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Why  is  it  that many well  planned,  important  for  the  development  of  the 

country policies do not give the intended results and cause frustrations? What are the 

factors that make a policy successful? That is what the researcher intended to study in 

this work. The medium-term civil service reform policy of the Mongolian government 

was selected as a case study.  

The revision of literature led the researcher to the development of a conceptual 

model  with  four  independent  variables:  political  factors,  clarity  of  policy  goals  and 

objectives,  implementers’  disposition  towards  policy  and  implementation  agency 

capability and authority. The main objectives of the medium-term civil service reform 

of the Mongolian government were taken as the key factors of the dependent variable.   

This  study  applied both  quantitative and  qualitative approach  to  gain more 

comprehensive and meaningful finding. Quantitative methodology was applied as the 

main method with qualitative methodology used as a secondary method to support the 

results gained through quantitative study. This research used the data collected from 

the  target  population through the  survey  questionnaires, in-depth  interviews and 

documentary research.  

The unit of analysis in this study is the ministries and  implementing agencies 

of the Mongolian government. 500 questionnaires were sent to all 62 central and local 

government organizations and received 381 responses. However, fully answered 277 

responses were used  for analysis. The analysis of the correlation coefficients among 

all independent variables showed that there was no multicollinearity problem and the 

researcher proceeded further with multiple regression analysis as well as path analysis.   



iv 

The research results disclose that all  four  independent variables significantly 

and directly affect the implementation effectiveness of the civil service reform policy 

and, three out of these four have indirect impact on the dependent variable.   

The  study  shows  that  political  factors  have  the  highest  direct  and  indirect 

effect. Stable and continual political support that was provided by the Government of 

Mongolia  proved  to  be  critical  to  the  success  of  this  policy.  Being  adopted  by  the 

highest levels of Government, the reform policy possessed more legal power, received 

more political support and financial resources and less resistance from different levels 

of  governance.  Political  leadership made civil  service  reform a  priority  and 

encouraged collective  commitment  for  implementing  it.  Strong  leadership facilitated 

the implementation process by developing common understanding of the government 

policy,  showing  the  successes  at  an  early  stage  and  motivating  continued  effort. 

External monitoring by individuals and government agencies proved to be vital for the 

successful implementation of reform policy.  

 The second highest direct and indirect effect comes from the clarity of policy 

objectives and strategies, which represent clearly defined policy goals and objectives 

and effective communication between all actors and stakeholders. The Government of 

Mongolia has  developed  a  concrete  action  plan  for  the  implementation  to  make  the 

policy  objectives  and  benefits  of  the civil  service reform clear  for everybody.  Civil 

Service  Council  was  very  active  in  organizing  training  workshops  for  all  levels  of 

civil  servants  to  make  clear  the  reform  policy  goals  and  implementation  strategies. 

Effective  policy  implementation  requires  an  appropriate  transmission  of  information 

and  as  an  important  part of  the  civil  service  reform,  proper  IT  infrastructure  and  an 

appropriate database for the civil service system were established.  

Implementers’ disposition towards the policy came with the third highest total effect. 

Effective and successful implementation of a policy requires not only understanding, 

but also commitment, support and willingness to carry it out from the  implementers. 

Implementing  agency  capability  and  authority  was  the  factor  that  had  only  direct 

affect on the implementation effectiveness of the civil service reform policy in Mongolia.  

 The analysis of this research confirmed that the theoretical implications were 

very  much  applicable  to  the  civil  service  reform  policy  in  Mongolia.  All  the  major 

factors  of  the  model  had  direct  and  indirect  influence  on  the  dependent  variable; 

however, their influence was of different degrees. Based on the research findings, the 

researcher  provides  recommendations  on  how  to  increase  the  implementation 

effectiveness in all major areas of the civil service reform in Mongolia.  
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CHAPTER 1 

 

INTRODUCTION 

 

1.1  Statement of the Problem and Significance of the Study 

 

“Politicians  lie.”  That  is  what many people complain  about nowadays.  They 

say  that  politicians  make  many  good,  attractive, and  valuable  promises  for  the 

development  of  the country  before  coming  to  power  and  develop  loads  of  specific 

policies in order to make their promises a reality. However, little progress takes place 

in many cases.  

How does it happen? Is  it really true that this group of people always lies or 

that there  are some  objective reasons,  besides  subjective  ones, that  are  beyond  their 

control when it comes to implementing effectively the policy they develop?  

The  same  question  was  asked  by  Edward  and  Perry  (Peck  and  6,  2006)  in  a 

different  way in  their book  “Beyond  Delivery:  Policy  Implementation  as  Sense-

Making  and  Settlement”.  Why  does  policy  in  practice  never  turn  out  quite  as 

politicians and policy-makers originally intended? Does this represent an undermining 

of  the  democratic  mandate  of  government  or the  inevitable  (and  perhaps  beneficial) 

consequences of frontline staff adapting such policy to local circumstances? Given the 

increasing  pressures  on  them,  what  can  public  sector  managers  do  to  facilitate  a 

compromise between central expectations and local interpretation of policy? 

