

2.2. Socio-economic Development in the
Transition Period
2.2.1. Socio-economic Development
Economic performance has been repeatedly disrupted by adverse economic,
social, and political events, including the unrest in 2010. Because of these instabilities,
the average growth rate between 2001 and 2012 was registered at 3.9%. Poverty
incidence also rose sharply after the country gained independence. Since 2001, the
economic revival has started to translate into reduction of the poverty incidence.
During the years 2008-2011, however, poverty incidence reduction efforts stagnated
as caused by many adverse factors. The transition period also witnessed growing
economic disparities between the urban and the rural areas, in particular between
the economic hub of Bishkek and other areas (Asian Development Bank, 2014).

2.2.2. Economic Growth
During the transition period of 2001-2012, the Kyrgyz Republic recorded an
annual average growth rate of 3.9%. Recent economic growth has been driven by
a rapid expansion of services, particularly in trade and telecommunications on the
supply and production side. On the demand side, growth has been buttressed by
domestic consumption, which was boosted by high labor migration and entailed
remittances (Asian Development Bank, 2014). Recent growth, however, has not been
successful in generating livelihood and employment, particularly in creating jobs for
the youth. Hence, the country has maintained a high level of unemployment rate
and labor migration.
Frustration with slow, unstable economic growth and economic inequity is
among the causes of social discontent and political unrest, which resulted in major
discontinuities in the economy. Reviving inclusive, stable, and sustainable economic
growth has been recognized as a priority for the government of Kyrgyz Republic.

2.2.3. ODA Related Structural Changes
The country also experienced significant structural changes in the economy,
especially in its production structure. During the 1992-2013 period, both the
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agriculture and manufacturing sectors shrank significantly, while the services sector
more than doubled its share of the GDP (See [Figure 1-1]). In other words, the country
has changed from a largely rural-based economy with some specialized mining and
manufacturing to an economy specializing in triangle-exporting consumer goods
from China to Central Asia and Russia.
[Figure 1-1] Major Sector’s Share of GDP

1992
Services
23%

Agriculture
39%

Industry
38%

(Unit: Percentages)

2013
Agriculture
18%
Services
59%

Industry
23%

Source: Asian Development Bank (2014).

2.2.4. Sectoral Performance
Driven by the expansion of internal trade, the service sector has grown sharply
during the period of 2006-2010. Between 2011 and 2015, the country witnessed
increased private consumption and investment due largely to remittances and, to
some extent, increased ODA. The growing service sector has contributed to the
country’s growth by more than half. Transport and communication were leading subsectors of services in line with an expanding trade and mobile telecommunications.
Gold mining at Kumtor in Issyk-Kul oblast has been a key sub-sector for international
trade, which accounted for an average of 34.6% of exports during 2001–2012. Yet, in
the presence of external shocks and lacking in buffer schemes, exports of gold have
been highly variable and even amplified economic fluctuation (AMP, n.d.).

2.2.5. ODA Related Fiscal Constraints and Public Services
The former Soviet Union system maintained a physical and social infrastructure
supported by government expenditures. In the absence of subsidy from the former
system, the Kyrgyz government had to adjust and improve budgetary performance.
With continued efforts in improving tax administration, the government’s tax
revenue increased from 15.3% to 25.5% in 2000-2012 (Asian Development Bank,
2014).
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The improved tax revenue collection performance, however, could not resolve
the government’s financial constraints without implementing a policy framework
for strategic investment or disinvestment. Thus, the government’s severe financial
constraints resulted in inadequate management and maintenance of necessary public
infrastructure. Given the residual choice of expenditure cut for its fiscal adjustments,
the government decreased its expenditure for the necessary maintenance of
infrastructure that included the energy, the irrigation network, as well as social
infrastructure such as health and education facilities. Thereby, the quality of public
infrastructure and related services declined which, in turn, triggered corruption and
rent-seeking behavior among civil servants.

2.3. NSSD and Development Priority in the
Kyrgyz Republic
2.3.1. Background
During the years of independence, there was no public consensus and vision on
what kind of society the country intends to build. Having a series of bitter vicious infighting in the country, it was indispensable for the government of Kyrgyz Republic
to establish a national development strategy so as to contain or reverse the social and
economic unrest and the political instability with a view towards achieving long-term
effective structural reforms and transformation. In this light, the NSSD established the
vision of the nation’s future and outlined the key priority areas and activities, which
should be sought even after changes in the government. The President constituted
the National Council for Sustainable Development of the Kyrgyz Republic that
consisted of the President’s Office, Parliament and the judiciary system to develop
and approve the NSSD. NSSD 2013-2017 was approved by the President in January
2013.

2.3.2. Objectives
The NSSD is aimed to achieving stable and successful democracy compatible with
stable economic growth and household income. In other words, it is to build a stable
society, while at the same time advocating the improvement of the people’s living
standards and, in so doing, reduce the poverty incidence.

2.3.3. Modality
The NSSD is to accomplish its objectives mainly by guiding government
development programs. While it recognizes persistent poverty and regional
disparities as key challenges, this strategy directly addresses the causes of instability
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by concentrating the nation’s efforts on three mandatory conditions, which are:
relying on its own resources; ensuring supremacy of the rule of law; ensuring unity
while preserving the rule of law, promoting national unity, and encompassing
the integration of all ethnicities. While seeking openness in its reforms, the NSSD
emphasizes the benchmarking of international best practices.
The NSSD can be achieved through accelerated economic growth, an improved
business climate and upholding the rule of law for private sector development,
and development of an efficient good governance system. To achieve sustainable
growth, the factors against the country’s unstable and uneven growth pattern
must be addressed so that political and economic stability combined with economic
diversification would become indispensable prerequisites.
With regard to the effective use of ODA, the NSSD specifies that “It is essential
to strengthen control over the implementation of Public Investment Program
(PIP) projects (both credit and grant-based) and the selection of projects, optimize
mechanisms of the state co-financing. In this regard, it is necessary to establish
a specific mechanism for attraction and use of external loans, evaluation of the
effectiveness and the impact on the economy and to ensure transparency in the use
of funds raised” (Section 8.3. of NSSD).
The NSSD also stresses the importance of non-debt increasing development,
while it emphasizes the country’s sustainable development that is “Servicing the
Kyrgyz Republic’s foreign debt is also one of the adverse factors affecting rates of
transition to sustainable development … enable the country to reduce the burden
of foreign debt thanks to mechanisms of exchange of foreign debt for sustainable
development”.

2.3.4. Priority Areas in Sustainable Development
To achieve sustainable development, the NSSD emphasizes that “In order to
ensure growth of labor productivity, economic diversification and exports potential,
the government plans … which Kyrgyzstan possesses potential comparative
advantages. The priority areas include agriculture and energy, as key priorities
of green development, and the ever-important mining sector, resource-efficient
processing sectors of agriculture, environmental tourism and several areas of
services”.
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2.3.5. In Economic Development, the NSSD Underscores the Priority
Sectors
“Special attention will be paid to development of mining, energy, tourism,
agriculture, transport, financial sector, as well as to those ventures that are based
on new and environmentally-friendly technologies … in emphasizing energy, by the
end of 2017, to achieve significant progress towards achieving energy independence
and, in the near future, of a status of a major exporter of electricity.” The NSSD also
includes specific infrastructure measures in transportation, to turn Kyrgyz Republic
from a transport deadlock into a transit country. In the telecommunications sector,
the fiber-optics trunk line and conversion to digital TV allow the Kyrgyz Republic to
integrate into global informational space.

3. ODA and Issues of Development
Effectiveness in the Kyrgyz Republic
3.1. ODA in the Kyrgyz Republic: Major Trends and
Stylized Facts
In recent years, ODA flows to the country have continued to increase from $381
million and $471 million in 2010 and 2012 respectively to $624 million in 2014.
As Figure 2.A shows, the net ODA flows to the Kyrgyz Republic have increased
continuously. Figure 2.A and 2.B illustrate a number of important stylized facts:
(i) Kyrgyz Republic is an ODA dependent country in the sense that the ratio of
ODA to budget is larger than 25 percent;
(ii) In more recent years, the share of ODA out of the total budget has increased –
by recording an increased average of 28.8% (in 2011-2014) from an average of
26.8% (in 2007-2010) (see the Figure 1-2.B);
(iii) ODA increment was accompanied by rapid expansion of international loans in
recent years. The loan portion of ODA has increased to an average of 47.7 % (in
the period of 2011-2014) from 30.8% (in 2007-2010) (see the [Figure 1-2.B]).
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[Figure 1-2.A] ODA & Aid, Loans Trends
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[Figure 1-2.B] ODA Trends
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In terms of type, the ODA in the Kyrgyz Republic can be classified into three
categories: financial aid of grants, loans, and technical assistance. The financial aid
of grant and loan has largely been used for program aid through budget support
and public investment projects including infrastructure. The portion of loan out of
total ODA is larger than that of grant. [Figure 1-3] shows that even though both
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of the grant and loan referring to foreign borrowing portion of the ODA have
increased recently, the loan portion has rapidly expanded in the period of 2010-2015
as compared to that of 2005-2010. The loan accounted for more than three quarter
(77%) of the total ODA in 2015, while grant made up less than a fourth (23%). This
rapidly increasing international loan has brought the issue of debt pressure and
sustainability on the one hand in the Kyrgyz Republic, on the other hand, effective
usage of growing loans (Aid Management Platform (AMP), 1992-2015).
[Figure 1-3] ODA Types
(Unit: Million in US$)
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ODA by donors such as the country and international finance institutions (IFIs) is
provided in <Table 1-1>. In terms of the amount of ODA, China is by far the largest
donor country in 2015. Notably, more than two-thirds of total ODA are provided by
three big donors, namely China (27.8%), the Asia Development Bank (18.7%), and
the World Bank (18.6%). The three big donors’ portion of loan is very high. The case
of China is remarkable by recording 99.9% loan vis-a-vis 0.1% of grant. The loan
portion of the ADB, providing the largest ODA among IFIs, recorded 67.4% of loans
and 32.6% of grants.
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[Figure 1-4] Loans by Donors (2015)
(Unit: Percentages)
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<Table 1-1> ODA by Donors
(Unit: US$)

The donors

Total

Grant

Loan

ADB

1.418.500.000

461,800,000

956,700,000

WB

1.415.792.740

436,183,720

979,609,020

EBRD

238,202,817

24,332,032

213,870,785

IDB

183,662,800

172,000

183,490,800

IMF

493,926,644

0

493,926,644

EABD

180,000,000

0

180,000,000

China

2,112,304,460

2,149,425

2,110,155,035

Russia

195,000,000

195,000,000

0

EU

228,919,500

180,029,500

48,890,000

Switzerland

150,683,456

119,001,295

31,682,161

Japan

301,081,522

66,125,000

234,956,522

Turkey

159,574,656

16,000,000

143,574,656

Germany

190,232,213

105,206,478

85,025,735

Other

325,000,000

102,980,000

222,020,000

Total:

7,592,880,808

1,708,979,450

5,883,901,358

Source: AMP (n.d.).
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The sectoral disbursement of ODA shows that the transport sector has the largest
share of ODA in 2015, which accounted for 28%, followed by energy and budget
support that recorded 25.9% and 21.9% respectively. The share of ODA in these
three sectors exceeds more than three fourths of total ODA. Furthermore, the
three sectors receive most of the loans by recording 82%. Its share shows that the
transportation sector gets a third of total loans (33.3%), followed by energy (25.0%)
and budget support (24.2%). China provided over 50% of loans to energy and to the
transportation sector. In terms of grants by sector, budget support receives the largest
share at 32.1%, followed by agriculture (21.6%), social (18.1%), energy (11.3%), and
transportation (9.7%).
[Figure 1-5] Top Funding Groups with Loans by Sector
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[Figure 1-6] ODA by Supporting Program
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The pattern of program aid in the Kyrgyz Republic can be categorized into four
areas: (i) Public Investment Program executed by the MoF, (ii) other program aid
linked with the government budget support executed by line ministries, (iii) technical
assistance program that aims at capacity building, research and technological
improvement or transfer, and (iv) emergency relief aid.

3.2. Issues of ODA Ineffectiveness in the
Kyrgyz Republic – Policy Aspect
3.2.1. Ineffective Usage of ODA in the Kyrgyz Republic and
Causes of Problem
Since this Report seeks to improve the effectiveness of aid and development
efforts in the Kyrgyz Republic in pursuit of the NSSD, the research should be based
on rigorous analysis of the relevant data. The data-based diagnosis and analysis shall
be critical in identifying the causes of the problem that may include macro-aspect
factors and socio-economic causes such as corruption and inadequate institutional
capacity, as well as micro-aspect problems related to project implementation
including start-up delay.
Unfortunately, however, in the absence of M&E practices or regular report on
foreign aid projects/activities, it is natural that difficulty will be faced in collecting
relevant data or examples of ineffective usage of aid, i.e. wasteful ODA, and thus
having an in-depth analysis based on the data. In this light, a report of the Eurasia
Net on the aid and corruption in the Kyrgyz Republic reported that international
aid workers interviewed by EurasiaNet.org on the subject requested anonymity due
to concerns about reprisals from superiors, or political backlash from government
partners (EurasiaNet, 2012).
The Report identifies a few cases of ineffective usage of aid that included a $7.5
million Asian Development Bank-funded trade-streamlining project and the World
Bank’s potable water infrastructure project which resulted in waste of resources
without any output; needless to say, its result or impact. In addition, the Report
reflected the claim of UNDP that it has saved $1.7 million in one year by moving away
from the government of Kyrgyz Republic’s preferred local suppliers and contractors.
With regard to the aid on the health sector, it also reported the following:
“Foreign donors are often hesitant to provide aid in cash to the government of
Kyrgyz Republic, fearing much of it will be improperly spent, or siphoned off. … Why
does a surgical facemask cost the government of the Kyrgyz Republic $4.63, while it
costs the United Nations $0.87? What about an HIV test for which the government
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has paid $547, but costs the UN only $20? Donors suspect the price differences for
supplies are due to procurement fraud, and point to Kyrgyz Republic’s opaque, and
thriving, pharmaceutical-imports industry.”
Furthermore, as an aid-dependent country and recipient for direct budget
support, aid effectiveness in direct budget support to Kyrgyz Republic is certainly a
troublesome case. It is because, according to the corruption watchdog Transparency
International, the Kyrgyz Republic ranks 126 out of 146 countries in budget
openness.
Concerning the most crucial causes, the Report pointed out two main causes
of such wasteful aid that is the lack of ownership of the country’s problems and
coordination. Several aid experts argued that the problematic coordinating
mechanism to provide accountability and oversight over how the money is spent is
certainly part of the problem. These causes are consistent with not only the evolving
global paradigm (see Chapter 1.1) but also the diagnosis of the problem.

3.2.2. Broad Spectrum of Issues
The effective usage of limited resources in general, and ODA - as a crucial
portion of limited capital - in particular, in achieving the NSSD has been one of key
development agendas in the Kyrgyz Republic. More recently, with the expanding
loan portion of ODA that resulted in debt pressure, the issue of ODA effectiveness
was seriously raised by both the national parliament and the government.
While the government of Kyrgyz Republic, represented by the so-called ‘superMinistry’ of Economy (MoE), recognizes the ineffective usage of ODA, one of its
primary requests for the 2015/16 KSP was the prioritization and selection of ODA
projects - though the requested topic for the KSP was M&E of ODA. The KSP country
mission on the needs assessment found that the primary request has a direct linkage
to the ineffective use of ODA not only in the macro-aspect of priority alignment and
strategic planning in light of accomplishing the NSSD, but also in the micro-aspect
problems including project selection, overlapping of similar projects and no synergy
between projects.
The problem of ODA ineffectiveness, as it was mentioned in Chapter 1.1.2, has been
prevalent in most developing ODA recipient countries, and thus not unique to the Kyrgyz
Republic. The causes of ODA ineffectiveness in many LDCs and transitional countries are
so many and have a broad spectrum of problems related to the development stage from
poor human resource development including public officials to weak institutional capacity.
With many government officials expressing their concerns on the economic and
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social development impact of ODA, it has been claimed that it was neither effective
in achieving the NSSD nor in solving such socio-economic issues as poverty reduction
and job creation. This is mainly because the country analysis based on literature
review and country missions identified the critical factors of ODA effectiveness
such as strategic priority alignment in conjunction with country ownership and
coordination were not in place in the government of Kyrgyz Republic. A large
number of factors causing ODA ineffectiveness can be explained in the following five
areas:
(i) Weak policy framework (macro-aspect): lack of priority alignment and resultbased strategic planning, which is directly related to the following (ii) and (iii);
(ii) Inadequate institutional capacity that includes lack of coherence and
coordination between key government ministries that, in turn, cause the
problem of overlapping of similar projects and poor synergy between projects;
(iii) Non-transparent public spending and procurement such as lack of transparency
and accountability, which mainly cause prevalent corruption;
(iv) Poor sectoral and project level management and portfolio performance;
(v) Lack of M&E.
Under the given objectives and scope, in the arena of policy framework, this
Report is designed mainly to address the problem identified in (i) and (ii).

3.2.3. Issue of Policy Framework: Priority Alignment and Strategic Planning
On top of having broad problems of ineffective usage of ODA similar to countries
undergoing political-cum-economic changes and transition, the Kyrgyz Republic is
deemed suffering further from inadequate policy framework and from insufficient
institutional capacity. For example, the gaps in the macro-level policy framework in
planning and public expenditure, especially the lack of Medium-Term Expenditure
Framework (MTEF) and program budgeting in the Kyrgyz Republic, have resulted
in a deep negative impact on the effective usage of ODA. Moreover, these gaps
in policy framework aggravate the problems in the micro-aspect at the sector and
project levels of ODA implementation and can also be reflected in poor project
management.
In the area of policy framework, the utmost critical problem of ODA
ineffectiveness that can be pinpointed is the lack of ODA priority alignment with the
NSSD which can be mainly caused by the absence of strategic planning; the crucial
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component missing here is the exercise of the country ownership and coordination
of ODA.3)
Although major donor groups in the Kyrgyz Republic respect the NSSD, the
government of Kyrgyz Republic could not practice or exercise the leadership and
ownership in using the ODA toward achieving the NSSD due to the lack of a policy
framework and instrument. In the absence of an integrated strategic planning
system, decision-making in the planning process has been discretionary. The usual
planning process could not be result-oriented thus losing effectiveness in the usage
of available resources since it has been: (ii) neither guided decision making in
planning, in particular guidance by the NSSD or National Development Framework
with its indicator; (iii) nor informed decision making by evaluation reports or M&E.
Moreover, the lack of macro-level integrated strategic planning has narrowed
the policy-space for the government in the priority alignment of ODA with other
financial capital in the Kyrgyz Republic, thus bring about a weak synergy of ODA
with other financial capital.

3.2.4. Weak Institutional Capacity and Inefficiency for Project
Management
In the stage of project execution, many ODA financed projects in the Kyrgyz
Republic have encountered a range of challenges related to inadequate project
management, which require long-term solutions and continuous actions. These
include (i) delays in project startup caused by lengthy internal government
procedures for approving and ratifying project documents; and (ii) slow or
delayed implementation of projects caused by slow procurement processes (Asian
Development Bank, 2014).
Poor project implementation due to weak institutional capacity hinders
efficiency and quality in project management. Furthermore, limited ownership
and accountability of the project Environmental Assessments (EAs) and Impact
Assessments (IAs) often result in unsatisfactory supervision of development and
investment projects, which increase risks related to integrity and project safeguards.
The government institutional capacity and support systems are not in place to ensure
that the staff assigned or selected for project teams of EA, IA and Public Investment
Unit (PIU) has sufficient capacity and experience, particularly in project financial
management, procurement and safeguards matters. A small pool of qualified local
consulting firms or individuals, especially for national procurement, safeguards and
3) As a systematic process of envisioning a desired future, strategic planning is used to set priorities, focus
resources and strengthen operations, when a country or organization seeks to address specific issues
or situations. To envision a desired future, it requires translating a vision into well-defined goals and a
sequence of steps to achieve in collaborations with major stakeholders of the nation or organization.
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the financial specialists’ positions as the project team continues to have an effect on
the project implementation. It is advisable to keep the experienced staff for these
key positions when a new project starts with the same EA. This may contribute to
reducing the project start-up delays caused by late mobilization of PIU team and
their lack of experience with ADB funded projects.
The gaps that need to be addressed include the selection requirements
and performance assessments of the staff assigned for EA, IA and PIU teams to
ensure that they have sufficient capacity and experience, particularly in project
management, procurement and contract administration tasks.
When developing countries use international loans for their development, there
is an important area related to overall impacts of development projects, measured
by lenders, particularly the IFIs. This is the portfolio performance that includes startup compliance, contract awards or commitment, loan disbursement ratio, submission
of audited project financial statements, project safeguards performance, project
completion rating, and portfolio supervision.
As indicated in the Annex <Table 1-1>, in the portfolio performance of
development projects, the Kyrgyz Republic recorded slightly below average
performance in terms of ADB criteria. Despite its importance with reference to ODA
effectiveness, this Report will not cover this area of performance criteria mainly
because this area has been already covered by the IFIs.

3.3. Issues of ODA in Monitoring and Evaluation (M&E)
3.3.1. Government Structure
In the Kyrgyz Republic, the following government entities are assuming major
roles in coordinating and managing international development projects.

3.3.1.1.Prime Minister’s Office (PMO)
Upon the President’s initiatives, as the top executing government office, the PMO
is responsible for general coordination and administration of government functions.
In terms of management of ODA, the PMO oversees the entire ODA management
process by supervising relevant ministries such as MoE and MoF, among many other
line ministries.
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3.3.1.2. Two Wings for Managing ODA Projects, Ministry of Economy
and Finance
These are the two key ministries responsible for the administration of ODA
projects. The MoF is an agent of the government of Kyrgyz Republic to undertake
external borrowings such as loans and credits. The Ministry assesses risks in PPP.
In terms of aid coordination, it coordinates and cooperates with IFIs and donor
organizations on issues related with PIP mostly. It plays a role as governor of the
Kyrgyz Republic in the World Bank group and ADB and alternate-governor of Kyrgyz
Republic in IMF and EBRD.
Meanwhile, the MoE is responsible for prioritizing investment projects in
accordance with the NSSD and other National Strategies. The Ministry is authorized
to contract and manage Foreign Direct Investments and PPP. In terms of aid
coordination, it coordinates and cooperates with IFIs and donor organizations on
issues related to social, economic and environmental development. It plays a role
as governor of the Kyrgyz Republic in EBRD and alternate-governor of the Kyrgyz
Republic in the World Bank Group and the ADB.

3.3.1.3. Line Ministries and Implementing Agencies
Line ministries prepare project proposals based on a national strategy and their
sector strategy. After the proposal is approved, the line ministries execute the project
by cooperating and coordinating with implementing agencies.

3.3.1.4. Macroeconomic and Investment Policy Coordination Council
The Council is the entity under the government of the Kyrgyz Republic, which
coordinates decisions on the development strategy and implements macroeconomic
and investment policy to stabilize and achieve sustainable economic development of the
Kyrgyz Republic. It consists of members from the MoF, the MoE, the PMO, and parliament,
so-called Jogorku Kenesh, while the MoE serves as the secretariat of the Council.

3.3.1.5. Jogorku Kenesh and Its Three Committees on Budget and Finance,
International Affairs and a Sector Concerned
Jogorku Kenesh – the parliament of the Kyrgyz Republic - is a representative
body which shall exercise legislative power and control functions within the limits of
its authority. It approves the republican budget and the report on its performance,
national programs on social and economic development, submitted by the
government of Kyrgyz Republic.
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3.3.2. General Procedure for Development Project
To understand how the government of Kyrgyz Republic manages ODA projects,
the general procedure related to ODA project in the Kyrgyz Republic is reviewed. To
review how development projects are planned and implemented, it would be fair to
categorize the entire process into four major steps: design-planning-implementationevaluation.
The field survey conducted in January of 2016 established that the current
administration is focusing mainly on design, planning steps and not conducting
substantial monitoring during implementation. There is practically no evaluation
upon completion of the projects. Thus, this section focuses on design and planning
steps, namely together with project formulation.
Development projects are generally conceived and formulated in the line
ministries that are collaborating with development partners and other donors
such as multilateral banks for loans and foreign aid agencies for grants. When
conceptualizing projects and writing project proposals for furthering project
formulation, each line ministries observe and abide with the NSSD as the guideline. In
other words, the line ministries design projects based on strategies and development
goals identified in the NSSD. The following figure illustrates the major steps of
general procedure for project formulation.

042 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

[Figure 1-7] Major Steps of General Procedure for Project Formation
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The followings are the description of each step as illustrated in the figure above:
Step 1: Line ministries in line with its national strategy and their sector strategy
provide project proposals to the Ministry of Finance and to the Ministry of Economy.
Step 2-3: The MoF as single financial agent of the government sends requests
to possible donors and IFIs for financing. As far as their readiness to finance the
project, the MoF asks the line ministries to issue a Government Resolution for official
delegation.
Step 4-5: The MoF sends to the MoE a request letter so as to review the proposed
project at the Macroeconomic council. The MoE serves as the Secretariat of Council.
Step 6-8: In issuing a Government Resolution, line ministries as implementing
agencies include representatives from related ministries, namely, MoF, MoE, Ministry
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of Foreign Affairs, Ministry of Justice and from the Jogorku Kenesh including budget
and finance committee, international affairs committee, and a sector committee
concerned when necessary.
After concluding the negotiations, the responsible ministry should issue
a Government Resolution for approval of the Financing Agreement and the
authorization of the Minister of Finance for signing a financial agreement on behalf
of the government.
Step 9-10: The project should get approval from at least four ministries, namely
MoF, MoE, Ministry of Foreign Affairs, Ministry of Justice and related ministries in
addition to the approval from the Jogorku Kenesh’s three committees such as budget
and finance committee, international affairs committee, and a sector committe
concerned.
After signing the financial agreement, the responsible ministry should initiate
a “Government Decree,” draft law about ratification of financing agreement. The
draft of “Government Decree” should be approved by at least 12-14 ministries and
agencies. When all necessary approval process completed, the draft law is adopted
and is ready to go to Jogorku Kenesh for ratification.
Step 11: When Government Decree is sent to the Jogorku Kenesh, it should
be reviewed and examined in the three committees such as budget and finance
committee, international affairs committee, and a sector committee concerned,
then in the factions which consist of five ones in the parliament, then in the plenary
session in three readings.
Step 12: After the adoption of the law about the ratification of the financial
agreement, the law goes to the President for signature.
Step 13: The MoF sends an official notification to IFIs about finalizing internal
procedures along with the legal opinion from the Ministry of Justice. Finally, upon
completion of extensive review and approval process described above, the project
reaches the implementation stage.
Implementation: Projects are implemented and managed by line ministries
that worked on planning the project. The line ministries, as mentioned earlier, are
responsible for managing the entire implementation process including M&E. The
current M&E activities during the implementation stage are summarized in the
following section.
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3.3.3. ODA M&E in Kyrgyz Republic
3.3.3.1. M&E at the Line Ministries
During the implementation stage, the line ministries responsible for managing
ODA projects collect data for M&E based on the terms and conditions of the
“contract” between the government of Kyrgyz Republic and the partner agencies
involving development partner institutions. Development partners such as the
World Bank and the ADB usually have their own policies and methods of M&E, and
require appropriate M&E activities to be embedded in project implementation. To
ensure reliable and timely data collection, development partners establish working
relationships with staff members who coordinate M&E activities in the line ministries.
As a result, M&E practices are not spread throughout the organization and the
awareness regarding M&E in terms of purpose, benefit, knowledge and skills are not
shared among other staff members. Although many donor agencies try to introduce
M&E capability into the government of Kyrgyz Republic, they have not succeeded
due to the high turnover rate in public offices and also because of the absence of
policy and organizational alignment necessary for M&E implementation. Similar
patterns of conduct can be found in many other developing countries.

3.3.3.2. M&E at the MoF
Also, the line ministries regularly collect and submit data regarding project
progress in terms of financial performance to the MoF, where all financial
performance data are aggregated and analyzed for monitoring purposes. More
specifically, the PIP division in the MoF is responsible for coordinating and managing
data collection and management.4)
Based on the MoF’s monitoring results, the government of Kyrgyz Republic,
specifically the Macroeconomic and Investment Policy Coordinating Council, conducts
the “mid-term review” in which the Council checks the performance data and the
country’s key economic indicator, and take appropriate actions including revising
economic forecasts. The MoF’s monitoring, however, seems to be mainly focused on
financial performance.
In short, limited M&E practices are currently observed in the government of
Kyrgyz Republic and the concept of M&E is still quite foreign to many line units and
personnel in the Kyrgyz Republic. Thus, a lot more needs to be done for M&E to have
an impact in ODA management and coordination as pointed out in the 2011 OECD
4) The director of PIP division told the authors during the intervew that the division was handling all 77
development projects as of February 2016 and closely working with development partners and line
ministries.
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report on the assessment of the Paris Declaration Indicators. The report assessed
how developing countries and the international community are following up on the
principles of Paris Declaration for managing for result. Details are discussed in the
following sections along with issues related to M&E.

3.3.4. M&E Readiness
As pointed out earlier, the Kyrgyz Republic is facing many challenges with regard
to ODA management, which are, by and large, overarching issues not only relevant
for ODA but also for the over-all national development effort in general. A few
major issues that need to be cited are the lack of:
• Prioritization based on criteria;
• Selection of projects based on priorities;
• Planning and forecasting of projects;
• Monitoring and evaluation;
• Post projects evaluation;
• Transparency and accountability of IA and PIU
• Data base of projects
The Kyrgyz Republic has recently received unprecedented interests on the
country’s development from the international community coupled with growing
pressure on the concern for accountability of aid. In the meantime, the concept of
M&E was introduced as a way to check the effectiveness of development projects
mostly by the development partners who worked with the stakeholders and line
ministries for development projects. The stakeholders simply perceive M&E to address
accountability issues, and consequently initiated efforts to strengthen M&E capability
in their relevant government unit.
In essence, however, M&E remain an unchartered territory for the Kyrgyz
Republic. The current situation in terms of M&E can be summarized into the
following.
• Lack of shared understanding of M&E
• Control tower function is needed
• Policy, laws and regulation has not been clearly set up
However, there have been a few attempts to introduce M&E with the purpose of
improving ODA coordination and management (supposedly, also for enhancing ODA
effectiveness in longer terms). These were mainly focused on equipping the Kyrgyz’s
government with appropriate tools.
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• 1998, UNDP introduced a solution
• 2009, ADB project developed a functioning M&E system and policies
• 2012, PMO-MoF project developed AMP
Nevertheless, for various reasons, such tools were not utilized at all. In fact, a
practical and operational M&E system has never been implemented in the Kyrgyz
Republic. As discussed in the section on the current status of ODA and M&E, the line
ministries and the Ministry of Finance are engaging in M&E activities in collaboration
with development partners but only in limited scope and capacity. The Organization
for Economic Cooperation and Development (OECD)’s assessment on the Paris
Declaration Indicators reported that the Kyrgyz Republic has collected sizeable
quantitative data sets and a newly designed M&E system to track such data (OECD,
2011a). However, the Kyrgyz Republic was rated for indicator 11, “Results-oriented
Frameworks,” with an overall score of C. This score is the same as the 2005 baseline
indicating that there have been little changes in M&E practices and the Kyrgyz
Republic has a lot to improve in terms of managing for results, mainly because it is
not clear whether a) the newly developed M&E system is fully functional and b) the
M&E information and data are actually utilized, for instance, by policy makers and
other key stakeholders.
As a result, the issues stemming from the absence of functioning M&E are as
follows.
• Overlapping of projects;
• Lack of coherence and coordination;
• Lack of transparency and accountability;
• Low economic and social effectiveness;
• High presence of bilateral creditors in the public debt portfolio
At a glance, therefore, the root cause of the current situation may include, but
not limited to, the absence of an effective M&E system. Rather the fundamental
problem would also be the fact that the governance structure is not aligned for
effective ODA coordination and management. Also, one may contribute to problems
listed above to: 1) lack of coordination and communication among agencies, 2) lack
of capacity in terms of knowledge and skills, number of staff members 3) no incentive
mechanism to facilitate M&E, and 4) absence of strong advocacy and leadership to
empower ODA management including M&E.
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3.3.4.1. Framework for Assessing M&E Readiness
There should be plenty of notable M&E-related problems or issues that lead
to ineffective ODA-funded implementation. To provide an organized view and to
establish an order among intertwined factors, having a framework is quite useful.
When one wants to initiate organized problem-solving efforts, one should assess the
current situation first and then identify the root causes. Such a framework may be
useful in doing so, especially, when the situation is complex.
Thus, in order to examine the current situation of ODA management and to
assess readiness for M&E, this Study adopts a widely applied M&E framework known
as “Twelve Components of a Functional M&E System” published by the World
Bank in 2009 (Gorgens & Kusek, 2009). The twelve components M&E System offers
a framework of what a strong M&E system should look like. The following figure
illustrates the twelve components and what constitutes a solid M&E scheme.
[Figure 1-8] Twelve Components of a Functional M&E System
[People, Partnership, and Planning]
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Source: Gorgens & Kusek (2009).

This framework and its components are results of decade-long experiences and
professional discourse of M&E experts in the fields of international development,
development evaluation, and change management among countries in transition.
Therefore, this framework should be a key reference for the Kyrgyz Republic’s
attempts in establishing a solid M&E system and actually utilizing it to improve
effectiveness and efficiency of development projects.

048 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

However, since the Kyrgyz Republic is in the early stage where foundations are
still being laid, focusing on the following five components would be appropriate
given conditions and limitations in the Kyrgyz Republic. For assessing M&E readiness
more systematically, this Study employed the modified framework with the five
components that are relevant to the Kyrgyz Republic’s current state. The related
issues are categorized into five components in the following section in order to draw
lessons and make policy recommendations.
[Figure 1-9] Five Key Components Related to the Kyrgyz Republic’s Current State
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3.3.4.2. M&E Readiness in the Kyrgyz Republic
Due to growing pressure for greater accountability of aid from international
and domestic stakeholders, especially Jogorku Kenesh, the Kyrgyz Republic came to
believe M&E should be strengthened to address development effectiveness issues.
When the concept of M&E was introduced, development partners usually share M&E
knowledge and skills in a piecemeal fashion to fulfill their respective M&E duties,
for instance, collecting data to monitor and to evaluate development projects that
they worked on. More specifically, development partners have provided support for
M&E of their projects because line ministries and executing agencies in the Kyrgyz
Republic did not have the capacity to carry out necessary M&E responsibilities on
their own as in the case of most developing countries.
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Development partners and early advocates of M&E in the Kyrgyz Republic
realized that the government needed to have an M&E system and a reinforcing
policy mechanism to address not only M&E needs but also needs for better ODA
management and coordination, which would lead to effective development in the
Kyrgyz Republic. In an effort to build an M&E system, the PMO and the MoF built
the AMP in 2010 with the Swiss government’s support and issued necessary policies,
which reached to a point where they became government decrees. However, the
2010 revolution nullified all efforts that had been built up to that point and people
who worked on the M&E projects dispersed. The accumulated knowledge and
experiences with M&E that was gained during that time period did not transfer to
appropriate authorities nor spread throughout the Kyrgyz Republic’s government.
As a result, although the term M&E is not new anymore, the concept of M&E
is still unfamiliar to many officials and staff in the Kyrgyz Republic. In fact, the
understanding of M&E varies from person to person based on the individual’s
orientation depending on individuals’ professional association, responsibilities at
work, agencies where they work, how they were introduced M&E. This situation
created different expectations for M&E processes among stakeholders, and
consequently made them demand different requirements, which would consequently
make the design of an M&E system and the policy development process unnecessarily
very difficult and tedious.
Therefore, awareness is the first and foremost important issue to address and
whatever efforts that this Study may help initiate should address the awareness issue
first and strategically. The government of Kyrgyz Republic needs to focus on raising
awareness and advocating for an M&E system in the early process in order to create
shared understanding5) among key stakeholders and to ensure ownership during
the process. For instance, creating consensus, especially for building comprehensive
information system for M&E and for involving all key ministries and agencies, would
be a specific priority objective. The rest of the findings in terms of the readiness are
summarized in the following table.

5) Shared understanding is a term used by Peter Senge in his world-renowned book, Fifth Discipline, which
analyzed successful organizations in public and private sectors around the world and identifies common
traits that made them effective and successful. The book used mental model for explaining shared
understanding among people in the organization and offered extensive discussion on mental model
emphasizing the importance of mental model or shared understanding.
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<Table 1-2> M&E Readiness Assessment Summary

Issues

Category
Awareness, Advocacy,
Communication, &
Culture for M&E
Structure &
Organizational
Alignment

··Lack of shared understanding
··Different focus, needs, expectations
··Lack of communication
··Lack of coordination and communication
··Understaffed and underfunded M&E functional Units
··Incentive mechanism
··M&E may be a hard-sell to over-stressed government
··Lack of capacity in terms of knowledge and skills

Human Capacity

··No M&E capacity building programs
··Strong commitment of officers in the ministries
··No shared M&E system

Information System

··There have been M&E efforts and systems in the past
··Existing systems are not known, used, nor promoted
··Partners do their own M&E when needed

Partnerships

··Data collection is sporadic and not orchestrated
··They call for better coordination rather than M&E

4. Global Practices for Enhancing Development
Effectiveness
4.1. Managing for Development Results (MfDR)
and M&E
The High Level Forum (HLF) on Aid Effectiveness in Paris in 2005 sparked the
international community’s substantial engagement in result-oriented approach
in ODA, which had long been advocated among scholars, experts, and activists in
the international development cooperation field. Many claimed this was a major
milestone where the development paradigm has shifted from aid effectiveness to
development effectiveness. The HLF in Paris has produced a practical roadmap to
improve aid effectiveness with five principles and a series of specific implementation
measures such as target indicators for checking the progress of each donor and
recipient countries’ commitments. This is commonly called “Paris Declaration” and
was followed up at Accra in 2008 and Busan HLF in 2011, where the result-oriented
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management approach became widely accepted in the international community
and, as a result, has been solidified into the concept of “Managing for Development
Results (MfDR).”
[Box 1-1] What is Managing for Development Results (MfDR)?
MfDR is a management strategy that focuses on development performance and on
sustainable improvements in country outcomes. It provides a framework for development
effectiveness in which performance information is used to improve decision making. It also
includes practical tools for strategic planning, risk management, progress monitoring, and
outcome evaluation.
This approach has major implications for national leaders, public sector officials, donors and
citizens. At its most fundamental level, it calls for an emphasis on results in all aspects of the
development process. As such, it embodies generally accepted tenets of good government: clear
objectives, evidence-based decision making, transparency and continuous improvement. In the
current context, MfDR also addresses a range of policy issues, including international goals and
standards, country ownership, harmonization and alignment of donor efforts, accountability for
development results, and the participation of civil society.
Advocates of good governance see this approach as a way for governments to be
accountable to their own citizens and to donors. Those who support increased levels of aid
regard MfDR as a focal point around which they can galvanize national and international
commitment to the effective use of development aid.
There are four features that distinguish this approach from traditional public administration: 1)
shared goals and strategies; 2) performance-based budgets; 3) evidence-based decision making;
and 4) public accountability. Each of these features has important policy implications, raises
difficult issues, and requires determined leadership.
Source: OECD (2009).

To guide applications in the field, MfDR proposed five principles: “1) focusing
the dialogue on results at all phases of the development process; 2) aligning
programming, monitoring and evaluation with results; 3) keeping measurement and
reporting simple; 4) managing for, not by results; and, 5) using results information
for learning and decision- making” (OECD-DAC Joint Venture on MfDR, 2008). MfDR
rediscovered the importance and utility of M&E for enhancing effectiveness of
development interventions and created an atmosphere where M&E is regarded as a
crucial part of not only program implementation but also the entire program cycle,
including formulating, design, planning, implementation, monitoring, evaluation,
and impact evaluation.
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[Box 1-2] Understanding M&E
1. M&E is:
··An embedded concept and constitutive part of every good project or program design
··Integrating “monitoring,” which focuses on systematic collection of data/information
to measure progress, output, and outcome, and “evaluation,” which focuses on
comprehensive assessment of projects or programs to check accountability and make
necessary improvements
··The best way of measuring progress, detecting problems, correcting them, improving
performance and learning.
··A tool for managing effective and accountable development effort –“Result Management”
··Therefore, M&E is critical for helping achieve development goals and objectives in various
levels.
2. Purpose and Benefit of M&E
··Enables making informed decisions: strategies, policies, programs, budget, and even day-today operations
··Empowers beneficiaries (e.g., the government can negotiate with donors for development
programs based on the nation's needs rather than the donors' needs; people who are
involved with a project can understand the issues and solve problems at the local level; the
development program can raise funds utilizing M&E data and information as rationale and
evidence, etc.)
··Have internal and external accountability of the resources invested
··Learn from experiences and accumulate knowledge
··Help achieve development objectives
3. Requirements for Effective M&E
··To overcome M&E challenges, an expert identifies the four major requirements (LopezAcevedo, 2013):
- Engagement at the highest level of government
- Coordinate different ministries and agencies to work together
- Incentives that promote the use and generation of performance information
- Capacity to sustain the efforts of M&E
- Access to good data and indicators

Although M&E has earned a long-overdue and rightful attention, some
conditions must be satisfied in order to implement M&E for development programs
efficiently in most developing countries. Among such conditions is to have national
development framework, which entails a well-defined development outcome
and identifying specific targets with associated indicators representing not only
macroeconomic indicators but also sector specific targets to achieve, for example, as
results of public investment programs based on the national development strategy.
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4.2. National Development Result Matrix
In order to claim whether a program is effective, there must be a goal the
outcome of the program can be checked. In order to monitor and evaluate
a development program such as a PIP in the Kyrgyz Republic and to check its
effectiveness, there must be unambiguously defined goals and objectives. Also, these
goals and objectives are the results of all development efforts. In most cases, the
development results are specified as measurable and observable indicators which are
commonly called targets. The development framework is further developed to be
operational by setting targets for key development indicators. In establishing such
framework and targets, a simple logical model called result chain offers a very useful
guideline as illustrated in the following figure.
[Figure 1-10] Result Chain
Result Chain
Input/
Activities

Short-& Midterm Outcomes

Outputs

How should
this be
implemented?

What should
be produced?

Efficiency

Impacts

What outcomes
do we expect
from this
investment?

Effectiveness

OECD/DAC 5 Evaluation Criteria

Why should we
do this?

Impact

Relevance
Sustainability

When defining development results, the results should be rendered compatible
with international standards, such as the OECD’s Development Assistance Committee
(DAC) Evaluation Criteria as shown in the figure above. Development results are then
further specified to development goals, objectives, and targets, which can be used as
M&E indicators. Objectives and targets are specified and become operationalized in
several hierarchical levels involving sector, sub-sector, or industry level. The following
<table 1-3> show shypothetical objectives and targets for the energy sector and the
power supply sub-sector.
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<Table 1-3> Sample Item in the National Development Result Matrix

Objectives

NSSD
Agenda
No. or
Code

Indicators
/Units

Baseline

Endof-Plan
Target
(2020)

Implementing
Agency

Year

Value

Transmission

2016

6.5%

5.5%

TBD

Distribution

2015

13.2%

9.0%

TBD

:
:

Decrease
losses in:

Quality,
adequacy and
accessibility of
infrastructure
facilities and
services
enhanced

Infra-E-08

:

:

:

:

:

:

:

:

:

:

:

:

Thus, these specific objectives and targets are systematically structured and
organized as illustrated in the example so that it then can be the reference for sector,
program, and project-level planning and M&E. This Study labels this table of highly
structured and condensed information as ‘National Development Result Matrix,
NDRM’ and is in fact the ‘bottom line’ for extending our discussion to any M&E
topics. In summary,
• NDRM should be the basis for 1) project formulation including selection, 2)
planning, 3) monitoring, and 4) evaluation;
• All projects should be designed and planned according to the objectives and
targets specified in NDRM; and
• NRDM is benchmarks for monitoring and criteria for evaluation.
Key implications for the Kyrgyz Republic are discussed in more details later in
this chapter followed by review of selected cases and lessons from other countries’
experiences.

5. Best Practices
5.1. Korea
South Korea must be one of the most relevant cases on the subject of ODA
effectiveness because its development is widely considered as the most successful case
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of economic development. Moreover, South Korea has successfully transitioned from
a poor recipient country to a donor country by becoming a member of the OECD
DAC in 2010. This benchmarking aims to review South Korea’s efforts to improve
aid effectiveness and draw out useful implications on how to manage foreign aid
effectively for economic and social development. The South Korean experience could
provide lessons for other developing countries working on the efficient management
of foreign resources for national development.
The analysis examined South Korea’s efforts in terms of aid coordination, aid
management, and M&E. We summarized the efforts of South Korea as follow.
• Establishment of an aid coordinating agency: The South Korean government
established the Office of the Economic Coordinator (OEC) which had the
responsibility of coordinating policy among various actors. Later, it became
the single agency for aid coordinating in South Korea. Based on this, the
government of South Korea was enabled to formulate harmonized assistance
policies among key donors.
• Alignment of development plans with the planning and budget processes:
The South Korean government invested a lot of efforts to link Korea’s own
Economic Development Plans (EDPs) to the country’s planning and budgeting
processes.
• Cooperation with donors: The government cooperated with key donors
consistently. For example, consultative group meetings which mainly
coordinated foreign aid went on with World Bank for thirteen years (Kim,
1997).
• M&E of aid-financed investment: In the PMO, a high level Planning and
Coordination Officer was appointed. This Officer was responsible for
monitoring and evaluating all important government projects and policies.
Afterwards, the government devised effective mechanisms for approving,
monitoring, and evaluating public and private development loans so that
a Professors Group for Evaluation was commissioned to reinforce the M&E
system as an independent group in 1965. In 1981, the M&E Group was
transferred to the Economic Planning Board.
Like this, South Korea put a lot of efforts into aid effectiveness. And what are
the success factors that make the actual performance? Based on South Korea’s case
review, we identified two key success factors.
(i) South Korea’s strong ownership was the critical factor for the impact of aid to
achieve significant results in its economic development. The government set
out its own development plan and aligned it with its own national budgeting
and planning processes. The government firmly followed its own development
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plan and managed external aid in accordance with the country’s own national
development priorities. To be more specific, Korea focused on development
and growth rather than stability with political leaders and government officials
adopting a strong position when negotiating with funders and donors. The
government also actively participated in the management of aid programs
for many years. As a result, these improved policy coherence and coordination
among various actors who had different interests.
(ii) South Korea’s consistent efforts to build capacity were significant to drive rapid
economic growth. Throughout the aid process, over 1,500 experts were sent to
Korea by donor nations, and additionally over 7,000 Koreans such as the senior
personnel in the government, business, and the academic spheres received
training abroad between 1962 and 1971 (Jung, 2010). The Korean government
also utilized technical cooperation effectively. These training opportunities and
supports from foreign aid programs have been crucial in developing the skills
of the Korean government and line ministries to improve and raise standards
and capacities and, with it, ownership and greater confidence and control of
aid management.

5.2. Vietnam
The successful case of Vietnam sheds light on Kyrgyz Republic’s effective usage
of ODA with its relevance on the policy framework, in particular the priority
alignment and strategic use of ODA. It provides useful implications for the Kyrgyz
Republic for a number of reasons. First of all, Vietnam has used ODA resources
effectively in fulfilling its national development objectives. Secondly, Vietnam’s
transformation from a socialist planned economy to a free market-based democracy
could be useful for the Kyrgyz Republic’s transition and effective implementation
of structural reforms so as to modernize its economy from a poor and rural-based
economy. Vietnam undertook a cautious economic liberalization since 1986, then
built a foundation of investments in human and infrastructure development that
successfully brought high growth and significant poverty reduction (OECD, 2008).
Though Vietnam is not an ODA dependent economy, ODA has been important
in its transitional period, especially in infrastructure in line with the national
development strategy.6) Furthermore, ODA played a role of key catalyst for other
investment flows and a key source of finance. Of the total money disbursed, about
US$2.45 billion was for infrastructure construction, US$2.1 billion was for re-lending,
6) ODA represents only about 4% of Vietnam’s GDP, 12% of the national budget, and 33% of public sector
investments. ODA disbursement in 2014 has reached about US$5.6 billion, increasing nine percent from
2013. Loans and soft loans accounted for $4.16 billion and non-refundable aid was more than $202
million.
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about US$318 million was for the administrative sector and US$732 million was for
state budget assistance.
According to a recent report, a series of ODA projects contributed to the
country’s socio-economic development and economic restructuring in the sectors of
transport, energy, water supply, wastewater and rubbish treatment, environment,
education and training and healthcare. Similar to the case of Kyrgyz Republic, given
predominant portion of loans over grants, most of ODA funds have been channeled
through infrastructure building.

5.3. Chile
The Chilean government has gradually developed its M&E system over the past
20 years and the system is internationally considered as a successful example of
how to put into place M&E. This would be a good model for other countries that
want to start from simple monitoring activities and expand into more sophisticated
M&E. Hence, we focus on the experience of Chile that have succeeded in building
a well-functioning M&E system and identify the key success factors to explore the
implications for M&E implementation.
In the early 1990s, the Chilean government created various M&E tools and
implemented them slowly and methodically. At this time, the Budget Office in the
Ministry of Finance took charge of setting the tools for M&E system and developing
the key performance indicators. Thereafter, they tried to expand, institutionalize,
and consolidate the M&E system from 2000 to 2010. During this period, the
Public Management Control Division of the Budget Office of Ministry of Finance
managed the M&E system. Over the last few years, the Chilean government has
made significant changes in the indicators, actors, and strategic focus. Firstly, the
number of the indicators was diminishing because process indicators had decreased.
Next, the Ministry of Social Development was created by law in 2011 to collaborate
with the President in the formulation and implementation of equity and/or social
development policies. The role of the Ministry of Finance, the Ministry of Social
Development, and the Ministry General Secretariat of the Presidency are illustrated
in the following table.
To examine the Chilean experience, both main actor’s role and M&E tools are
reviewed based on three stages of M&E development in Chile as follows.
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<Table 1-4> Actors and Roles in the Chilean M&E system
Monitoring

ChileGestiona
Plan

Ex-Post
Evaluation

Internal
Management
Indicators
Management
Improvement
Program

Ministry of
Finance

Ex-Ante
Evaluation

Budget Office
Performance
Indicatiors

Non-Social
Programs
Evaluation

Govemmental
Program
Evaluation
Comprehensive
Expenditure
Report
Impact Evaluation

Ministry of
Social
Development

Ministry of
Secretariat
of the
Presidency

Planning,
Studies and
Investment
Division

Public Investment
Evaluation

Social Policy
Division

Monitoring of
Social Programs

Presidential
Compliance
Management
Unit

Strategic
Management of
Presidential
Priorities

Social Programs
Evaluation

Source: World Bank (2014).

Lastly, the key success factors can be summarized into two aspects.
(i) Implementation of the Chilean M&E has been done progressively: Especially,
in terms of selecting the evaluation targets, the tools, and methodology, Chile
started from simpler M&E system and used it rapidly. At first, they only focused
on simple evaluating program designs and basic management processes.
Later, as the government needs become more complex, they built a more
sophisticated M&E system with more elaborate methodologies and additional
evaluation indicators taking into account available technologies and capacities.
(ii) The Chilean government made M&E be institutionalized: That is because
institutional arrangements were essential to inform and provide feedback to
decision making processes effectively. Actually, since it is difficult to manage
the implementation of M&E without institutional arrangements, they
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identified units that will fulfill the roles and defined, designated and informed
the units of their various functions and responsibilities.

5.4. Rwanda
Rwanda, like many developing countries, has an aid-dependent economy. Its ODA
has increased since early 2000’s and continued to play an important role in national
development. Managing aid funds and development programs has become crucial
for development effectiveness in Rwanda. In these circumstances, Rwanda’s M&E
system has grown from a set of donor sponsored activities to become an advanced
government-led national system. To identify ways that for the Kyrgyz Republic to
improve its practices and implications for the policy recommendations, Rwanda’s
M&E system were reviewed.
The following reviews highlight the two main aspects of the M&E system
of Rwanda, which are: 1) the M&E system building process and 2) the Role &
Responsibility (R&R) of actors.
Firstly, the M&E system building process in Rwanda can be divided into three main
stages as follows:
Phase I. The intermediate period (2000-2004): The government started to plan a
long-term development strategy with increased political stability. They implemented
Vision 2020 and the preparation of the Poverty Reduction Strategy Paper (PRSP).
These strategies will be the foundation for M&E system of Rwanda.
Phase II. The development period (2005-2010): The government built a resultsbased M&E system meticulously. The National Institute of Statistics of Rwanda (NISR)
was designated as the leading statistical agency in 2006. The Economic Development
and Poverty Reduction Strategy (EDPRS) were introduced in 2007. And most
importantly, a Development Assistance Database (DAD) as the Rwanda official ODA
coordination system and a unified repository was launched in 2006. It tracks and
manages aids across all major donors.
Phase III. The enhancement period (2011- present): The government launched
EDPRS 2 in 2013. EDPRS 2 matrix and targets also developed as joint tools for
monitoring of government performance against EDPRS 2. Also, DAD started to share
data, accountability framework, indicators and standard definitions of development
goals with Donor Performance Assessment Framework (DPAF) and Rwanda’s Smart
FMIS budgeting platform by integration of DAD with Smart FMIS.
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Secondly, as a large number of institutions are engaged in the M&E process, we
summarized the R&R of key actors as follows.
<Table 1-5> R&R of Key Actors in the Rwanda M&E system
R&R
Ministry of Finance
and Economic
Planning
(MINECOFIN)

··It has implenented the performance-focused policies pushed by
the President's office.
··The Planning and Budget departments in MINECOFIN have
coordinated M&E activities initiated across the govermment.
··It has led the culture of performance at the highest levels of
government.

President's Office

Prime Minister's
Office
National Institute of
Statistics of Rwanda
(NISR)

Line ministries

Donors

··It uses incentives to achieve the goal such as public
acknowledgement of contributions as well as penalties for
inadequate performance.
··It conducted the framework of the decentralization process along
with the President's office.
··It sets statistical standards and contributed to quality
improvements of statistics produced nationally.
··They develop sector strategies in line with the EDPRS in
coordinaion with the MINECOFIN Planning Office and prepare
sector budgets in coordinaion with the MINECOFIN Budget
Office.
··They have supplied substantial TA on M&E to improve Rwanda's
M&E activities and aid coordinaiton.

Source: Overseas Development Institute (2010).

Based on Rwanda’s case review, we identified three key success factors.
(i) Rwanda has a strong leadership support and an M&E leader. The commitment
of the president played an important role to achieve results and the existence
of one single leader institution such as the MINECOFIN helped to achieve unity
of effort and effectively integrate and synchronize the R&R of the various
actors to implement the M&E system.
(ii) Rwanda developed key indicators to monitor outcomes in aligning country
development strategies. By using these indicators, Rwanda can assess the
degree to which the outcomes are being achieved and plan for improvement.
Moreover, the alignment of M&E across government based on the indicators
has had positive effects on the achievement of the national development goal.
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(iii) Rwanda developed a single window system for managing aid funds and
development programs. They established DAD Rwanda as a single repository
of all ODA in Rwanda and replaced old, inefficient systems. It enabled
the government of Rwanda to plan, monitor and account for the use of
resources in an effective manner. Furthermore, it enhanced transparency
and accountability of development assistance to Rwanda, and ensured that
aid flows in accordance with government priorities to where the needs are
greatest, and supports the formulation of national planning and budgeting.

5.5. Key Implications for M&E in the Kyrgyz Republic
5.5.1. Implications on Policy Framework
M&E is a crucial tool for making informed decisions in ODA management and
coordination. And yet, M&E alone cannot ensure effective ODA management and
in turn effective development. Rather, it is imperative to create an environment
where governing efforts and national development foci are aligned for development
effectiveness. In other words, the national development policy framework must
be put in place and shared by key stakeholders, and M&E has to be a part of this
well-orchestrated effort. The review of the four cases also suggests that any M&E
efforts should be accompanied by proper national level advancement in terms
of ODA management. Thus, the first implication this Study finds is about a policy
framework for effective ODA management, which eventually houses M&E. The
specific implications are (1) Policy Framework for Development Effectiveness; (2)
Alignment of national priority through strong ownership and coordination and (3)
Aid Effectiveness Forum in which the detailed description of eachis provided in the
sub-sections below.

5.5.1.1. Policy Framework for Development Effectiveness
• In order to use ODA to catalyze development, ODA has been used for priority
areas of economic and structural reforms which were accompanied by
establishing state institutions and their capacity building efforts;
• In the implementation of structural reforms and building institutions in the
transitional period, robust country ownership and leadership have been
crucial, which was underpinned by a sustained and coherent vision and
commitments for implementing the national strategic planning that were
buttressed by broad-based political support, control tower and competent civil
servants;
• Towards the effective use of ODA to implement domestic reforms in transition,
combining strong planning and budgetary functions with aid coordination
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must be undertaken;
• Good alignment of aid with national objectives through aid being given as
budget support and for large infrastructure projects must be ensured;
• Improving project management: (i) Attention to project design and
implementation; (ii) Capacity development has been an integral part of aid;
and (iii) Composition, sector and forms of aid being adapted to changing
country circumstances;
• For effective coordination, which aims at a positive synergy between domestic
and international actors, strengthening long-term reliable partnerships, in
particular with primary donors;
• In conjunction with ODA, promote investment in large infrastructure in
support of broader development goals with good government capacity;
• Mobilize various sources of finance: Leverage of donor diversity and
combination of non-ODA instruments such as trade, investment, military aid,
export credits, and public-private partnerships (PPPs) with ODA.

5.5.1.2. Alignment of National Priority through Strong Ownership and
Coordination
• Strong ownership and coordination under a policy framework enabled
effective ODA & achieving economic transformation.
• Priority alignment and coordinating arrangements of ODA in both Korea and
Vietnam are closely linked to the economic planning and budgetary institutions,
thus it becomes easy and feasible to translate aid actions to development
outcomes.
• The integrated role of the control tower in planning such as the five-year
Socio-Economic Development Plan, allocating resources, and securing foreign
resources was strategic to implement the Development Plan.
• A consultative group played an important role in aligning external funding
decisions to domestic policy making.
• Growing use of budget support which accounted for 25% of total ODA
disbursed in 2007 led to progress on alignment. Budget support enabled
various projects to be organized and work with complementarities under the
broad umbrella programs.
• Coordination of ODA policy: Using the medium-term economic development
plan such as the five-year Socio-Economic Development Plan (SEDP) that
guided all available resources including ODA.
• Coordination of donors and funding: (i) Primary big donors: Six Bank groups
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complement and coordinate their efforts - to finance large infrastructure; and
(ii) Coordination of program with small donors: implement the One Plan, One
Budget, One Leader, One Set of Management Practices, which was led by the
Program Coordination Groups.
• On schedule disbursement with coordination: enabled implementation
bottlenecks (OECD, 2008).

5.5.1.3. Aid Effectiveness Forum
• Organize and use the Aid Effectiveness Forum (AEF) for (i) alignment with
country priorities; (ii) strengthen partnership; (iii) awareness and M&E
implementation.
• Use the AEF to best configure the contribution of ODA in fulfilling the core
development issues (Jung, 2010).
• Financial reporting: All ODA provided through budget support is automatically
subjected to reasonably transparent financial reporting systems.

5.5.2. Implications on M&E System
5.5.2.1. Twelve Components of a Functional M&E System
First of all, the twelve components of M&E System imply what the Kyrgyz
Republic will need to do in order to establish an effective M&E system and effectively
implement M&E for better ODA management and coordination. Decades of research
and practices in M&E are summarized and synthesized in this general, rather simple,
model by highly experienced M&E professionals. This “12-component model” is
believed to be well-around model for any M&E initiatives as globally accepted M&E
practices and has been widely recognized as a M&E textbook. However, due to
its being of general application, it needs to be modified or customized to address
specific needs and situation of countries or programs which like to utilize the model.
For the Kyrgyz Republic, it would not be feasible to prepare all components
within a short period of time including establishing a full-blown M&E information
system. Rather, as discussed in Chile’s case, the Kyrgyz Republic should take a stepby-step approach starting with a set of very simple but practically impactful initial
interventions. However, all components have to work together in order to utilize
data, information, and lessons learned from M&E and to manage for results. Thus,
the Kyrgyz Republic will also need to have a plan to build all twelve components that
are customized for the Kyrgyz Republic. This Study suggests that the Kyrgyz Republic
focus on a building foundation at this point as discussed earlier when assessing the
Kyrgyz Republic’s M&E readiness.
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5.5.2.2. Building Foundations for M&E in the Kyrgyz Republic
The review of the cases and the twelve components of a functional M&E system
indicate a set of key implications for addressing M&E-related issues. In this section,
the implications with general recommendations are discussed using the modified
five components model reflecting the Kyrgyz Republic situation as discussed earlier.
The five components are 1) Awareness, advocacy, communication, and culture for
M&E systems; 2) Structure and organizational alignment for M&E systems; 3) Human
capacity for M&E systems; 4) Information System (IS) for M&E; and 5) Partnerships
for M&E. This Study labels this modified model as “A-SHIP” model for easier
communication stressing that the Kyrgyz Republic is now in the process of building
foundation for effective M&E implementation.
To be concise, the following table summarizes the key implications for the five
components of A-SHIP with relevant issues of readiness assessment findings to help
understand the rationale and the connection to the recommendations for M&E
implementation.
<Table 1-6> Key Implications for M&E in the Kyrgyz Republic
Category

A
Awareness,
Advocacy,
Communication,
and Culture for
M&E

S
Structure and
Organizational
Alignment

H
Human Capacity

Issues

··Lack of shared understanding
··Different focus, needs,
expectations
··Lack of communication

··Lack of coordination and
communication
··Understaffed and underfunded
M&E functional Units
··Incentive mechanism
··M&E may be a hard-sell to overstressed government

Implications
··Strong advocacy is necessary
··Need a championing agency
– that is centrally-driven, and
executing by capable ministry
(control tower)

··Design structural (institutional)
arrangements to ensure M&E
objectivity and quality
··Congress/parliament has an
important role in evaluation
(budgeting & spending)
··Incentive mechanism must be in
place

··Lack of capacity in terms of
knowledge and skills
··No M&E capacity building
programs

··Develop and implement capacity
building program

··Strong commitment of officers in
the ministries
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<Table 1-6> Continued
Category

Issues
··No shared M&E system

I
Information System

P
Partnerships

··There have been M&E efforts and
systems in the past
··Existing systems are not known,
used, nor promoted
··Partners do their own M&E when
needed
··Data collection is sporadic and
not orchestrated
··They call for better coordination
rather than M&E

Implications
··Utilize existing and reliable system
but activate only manageable
functions
··Gradually enhance functionalities
as conditions improve (Avoid
over-engineering the system)

··Promote CSO’s participation (e.g.,
Universities for M&E outsourcing,
NGOs for advocacy in governance
and parliament activities)

6. Recommendations
6.1. Recommendations on the Policy Framework
As identified in Section 3, ODA in the Kyrgyz Republic has been ineffective in
pursuit of NSSD. The development ineffectiveness of ODA has been caused by a wide
range of problems, which are intertwined that include unstable political regimes,
inadequate government administrative capacity, weak policy framework, poor
project management, and the lack of M&E. On top of these problems, the NSSD
is too ideal with too many priority areas to provide realistic guidance on decision
making in ODA usage, in particular on the planning and budgeting stages of the
project and program cycle.
As a consequence, to enhance ODA effectiveness in the Kyrgyz Republic, it is
highly recommended to establish the priority alignment of ODA in conjunction with
strengthening the Kyrgyz Republic’s ownership. In this light, the Report is to provide
recommendations crucial to enable and secure the development priority with the
ownership of the Kyrgyz Republic through: (i) pertinent guidance from NSSD; (ii)
realistic integrated strategic planning; and (iii) coordination of policy and major
donors.
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6.1.1. Strengthen NSSD to Provide Guidance on ODA & Other
Resources
As identified in Section 3 on Issue Analysis, ODA in the Kyrgyz Republic has had
insufficient development impact due mainly to the lack of its priority alignment with
the primary objectives of national development, in particular the poor linkage with
the NSSD – even though ODA might be used efficiently in some sectors. Without
having realistic goals and relevant steps, as well as planning on resources such as
steps on different programs, the NSSD could not provide government officials,
especially decision-makers, with concrete guidance on both primary priority areas
and priority across different sectors.
To engender the maximum support of ODA in achieving the NSSD, it should
be complemented through the formulation and implementation of an integrated
strategic planning at the first stage and related policy framework including a
national development framework and program budgeting in the following stage.
Policy Measures to Strengthening the NSSD – by Formulating an Integrated
Strategic Plan
(i) Integrated Strategic Planning (ISP): To make the NSSD as the realistic and
feasible national strategy for the Kyrgyz Republic, in particular to provide
guidance on ODA, this Report strongly recommends the strengthening of the
NSSD through the formulation and implementation of an integrated strategic
plan (ISP, see the following recommendation B).
(ii) While complementing the NSSD through the ISP, the government of the
Kyrgyz Republic should ensure the best use of not just ODA but all available
financial resources.
(iii) The National Development Framework (NDF): In the medium-term to longerterm, there is a strong need for the government to formulate a result-oriented
national development plan and framework (NDF) that contains clear goals,
priority areas, essential steps, and other financial resources as well as targets
and indicators related to the goals.
(iv) For the coming 2018-2023 National Development Plan and the current NSSD
as well, the government is recommended to use the NDF to build a concrete
linkage between the Medium-Term ISP and other MT framework such as the
MTEF and the MT program budgeting. Under the guidance and indicators of
NDF and MTEF, annual and sectoral planning should be constructed.
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6.1.2. Priority alignment of ODA by implementing Integrated Strategic
Planning
Usual planning practices including ODA in the Kyrgyz Republic was rather based
on one-year short term, separate sectoral and ad-hoc requests of line ministries.
Thus, planning in the Kyrgyz Republic can be characterized as not results-oriented
but supply-side activity-driven and project-based planning against program-based
planning and budgeting.
To make the NSSD a reality, and to enhance effectiveness of the human and
financial resources including ODA, conducting a strategic planning is an indispensable
prerequisite. In the absence of strategic planning, ODA in the Kyrgyz Republic could
not be result-oriented, and hence ineffective in achieving strategic goals. In this light,
the utmost important recommendation on policy framework is ensuring priority
alignment through formulating an integrating strategic planning (ISP), which covers
multi-years and multi-sectors by strategic integration.
To envision the goal of the effective usage of ODA in achieving the NSSD through
priority alignment, the strategic planning in the Kyrgyz Republic is recommended
to integrate priorities in different areas and specify major steps overtime. That is
the Kyrgyz Republic would require to institutionalize the ISP, which has a narroweddown priority and steps across sectors in 3-5 year MT that can integrate a separated
sectoral planning involving current planning of each line Ministries, as well as
medium-term planning on which annual planning can be constructed.
Policy Measures to Ensure Priority Alignment by Formulating and Implementing
the ISP
(i) As illustrated in the best practices, the most effective usage of ODA can be
secured through its timely role of catalyzing the development of selected
priority areas. This priority alignment could be secured by formulating the ISP
and further development of National Development Framework.
(ii) In the formulation of the ISP, the government is recommended to specify or
undertake pump-priming role of ODA through establishing a concrete linkage
between selected ODA priority areas and other productive sectors.
(iii) The ISP should be a goal-driven or results-oriented midterm planning, which
integrates different sectors. For example, it could be three to five years (20162018) ISP for the coming 2018-2023 National Plan for a few priority sectors.
(iv) The midterm ISP should prioritize ODA disbursement and other investment to
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catalyze priority areas of NSSD and NDF.
(v) Through integration over time, the ISP should provide clear guidance and
steps for a short-term annual planning.
(vi) Through integration across sectors, the ISP should provide steps and relative
importance different sectors and regions. In other words, each line ministries
shall establish annual sectoral planning under the ISP.
(vii) To formulate and implement the ISP, it is recommended that the joint
Secretariat of MoE and MoF be integrated for internal arrangement and
coordination to strengthen the linkage between planning-budgetingexecution.
(viii) The ISP shall be effective when it is combined with other medium-term policy
framework such as the MTEF and performance-based program budgeting.
(ix) For (viii), a linkage should be built between MT ISP, MTEF and program
budgeting by the joint secretariat of MoE and MoF, and an upcoming control
tower which refers to the strengthened Macroeconomic Council of the PMO.
(x) Under the guidance of ISP and target indicators of NDF, an annual sectoral
planning and budgeting should be consolidated.

6.1.3. Enhancing Coordination through a Control Tower
Given the broad spectrum of problems related to ODA and the weak initial
conditions obtaining in the transitional period of the Kyrgyz Republic, it appears
that a strong leadership buttressed by a national-level control tower for planning
and coordination could be the first-best policy and institutional choice. Although
establishing a new and strong control tower similar to the Economic Planning Board
in Korea and Vietnam may not be feasible in the Kyrgyz Republic, there is a strong
need for the government of Kyrgyz Republic to launch a control tower with a view
to ensuring a coordinated priority alignment. The critical role of a control tower will
include (i) ensuring the implementation of ISP toward priority alignment of ODA
in collaboration with the MoE, and (ii) strengthening internal coordination across
different ministries as well as coordination with development partners.7)

7) It was identified by the Kyrgyz government that establishing such a super strong Ministry as the EPB is
not a feasible policy option for the Republic – given its current reforms that include power-sharing and
decentralization (under a parliamentary democracy and power-sharing between the President, PM, and
parliament).
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6.1.3.1. Policy Measures to Establish a Coordinating Control Tower
The existing Macroeconomic Council should be strengthened to act as the
coordinating control tower which is comprised of the PMO and the Joint Secretariat
of MoE and MoF.
(i) This control tower should have the adequate capacity to coordinate the
priority alignment of ODA-ISP.
(ii) Convince primary donors for priority alignment through the formulated MT
ISP and exercise of ODA M&E, and the Registry.
(iii) Coordinate primary donors funding to align with the ISP, and coordinate small
donors’ program for social sectors such as health and education.

6.1.3.2. Establish an ODA Platform by Organizing the Forum
(i) Organize the Development Effectiveness Forum (DEF) to drive consensus on
priority alignment and ISP;
(ii) Use the Forum to emphasize the Kyrgyz Republic’s ownership and leadership
of ODA, as well as recognize the cooperation of primary donors;
(iii) Use the Forum to emphasize the Kyrgyz Republic’s ownership and leadership
of ODA, as well as recognize the cooperation of primary donors;
(iv) The Forum could be a very effective platform for policy advocacy on ISP and
M&E awareness within the government and parliament;
(v) Use the Forum to disseminate the result of priority alignment and the newly
established M&E Registry system.

6.2. Recommendations on Implementation of M&E:
Measures for Implementing M&E in the Kyrgyz
Republic
6.2.1. Develop National Development Result Matrix
As articulated in MfDR in the previous chapter, having a national development
framework and specifying development results in the form of measurable indicators
are a crucial prerequisite for any M&E initiatives. Thus, it is necessary to create the
070 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

Kyrgyz Republic’s “National Development Result Matrix (NDRM)”8) which specifies
and aligns the NSSD and development outcomes from the strategic level objectives
to performance level objectives such as targets. Therefore, NDRM should be the
phase 0 in the roadmap to reach better ODA management.

6.2.2. Build the Foundation for Effective M&E
It may be useful to use a metaphor of a house-building process to structure a
roadmap for an effective M&E implementation. With NDRM being phase 0, the
phase 1 would be to build a foundation for M&E, where Kyrgyz Republic is currently
situated.
[Figure 1-11] Roadmaps for M&E in the Kyrgyz Republic
Current Stage

Step 0

Develop National Development Result Matrix

Step 1

Build Foundation for M&E (A-SHIP)

Step 2

Framework for M&E

Step 3

Adding Utility

A : Raise Awareness (Advocacy) of the Stakeholders
S : Align Governance Structure
H : Build Human Capacity for M&E
I : Utilize Existing Information System
(i.e., as the national registry)
P : Build Partnership with donors, NGO's, & universities

Develop Legal Framework
Develop Policy (National & Institutional)
Develop Costed M&E Plan
Guidelines

BPR, Business Process Re-engineering
Design of M&E Information System
Integrate with Financial Management Information System

Since creating any functional M&E systems is a long and continuous process as
confirmed in most cases, the Kyrgyz Republic at this point may need to focus on a
building foundation addressing the issues and challenges identified in this Study. The
phase 2 would then focus on creating and cultivating an M&E friendly environment
including appropriate policy that will be put in place, establishing a legal framework,
and developing a financial M&E plan. The phase 3 would be about adding necessary
functions as M&E expand its scope and services. Of course, continuous improvement
and maintenance are consistent stages throughout the process. The recommended
measures for M&E improvement in the Kyrgyz Republic are summarized in <Table
1-7> below focusing on “building foundation for M&E” followed by additional
descriptions for each of recommendation categories.
8) National development (result) framework may also include measurable indicators but not as detail as
NDRM. These two may be used interchangeably by some practitioners.
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<Table 1-7> Measure for Building Foundation for M&E
Category

Recommended Measures for
Building Foundation for M&E

A

··Have a Macroeconomic Council supervise and coordinate M&E activities
performed by various ministries.

Awareness,
advocacy,
communication,
& culture for
M&E

S
Structure &
organizational
alignment

H
Human capacity

I
Information
System

··Appoint a government unit to be the agency for promoting and
advocating M&E such as hosting conferences, conducting research for
developing policies, developing training programs.
··Provide mandated training courses of M&E for manager-level officers
coupled with the current PMO’s CB initiative.
··Create a task-force within the Macroeconomic Council to implement
most M&E initiatives (same as A.1.).
··Issue a government decree to authorize the jurisdiction of the taskforce.
··Utilize NDRM for Performance Appraisal, specifically as the indicators of
unit-level performance.
··Provide mandated training courses of M&E for manager-level officers
coupled with the current PMO’s CB initiative (same as A.3.).
··Develop and implement capacity building program under the State
Personnel Service’s supervision by linking capacity building and
performance appraisal at work (related to S.3.).
··Utilize existing M&E tool: AMP by activating only necessary functions
and learn from doing or piloting.
··Gradually enhance functionalities as conditions improve while M&E
policies and guidelines are prepared, and keep learning.
··Continue a strategic partnership with the KSP.
··Create partnership with the National Institute of Strategic Studies for
policy development.

P
Partnerships

··Involve the Development Partners Coordination Council (DPCC) from
the beginning, esp. in NDRM and policy development process.
··Request DPCC to sponsor M&E capacity building programs and/or
provide expertise.
··Identify a research institute, NGO or a dept. of National University for
external M&E functions and empowers them to develop analytical skills
and capabilities.
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6.2.2.1. Awareness, Advocacy, Communication & Culture for M&E
The main focus of this M&E component is to emphasize the importance to raise
awareness among key stakeholders and to secure support from them. Sustaining
a high level commitment throughout the process is a critical factor. All efforts boil
down to the initial stage of change management. One method is to develop a plan
in a more participatory manner. It is recommended that a roadmap be developed for
strengthening ODA M&E with high level officials and to assign key high level officials
to lead and manage transitions to ensure the implementation of M&E policies and
programs.
In order to develop an achievable plan and to be able to execute it, it is
recommended that an agency or unit be committed to promoting and advocating
for M&E within the Kyrgyz’s government as summarized in the <Table 1-7> above.
The unit can be existing or new, depending on the constraints and resources as
the Kyrgyz Republic may have. Based on the analysis of the Kyrgyz Republic’s
current situation, this Study finds that the ‘Macroeconomic and Investment Policy
Coordinating Council’ is the best unit that can assume responsibilities of initiating
M&E in the Kyrgyz Republic since it consists of key decision makers involved in
coordinating development programs. It is obvious and functional to have this Council
monitor and evaluate development efforts in terms of programs, policies, and other
related activities.
The Council subsequently appoints a government unit to be an agency for
promoting and advocating M&E through various events and venues such as hosting
conferences, conducting research for developing policies, developing training
programs.
Also, in order to raise awareness among managerial level public officers, it
may be advisable to utilize existing communication channels and training venues.
Recently, the PMO mandated public officers in high level positions to attend training
courses in the Academy of Public Administration (APA) to develop analytical skills. To
be more specific, the analytical skills these training programs designed to teach are
very much related to M&E with regard to methods for data collection, process, and
analysis). Thus, by adding a few modules or incorporating these with the existing
training programs, the proper level of awareness of M&E can be shared with highlevel officers in a short period of time.

6.2.2.2. Structure and Organizational Alignment for M&E
Design of structural or institutional arrangements such as aligning organizational
structure for M&E is also another crucial factor. Ideally, a strong leadership or a
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dedicated unit, often called champion agency, within the government should lead
and manage the entire M&E implementation. However, in reality, creating a new
agency may not be viable nor a possible option due to the current organizational
structure and the will of the top leader, who may not perceive the need of adding
another new layer of a powerful entity to an already saturated and complex
government structure.
Instead, one option would be to assign the M&E function to an appropriate unit
of the PMO such as the Macroeconomic and Investment Policy Coordinating Council
or create a secretariat for that purpose within the PMO. Another option would be to
create a secretariat for M&E for development programs including fiscal accountability
under the Jogorku Kenesh like Congressional Budget Office of U.S.A Congress,
which oversees the federal budget and public programs to check accountability of
government spending.
Incentive mechanism must be in place. Another recommendation to induce
changes without needing organizational and structural changes would be the
setting of evaluation criteria in possible areas such as the state personnel appraisal.
Currently, the SPS is in the process of improving its HRM policies and strategies. One
of the weakest areas in terms of HRM is performance appraisal. In most developed
countries including Korea, PA includes not only individual performance but also
unit-level involving department, division, or even team performance evaluation
which is tied to the unit’s goals and mission. The aforementioned NDRM specifies
performance indicators or targets by sector, sub-sector, and industry. Therefore, such
indicators can be easily used for unit-level PA criteria that are more or less directly
connected to the national development strategies and targets set in the NSSD and
NDRM.
Create M&E Environment. Although change comes slowly, this approach certainly
creates the perception of needed changes in how state personnel think and work,
which would create an environment where M&E becomes more acceptable.
Gradually but persistently, the Kyrgyz Republic need to cultivate environments that
will foster substantive M&E practices across ministries and line agencies by enacting
laws and provisions, establishing responsible organizations, training key personnel,
and promoting M&E.

6.2.2.3. Human Competency for M&E
No ideas can be realized without capable and committed people. As mentioned
when reviewing M&E-related issues, human competency is particularly weak in most
developing countries and the Kyrgyz Republic is not an exception. To raise awareness
and help align organizational structure for M&E in the long-run in addition to
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capacity building purposes, it is recommended that this be linked closely with the SPS
by developing and implementing M&E capacity building programs as described in
the previous two sections.

6.2.2.4. Information System for M&E
For more effective and efficient implementation of M&E, the Kyrgyz Republic
should have an information technology-based Information Technology (IT) system
that support most M&E activities such as data collection, management, and analysis.
Developing such a system usually costs significant amount of investments. It is
especially true for customized system development.
Fortunately, the Kyrgyz Republic currently has a functioning IT-based system that
can be used as M&E system as a starter. It is called the Aid Management Platform
(AMP), which was developed in 2012 with support from the Swiss government. It is
solid system but was not built specifically for M&E but for more general uses. Thus,
it is recommended to develop the existing M&E system within the AMP with simple
and necessary functions and consider this an opportunity for learning. Also, the
responsible unit can gradually enhance functionalities as conditions improve while
M&E policies and guidelines are prepared, any needs arise, or changes are made in
business processes.
Experiences with AMP will provide invaluable lessons for day-to-day operations,
especially in developing M&E policies and guidelines, and even for modifying
or developing a new M&E information system down the road. Ultimately, M&E
information should be integrated with the national financial information system to
create an IFMIS (Integrated Financial Management Information System), not only for
development effectiveness but also for more efficient and transparent governance.

6.2.2.5. Partnership for M&E
It is also important to build a partnership for M&E since there are many
stakeholders who stand to directly benefit from a strengthened, working M&E
system. First, it is recommended that collaboration be established with the DPCC and
other donors from the very beginning of the process. Since most donor agencies are
required to do M&E for their programs, there are a lot of common grounds in terms
of M&E needs, tools, and methods. Thus, burdens can be shared among stakeholders
and further harmonization can be pursued. Ideally, the DPCC should be involved
in most of the government’s M&E effort from the beginning, especially in NDRM
development and policy development process.
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In order for the Kyrgyz Republic to be driving with more ownership and clearer
policy direction, this Study also recommends creating a strategic partnership with the
National Institute of Strategic Studies (NISS) for policy development. When this Study
was being conducted, the importance of analytical capacity and the role of the NISS
have been re-evaluated and appreciated very much. Consequently, the government
of Kyrgyz Republic ordered the NISS to overhaul its organization and appoint a new
director upon completion of this Study. Assuming the new NISS can assume a key
role in policy development through conducting necessary research, the NISS should
collaborate with the Macroeconomic Council and the prospective M&E unit in the
government.
Promoting Civil Society Organization (CSO)’s participation including universities
for M&E outsourcing, NGOs for advocacy in governance and parliament activities
may be another strategy the Kyrgyz Republic may need to pursue. Especially,
to complement the lack of research and analytical capacity of the government
personnel, it is recommended, for example, to identify a research institute, an NGO
or a department of Kyrgyz Republic’s National University for certain M&E functions
to involve them in developing training programs for M&E.
Last but not the least, it is highly recommended to establish a strategic alliance
with the KSP. Since 2014, the KSP research team has been closely working with the
MoE to address various issues from economic development strategies and policy to
human resource management, and ODA management strategies. Thus, the KSP team
for the Kyrgyz Republic understands its situation and needs, capable of conducting
research, and more importantly committed to link and implement what has been
learned.

6.3. Initial Solution of M&E Implementation: National
Development Project Registry
Given the constraints and needs for M&E implementation, this Study concludes
that a set of simple and practical interventions that are manageable without
overstretching resources and units should be the initial solution for the Kyrgyz
Republic. As the key implications (A-SHIP Model) suggested, the initial solution may
help build the foundations for an M&E system by raising awareness among key
stakeholders and in turn set the stage for improving and utilizing M&E in the future.
Practical recommendations for realizing the initial solution are as follows.
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6.3.1. National Development Project Registry
The critical component of the initial solutions is a simple development project
registry, which lists all development projects and track key data for monitoring.
Fortunately, AMP can be used as the registry system by activating a few functions as
illustrated in the following figure. In fact, most information of the project has been
entered in AMP such as project description, sector, project location (GPS-enabled),
funding organization, and implementing agency as shown in the AMP’s project
information page, also called as work space.
[Figure 1-12] AMP Project Information Page

Source: AMP (n.d.).

The project workspace has sub-pages where details about the project and data
can be entered including M&E. The information entered in the workspace can be
displayed in another AMP’s interface such as dashboard, where other stakeholders
such as public and other development partners can access the processed data.
Currently, M&E page is empty and no data seems to be entered. The M&E data that
are necessary for fulfilling minimum M&E needs in the Kyrgyz Republic and readily
possible to be collected include the following:
• Targets associated with NSSD as the outcome indicators involving performance
targets defined at proper levels by the line ministries since M&E pages are
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associated with project workspace.
• Responsible managing unit and staff including project implementing unit
performing M&E duties and tasks.
Thus, at first, the responsible unit may need to focus on securing data source and
obtaining currently missing information and data in the M&E page of the project
workspace. As long as the line ministries can identify relevant development outcome
indicators from the NSSD and provide M&E data such as targets, the M&E data is
readily available such as progress of each project in percentage. This provides helpful
information for checking accountability and decision-making in certain levels.
[Figure 1-13] AMP's M&E Page

Source: AMP (n.d.).

Additional M&E functions can be added by creating new data fields in the M&E
page as shown in the M&E page according to different needs of various involved
government units. For instance, the MoF is interested in progress of each project in
terms of financial aspects such as planned and actual disbursement in amount. On
the other hand, the MoE in national and sector level performance while PMO or
Jogorku Kenesh in overall assessment of project implementation as illustrated in the
sample monitoring report in a table format below. This sample is an output of the
proposed National Development Project Registry for the purpose of communicating
monitoring results along with many other useful outputs.
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In order to carry out the registry with the other interventions, there must be a
unit in the government that is championing M&E agenda and managing progress
moving forward.
<Table 1-8> Sample Monitoring Report Table

Objectives

Enhancing
accessibility
of
infrastructure
facilities

:

NSSD
Agenda
(No. or
Code)

Infra-E-08:
Rural
power
supply

:

Progress Monitoring
Baseline

Target

Implementing
Agency
- Rating

Loss in
Transmission

2016:
6.5%

2020:
5.5%:

4, Good

Loss in
Distribution

2015:
13.2%

2018:9.0%

:

:

:

:

:

:

:

:

:

:

:

:

Outcome
Indicators

KEC,

KEC,
2, Fair

6.3.2. Task Force under the Macroeconomic and Investment Policy
Coordinating Council
It is not a feasible option for the Kyrgyz Republic to create a new government
unit whose sole purpose is M&E implementation because this may result in adding
another supervising unit to the already stretched-out government. Instead, the
Kyrgyz’s government can set up a Task Force (TF) comprising of representatives
from the key stakeholders including the MoF and the MoE. The Macroeconomic
and Investment Policy Coordinating Council already assumes a significant role of
supervising important decisions-making process related to development projects
and public investment policy as the name suggests. Thus, the first option would be
creating a TF under the Council.
The TF under the Council’s authority is to coordinate M&E activities to make
sure that the National Development Project Registry is utilized at first and gradually
develop necessary M&E policies to enhance ODA effectiveness by providing
information for making important decisions from formulation and selection of
project to impact evaluation.
In conclusion, M&E is a critical tool for effective development. In order to
implement effective M&E, it is required to take holistic approach that will take
into account various elements and their interconnectedness. The World Bank’s
12-component model offers a solid framework for a functioning M&E system and
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the Kyrgyz Republic needs to build one starting from what it can do. Thus, this
Study recommends, based on the findings and implications from the best practices,
building foundations for M&E considering current situation and constraints and plan
for comprehensive M&E in a longer-term, which would benefit all development
programs and other government programs as well. As a starter, this Study
recommends utilizing AMP as the National Development Project Registry so that
the government of Kyrgyz Republic can immediately commence M&E activities and
produce M&E data that many stakeholders have been waiting for. This initial solution
will pave the road for further advancing M&E for better ODA by raising awareness
and cultivating the governance environment for extending the M&E scope.
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Appendix 1. Key Portfolio Performance Indicators (2010-2013 vs. ADB-wide)

2011

2012

2013

2014

2014
ADB-wide

7.4

7.1

6.2

6.1

6.9

66.7

75.0

66.7

66.7

46.3

4.7

4.7

5.3

5.8

5.5

54.6

54.5

60.0

55.6

32.0

Contract/Commitment Ratio, %

25.4

37.3

5.8

18.5

24.3

Disbursement Ratio, %

28.8

19.0

16.5

17.6

26.3

Imprest Fund Turnover Ratio, %

0.04

1.2

2.2

1.3

1.3

- On Track, no./%

6 / 50

10 / 77

7 / 70

7 / 78

478 / 80

- Potential Problem, no./%

3 / 25

1/8

2 / 20

1 / 11

88 / 15

- Actual Problem, no./%

3 / 25

2 / 15

1 / 10

1 / 11

30 / 5

Indicators
A1. Start-Up Compliance for Loans
Average Time from Approval to
Effectivity, months
Loans that Became Effective more than
90 days After Signing, %
A2. Start-Up Compliance for Grants
Average Time from Approval to
Effectivity, months
Grants that Became Effective more than
90 days After Signing,%
B. Financial Performance for Loans
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Summary
Since acquiring independence in 1991 following the collapse of the Soviet Union,
the Kyrgyz Republic has attempted a number of innovative initiatives to improve
the human resource management (HRM) capabilities of its administrative system.
Despite these efforts, the government of Kyrgyz Republic has not achieved the
expected results. In pursuit of the development and strengthening of the Kyrgyz
Republic, the government launched and has been implementing a National Strategy
for Sustainable Development (NSSD) for the period of 2013-2017. The NSSD,
among others, is aimed at building “a democratic state with stable political system,
dynamically growing economy and stable growth in the incomes of its citizens” (NSSD,
p.7).
HRM reform in the bureaucracy is considered essential in the success of
implementing the NSSD more effectively and efficiently. In this light, this Study aims
to provide policy recommendations that will focus on two vital and interlocking
policy areas: establishing an improved performance appraisal system, and instituting
a results-oriented and outcome-based education and training. The most direct
and important outcome of this Study will therefore be, i) promoting the spirit and
practice of Good Governance, ii) capacity building and energizing the competencies
of civil servants, and iii) strengthening the nation’s international competitiveness.
This seeks to equip the Kyrgyz Republic with the capacities to:
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(i) Establish a direct linkage between government performance and individual
performance;
(ii) Improve the public performance appraisal (PA) system and to rationalize the
practice covering political appointees;
(iii) Enhance productivity, efficiency, effectiveness and accountability in public
administration;
(iv) Build a professional civil service founded on a viable and sustainable education
and training system.
In coping with the identified issues and challenges, the major agenda of public
HRM and Performance Appraisal (PA) in the Kyrgyz Republic was set as follows:
(i)

Establishment of a system of measuring government performance and
individual performance;

(ii) Improvement of the current PA processes and practices;
(iii) Making good use of PA results;
(iv) Improvement of the PA managerial system;
(v) Factoring training results into PA ;
(vi) Strengthening the capabilities and competence of the National Personnel
Management Agency,
(vii) Instituting an efficient HRM of local self-governance and capacity
development of municipal servants.
The measures and recommendations on policy actions seek to enhance the
efficiency of performance management of the government of Kyrgyz Republic
towards synchronizing the national agenda of prescribed organizational
performance goals with individual performance goals, and the introduction of the
government performance evaluation system. The Study, as identified above, also
recommends reform measures that aspire to re-engineer and redesign prevailing
PA processes and practices in the administrative system. This would necessarily
incorporate i) the introduction of a performance contract by political appointees
(deputy ministers); ii) induction of relative PA in place of current absolute PA; iii)
provision of more systematic objective PA standard forms; iv) conduct of performance
evaluation interviews; and v) a system of appeal of PA by appealer.
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Furthermore, for more effective management of PA system and utilization of
their results, PA results should be factored into the promotion system as well as
the competency development of raters. This will be possible when the efficiency of
PA system is improved and the direct linkage between PA results and training for
civil servants are strengthened. The measures to improve PA results management
system include i) the introduction of a performance record management card; ii) the
submission of a periodic individual performance record card; and iii) the building
of a PA management monitoring and review system. With regard to measures to
strengthen direct linkage between PA results and training for civil servants, this
Chapter recommends i) the development of current attestation system to competency
assessment system required for promotion; ii) compulsory career advancement for
future promotion training; iii) launching motivations towards reform training; iv)
utilizing training for civil servants as a strategic tool for fulfilling the national agenda;
and v) capacity building of the Academy of Public Administration (APA).
In conclusion, for the practical implementation of the proposed PA system and
results-oriented education and training for civil servants, this Chapter concludes by
introducing a ‘Roadmap for the innovation of the PA system.” It is recommended
that the government of the Kyrgyz Republic employ short, mid and long term
approaches considering their respective agenda. There should be a specific working
group to take initiatives to review and institutionalize the policy actions proposed in
this Chapter for implementation to be realized.
This chapter is therefore aimed at proposing measures and recommending policy
actions to enhance the efficiency of the Human Resource Management (HRM) of
the government of the Kyrgyz Republic. The Study was conducted by analyzing
the current status and issues in public HRM of PA in the Kyrgyz Republic, the onsite consultations with HRM officers, literature study, close consultation with Local
Consultants.
To that end, the Study first identifies specific issues and challenges confronting
the HRM system and the prevailing PA processes for the objective of setting
reform agenda for the Kyrgyz Republic within the framework of consultation and
recommendations. To fulfill this major agenda, this Study draws four strategies
based on SWOT analysis. Then, a case study was conducted in a bid to share Korea’s
experience regarding strategic HRM and performance management with the Kyrgyz
Republic focusing on three areas: i) strengthening linkages between organizational
goals and individual goals; ii) substantially increasing of performance-related pay;
and iii) pursuing equity and fairness in the conduct of PA. Korea’s trials and errors
in strategic HRM and performance management were presented to help Kyrgyz
Republic minimize the same trials and errors by adopting the most appropriate
and workable performance management system relevant to local administrative
environments.
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This Report is one step further towards achieving a strategic, results-oriented HRM
system through the improvement of administrative processes and practices of the
Kyrgyz Republic administrative system. Since PA is at the front-line of the government
service delivery systems, it is imperative that improved performance management of
the PA system is compelling and would therefore demand a systematic machinery of
public administration founded on achieving good governance in the performance
of functions. Thus, it is our hope that the Study will be continued to widen the scope
of strategic HRM redesign to further develop strategies towards improving the
performance of employees, competent management and appraisal schemes where
appropriate, and raising awareness of the importance of clear goals and objectives
for good governance and further development of the Kyrgyz Republic.

1. Introduction
1.1. Background
The Kyrgyz Republic became an independent state in 1991 following the collapse
of the Soviet Union. However, the Kyrgyz Republic has not made good use of the
opportunities to develop during the past two decades as it struggled to survive and
overcome the challenges of an independent and sovereign nation-state.
The Kyrgyz Republic, as an independent nation, began pursuing the ideals and
aspirations for a just, equitable and prosperous society following the adoption
of a new constitution that mandated a democratic election in 2010 and 2011.
To institutionalize the foundations for development of the Kyrgyz Republic, the
government then established and began implementing the National Strategy for
Sustainable Development (NSSD) for the period of 2013-2017 (hereafter referred to
as NSSD). The NSSD, among others, analyzes the public administration of the Kyrgyz
Republic as provided below:
“To date, the public administration of the Kyrgyz Republic is going through the
transition period. As a result of multiple reforms, the form of public administration
has changed. There is no regular communication within public authorities
themselves. Too often, the decisions are formulated based on narrow corporate
interests; the solution themselves are short terms.
The governance system is susceptible to breakdowns, both horizontal and vertical.
Communication between central and local authorities remains weak and ineffective.
The platforms for finding solutions, which are now being created with increasing
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frequency are not yet effective enough, which prevents from developing uniform
approaches to resolving problems at the national level” (NSSD, p.6).
In spite of these perceptions, the methods used by public authorities in their work,
decision-making and implementation have remained unchanged and not improved.
The NSSD is aimed at building “a democratic state with stable political
system, dynamically growing economy and stable growth in the incomes of its
citizens”(NSSD, p.7). Priority areas the NSSD put forward include:
The protection of the public service from destructive influence of corruption;
development and implementation of anti-corruption and ethics and conduct of
codes for government and local government officials. Career advancement, pay and
pension of public servants should be made directly dependent on the integrity of
their conduct and performance (NSSD, p.14).
The priority area of the NSSD is also centered on “improvement of human
resources policy to include selecting senior management based on their respective
professional and ethical qualities” (NSSD, p.14). The tasks to restore confidence of
citizens in the institutions of government with regard to public administration are
stated in NSSD.1)
In particular, the NSSD places the importance of increasing the effectiveness and
efficiency of governance. This can be done through “strengthening and developing
vertical communications among government bodies and ensuring efficient, effective
and coordinated operations of central and local government agencies, local
administrations and self-government bodies” (NSSD, p.16).
The NSSD also calls for “Development and implementation of new mechanisms
for training and professional development of civil and municipal servants,
development and implementation of performance assessment system for civil and
municipal servants, with direct correlation between pay and impact; development
and implementation of Code of Ethics for Municipal Servants” (NSSD, p.19).
In order to implement the NSSD more effectively and efficiently, it is necessary to
establish a Strategic Public HRM system to enhance the government’s performance
competency to match the demands of economic development and reform.
1) The task is to : To create a robust system of public administration; To modernize the government
apparatus, including the law-enforcement bodies and to judicial system of the country; To improve
the quality of the services that the government provides to the chief consumer-Kyrgyzstani citizens;
To overcome the negative effects in governance including corruption, lack of professionalism and
accountability, as well as overlapping functions tribalism and regionalism; To ensure optimal utilization
of not just tangible state property, but also of the intangible, human assets: through passing norms,
rules, designs, strategy and through their respective implementation. (NSSD, p.15)
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In line with the recommendations of international organizations including the
World Bank, a number of innovative initiatives have been undertaken to improve the
Kyrgyz Republic’s Public HRM system in the areas of recruitment, compensations, civil
service ethics and performance management. Despite these efforts, the government
of Kyrgyz Republic has yet to achieve the expected results. Rather, the citizenry has
strongly criticized the government for the rampant corruption, red tape, and low
productivity in governance and poor public service delivered to the people.
In response to the request made by the Kyrgyz Republic, the Ministry of
Strategy and Finance (MOSF) of Korea through the Korea Development Institute
(KDI) launched the Knowledge Sharing Program (KSP) with the Kyrgyz Republic in
2014. On the heels of the 2014/15 KSP, this 2015/16 KSP with the Kyrgyz Republic is
centered on Improvement of Efficiency of the Public Human Resources Management
(HRM) in the Kyrgyz Republic: A Focus on Performance Appraisal (PA) System.
Building a competent and competitive government matching global standards
requires reforms in such areas as finance, human resources and organization. Public
HRM reform is particularly important because the civil servants are the indispensable
assets in any government.2) Responsive governments must produce a comprehensive
integrated public human resource plans to ensure that its workforce are equipped
with desirable attitudes, values and competencies that are the foundations of an
efficient civil service. As such, strategic HRM is considered essential to give more
positive support and motivation to the civil servants.
A government organization must be responsible for assuring the effectiveness
of its programs and projects. Government managers individually carry out this
responsibility by achieving results through people. A key factor in accomplishing this
is performance appraisal – conducted on a systematic basis, and founded, among
others, on planning and assessing the work of employees of the organization.
What do we expect of those who work for the organization? How much work
should be completed and when? How is a factual basis developed for granting merit
pay and performance incentives? Pressure on all levels of government to do more
with less while at the same time enhancing the quality of service force managers to
respond from the standpoint of supporting and encouraging greater productivity in
terms of increasing efficiency and workforce effectiveness. With regard to Public HRM,
the Kyrgyz Republic government has placed great emphasis on capacity development
of civil and municipal servants and improving the productivity of the government
workforce. As part of these efforts, the Kyrgyz Republic government envisions the
2014/15 KSP to focus on public service training and education, while the 2015/16 KSP
2) Lee, C.,Human Resource Administration. Bobmunsa, 2013 (in Korean), pp. 97-156
Chapter 2 _ Improvement of Efficiency of Public Human Resource Management (HRM) in the Kyrgyz Republic: A Focus on Performance Appraisal (PA) System • 091

will address performance appraisal and relating training results to PA.3)
In this light, the 2015/16 KSP research has devised a Strategic HRM Diagram
focused on performance appraisal and results-oriented education and training as
shown in the below [Figure 2-1].
[Figure 2-1] Strategic HRM Diagram Focused on PA
National
Vision

Successful Implementation of National Strategy for Sustainable
Development (NSSD) & Post NSSD

HRM
Vision

Biilding a Globally Competitive and Competent Government
Workforce

Strategic
Direction
Policy
Principle
Focused
Policy Areas

Professionalized and ResultsOriented Personnel Management

Strengthening Public Human
Resource Development

Establishing HRM System of Global Standard Quality

Establishing Improved
Performance Appraisal System

Strengthening of Results-oriented
Education & Training

The Strategic HRM vision is to cultivate a globally competitive and competent
government workforce who will assume a pivotal role in achieving the NSSD
successfully. Realizing that this vision requires implementing processes at each
stage with enormous efforts, it is imperative that the different phases or stages be
identified. The first stage is establishing a Strategic Public HRM system of globalstandard quality. This means that such areas as hiring, appointments, training,
promotion evaluation and compensation should be innovated. The second
stage involves establishing a professionalized and results oriented performance
management system and strengthening public human resource development. It
is under these two strategic directions that this KSP will be focused on two policy
areas: i) Establishing improved performance appraisal system; and ii) Result-oriented
education and training.

3) The Kyrgyz Government is much concerned with enhancing public HRM, focusing on the current
employees in the government. Thus, the Kyrgyz Republic asked the Korean KSP team for policy
consultation on training of public officers for 2014/15 KSP and for 2015/16 KSP, advice on PA and
reflecting training results into PA was specifically requested from the Kyrgyz Republic. Refer to Chapter 1:
Measures to Improve the Training Program and System for the Capacity Building of Central Government
Officials in the Kyrgyz Republic, Policy Recommendations for Sustainable Development of the Economy
and Public Administration in the Kyrgyz Republic, KDI, 2015.http://www.ksp.go.kr/publication/policy.jsp?
snat=Kyrgyz+Republic&stem=&syear=&stype=TIT&skey=
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1.2. Purpose and Research Methods
In an effort to help build a competent and efficient government and with the
two focused policy areas in mind, this KSP aims to help the Kyrgyz Republic to:
(i) Establish a direct relationship between government performance and
individual performance;
(ii) Improve the public performance appraisal (PA) system and its practice covering
political appointees;
(iii) Enhance productivity, efficiency, effectiveness and accountability in public
administration;
(iv) Build a professional civil servants education and training system.
The Korean KSP team conducted one-week field surveys twice by visiting
the government of Kyrgyz Republic’s agencies in November, 2015 and January,
2016 respectively to collect necessary information, data, and materials related
to the 2015/16 KSP topics and conducted interviews with stakeholders and Local
Consultants.
Additionally, the KSP team hosted an Interim Reporting and Policy Practitioners’
Workshop in Seoul in February, 2016. During this forum, the KSP team members and
Kyrgyz government officials examined the draft of the KSP report and had in-depth
discussions and exchanged ideas and opinions on the relevance and feasibility of the
suggestions, proposal, and policy actions recommended.
Based on the on-site interviews with HRM officers, literature study and in close
consultation with Local Consultants, the KSP research team analyzed the current
status and issues in Public HRM and PA in the Kyrgyz Republic and set a major
agenda of Public HRM and PA in the Kyrgyz Republic. With the establishment of
strategies to fulfill the major agenda of Public HRM and PA using the SWOT analysis
method, the KSP team proposed measures and recommendations on policy actions
to enhance the efficiency of the PA system of the government of Kyrgyz Republic. A
case study was conducted in a bid to share Korea’s experience in Strategic HRM and
PA with the Kyrgyz Republic.
This attempt is made to examine Korea’s approach to Strategic HRM and PA as
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well as the trials and errors that Korea has experienced. It is hoped that the Korean
experience will serve as a valuable reference to improving public HRM and PA by
adapting them to Kyrgyz Republic’s administrative, cultural, and social environments.

1.3. Expected Results
The most direct and important results of this KSP will be:
(1) Promoting Good Governance
• Improved productivity of civil servants and the quality of public service
delivered to the general public
• Strengthened responsibility and accountability of political appointees
• Enhanced cooperation between the government and the civil society
• Assuring the effectiveness of government programs/projects
• Restoring confidence of citizens in the government
(2) Capacity Development of Civil Servants
• Bringing about civil servants’ change of thinking and behavior
(3) Strengthening International Competitiveness
• Fostered international competitiveness through enhancing government
administration’s efficiency
• Promoted a global standard of good governance while earning respect from
the global stage
It is expected that these results will be contributing to implementing and
achieving of NSSD and post NSSD objectives more efficiently and effectively.
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2. General Information on the Civil Service of
the Kyrgyz Republic4)
2.1. Levels of Government and Classification of
Government Employees
The Kyrgyz Republic inherited its current administrative territorial structure from
the former Soviet Union. There are four levels of government: national (Republic),
regional (Oblast), district (Raion), and local (cities and group of villages).
According to the Article 15 of ChapterⅢ of the Law on Civil Service,5) administrative
civil service positions are divided into the categories of heads and specialists by
vertical classification.
A civil servant is defined as a citizen of the Kyrgyz Republic who holds public
office in the State Body and exercises on a regular basis for monetary compensation
from the State Budget the implementation of professional duties and activities
mandated for positions of authority and responsibility. Political public position refers
to public positions, for which appointment (election) and the release of which is
made by the President, the Parliament, and the Prime Minister of the Kyrgyz Republic
in accordance with the legislation provided for in the register of political and special
public positions and the definition of the terms of reference assigned to them by the
Constitution, laws of the Kyrgyz Republic, as well as presidential decree decisions of
the Government of the Kyrgyz Republic.

2.2. Total Number of Civil Servants
As of January, 2015, the total number of Kyrgyz Republic’s civil service stands at
16,788. In addition, there are about 10,000 municipal employees. Including education
employees (150,604 persons as of 2014), bringing the total number of public sector
employment at around 340,000. Female employees account for 42% of total public
sector employment.

4) Azamat Dikambaev & Daniiar Bakchiev, Improvement of efficiency of public human resource
management in the Kyrgyz republic : focused on PA system, Interim Reporting, Feb. 2016.
5) The Law of the Kyrgyz Republic On Civil Service.
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<Table 2-1> Total Number of Civil Servants in the Kyrgyz Republic, 2014-2015
No. of female
employees

Total staff number

Occupied positions

Base Year

Jan.2014

Jan.2015

Jan.2014

Jan.2015

Jan.2014

Jan.2015

Politicians

462

417

450

412

92

78

Special

374

473

353

372

103

115

Administrative civil
servants

15,660

15,898

14,514

14,653

6,307

6,338

superior

56

39

36

34

6

6

chief

2,338

2,255

2,219

2,147

667

635

senior

6,164

6,194

5,708

6,065

2,646

2,781

junior

7,102

7,410

6,551

6,407

2,988

2,916

16,496

16,788

15,317

15,437

6,502

6,531

By each
grade

Total number of
civil servants
Source: SPS (2015).

Most public employees are highly educated holding diplomas/bachelor
degrees or higher. The public service is composed of a relatively young workforce
compared to other countries. The government employees make up about 15.2%
of total employment in the Kyrgyz Republic which is close to 15% of the OECD
average figure as of 2011. The Kyrgyz Republic government carried out a public
administration reform with the aim of downsizing of the civil service in 2010. As a
result, [Figure 2-2] shows that 20% of the total number of civil servants has been
reduced since 2010.
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[Figure 2-2] Change of the Number of the Kyrgyz Republic’s Civil Servants in Recent Years
(Unit: Number)
20,000

18,571

17,829
15,783
16,980

15,000

Quantity

14,968

10,000
6,478

16,496

16,788

15,660

15,898

6,502

6,531

17,561

7,618

6,967

5,000

0

427 388

2007

Administrative civil servants

474 375

2009

537

473

2010
Politicians

374 462

473
417

2013
Special

Women

2014
Civil servants

Source: SPS (2015).

2.3. Recruitment System
According to the Laws on Public and Municipal Service of the Kyrgyz Republic,
the procedures of recruitment to public service are organized and coordinated by
an authorized state agency of the Kyrgyz Republic, as well as in the dissemination
of information about vacancies in the administrative public service positions;
announcing information about the availability of positions in the mass media of the
Kyrgyz Republic and providing technical assistance.

2.4. Civil Service Grade and Promotion System
The civil servants of the Kyrgyz Republic are classified into 8 grades as shown in
<Table 2-2>. The minimum service period is required for promotion:
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<Table 2- 2> Civil Service Grade System and Minimum Service Years for Promotion in the Kyrgyz Republic
Grade

Position

Minimum Period for Promotion

Superior A

State Secretary

Superior B

Head of apparatus

Five years or more of service period
as a chief officer

Chief A

Chief

Chief B

Head of division in department,
consul (Ministry of Foreign Affairs)

Senior A

Head of sector, first secretary (Ministry
of Foreign Affairs)

Senior B

Chief specialist

Junior A

Leading specialist

Junior B

Specialist

Three years or more of service period
as a senior officer

One year or more of service period
as a junior officer

-

Source: Registry of civil and municipal service positions, President’s decree on 30 December 2013 #237.

Regarding promotion, public employees can get incentives for excellent and
conscientious performance of employees’ duties and the accomplishment of the
activities of specific importance and complexity. They also may be provided with the
following types of incentives:
-- Commendation;
-- Awarding of certificate of honor by the State Authorities;
-- Awarding of other professional rewards of the Kyrgyz Republic according to the
legislation of the Kyrgyz Republic;
-- Provision of financial incentives;
-- Awarding by special gifts;
-- Pardon on disciplinary sanctions;
-- Awarding by the State Order

2.5. Personnel Policy and Management Agency
The State Personnel Service (SPS) is the government body authorized to develop,
implement and ensure the sustainable functioning of the integrated personnel policy
in government bodies and local self-government of the Kyrgyz Republic. The SPS is
the single coordinating body for the formation and placement of state order for the
government’s program of training, retaining, advanced training and internship of
civil and municipal employees and which can include overseas training.
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The main functions of the SPS are:
• Improvement of an unified state personnel policy in the sphere of civil and
municipal services;
• Development of a highly professional system of managing civil and municipal
services;
• Enhancing the prestige of civil and municipal services;
• Ensuring the rights and legitimate interests of the civil and municipal servants
To date, the total personnel complement of the SPS is 104 employees. The annual
budget amounts to USD 79,000. In 2013, the SPS assumed the responsibility for the
personnel management policy of municipal servants. Before that, another agency
was in charge of the function of personnel management for municipal servants.

2.6. Training Center for Civil and Municipal Servants
The Academy of Public Administration (APA) is a leading educational and
research institute in the fields of training and development of senior and junior
managers of public and local government officials of the Kyrgyz Republic. The APA
is provided under the Constitution of the Kyrgyz Republic, as well as the Laws of the
Kyrgyz Republic “On education”, “On Science and Foundation of State Science and
Technology Policy” and other pertinent statutes of the Kyrgyz Republic government.
The main activities of the Academy are:
• Set-up of effective training, retraining and advanced training systems for state
and municipal officials, as well as regional heads of state enterprises;
• Training, retraining, and skill development of state and municipal managers;
• Implementation of the state order for training, retraining and advanced
training of managers of state and municipal services
The governing authority of the Academy consists of the President of the Kyrgyz
Republic – the founder of the Academy, the Rector of the Academy Board of
Trustees, and the Scientific Council. The Rector is the head of the Academy appointed
by the President of the Kyrgyz Republic.
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3. Analysis on the Current Status of Public
Human Resource Management (HRM) and
Performance Appraisal (PA) in the Kyrgyz
Republic
3.1. Current Status and Issues and Challenges to
Public HRM in the Kyrgyz Republic
3.1.1. Current Status of HRM
As an integrated personnel policy agency, the SPS is tasked to formulate and
implement a variety of personnel policies such as recruitment, retraining, and
training. The SPS is also responsible for reinforcing personnel innovation in order
to cope with rapidly changing administrative developments, and to meet the
expectations of the people.
[Figure 2-3] HRM Scheme in the Government of the Kyrgyz Republic

Council
on Civil
Service

StateSecretaries

SPS

Head of
Apparatus of
LSG (Local Self
Governance)

HRM Departments

Source: Law on Civil Service, 11 August 2004 #114.

As shown in [Figure 2-3], under the supervision of the Council on Civil Service,
the SPS provides HRM policy directions and guidelines to HRM departments in
Ministries and local governments. In each Ministry, the State Secretary is responsible
for HRM initiatives whereas the heads of Local Self Governance are responsible
for HRM development in their respective localities. However, owing to the low
profile of the SPS and Ministerial Sectionalism coupled with lack of cooperation
and communication, it was observed that HRM policies and guidelines are not
implemented as guided or directed by the SPS.
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On top of that, the SPS is not carrying out satisfactorily the functions for
overseeing, monitoring and evaluating of the HRM initiatives administered by
various government agencies. The SPS is recommended to assert its functions to
set, apply and practice firm and transparent recruitment principles in an effort to
ensure equal opportunity for all public employment positions based on abilities,
qualifications and exam results while promoting efficiency in the recruitment process
freed from the evils of political patronage and nepotism.
For newly recruited officials and incumbent civil and municipal servants, efforts
should be exerted to instill civil service ethics into their minds so that they can better
serve the people as true servants. This is particularly important in the society where
people seek government jobs for the individualistic purpose of personal gain by
taking advantage of their positions and authority.

3.1.2. Issues and Challenges to Public HRM
In this light, a number of specific issues and challenges to the public HRM in the
Kyrgyz Republic were identified by analyzing the current situation.

3.1.2.1. Deficiencies within the Current Public HRM System
• Lack of national quality plans for the Strategic HRM in terms of long term
manpower management plan, career development path and building of an
integrated data base on performance appraisal and talent pool.
• Civil servants’ levels of education competency and expertise are not compatible
due to the respective ministerial recruitment and personnel management
practice.
• Lack of cooperation and communication among government agencies.
• The State Personnel Service (SPS) is incapable of utilizing established global
standards for public human resource management.
• There was no integrated and comprehensive civil service act until 2013. This is
why civil and municipal services were separated and the municipal servants’
career is not counted as part of civil service career.

3.1.2.1. Weak Merit-based System and Culture
• The government is losing brains and competent civil servants due to
insufficient remuneration and weak job security.
• The civil service lacks a culture of values based in merits, transparency,
responsibility and good governance.
• The human resources available in government bodies are inconsistent in terms
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of views on national development, governance and commitment.
• The weak capacity of a national body responsible for the development of
staff’s competencies towards instilling the values of the public sector across
the board, enhancing the sense of belonging, efficiency, effectiveness and
professionalism in the civil servants.

3.2. Current Status and Issues in PA
3.2.1. Current System of PA for Civil and Municipal Servants
The PA is aimed at improving the effectiveness of civil and municipal servants of
the Kyrgyz Republic through systematic and objective evaluation of their work and
applying to all officials and employees occupying administrative positions. The results
of PA are taken into account in i) setting steps (coefficients) in net pay; ii) carrying
out Attestation6) of servants, and iii) formulating recommendations to improve the
skills.
The main objectives of the PA include:
• Determining the level of professionalism of the employee, including the
quality, volume and complexity;
• Determination of the degree of contribution of each employee in achieving
the goals and objectives of the agency;
• Analysis of current progress towards objectives;
• Adjustment of the process of achieving results;
• Planning professional development of the employees;
• Encouraging the employees to achieve high results.
PA evaluation of public employee is conducted in two periods: quarterly and
annual. Quarterly evaluation is carried out by the supervisor of the employee and
is aimed at evaluating the current performance. Current evaluation is a basis for
development of measures to improve the performance. The annual evaluation is
conducted by the Commission on Performance Appraisal, taking into account the
results of the quarterly evaluation and it is aimed at the adoption of the final mark
in accordance with the achieved results. The SPS analyzes the evaluation reports
submitted by the HRM units, for the correctness of the evaluation and, as needed,
makes recommendations for improvement of evaluation procedures.
6) Exam that identifies professional knowledge and skills of employees to assess the productivity of their
work at a government agency. A civil servant cannot be subjected to ‘Attestation’ more often than once
every three year.
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Next, criteria for evaluating the employees through Performance Appraisal
include: effectiveness, accuracy, adherence to ethical standards, timeliness,
independence, initiative, and creativity, degree of cooperation with other parties,
and discipline. In determining the results of the evaluation, four-point scale of grades
from 2 to 5 is used as shown in <Table 2-3>. Also, it calculates the average score for
all criteria.
<Table 2-3> Criteria for Measuring the PA
Rating

Score

Excellent

4.6 – 5

Good

3.6 – 4.5

Satisfactory

2.6 – 3.5

Unsatisfactory

2.6 or below

Source: Regulation on the procedure for performance appraisal of the civil and municipal employees of the Kyrgyz
Republic with the use of key performance indicators, enacted by Government on 28 June 2013 #383.

To an employee who is rated as “Satisfactory” or “Unsatisfactory,” the Commission
on Performance appraisal may propose education and training of the employee.
If an employee is rated as “Excellent,” the Commission on Performance Appraisal
makes a proposal to set the next step in the net pay. In the case that an employee is
rated as “Good,” the Commission on the Performance appraisal makes a proposal on
the award of an employee incentive.

3.2.2. Issues and Challenges to Current PA
3.2.2.1. Weak Linkage between Government Agencies’ Mission and Departmental
/ Individual Performance Plan
The individual performance plan should be integrated with the organizational
mission, objectives, goals and purpose because appraisal of performance is generally
regarded as an integral part of the organizational system. However, the KSP team
observed that i) Kyrgyz Republic’s government agencies performance mission and
goals are not appropriately linked to the units’ goals; ii) there is a weak connection
between government subordinate unit (agency) goals and individual goals; iii) there
is lack of clarity of the statement of the government agency’s purpose, performance
management, strategy goals, thus resulting in overlapping tasks.
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3.2.2.2. Areas for Improvement of Current PA and Its Practice
Through examining the current PA system implemented and practiced, the
followings are identified as areas for improvement.
• There is lack of organizational culture of competition to induce competitiveness
between/among employees practicing the absolute PA;
• There is no PA system on political appointees (deputy ministers);
• There is lack of understanding among HRM practitioners within government
agencies on the rationale, rules and procedures of the PA system;
• A variant frequency of performance appraisal among ministries is observed;
• There is no connection between performance indicators for government
agencies and individual performance appraisal. This is why the results of these
two performance evaluation systems are contradictory;
• The functional and structural features of all public bodies are not reflected in
the PA;
• There is lack of initiatives from HRM unit officers to actively advocate the
justification, objectives, rules and functions of the PA system.

3.2.2.3. Under-utilization of PA Results and Absence of Continual Management System
Reward for performance is the driving force of the governments’ performance
management system. An effective performance reward system cannot exist without
the use of reasonable and equitable performance appraisal results. Nevertheless,
some issues regarding use of Performance Appraisal results are identified:
(i) PA results are not considered in promotion;
(ii) PA results are to be used as a basis in pay, training, and incentives but they
nominally act as motivators. Kyrgyz Republic’s public employees recognize
that PA is crucial for improving their productivity, but there is not enough
motivation to take advantage of it. Considering that public sector wages in
the Kyrgyz Republic do not appear to be high in nominal terms, increasing
of salary to 5% for high performers at the end of year doesn’t provide good
motivation for employees to do their best at work;
(iii) To continually pursue more constructive approaches to PA, management and
maintenance system of individual PA should be institutionalized;
(iv) There is no PA execution manual in place so that the development of PA
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execution manual and PA management system should be pursued urgently by
the SPS. The SPS should develop a PA integrated system and the system should
be linked to the government of Kyrgyz Republic’s PA management electronic
system.

3.2.2.4. No Link between PA and Training
The KSP team also noted that i) the refresher (retraining) training courses are
undertaken once every 3 years which is inadequate to cope with the demands of a
rapidly changing environment; ii) training and development needs are not identified
by current PA process; iii) under the present PA and training system, civil servants
are not motivated to undergo training; and iv) the APA is not able to meet training
demands due to limited capacity and finance.

3.2.2.5. The Root Causes and Reasons why the Current PA System is Ineffective
One of the primary reasons that the current PA system persists in ineffective
implementation lies in the cultural aspect. That refers to principle of equality
and equal distribution of compensation and remuneration between and among
colleagues inherited from old Soviet Union regime.
The government system itself is not results-oriented but pays attention to the
output in terms of quantity. The government agencies take into account how many
papers or projects have been completed, not evaluating their quality of outcomes.
It should be also pointed out that there is lack of political will, particularly the low
commitment of the parliamentary members. On top of that, there is no vision or no
common motivation, which addresses the problems of political leadership.

4. Major Agenda and Strategies to the Issues
of Public HRM and PA in the Kyrgyz Republic
4.1. Major Agenda of Public HRM and PA of the Government
of Kyrgyz Republic
Based on the Strategic HRM, general information on the civil service of the Kyrgyz
Republic and the analyzed and identified current status, issues, and challenges to
Public HRM and PA in the Kyrgyz Republic, the 2015/16 KSP team offers a major
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Agenda of Public HRM and PA in the Kyrgyz Republic as follows:

4.1.1. Establishment of Linkage between Government Performance
and Individual Performance
This includes i) introduction of a government performance evaluation system; ii)
the systematic alignment of the national development agenda with organizational
mission; iii) relating individual performance plan and goals to organizational mission
and goals.

4.1.2. Improvement of Current Performance Appraisal System and
Its Practice
In an attempt to help improve the current PA system, the KSP team explored the
possibility to: i) introduce a PA system on political appointees (Deputy Ministers);
ii) shift the current absolute PA to relative PA (forced quarter and ranking) for
enhancing efficiency and effectiveness of PA; iii) set individual performance plan
and goals consistent with organizational performance indicators; iv) incorporate the
functional and structural features of all public bodies; v) review PA procedures and
frequencies of PA; and vi) conduct efficient performance interview.

4.1.3. Making Good Use of PA Results
In order to utilize PA results, our study is centered on i) how to factor PA results in
decisions involving promotion, placement and transfer; ii) how to use PA results as a
basis for organizational management, personnel management, pay and incentives;
and iii) how to promote capacity development of government workforce through an
effective PA.

4.1.4. Improvement of PA Management System
The initiatives for the improvement of PA management system include i)
induction of Individual Performance Management Card and its maintenance; and ii)
improvement of PA results reporting system including an evaluation system.

4.1.5. Counting Training Results in PA
With an aim of incorporating results into PA, this Study is focused on i) building
a relationship between ‘Attestation’ and promotion by transferring ‘Attestation’ to
the competency assessment required for promotion; ii) improvement of the training
system and capacity development of the government workforce; iii) utilization
of training as a strategic tool for achieving the national development agenda; iv)
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holding national strategy forums for policy makers; v) fostering of capacity of the
Public HRD Center; and vi) compulsory pre-promotion training for civil servants
eligible for promotion.

4.1.6. Strengthening the Status of National Personnel Management
Agency
By strengthening the authority and the infrastructure of the national personnel
management agency, the civil service of the Kyrgyz Republic is expected to: i)
establish strategic HRM and a long term civil service manpower management plan; ii)
reduce ministerial sectionalism; iii) pursue equitable personnel management system
between government agencies; iv) boost morale among government workforce
and improve their working conditions; and v) bolster the objectives of achieving the
NSSD.

4.1.7. Efficient HRM of Local Self Governance and Capacity
Development of Municipal Servants
In the spirit of the Laws of the Kyrgyz Republic “On the Civil Service” and “On
Municipal Service” enacted in 2013 the focus of this Study is equally placed towards
i) strengthening of the capacity development of municipal servants; and ii) applying
the PA system to municipal servants by using PA format and tools provided by the
SPS.

4.2. Strategy for Fulfilling the Major Agenda of Public
HRM and PA in the Kyrgyz Republic
To fulfill the major agenda of public HRM and PA of the Kyrgyz Republic, this
Study makes use of four strategies based on SWOT analysis.
[Figure 2-4] summarizes the current status and issues in HRM and PA identified in
Section 3 above in a SWOT table for reference.
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[Figure 2-4] Summary of SWOT Analysis
Top management’s commitment to
Public sector reform
Top priority to HRM in NSSD
Innovation initatives by SPS
Young workforce in the government
High adaptability to reforms

Strength

Ministries lack of ambitious target, goal setting, and
Results-oriented views
No competency to implement HRM policies
Weak mechanism for HRM
Weak merit-based system and culture
Ministerial Sectionalism prevalent
Lack of consensus on Political appointees(deputy ministers)
Limited resources
Variant remuneration system between gov’t agencies.
Deficient PA systerm in terms of Individual P.A plan and goals
Under-utilization of P.A results
Poor cooperation between central and local govemment
Indifference of senior offcials to training
Traclitional and cultural restraints

Weakness

Opportunity

Threat

The general public’s demand on administrative reform

Political instability

and delivery of quality service

Frequent change of top managerial positions

Innovation initiatives in neighboring countries

Champion absence

Support of administrative reform by

Unfavorable response from mass media

international organizations

Indifference of Politicians and Parliament to Public sector reform

Support of external society
Great impact of any reforms tosituations
Great desire to introduce e-government in
civil service including HRM

4.2.1. S-O Strategies (Utilizing the Strengths to Get Benefits from
Opportunities)
The Political leadership is willing and interested to institute and pursue successful
reforms in public service. Therefore, it is necessary to develop a comprehensive
vision of a wide range of reforms in the public service and introduce plan of
reforms under the top management of the Kyrgyz Republic. These initiatives will be
welcomed by the society of the Kyrgyz Republic. Moreover, these reform initiatives
will be supported by the international community with the provision of funds. Such
institutions such as the WB, DFID, ADB have resources and the mandate for financial
support.
Any positive change and their subsequent results will positively be accepted by
the general public. That is important in current political situations.
One of key elements should be the introduction of e-governance in HRM across
the government.
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4.2.2. W-O Strategies (Controlling the Weakness which may Restrict
Using the Opportunities)
The primary emphasis should be given to empowering the SPS. The SPS should
enable the Kyrgyz Public Service to undertake a new approach to motivate civil
servants with the end goal of institutionalizing meritocracy within the ranks. This
can be applied to a few ministries and agencies as pilot cases where high performing
agencies will get incentives and benefits. The best practices of high performing
agencies should be disseminated and benchmarked by other agencies. The reforms
should be carried out with the support of international partners. The reform
outcome should be publicized for the society.

4.2.3. S-T Strategies (Using the Strengths to Prevent and Minimize
Threats)
The top management of the Kyrgyz Republic must commit itself to the goal that
public service reform is a key and pending agenda. Given that the largest faction in
the Parliament is pro-presidential, there will be political support for public service
reform. The approval of the medium-term vision and political support of the SPS will
ensure consistency and continuity of public service reforms. There is a need to get
support from and work with the mass media.

4.2.4. W-T Strategies (Improving the Weakness to Prevent Them not
to Become New Threats)
In introducing a new system of HRM, the main engine of transformation should
be the civil servants. They need to see the benefits of a reformed HRM system which
is much more transparent and fair.
Through systematic training particularly for HRM managers, there is a need
for the bottom-up promotion of the public service system based on meritocracy.
Dissemination of good practices among government agencies should be ensured
both horizontally and vertically. Ministries and agencies should hold continuing
exchanges by way of conferences and round tables discussions on HRM issues,
challenges and topics.
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5. Case Study: Korea’s Experience in Strategic
HRM and Performance Management for
Public Officials
5.1. Public Performance Management in Initial Stage of
Economic Development (1960-1992)
5.1.1. Overview
With the National Civil Service Act promulgated in 1963, the Korean government
adopted a career civil service system as a mechanism of governance and state
building.7)
The Korean government adopted an open competitive examination system to
hire the most competent personnel based solely on exam results, capabilities and
qualifications while preventing backdoor entrance through nepotism or political
patronage. Public officials played a pivotal role in developing the nation through
various stages of progress. They served as technocrats serving as backbones of
national development. They devoted themselves to national development. In this
process they were awarded and promoted based on their ardent performance.
Many development experts argue that one of the driving forces behind Korea’s
rapid economic development can be attributed to institutionalizing a personnel
management system based on performance. The top management showed great
interest and keenly observed public officials’ performance: High performers who
demonstrated outstanding performance were given special and fast promotion
regardless of minimum service years to promotion while underperformers were
sanctioned and left behind of career advancement. In short, the carrot and stick
principle was applied to enhance public officials’ motivation. Recognizing the
importance of public human resource development, training results were factored
into Performance Appraisal with a portion of 20% in determining civil servants’
promotion.
However, the PA system was first introduced to measure Grade 5, junior
managers, and below level official’s performance. Meanwhile, there was no PA
criterion (standards) in place to evaluate middle and higher level officials. Despite the
key guiding principles of the PA system, it cannot be denied that priority was given
to seniority over performance in personnel management during the initial stages.
7) For additional history and background of PA of Korea, refer to Ministry of Security and Public
Administration, 2012 Modularization of Korea’s Development Experience: Individual Performance
Appraisal in the Government of Korea, 2013
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5.1.2. Achievements and Challenges
It should be noted that the performance-based human resource management
approach contributed to nation building. Top Management gave recognition and
attention to the importance of Public HRM. Nonetheless, the results of performance
appraisal were not tied to promotion accurately with more weight given to seniority
(70%) over results of PA (30%). In the absence of a Job Analysis system and without a
reliable PA criteria set up, senior officials were not subject to performance appraisal.
During this period, there were many cases that some officials who received good
credits from top management on their performance were promoted very fast at the
top management’s arbitrary discretion. Sometimes, performance evaluation was
affected by nepotism or political patronage.

5.2. Development of PA System during the Period of
1993-2002
The Kim Young-Sam administration maintained the PA system of the 1980s.
However, compared to the development stage of the 1960s and 1980s, the utilization
of evaluation results became diversified as a result of revisions to the Civil Service
Decree and Civil Service Remuneration Regulation executed in 1994. Since 1995,
Management by Objective (MBO) has been applied to the job evaluation system,
combined with self-assessment reports on task performance, implementation abilities
and behavior dimension. (Individual Performance Appraisal in the Government of
Korea, p. 29)
In 1999, the Civil Service Commission (CSC, presently, Ministry of Personnel
Management) was established under the Kim Dae-Jung Administration. As a
central personnel management agency under the presidential jurisdiction, the
CSC made numerous efforts to develop public HRM policy and system based on
HRM innovation. One of the key components to public HRM innovation is the
performance-oriented system that rewards employees through fair appraisal of their
performance.

5.3. Current Performance Management System of
Korea
The current performance system of the Korean government is divided into two
types: government/organizational performance evaluation system and individual
performance management.
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5.3.1. Government Performance Evaluation System8)
The Government Performance Evaluation Act was promulgated in 2006 in order to
(i) Integrate the previous respective and redundant evaluations according to
respective laws into a systemized and integrated evaluation;
(ii) Help each government agency to evaluate their own policies which have been
implemented;
(iii) Foster each government agency’s self and autonomous evaluation competency;
(iv) Construct an integrated performance system across the government including
public agencies.

5.3.1.1. Planning
In accordance with the Government Performance Evaluation Act, the central
administrative agencies, the local government bodies and other public agencies each
establishes 5-year long-term performance management strategic plans in which they
set strategic goals and performance goals. Accordingly, they establish an annual
execution plan. The Government Performance Evaluation Committee under the
Prime Minister reviews the plan’s feasibility and monitors the evaluation process.
The Committee is co-chaired by the Prime Minister and a person nominated by the
President. The committee is comprised of three Ministers concerned and ten private
experts.

5.3.1.2. Utilization of the results of Government Performance Evaluation,
Monitoring and Implementation
Central administrative agencies allocate the available resources and implement
government policies and monitor implementation progress. In April annually, each
agency develops an evaluation plan. Each agency conducts self-evaluation between
January and March on its previous year’s performance implemented by Dec. 30. The
head of the central administration organization uses the results of self-evaluation
as the basis for policy improvement, manpower plan, remuneration and personnel
management. The results of government performance evaluation are disclosed to
the public and are reported to the Cabinet Meeting and National Assembly.

8) Ministry of Interior (Former MOPAS), Practice of Public HRM, 2011, pp.381-471 (in Korean); Kim,
J.,Facilitating the Economic Development Plan through Civil Service Reform, 2013 Knowledge Sharing
Program with Kuwait, 2013, pp.158-205.
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5.3.2. Legal and Institutional Framework of Civil Service Performance
Management System & Objectives of Performance
Management
For the Korean Civil Service Performance Management System, there are acts,
decrees, and regulations that provide statutory and regulatory mandates. These
include the State (Local) Public officials Act and Regulations on Work Performance
Appraisal, Performance related payment and Senior Civil Service (SCS).
The primary objectives of performance management are (i) to develop capacities
of individuals and (ii) to improve performance of the organization while enhancing
active communication between supervisor and staff, high motivation, better
achievements of work, and nurturing performance-oriented culture.

5.3.2.1. Flow of Performance Management
[Figure 2-5] shows the flow of performance management employed by the
Ministry of Personnel Management of the Korean government.
[Figure 2-5] Flow of Performance Management in Korean Government

A. Performance
Planning

Performance-related pay
Promotion

Supervisor

D. Feedback

Motivation
Problem solving
Goal modification
Giving development
opportunities

To coach on strength, weakness,
potential
To decide appraisal grade

To set up goal, indicator, criteria
To know method, capacity,
behavior for performance

Staff
Goal attainment
Exchange of opinions
Data collection
Interview preparation

C. Performance
Evaluation

B. Implementation

Periodic performance record
Performance progress interview

Source: Ministry of Personnel Management (2015)
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A. Performance Planning
At the beginning of the year, the supervisor (appraiser) and the officer to be
appraised agree to performance goals and performance indicators, and the use of
results of performance appraisal. Performance goals refer to works to be performed
and desirable status that each individual work should reach. The level of work to be
performed should be measurable. Performance appraisal refers to measuring work
performance against specific performance indicators.
Individual performance goals must be tied into organizational objectives and goals.
The performance plan, goals, and standards are stated explicitly to be understood by
both appraiser and employee. Employees are encouraged to apply [SMART] principle
in setting their goals. SMART stands for Specific, Measurable, Attainable, Resultoriented, and Time-based.
B. Implementation
In the process of implementation, performance progress review interviews are
conducted to discuss how his or her performance is going and whether any changes
are needed to elements and indicators at a designated time during the performance
year. The appraiser (supervisor) keeps a record of the employee’s work performed
and the performance process in the Periodic Performance Record Card.
C. Performance Evaluation
For the final PA, appraisers conduct performance appraisal interviews at the
end of the performance year during which time, appraisers (supervisors) assign
performance ratings, after consulting with the employees and obtaining higher level
management concurrence. Appraisers (supervisors) coach employees on his or her
strengths and the areas for improvement. Appraisers refer to the recording in the
Periodic Performance Record Card to ensure objectivity and fairness of PA. The results
of PA and related information are recorded in the Card.
D. Feedback
The PA results are used as the basis for personnel management in terms of
promotion, reassignment, training, low performer management and performancerelated pay.
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5.3.2.2. Performance Related Remuneration
The Korean government is continuing its efforts to link pay with performance in
an effort to enhance the productivity and the quality of public service and thereby
build an efficient government. As shown in [Figure 2-6], to all employee levels, the
government has applied the performance related pay.
[Figure 2-6] Pay Structure in Korean Government

Fixed annual salary
Political
Service
Senior Civil
Service

Pay
System

Job performance and
task-related annual
salary

Division Director level
(G3 or G4),
G4 Officers

Performance-related
annual salary

G5 or Below

Salary (base pay)+
Allowances+
Performance bonus

Source: Ministry of Personnel Management (2015).

Those in the political service are paid fixed annual salary. Senior Civil Service
members are paid job performance and task-related annual salary. Division Director
level officials and G4 officers are paid performance-related annual salary. G5 and
below level officers are paid one-shot lump-sum performance bonus yearly in
addition to the salary and allowances.

5.3.2.3. Performance Management System according to grade level
A. Performance Contract (Agreement)
Members of the Senior Civil Service (SCS) and G3-4 officials have entered into a
performance contract under which their performance is evaluated and performance
annual salary is paid. The performance contract is agreed and signed by the Head of
Agency and officials concerned in the beginning of the year. Individual performance,
organizational performance, individual officials’ competency and qualities are
assessed by the Management by Objects (MBO) and Balanced Score Card (BSC).
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Based on the results of PA, their annual salary is increased or frozen as shown in
<Table 2-4> below.
<Table 2-4> Performance Annual Salary for Members of SCS and G3-4
Officials (Division Directors), G4 Officers, and G5 (Unit Directors) in the Korean Government
Rating

Pre-set Quarter

Payment Rates

Top 20%

15%

A: Fully successful

30%

10%

B: Satisfactory

40%

6%

Lover 10%

0%

S: Exceedingly successful

C: Unsatisfactory

Note: High Performers within 2% are paid special performance bonus up to the amount of 50% of increased
performance annual salary.
Source: Ministry of Personnel Management (2015).

If a senior civil service member receives ‘unsatisfactory’ twice consecutively, that
might become the cause of removal from the office.
The PA on Senior Civil Service and G3-4 officials is made up of several options and
components as shown in the <Table 5>.
<Table 2-5> Components of PA on Senior Civil Service and G3-4 Officials
(Division Directors) in The Korean Government
Components(Options)

Weight

Option 1) Individual PA + Organizational PA + Work Implementation
Competencies
Option 2) Individual PA + Organizational PA
Option 3) Organizational PA + Work Implementation Competencies
Option 4) Individual PA

To be determinde by
respective agency

Option 5) Organizational PA
Option 6) Work Implementation Competencies
Source: Presidential Decree Article 19 for PA on Public Officials amended on Jan. 29, 2016.

Each agency may choose one relevant option and determine the weight of
respective components considering the organization’s functional features. For
instance, the Ministry of Interior of the Korean government is using ‘Option 2’
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in the <Table 2-5>. Individual performance results account for 60% of PA while
organizational performance results make up 40% of PA.
For the self-assessment and final performance appraisal of senior civil service (SCS)
and G3-4 officials, the forms are used as shown in the Appendix 10. The performance
evaluation interview for G 5 and below is based on PA self-assessment. (Appendix 11)
B. Performance Appraisal on G5 and Below Officers
The PA on G5 and below officers is conducted by his or her supervisor twice a year.
The Director of Unit (Division), as primary rater assesses an employee by absolute AP,
and the results of AP are confirmed by the primary rater’s direct supervisor (reviewing
officer) to ensure objectivity and fairness. Then, the Performance Evaluation
Committee determines the Performance in Categories across the department by
relative performance appraisal: A (20%), B (20%), C (30%), D (20%), E (10%). The
results of PA are forwarded to the employee. If the employee disagrees with the
results of PA, the employee may appeal to the PA Review Committee.
The components of PA on G5 and below officers are as shown in <Table 2-6>.
<Table 2-6> Components of PA on G5 and Below Officers in the Korean Government
Components

Detailed Criteria

Individual Work
Achievement(Essential)

degree of work difficulties, degree
of completion, timeliness

Work Implementation
Competencies(Essential)

planning inter personnel
communication, negotiation,
teamwork, faithfulness,
clientoriented, timeliness

Attitude for Work
Implementation(Optional, less than
10%)

Attitude for Work Implementation
(Optional, less than 10%)

Organizational PA(Optional, Less
than 20%)

Organizational PA
(Optional, less than 20%)

Weight
(100% points)

To be determined
by Respective
Agency

Source: Presidential Decree for PA on Public Officials amended on Jan. 29, 2016.

In 2015, for PA on G5 and below officers, the Ministry of Interior took the
individual performance (60%) and organizational performance (40%) into account.
<Table 2-7> shows performance bonus category for G5 and below officers.
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<Table 2-7> Performance Bonus Category for G5 and Below Officers
(One shot bonus once a year) in the Korean Government
Rating(Grade)

Pre-set Quarter

Payment Rates

Top 20%

172.5% of standard base salary

A: Fully successful

30%

125%

B: Satisfactory

40%

85%

Lover 10%

0%

S: Exceedingly successful

C: Unsatisfactory

Source: Ministry of Personnel Management (2015).

The promotion of G5 & below officers to higher grade is determined on the basis
of three sections as shown in <Table 2-8>.
<Table 2-8> Composition of Promotion to Higher Grade for G5
and Below Officers in the Korean Government
Section

Work Achievement
based on PA

Seniority

Additional
Points (Selective)

Point

80-95 points

50-20 points

0-5 points

Source: Ministry of Personnel Management (2015).

5.3.2.4. Conduct & Management of Results-Oriented Training
A. Linking Training Results to Promotion & Appointment
In an effort to help public officials build their needed competency and keep them
up-dated in their skills by undertaking training programs, the act and enforcement
decree prescribe that results of training and competency assessment must be
reflected in promotions.
(i) Promotion to the Senior Civil Service (SCS)
The Senior Civil Service covers all the positions of Director-General level or
above which includes approximately 1500 individuals as of 2015 in General, Special,
Contract and Foreign Services.
The SCS of the Korean government was established by reform of the National
Public Officials Act in 2005 and became to be effective in 2006. The SCS is a part of
Korean government efforts to switch the paradigm of human resource management
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(HRM) from a closed, person-centered, and seniority based system to open, jobcentered and performance-oriented system. To be admitted into SCS, candidates
must prove themselves qualified by going through the SCS Candidate Development
Program and passing the competency assessment.
The objectives of the SCS are to improve the efficiency of the government by the
following:
① Changing the basis of HRM from rank-in person to rank in position;
② Opening the staffing process for Senior Civil Service and intensifying
competition; and
③ Strengthening performance management and competency assessment.
Performance management for the SCS is undertaken by means of a performance
contract (agreement) and a performance-based pay system. The SCS Candidate
Development Program is for highly effective managers (Grade 3-4) considered by
their agencies to have high potential for joining the SCS. The program focuses
on developing the core qualifications necessary for entry into the SCS. Upon the
completion of the SCS Candidate Development Program they take the competency
assessment and passers are eligible for promotion (appointment) to SCS.
[Figure 2-7] Road Map to the SCS
Entry into the SCS
Review by MPM

*Recommended by respective agencies

Open Position

Job Posting

Internal Appointment
*Screened by respective ministerial
promotion committee

SCS Candidate
*Qualified for the SCS

SCS Candidate
Development Program

Competency
Assessment

[Figure 2-7] shows the road map to the SCS. The competency assessment includes six
core competencies such as problem awareness, strategic thinking, results-orientedness,
change management, customer satisfaction and coordination. The competency
assessment evaluates SCS candidates’ entire skill-set as executives using the following
assessment methods: 1:1 Role Play, 1:2 Role Play, In Basket, and Group Discussion.
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<Table 2-9> Competency Assessment Methods
Method

Description
··Press Interview on current issues

1:1 Role Play

··How to coach subordinates
··How to handle current issues, etc

1:2 Role Play
In Basket
Group Discussion

··How to resolve onfilcts between units of stakeholders
··How to handle multi-tasks simultaneously within a given time
··How to doordinate issues involving several units of stakeholders

It should be noted that division director candidates are also required to undertake
the Division Director Candidate Core Competency Program and take the competency
assessment for promotion.
(ii) Appointment of Newly Recruited Mangers (G5)
The Career Service in the Korean government is divided into two categories:
General Service and Special Service. Within the General Service category, grades run
in an inverted order from grade 9 to lower end to the SCS category. The SCS to grade
5 positions are classified as managerial, and whose grades 6 to 9 are general staff.
For new grade-5 civil servants who have passed the Higher Civil Service Exam,
the National HRD Institute (formerly COTI) conducts the Newly Recruited Managers
Program to cultivate those young ambitious managers who will be innovators within
the Korean government. After completing the foundation training at the National
HRD Institute, the participants are broken down into small groups and assigned to
dozens of local governments across the country for on-the-job training. To broaden
the participants’ perspective of global issues and to give them a chance to be
exposed to the rapidly changing international administrative environment, they
are sent, in a number of sub-groups, to internationally recognized institutions on a
study-visit. Based on the entrance exam scores and training results, the Ministry of
Personnel Management makes the list of order of precedence of appointment and
assigns them to their preferred ministries and agencies.
We also have the recruitment of those experts with private careers into G5 and G7
positions. This recruitment is designed to meet specific hiring needs for specialized
positions. The recruitment also aims to incorporate hands on experience into policy
development by attracting personnel who have built their expertise and competency
in the private sector. This exam requires applicants’ qualifications in terms of degree,
work experience, expertise, career, license needed for the specialized positions.
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(iii) Pre-Promotion Training Program
In line with the principle of ‘training before appointment, training before
promotion’, the Korean public service training institutes conduct pre-promotion
training programs to qualify personnel who are eligible for promotion to either
grade 5 or grade 7. The main objective of grade 5 course is to provide would-be
junior managers with the competencies and skills needed to make a successful
transition into their new managerial roles. The course for prospective grade-7 civil
servants focuses on improving their capability to handle administrative assignments.
Each ministry and agency produces the list of order of precedence for promotion
and appointment based on their PA results and training results.
B. Creation of National Development Strategies through National Agenda Forum
In response to critical issues facing the nation, high-ranking officials such as
ministers, vice-ministers, and policy makers gather at the national agenda forums
held at the National HRD Institute (former COTI) to discuss on how to solve them.
This program greatly contributes to the establishment of strategies for national
development.
C. Training toward Reform and Performance
It is the role of a government to reinvent itself to become a learning and
knowledge-based entity. Training and education are essential for improving the
performance of the government workforce and promoting their capabilities in
the delivery of services by the government. An appropriate training and education
system can be defined in various contexts such as national, organizational and
individual. As such, the Korean government has adopted, as a matter of policy,
such elements as training and education for civil servants to achieve organizational
objectives, engender competency of the work force thereby contributing to their
career development. As part of these efforts, Korea’s training and education has
incorporated Action Learning principles under which participants form small
groups meet regularly to address critical and real problems, while explicitly gaining
knowledge and ideas from having taken that action. These changes have brought
many positive improvements to government performance.
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5.4. Implications of Korea’s Experience in Strategic
HRM and Performance Management
5.4.1. Strengthening Linkage between Organizational Goals and
Individual Goals
The purpose of Performance Appraisal System is to improve the outdated
Performance Management System (PMS). The PMS was widely criticized for being
ineffective in improving the performance of government employees in their
respective work environments.
The problems that attended the PMS were three folds: (1) a lack in organization
direction; (2) inefficient linkages in and between organizational and individual
performance; and (3) government employees’ inability to set goals and review their
progress in a professional manner.
In order to tackle such problems, the Korean government created the
Performance Appraisal system. The PA system set forth the strategic, operational,
and performance priorities in accordance with the organization’s primary mission.
The Ministry of Personnel Management (MPM), as a control tower for strategic HRM,
is continuing the efforts to improve the productivity and quality of public service of
government employees by strengthening the connection in/between organizational
and individual performance.
The central government PA system is applied to local government equally.

5.4.2. Substantially Increasing of Performance-related Pay
The Performance-related Pay system in Korea was first introduced in 2005. At
present, salaries for Korean public officials consist of three key components: (1)
base pay, (2) remuneration linked to the nature and duties of a position, and (3)
performance-related pay elements. Significant amount of pay has been appropriated
for the base pay, which is based mostly on ranking and seniority. In the initial stage,
the performance-related pay only accounted for two percent of a public officials’
salary.
In some cases, performance rewards were distributed only to be reallocated
equally. Very often, performance rewards were distributed based on seniority
only. This was severely criticized by the general public and by the mass-media and
corrected by the government authority concerned.

122 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

In more recent years, the government has substantially increased performancerelated pay. In 2016, the proportion of performance pay to annual salary is increased
from 7% to 15% for SCS members while it is increased from 5% to 10% for division
directors. This will widen a big gap of annual performance salary with a maximum
amount of $15,000 between the best performers and the worst performers in the
same category or grade. The contract service is also subject to PA and the results of
PA are counted in salary and contract renewal. Subsequently, pension is affected by
the performance-related annual salary.9)
To sum up, recent initiatives have brought elements of professional competition
among civil servants in good faith. The resistance to the PA system from government
employees has faded away and the PA system is progressing in the right direction
and on the right track.

5.4.3. Pursuing Equity and Fairness in the conduct of PA
To ensure fairness and equity of PA among agencies, the PA raters must likewise
undergo PA training. The Ministry of Personnel Management has measured a ‘PA
Leniency Tendency Index’ since 2006 based on PA results of Grade 4 or higher officials
in each agency. The ‘PA Leniency Tendency Index’ refers to a formula designed for a
more systematic and credible process of rating civil servants. The formula applying to
measure the index is as below:
-- Application: G4 or higher officials
-- Formula: Points of specifc rating x No. of employees receiving specific PA rating
Total number of employees in each agency

[Figure 2-8] Leniency Tendency Index Change for Division Directors or Higher Officials of Korea
18
16
14
12

(Unit: Percentages)
17.81

16.69
12.88

2006

2007

2008

12.22

12.23

12.12

12.55

12.65

2009

2010

2011

2012

2013

Source: Ministry of Personnel Management (2015).

The ‘Leniency Tendency Index’ is adopted to prevent leniency trend and ensure
objectivity of rating by raters of rates. According to the Korean government
standard, ‘Index 16’ or below is acceptable.10)
9) Ministry of Personnel Management, Strengthening Human Resource Management focusing on
Competency and Performance, 2015 (in Korean).
10) Presentation on [Performance Management System of Korea], Ministry of Personnel Management.
February 25, 2016
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5.5. Lessons from Korea’s Trials and Errors in Strategic
HRM and Performance Management
In view of Korea’s experience, it is suggested that the Kyrgyz Republic should
minimize the trial and error practice by adopting the most appropriate and workable
performance management system suitable to local administrative environments.
With regard to strategic HRM, Kim (2007) argues that “There are several
approaches and different stages of HRM reform. It is not feasible to apply the same
strategy to all countries. Effective strategies in advanced countries may not be always
the best option for developing countries or transitional economies. … It should be
noted that a ‘one-size-fits-all’ approach usually does not work in many cases” (Kim, P.,
2007, p.32).
For instance, the Korean government once employed a 360-degree appraisal
being used in advanced countries as part of PA components (instruments) by
gathering information on how the managerial officials and employees are perceived
not only by their supervisors but also by their peers and subordinates. However, using
their 360-degree appraisal instrument ended up in controversy. It showed that most
officers tried to be popular in the departments and agencies rather than serving as
effective and high performers, so the Korean government removed the 360-degree
appraisal of PA.
Another example is the prevalence of conventional paternal administration in
the Korean government. According to the presidential decree on Senior Civil Service
(SCS) PA, extremely low performers may be dismissed or removed from their office.
However, since the launch of SCS system in 2006, we have never witnessed any underperformers removed from their positions in the wake of their very unsatisfactory
performance.11) This prevalent paternal administration has acted as a detrimental
factor to strictly applying the merit-based PA principle in the Korean government. In
this vein, there are things in common, to some extent, between the governments of
the Kyrgyz Republic and of Korea.
Affected by paternal administration, there are still some cases that PA is done
by putting much weight to core or important positions in government agency or
seniority rather than accurately assessing employees’ work achievements.
In an attempt to get rid of paternal administration practice in regards to
performance management, the Korean government has reinforced the regulations
on performance management to keep unfit persons out of government service.12)
11) Song, H., Ministry of Personnel Management says “No More Paternal Administration”,
Underperformers are kept out of office, Seoul Newspaper, 2015, p.11.
12) ibid. p. 9.
124 • 2015/16 Knowledge Sharing Program with Kyrgyz Republic

The Korean government faced many challenges and experienced trials and
errors, especially in the initial stages when the performance bonus system was not
fully accepted or supported by some government employees. They showed strong
resistance to the performance bonus system and in some local governments, they
misused the PA system as a way to evenly redistribute the performance bonus among
employees in a unit or department. To tackle this issue, the Korean government
has doubled its efforts in promoting and advocating the rationale and values of
competition and professionalism and implementing the principle of strategic HRM.
To sum up, at present, the forces of globalization affect political, economic, social
and technological processes. Consequently, the public sector must strive for change
and reform so that any nation as a whole remains globally competitive or any
individual must be competent.

6. Measures and Recommendations on Policy
Actions to Enhance the Efficiency of PA of
the Government of Kyrgyz Republic
In order to enhance the efficiency of PA of the Kyrgyz Government, the
major agenda identified is based on the analysis of the current PA system of the
Kyrgyz Republic and which should be tackled by coming up with some measures,
suggestions, and recommendations for further policy actions.
<Table 2-10> shows the current issues and policy actions proposed to enhance
the efficiency of PA as well as the expected outcomes when the policy actions are
implemented.
<Table 2-10> Current System and Proposed Policy Actions on PA for the Government of Kyrgyz Republic
No.

Current System, PA and
its Practice in the Kyrgyz
Republic

Proposed Policy Actions to
Enhance the Efficiency of PA

Expected
Outcomes

1

Weak link between
government agencies’ mission
and departmental/individual
performance plan

Linking national development
agenda to organizational goals/
individual goals

A direct linkage between
government performance and
individual performance

2

The resolution of the
government of the Kyrgyz
Republic regarding an
assessment of the activity of a
head of government bodies of
executive power

Introduction of Government
Performance Evaluation System
(GPES)

Alignment of the
development agenda of NSSD
with policy goals of central
ministries and local selfgovernment
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<Table 2-10> Continued
No.

Current System, PA and
its Practice in the Kyrgyz
Republic

Proposed Policy Actions to
Enhance the Efficiency of PA

3

Absence of PA system on
political appointees (deputy
ministers)

Introduction of Performance
Contract (Agreement) with
political appointees (deputy
ministers)

4

Absolute PA system

Induction of relative PA

5

Gradation of assessment

Provision of more systematic and
objective PA standard forms

6
7

Few performance interviews
conducted
PA results not counting in
promotion

8

No training for raters

9

Absence of PA results
management system

10

No linkage between PA results
and training for civil servants

11

12

Conduct of more performance
evaluation interviews
Counting PA results in promotion
Competency development of
raters
Introduction of PA record
management system
··Periodic Individual
Performance Record Card
··Building a PA management
monitoring and review
system
Direct linkage between PA results
and training for civil and municipal
servants
··PA results tied to training and
promotion
··Development of ‘Attestation
system’ to competency
assessment system required
of promotion
··Compulsory pre-promotion
training
··Launching consciousness
reform training
··Utilizing training for civil
servants as a strategic tool for
fulfilling the national agenda

Expected
Outcomes
Increased accountabilities of
deputy ministers
Introduction of elements of
competition into civil service
Contribution to achieving
government employees’
organization performance
goals
Increase of the efficiency of
the PA system
Government employees’
enhancement of motivation
Effective supervision and
management of PA raters

Improving PA results
management system

Contributing towards
increasing productivity in civil
servants and capacity building

Capabilities and functions
Poor quality of training provided Capacity building of the Academy
of APA enhanced and
by APA
of Public Administration (APA)
strengthened
Lack of overall planning and
Fostering of the direction and
coordination with regard to
Building a fair and equitable
mission of the State Personnel
HRM system
HRM for civil and municipal
Service (SPS)
servants
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6.1. Linking National Development Agenda to
Organizational Performance Goals/ Individual
Performance Goals
The primary policy action proposed is to strengthen the systematic linkage
between the National Development Agenda (NSSD) and Organizational Performance
Goals / Individual Goals. To achieve the National Agenda put forward by NSSD, each
organization needs a precise understanding of what it must do. We consider each
organization as an integrated part of the whole mechanism to meet the national
agenda. With a clear picture of the National Agenda, each organization establishes its
vision, mission, mid and long-term strategy plan as well as an annual execution plan.
[Figure 2-9] National Development Goals and Organizational Goals
National Agenda

NSSD

Organizational
Purpose / Mission

Mid and Long term Organizational
Performance Management Strategy Plan

Goal of Performance
Management Strategy

Goal of Performance
Management Strategy

Performance
Goal

Performance
Goal

Annual Performance Execution Plan

Task

Performance Indicators

Task

Performance Indicators

Task

Performance Indicators

Setting
Individual
Performance
Goals

Under the performance management strategy goals each department/division/
unit should develop a relevant work plan and set performance goals and list major
tasks to be implemented while developing performance indicators. Individual
performance must be tied with organizational (department/division/unit) purpose,
objectives and goals. Individual employee performance must be contributing to
the department or division goals. The MoE, the SPS, and the Prime Minister’s Office
should work together in linking national development agenda to organizational
performance goals/individual performance goals.
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6.2. Introduction of Government Performance
Evaluation System (GPES)
As part of the efforts to relate the National Agenda with organizational
performance, the Study proposes the introduction of a Government Performance
Evaluation System (GPES). The GPES is intended to reinforce the resolution of
the government of the Kyrgyz Republic (Jan. 29, 2015) regarding an assessment
of activity of the head of government bodies of executive power.13) The GPES is
designed to relate the development agenda of the NSSD with the policy goals of
central ministries and local self-governance. The GPES enables ministries to link their
vision and mission to their Departments’ / Divisions’ goals.
The KSP team proposes that the Government Performance Evaluation Act that
provides the Statutory and Regulatory mandate should be enacted.

6.2.1. Overview of Government Performance Evaluation
Policies implemented by central ministries and local self-governance shall
be evaluated in order to ensure accountability, efficiency and effectiveness of
government administration. Agencies subject to government performance evaluation
include the Central ministries, local governments, sub-elements of central and local
governments including public enterprises.
The Evaluation results shall be submitted to the Cabinet Meeting and the
Evaluation Report Meeting shall be held in the following year. For Government
Performance Evaluation the following initiatives should be taken:

6.2.1.1. Set-up of Government Performance Committee
The KSP team recommends that the Government Performance Evaluation
Committee be set up under the Prime Minister’s Office of the Kyrgyz Republic. The
Committee shall be co-chaired by the Prime Minister and a non-government person.
The Committee shall be comprised of no more than fifteen persons including three
ministers (Ministry of Economy, Ministry of Finance, and the Chief Secretary to the
Prime Minister) related to the evaluation supervision and ten private experts.

6.2.1.2. Set-up of Policy Analysis and Evaluation Office (under Prime Minister's Office)
The Policy Analysis and Evaluation Office shall be responsible for supporting
the Government Performance Evaluation Committee. The Office shall perform the
supervisory role for Government Performance Evaluation. The Office shall establish
13) The resolution of the government of Kyrgyz Republic of January 29, 2015 No. 30.
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basic plans and execution plans for Government Performance Evaluation.

6.2.1.3. Establishment of Organization Performance Management
Strategy Plan
Under the Government Performance Evaluation Basic Act, each organization shall
set forth a mid to long term Organizational Performance Management Strategy
Plan. In line with the Performance Management Strategy Plan, each organization
shall make an Annual Performance Execution Plan.

6.2.2. Types of Evaluation
There shall be two types of evaluation: self-evaluation and specific evaluation.
Self-evaluation is conducted by the central ministries or local government to
evaluate their own polices including i) Major polices; ii) Financial projects; and
iii) Organizational capacity. Specific evaluation shall be conducted by the Prime
Minister’s Office or the Government Performance Evaluation Committee focused on i)
Regulatory Reform; ii) Customer satisfaction; and iii) Specific government policies.

6.2.3. Usage of Government Performance Evaluation Results
The results of the Government Performance Evaluation should be used as a basis
for personnel and organizational management, performance incentives, and budget
allocation. Individual Performance is a sub system existing within a larger system so
that the results of government performance evaluation and department (division)
performance should be reflected in individual performance appraisal.

6.3. Measures to Improve Current PA System and its
Practice
Based on the current status and issues analyzed and identified in Public HRM and
PA in the Kyrgyz Republic and in line with the Major Agenda of Public HRM and PA,
the KSP team proposes several measures to improve the current PA system and its
processes:

6.3.1. Introduction of a Performance Contract (Agreement) with
political appointees (Deputy Ministers)
There are four or five Deputy Ministers under the Minister in each Ministry.
Deputy Ministers are appointed by the Prime Minister upon the recommendation
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of the Minister of each Ministry. Department Directors work under the Deputy
Ministers’ supervision. Currently Deputy Ministers are not subject to PA. This might
make Deputy Ministers less responsible in the performance of their functions and
in achieving the organizations’ goals. As such, the KSP team suggests that the
government of Kyrgyz Republic establish a PA system on Deputy Ministers across the
board.

6.3.1.1. Objective
The Performance Contract (Agreement) is intended to strengthen accountabilities
by requiring deputy ministers to set and evaluate their goals through close
consultations with their direct ministers.

6.3.1.2. Setting Performance Goals and Procedure
The Deputy Minister’s individual goals are set to achieve the organization’s
purpose, mission, and the Performance Management Strategy Goals. Setting appropriate
indicators is required with the description of the action plan to accomplish the
performance goals. The Performance Contract signed by the minister and the
deputy minister shall be submitted to the Prime Minister using the Performance
Contract form proposed (Refer to Appendix 1). The Performance Contract evaluated
by the minister concerned shall be submitted to the Prime Minister using the
Final Performance Contract Evaluation form proposed (Refer to Appendix 2). The
implementation agencies include the SPS, the Ministry of Economy, the Ministry of
Finance, and the Prime Minister’s Office. To that end, the Enactment of Government
Performance Evaluation and Enforcement Decree should be promulgated.

6.3.2. Introduction of Relative PA in place of Current Absolute PA
At present the Kyrgyz Republic’s civil service is employing relative PA. According to
the on-site inspection at some ministries of the government of Kyrgyz Republic, the
PA results showed an extreme leniency tendency. Civil servants’ motivation cannot be
enhanced by the current absolute PA practice. It should be pointed out that the PA is
misused just as a means to equally distribute performance incentives to employees.
Thus, in order to ensure the effectiveness and efficiency of PA system, the current
absolute PA practice should be shifted into relative PA.
In this light, the Kyrgyz Republic’s civil service would adopt relative PA by
employing a step-by-step approach as shown in <Table 2-11>. The rationale for a
gradual approach is that:
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• A sudden shift from the current absolute PA to relative PA may result in
conflicts among employees, breaking teamwork, or demoralizing staff
members
• This step-by-step approach may be adopted to gradually introduce elements of
competition into civil service and bring about civil servants’ desirable change
of thinking and behavior attuned to the global standard.
• It is expected that the relative PA will prevent civil servants from being
contented with current status quo without competition between peers.
• Implementing Agencies: SPS, Ministry of Economy, Ministry of Finance, Prime
Minister Office.
• Policy Action: Amendment of Related Act
<Table 2-11> Step by Step Approach to Relative PA Proposed for the Kyrgyz Republic
[1st Phase]
Rating (Grade)

Pre-set Quota (Ratio)

Performance Bonus Rate

S (Excellent)

10%

10% more of Grade A

A (Good)

90%

Bonus Resource Available

[2nd Phase]
Rating (Grade)

Pre-set Quota (Ratio)

Performance Bonus Rate

S (Excellent)

10%

10% more of Grade A

A (Good)

80%

Bonus Resource Available

B (Satisfactory)

10%

10% less than Grade A

[3rd Phase]
Rating (Grade)

Pre-set Quota (Ratio)

Performance Bonus Rate

S (Excellent)

20%

20% more of Grade A

A (Good)

40%

Bonus Resource Available

B (Satisfactory)

30%

10% less than Grade A

C (Unsatisfactory)

10%

20% less than Grade B

The working group organized by the SPS is working on the step by step approach
shown in <Table 2-11> to determine the relevant period of each stage considering
the Kyrgyz Republic’s administrative environments.
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6.3.3. Provision of More Systematic and Objective PA Standard Forms
According to the PA regulations prescribed by SPS, the direct supervisor is
supposed to conduct performance interviews while the individual employee defines
the tasks and makes his or her work plan for the quarter. However, according to the
on-site inspection, it was discovered that no standard form to fill out an individual
plan, performance goals or performance (evaluation) indicators are provided.
Appendix 3 shows the table of criteria for PA offered by the SPS. In this case, the PA
is not able to perform the role it is supposed to do but acting a role to only oversee
work discipline. For more effective and efficient PA, the KSP team proposes the PA
Forms to be used as shown in the Appendix 4, 5, 6.
The proposed PA standard forms will be used to meet the following objectives of PA:
• In the light of the organization’s Performance Management Strategy Goals,
individual civil servants should draw up their individual performance plans,
performance goals and evaluation indicators.
• This will enable civil servants to contribute to achieving their Organization
Performance Goals more systematically through the setting of individual goals
in line with the organizational mission.
• The Performance Evaluation Committee should be set up to determine
evaluation categories (ranks) among officers in the same grade within a
department or division.
• To help civil servant set a long-term individual performance goal, the frequency
of PA should be reduced from quarterly to twice a year. The KSP team observed
that some ministries in the government of Kyrgyz Republic conduct monthly
PA on their employees.
In addition to using the improved standard forms, it is essential to set up an
integrated PA management system. As a part of the PA management system, it is
necessary to produce a PA manual that can be applied and used as a standard text
across the Kyrgyz Republic government for maximum PA effectiveness.

6.3.4. Conduct of Performance Evaluation Interview
Performance appraisal, the mutually agreed to statements of job duties and
measurement of performance, is the foundation on which the performance
management is based. An effective PA system cannot exist without the conduct of
a proper performance interview. Through performance interviews – during which
performance elements and goals are set, continuing performance is monitored,
training and development needs are identified and performance ratings are
assigned; these provide the venues for primary and direct communication between
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supervisor and staff.14) There are three types of performance interview: Goal Setting;
Progress Review; Performance Appraisal.
Unfortunately, very few performance interviews are conducted in the Kyrgyz
Republic government ministries. Using the form in the Appendix 7, the conduct of
periodic PA interviews is suggested to increase the efficiency of the PA system.

6.3.5. Appeal of Performance Appraisal by Appealer
According to the procedure of performance appraisal of the government
of Kyrgyz Republic, if an employee disagrees with the evaluation by the direct
supervisor, the employee should write his or her own comments in the report,
describing valid reasons of disagreement, and submit this to the Appeals Commission.
The Appeals Commission should review the submitted application and make a final
decision within 3 days after the application is presented. For a more effective appeal
process of performance appraisal and decision by the Appeals Commission, the KSP
team proposes a form in the Appendix 8.

6.4. Effective Utilization of PA System and Results
6.4.1. Counting PA Results in Promotion
The reality is that government employees are motivated to perform in the job
they are rewarded in terms of employee benefits, remuneration and promotion.
To strengthen the connection between employee’s performance appraisal and
enhancement of motivation, the government should reward employees for
their performance and link performance to increasing job satisfaction and career
development. The motivation of government employees will be enhanced by
counting PA results in promotion.
It is observed that the current PA system is not contributing towards increasing
productivity among civil servants or ensuring capacity building. By incorporating
PA results into promotion step by step, the PA system is expected to enhance civil
servants’ motivation and engender their career advancement through competition in
good faith. The KSP team proposes that the government of Kyrgyz Republic consider
PA results in promotion by stages.

14) Lee, S. ,Prerequisites for Performance Appraisal System. Seoul Newspaper, 2015 (in Korean).
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<Table 2-12> Counting PA Results in Promotion by Stages Proposed for the Kyrgyz Republic

Classification

Portion of PA
Results to be
Counted in
Promotion

Seniority
(Length of Service)

Additional Points
for Citation
Awardee

1st Stage

30%

70%

Less than 10%

2nd Stage

50%

50%

Less than 5%

3rd Stage

70%

30%

Less than 5%

6.4.2. Competency Development of Raters
Once managers and supervisors are trained and become thoroughly competent
in conducting PA, it will yield intended results of the PA system. It is important for
supervisors to learn what and how to evaluate their employees’ performance. PA
raters are encouraged to participate in seminars and workshops for their competency
development. PA raters should keep in mind that the PA system is intended to
improve quality and productivity at all levels of government workforce. PA raters
may make use of feedback provided by customers and stakeholders over civil
servants. It is suggested that the SPS offer the training on effective PA for PA raters
and government employees by SPS initiatives or through APA training programs.
PA raters should understand the purpose and value of appraising employee
performance as part of effective supervision and management. Also, the PA system
will become more effective when all employees understand it and know what to
expect from it. To help PA raters and government employees allow greater access to
PA training at times and locations convenient for them, PA on-line courses may be
provided for both civil and municipal servants.

6.5. Measures to Improve PA Results Management
System
The KSP team recommends the following measures to improve the PA Results
Management System. The main implementing agencies should be SPS and ministries.
The amendment of related regulations should be made.

6.5.1. Introduction of PA Record Management Card
The PA Record Management Card for individual servants developed from the PA
worksheets (forms) should be linked to the electronic system. Currently, periodic PA
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results worksheets (forms) are kept in the Kyrgyz Republic government ministries for
three years.

6.5.2. Periodic Individual Performance Record Card
It is recommended that the Kyrgyz Republic government evaluate progress in
meeting performance goals by using Periodic Individual Performance Record Card.
(Please refer to Appendix 9).

6.5.3. Building a PA Management Monitoring and Review System
Monitoring and support of PA System Management by civil society and the
Parliament is needed.15)A competent person should monitor the appraisals made for
research and improvement purposes.

6.6. Measures to Strengthen Direct Linkage between
PA Results and Training for Civil Servants
The primary purpose of PA is to judge and measure how well civil servants have
carried out their duties and their accompanying tasks. In the process of PA, civil
servants’ training and development needs should be identified. Supervisors should
make use of PA results to help employees improve their performance. This can be
done through mentoring, on the job training or training at public service training
center.
In the Kyrgyz Republic civil service, if an employee gets a ‘satisfactory’ or
‘unsatisfactory’ rating from the PA, the Commission on PA may propose that the
employee undergo education and training. As indicated earlier, considering that
the PA results show too much leniency trend, what is happening on the ground
is that very few civil servants or none at all undertake training based on results of
unacceptable performance. According to law, civil servants are subject to ‘Attestation
‘once every three years. The ‘Attestation’ is designed to assess professional
knowledge skills, and the productivity of government employees. However, the KSP
team found that not all the employees take the ‘Attestation’ periodically. Besides, the
results of the ‘Attestation’ are not properly used as a reference to refresher training
to reinforce areas of improvement.
In light of these, the KSP team proposes that the government of Kyrgyz Republic
integrate PA results as factors for training and promotion.
15) Pan Suk Kim, Performance Appraisal And Performance-Pay In Government: The Case Of Korea,
International Journal of Civil Service Reform & practice, 2014.:29
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<Table 2-13> PA Results Tied to Training and Promotion
PA Rating(Grade)
Excellent
Good
Satisfactory
Unsatisfactory

Obligation for training and Promotion Based on PA Results
As a part of requirements to receive 'Excellent', government
employees must complete training program.
Those who receive 'Good' will be promoted after undergoing
compulsory pre-promotion training program.
Those who receive 'Satisfactory', they must undertake compulsory
training.
Those who receive 'Unsatisfactory' two times consecutively, they
might be removed from office.

As shown in <Table 2-13>, the government of Kyrgyz Republic should
institutionalize the measures to strengthen direct linkage between PA results and
training/promotion.

6.6.1. Development of Current ‘Attestation’ System to Competency
Assessment System Required of Promotion
In this light, the KSP team recommends that the SPS and APA develop and provide
a variety of competency development courses to improve civil servants’ competencies
needed according to grade levels and responsibilities. It is suggested that the
prospective candidates eligible for promotion must prove themselves qualified by
passing competency assessment as part of requirements for promotion.

6.6.2. Compulsory Pre-Promotion Training
Considering current administrative environments and limited resources, the KSP
team proposes that the SPS and APA launch compulsory pre-promotion training for
civil servants as an initiative to build linkage between PA results and training.
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<Table 2-14> APA Compulsory Pre-Promotion Training Programs Proposed for
Civil Servants Eligible for Promotion in the Kyrgyz Republic
Courses

Contents

Target
Participants

Length of
Course

··Civil Service Ethics
··Communication Competency
Superior Candidate
Course

··Performance Competency
··Policy Management Competency
··Global Competency

Five years or
more of service
as a chief
officer

1 week

Three years or
more of service
as a senior
officer

2 weeks

One year or
more of service
as a junior
officer

3 weeks

··Legal Literacy
··Civil Service Ethics
··Policy Management
Chief Candidate
Course

··Policy Execution Competency
··Communications, Conflict
Management
··Global Leadership
··Legal Literacy
··Civil Service Ethics
··Communication Competency

Senior Candidate
Course

··Performance(Job) Competency
··Policy Planning Competency
··Global Competency
··Legal Literacy

6.6.3. Launching Consciousness Reform Training
The KSP team also recommends that the Kyrgyz Republic launch Consciousness
Reform Training for civil servants. In a transitioning country, the paradigm shift
of thinking and values among civil servants is indispensable to achieving national
development. The Consciousness Reform Training is to help civil servants recognize
the necessity to introduce the elements of competition into the civil service as well as
strengthening a customer oriented quality administrative service.
The Consciousness Training is also tailored to disseminate and spread best
administrative practices, and foster cooperative working relationships between the
national government and local governments. One of the unique features of Korea’s
Public Service Education and Training is that over the past fifty years or so, every
Administration conducted Consciousness Reform Training for public officials using
under various labels.
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The Consciousness Reform Training has been conducted in an attempt to i)
secure public officials’ commitment and determination to the development goals
ii) help government officials express their views on the incumbent administration’s
philosophy, value and major policy and agenda. Through the Consciousness Reform
Training, public officials are encouraged to make coordinated efforts in developing
the country and implementing the National Development Agenda. The training also
helps foster public servants’ foster, self-esteem and pride in their minds. This has led
public officials to commit themselves to national development founded on loyalty to
the people and to the government.

6.6.4. Utilizing Training for Civil Servants as a Strategic Tool for
Fulfilling the National Agenda.
It is also recommended that the Kyrgyz Republic utilize the Civil Service Education
and Training programs as strategic tools to effectively achieving the national vision,
and the development policy and goals. It can build a competent public service corps
as the driving force behind the sustainable development while fostering a sense of
dedication and civil service ethics among civil servants. In this context, the priority
should be given to introduction courses for newly recruited civil servants.

6.6.5. Capacity Building of Academy of Public Administration (APA)
The Kyrgyz Republic government should invest in civil service education and
training in terms of human resources and training infrastructure. In this regard, the
status and functions of the APA should be enhanced and strengthened.
Currently, one of key problems identified in the APA is the lack of high quality of
training provided by the APA because teaching faculties are generally invited from
the same line ministries. Therefore, as a solution, the APA should invite external
experts, practitioners, and academicians as lecturers, speakers, and facilitators.
The APA may benchmark internationally recognized public service training
institutions such as the National HRD Institute (former COTI) of Korea and
develop cooperative working relationship with them by through the exchange of
Memoranda of Understanding (MOU) and the exchange of concerned personnel.
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6.7. Enhancing the Status and Mission of National
Personnel Management with regard to National
Development
The State Personnel Service (SPS) exercises overall planning and coordination with
regard to human resource management for civil and municipal servants. The SPS is
expected to play an important role in i) establishing a Strategic HRM and long-term
manpower plan; ii) minimizing ministerial sectionalism and promoting cooperation
among government agencies; iii) building a fair and equitable HRM System in/
between/among ministries and agencies; iv) improving working conditions of civil
servants and their welfare; and v) having the local governments apply the national
PA system to municipal servants. Considering the significant roles to be played by SPS,
the status of SPS should be enhanced in the Kyrgyz Republic Government through
the expansion of its infrastructure, thus enabling the SPS to contribute to fulfilling
the NSSD through Strategic HRM.

7. Challenges and Solutions
7.1. Challenges and Risks
On the road to innovating and implementing the Strategic HRM and PA system
to improve its efficiency and effectiveness, the Kyrgyz Republic government may
encounter a number of challenges and risks. These may include: i) fear and resistance
of civil servants and agencies to change and innovation; ii) negative response of
political appointees (Deputy Ministers) to performance appraisal on them; iii) lack
of cooperation from government agencies on the introduction of a government
performance evaluation system; iv) increased workload of HRM unit practitioners,
and v) heavy workload of SPS and APA.

7.2. Solutions
To cope with these challenges and obstacles, first and foremost, top
management’s staunch commitment to innovating HRM policy and system is
essential. Second, the Kyrgyz Republic government should encourage all civil servants
to actively participate in and show cooperation in implementing the improved PA
system through a shared view and by reaching a consensus. Third, the government
should build change agents who will lead to innovation initiatives through training
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programs and workshops. Fourth, to successfully implement Strategic HRM and
innovated PA system, the Status of SPS should be enhanced and empowered.
Fifth, to meet training demand on various competency development training and
compulsory pre-promotion training, the capacity of APA in terms of budget and
teaching resources should be increased and expanded. Sixth, it is also necessary that
the government draw continued support from political circle and the Parliament to
bolster the HRM and PA innovation initiatives. Last but not the least, the government
should continue its efforts to ensure the increased support and assistance from
international societies and organizations.

8. Conclusion
8.1. Roadmap for Actions
The KSP team introduces “Roadmap for the innovation of the PA system,”
recognizing the importance of strategic HRM in improving government organization
and individual performance. The Roadmap outlines in detail the timetable for the
implementation of proposed PA system and result-oriented education and training.
In this regard, the Kyrgyz Republic government should employ short, mid and long
term approaches considering respective agenda.
As indicated by the roadmap below, the Kyrgyz Republic government should
launch and implement the improved PA system starting 2017 by introducing PA
contracts among political appointees, introduction of a relative PA system, and
improved PA forms.
In the meantime, as for generating training results in promotion, it is essential for
the Kyrgyz Republic government to set the legal basis and foundations in advance.
It is expected to take at least more than one year for the issuances of legal mandates
for administrative procedures as well as legislation. The Kyrgyz Republic government
should adopt a mid-term approach to link PA results to Education and Training
for the development of ‘Attestation’ into Competency Assessment required of
promotion, introduction of compulsory pre promotion training while strengthening
the role of APA.
A long term plan and strategy should be drawn up to set up the Government
Performance Evaluation System and enhance the status of SPS.
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<Table 2-15> Roadmap for Implementation (Action Plan)
No

Item

1

Report and Dissemination

2

Examination and
Review of Measures and
Recommendations

2.1

Improvement of Present
PA System

2016

2017

1Q 2Q 3Q 4Q 1Q 2Q 3Q 4Q

2018 2019 2020

a. Introduction of
Performance Contract on
Political Appointees
b. Introduction of Relative
PA System
c. Provision of Improved
PA Forms
d. Improved Performance
Interview
e. Appeal of Performance
Appraisal
2.2 Usage of PA Results
a. Counting in Promotion
b. Competency
Development of Raters
2.3

Improvement of PA
Management System
a. Induction of PA
Management Card
b. Periodic Individual
Performance Record

2.4

Linking of PA Results and
Education and Training
a. Development of
‘Attestation’ into
Competency Training
b. Introduction of
Compulsory PrePromotion Training
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<Table 2-15> Continued
No

Item

2016

2017

1Q 2Q 3Q 4Q 1Q 2Q 3Q 4Q

2018 2019 2020

c. Civil Servant’s
Consciousness Reform
Training
d. Strengthening the Role
of APA
Fostering the Status and
Functions of National
2.5
Personnel Management
Agency
Introduction of
2.6 Government Performance
Evaluation System
3

Feedback from
Stakeholders

4

Reaching a consensus

5

Administrative Reform
(when necessary)

6

Legislation (when
necessary)

7

Implementation

8

Evaluation and Report

Note: This road map for implementation was produced in close consultation with Local Consultants from SPS and
APA.

According to the Roadmap for implementation, the KSP team held the Final
Reporting of 2015/16 KSP in the Kyrgyz Republic. It should be noted the SPS formed
a working group to take the necessary initiatives to review and institutionalize the
policy actions and measures proposed by the KSP HRM team. These initiatives include
i) submission of the KSP HRM report to management for deliberation and approval;
and ii) negotiation with the treasury and the Parliament for funding of policy actions
and measures.
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8.2. Limitations and Further Studies
Effective management and development of government employees is now
regarded as the key to improving organizational performance as well as delivering
quality service to the people. Like the Kyrgyz Republic, the various governments
around the world have to commit their institutions to actively reform their
public human resource management systems and thereby create a competent
and competitive government that meets global standards. In particular, the top
management of these respective governments should keep in mind that strategic
HRM initiatives are among the most important factors in nurturing a competent
public workforce.
As such, the Kyrgyz Republic government should continue its efforts to further
develop strategies for improving the output of employees including performance
management and appraisal schemes where appropriate while raising awareness
of the importance of clear goals and objectives. The government should devise
appropriate incentives to reward and develop employees by taking account of
organization culture and employee motivation.
However, PA is one of the functions in public HRM. Other activities involve
recruitment, promotion, education and training and remuneration and benefits, and
discipline and retirement. To achieve the strategic HRM, the respective processes need
to be addressed, developed and institutionalized. Moreover, the interconnection
between and among actors should be well established and strengthened.
It is clear that an improved performance management and PA system is
unlikely to be implemented without establishing a systematic machinery of public
administration or achieving good governance in respective governments.
In the context of the Kyrgyz Republic government, adhering to the principles
of public service such as meritocracy, sound investment in human capacity building
prior to promotion, result-oriented public administration and all compelling, are
prerequisites to promoting good governance.16)
In this regard, following the 2014/15 KSP with the Kyrgyz Republic on Training
Program and System for the capacity building of central government officials17), this
report is one step further to achieving strategic HRM. It is our hope that the study
will be continued to widen the scope of strategic HRM, for instance, into civil service
recruitment. Because nurturing a competent workforce of global-standards quality
requires recruiting and selecting the most appropriate personnel.
16) Suggested by Local Consultants.
17) 2014/15 Knowledge Sharing Program with the Kyrgyz Republic: Policy Recommendations for
Sustainable Development of the Economy and Public Administration in the Kyrgyz Republic.
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Lastly, it is acknowledged that this Report may not be able to provide all the
answers and solutions for the improvement of efficiency of public HRM of the Kyrgyz
Republic as focused on Performance Appraisal due to limited time and short span of
research activities.
However, it should be underscored that the KSP HRM team and the Local
Consultants exerted all efforts under the given situations to make this Report
workable, practical, and relevant to the Kyrgyz Republic civil service.
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Appendix
Appendix 1. Performance Contract (Proposed) (Refer to p.104)
• To achieve the organization’s purpose, goals and objectives Deputy Minister
______________ (Title, Position) agrees on the following performance arrangement.
Name

Post

Signature

Deputy Minister
Minister
Performance Contract Period

Eligibility: Deputy Ministers in Ministries
• Individual Performance Goals
Evaluation Indicators
No.

Performance Goals

Sub-Indicators
(Including
measurement
methods)

Target Results

Implementation
Plan (Schedule)

1

2

3

4

5
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Appendix 2. Final Performance Contract Evaluation (Proposed) (Refer to p.104)
• Performance Evaluation Period: Jan. 1 – Dec. 31, 2017
Name

Post

Signature

Deputy Minister
Minister
Performance Contract Period
Evaluation Indicators
No.

Performance Goals

Sub-Indicators
(Including
measurement
methods)

Target Results

1

2

3

4

5

Statements by Primary Rater
(Minister)

··Major Output
··Organization Management Competence
··Others
··Excellent (20%)

Final Category by Minister

··Good (40%)
··Satisfactory (30%)
··Unsatisfactory (10%)

Evaluation Date:
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Implementation
Plan (Schedule)

Appendix 3. Gradation of Assessment (Indicators for Evaluation) (Refer to p.106)

Criteria

Mark “2”

Mark “3”

Administrative
skills

Inefficiently
organizes, plans
and controls
work of the
division. Doesn’t
define activity
priorities. Doesn’t
train employees.
Doesn’t solve
and regulate the
conflicts connected
with work of its
employees.

Quality of work

Performing
discipline

Mark “4”

Mark “5”

Not always
effectively
organizes, plans
and controls work
of the division.
Defines activity
priorities. Doesn’t
train employees.
Inefficiently solves
and regulates the
conflicts connected
with work of its
employees.

Organizes, plans
and controls work
of the division.
Defines activity
priorities. As
required trains,
instructs. Solves
and regulates the
conflicts connected
with work of its
employees.

Effectively operates
team. Correctly
organizes, plans
and controls work
of the division.
Defines the
strategic direction
and priorities of
development.
Trains and
instructs. Solves
and regulates the
conflicts connected
with work of its
employees.

The required
quality of work
is unsatisfactory.
Activity isn’t
directed on
achievement of
goals and tasks.

Quality of work is
insufficient. Activity
is partially directed
on achievement of
goals and tasks.

Work is periodically
performed with
high quality.
In general, the
performed
work reaches
considerably good
results.

Work performance
is always with
high quality.
The vigorous
activity directed
on achievement
of goals and
tasks. Seeks for
achievement of
excellent results.

Almost doesn’t
complete a task
in time. Works
inaccurately and
with mistakes.
Needs continuous
supervision and
control.

Performs work
without observance
of the terms.
Often – performs
only after the
corresponding
instructions.
Performs not
all work rather
carefully,
circumspectly and
precisely. After
the corresponding
instructions can
avoid mistakes.
Work control and
supervision are
necessary.

Work is performed
generally without
essential delays.
Works mostly
rather carefully,
circumspectly and
precisely. Direct
control of its work
should be carried
out selectively;
control of results of
work suffices.

Work is performed
exclusively
rationally and
quickly, carefully
and precisely,
extremely
circumspectly.
Performs all tasks
precisely in time.
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Criteria

Mark “2”

Mark “3”

Labor discipline
and observance
of standards of
ethics

Shows lack
of discipline,
habitually late
for work (20-30
minutes and above
in total amount
throughout month)
and leaves during
working hours for
the solution of the
questions which
aren’t connected
with professional
activity. In
communication,
prone to rudeness,
discourtesy and
tactlessness.

Knows the main
requirements for
observance of
labor discipline,
but not always
fulfill them, delay
cases for work
(10-20 minutes
in total amount
in a month) and
absence on a
workplace during
the working day
without valid
excuse takes place.
In communication
with other people
is often not polite,
shows to them
inadequacy.

Seeks observance
of requirements
of the internal
labor schedule.
In general,
disciplined, for
work practically
doesn’t allow
delay (less than
10 minutes in
total amount in
a month). Noncontentious,
tactful. Shows
elements of
keenness and
goodwill.
Capable to
establishing good
communications.

Highly-disciplined,
strictly observes
requirements of
internal labor
schedule, always
honest, in due time
and competently
carries out duties.
Good rapport
with colleagues.
Promotes creativity
and maintenance
of good image.
Takes practical
actions for creation
of the favorable
environment in
team. Easily comes
into contact with
other people.

Application of
state language
at work

At work doesn’t
apply state
language

At work tries
to apply state
language

At work
periodically applies
state language

At work constantly
applies state
language
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Mark “4”

Mark “5”

Appendix 4. Individual Performance Plan (Proposed) (Refer to p.106)

Dept./
Division/
Agency

Name

Position

Grade

The date hired
or promoted to
present grade

The date assigned
to present
position

Performance Evaluation Period

1. Major Work Duties

2. Performance Plan

No.

Performance Goals
or Individual Work
Assignment

Implementation Plan/
Schedule

Target Results/
Expected Output

The Degree of
Responsibilities
involved

1
2
3
4
5

3. Primary Rater
Name

Position (Grade)

Signature
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Appendix 5. Individual Performance Evaluation (Proposed) (Refer to p.106)

Name

Dept./Division/
Agency

Performance Evaluation Period

Position

Grade

The date hired or
promoted to present
grade

The date assigned to
present position

Every 6 months (Twice a year)

1. Major Work Duties

2. Evaluation of Results / Output (50 points) (Proposed)

No.

Performance
Goals or
Individual
Work
Assignment

Evaluation Components
Proportion
(100%) A

Major
Degree of Degree of
Results
Converted
Difficulty
Difficulty Timeliness
/
Points
of work
of work (20 Points) Subtotal
Output
(10 Points) (20 Points)
D
B
C

1

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

2

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

3

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

4

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

Additional
Work

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

+++++
②④⑥⑧⑩

+++++
④⑧⑪⑯⑳

+++++
④⑧⑫⑯⑳

(Assignment)

Additional
Work
(Assignment)

Total Points
Note: i) Sub-total Points: B+C+D, ii) Converted Points: A(Proportion) x Sub-Total Points
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3. Primary Rater
Name

Position (Grade)

Signature

4. Overall Evaluation (Proposed)
Final Category and Points by Stage 3

Statements by Primary Rater
··Results/Output

S(Top 20%) / A(40%) / B(30%) / C(10%)

··Organization Management
··Teamwork

Rater

Name

Position

Signature

Primary Rater
Reviewing Officer
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Appendix 6. Performance in Categories by Performance Evaluation Committee
(Proposed) (Refer to p.106)
• Dept./Division/Agency:
• Employee’s Grade:
• Period of Evaluation: From
Evaluation Rank Among
Officers of the Same Grade

To
Name

Performance Category

Points

• Committee Members
No.

Dept./Unit/
Agency

Position

1
2
3
4
5
6
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Grade

Name

Signature

Date

Appendix 7. Performance Evaluation Results (Proposed) (Refer to p.107)

Department/Unit/Agency

Grade

Name

Period of
Evaluation

From
To

Area of Excellent/
Satisfactory Performance
Areas for Performance
Improvement
Others
Rater
Name

Position

Interview Date

Signature
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Appendix 8. Appeal of Performance Appraisal & Decision by Review Committee
(Proposed) (Refer to p.107)
Dept./Division/
Agency

Grade

Name

Performance
Evaluation
Category
Groups for
Appeal
Date:

Appealer
Name

Signature

Decision Results
by Reviewing
Officer
Date:

Reviewing Officer
Name

Signature

Decision Results
by Review
Committee
Review Committee Members
No.

Name

Signature

1
2
3
4
5
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Date

Appendix 9. Periodic Individual Performance Record (Proposed) (Refer to p.108)

Name

Dept./
Division/

Position

The date hired
or promoted to
present grade

Grade

Agency

The date assigned
to present position

1. Major Work Duties

2. Progress Review on Performance Goals (Quarterly)
Quarter

Performance Goals

Work Completed or

Individual Work Assignments

In Progress

Statements by Rater

1/4
2/4
3/4
4/4
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Appendix 10. Self-Assessment & Final Performance Evaluation
(Proposed) (Refer to p.92)
• Evaluation Year: 2017
Agency

Position / Post

Name

Signature

Individual
Employee
Primary Rater
Reviewing Officer
Evaluation Indicators
Performance
Goals

No.

Sub-Indicators
(Measurement
Methods)

1
2
3
Statements
by Primary
Rater

Output
Competence

Final Category by Primary Rater
Evaluation Date
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Target
Results

Results

Major Output

Appendix 11. PA Self-Assessment Form in Use (Refer to p.92)
• Application: G5 below officers
• Personal Information
Agency

Grade

Name

Major Work Duties

Results / Output

The Degree of Weight

• Performance Goals and Target Results (Output)
Tasks

Performance Plan(Glals)

Performance Bonus
Discipline

- Work Implementation
-Appraisal points

Individual
Performance
Appraisal
Points

Opinion of
Primary Rater

Primary Rater : Name ____________ , Position ____________ , Signature____________
Reviewing Officer : Name ____________ , Position ____________ , Signature ____________
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