In  order  to  seek  the  answer  to  this  question,  the  researcher  has  chosen  the 

medium-term civil service reform policy in Mongolia as the case of point of his study 

and has studied the main factors that affect its implementation. 

The  public  sector  is  the  largest  spender  and  employer  in  virtually  every 

developing country and  it  sets  the  policy  environment  for  the  rest  of  the  economy. 

Mongolia is not an exception in this regard. According to the population census, 233.9 
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thousand  people  that  were  working  in  the  public  sector  as  of  January  1,  2011 

comprised about 22.6 percent of the working population of Mongolia.     

  The  effectiveness  and  efficiency  of  a  country’s  public  sector  is  vital  to  the 

development of  a  country  due  to  its  unequivocal  nature  and  role  in  the  society  and 

sheer size in some cases. Sound financial management, an efficient civil service and 

administrative policy, efficient and fair collection of taxes, and transparent operations 

that are free of corruption, all contribute to the delivery of public services.  

These  and  other  factors  affect  the  quality  of  the  public  service.  However, 

because of its specific nature to serve the entire nation, with so many latent and overt 

interests  present,  the  ability  of  public  service  fundamentally  depends  on  the  people 

that comprise  that  service—from  top  elected  or  appointed  officials,  to  the  worker 

engaged  in  the  most  routine  tasks.  The  quality  of  the  people  in  all  branches  of 

government—legislative,  executive,  and  judicial—and  the  development  and  proper 

use  of  their  full  potentialities, may well determine the degree of success or failure of 

the public service in its contribution to the whole society.  

If people are the greatest potential asset to an organization, and if it is true that 

the  people  in  an  organization  are  what  really  make  the  difference,  then  the 

development  of  people  and  the  creation  of  organizational  conditions  for  full 

utilization of their developed talents should  be of the  highest priority and concern to 

the governing body and the top management of public organizations.  

There have been numerous civil service and administrative reforms in order to 

improve  the  effectiveness,  efficiency, and  accountability  of  the  public  sector.  They 

include  programs  to  downsize  the  civil  service  and  reforms  to  the  personnel 

information  system  (including  civil  service  censuses),  career  paths,  pay  grades 

(decompression), other aspects of the incentive system, and organizational structure of 

a public sector.  

However, most of these reform policies have not achieved the desired results 

despite  continued  acknowledgement  of  their  importance. In this current  work the 

researcher would  like  to  study  what  the  most  critical  factors are that affect  the 

effectiveness of the implementation of this policy.  
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This  research  might  be  useful  not  only  in  enhancing  further  research  in  this 

area,  but  also  of  practical  importance  in  terms  of  increasing  the  effectiveness  of  the 

work of those that are engaged in policy development and  implementation.  

  

1.2  Objectives of the Study 

 

The main objectives of my study are:   

1) To examine  the key factors  influencing  the implementation effectiveness 

of the 2004 medium-term civil service reform policy (CSRP) in Mongolia and  

2) To provide recommendations for improving civil service reform based on 

the findings of this research.  

This dissertation will provide two key outputs:  

1) A  report  specifying  the  most  important  determinants  of  effective 

implementation of the 2004 medium-term civil service reform policy in Mongolia;   

2) A report emphasizing policy recommendations to increase the implementation 

effectiveness of civil service reform policy in the future. 

 

1.3  Benefits of the Study 

 

Mongolia’s current civil service system, which was introduced in 1995, is still 

being  institutionalized.  The  Constitution  and  the  Civil  Service  Law  provide  a  legal 

framework for managing the civil service. However, both the legal framework and the 

institutions involved in managing the civil service need to be strengthened. Violations 

of  the  principles  of  civil  service  neutrality  have  been  widespread. The  Government 

Administrative  Service  (renamed  the  Civil  Service  Council  in  2002)  was  set  up  to 

protect the merit system and has been struggling to discharge its duties effectively.  

Although the Civil Service Law and codes of ethics for public officials require 

that civil servants exercise their power impartially and with integrity, petty corruption 

is a relatively serious problem, especially in some government agencies.  

The  civil  service  reform  policy  of  the  Mongolian  government  is  designed  to 

deal with these and  many other problems, and this study  intends to contribute  to the 

improvement of  the implementation effectiveness of this policy  by revealing the key 

factors that would positively influence the implementation.  
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The researcher also  believes that the theoretical  framework and  methodology 

of this study could be applied to other areas of public policy implementation that are 

facing  similar  problems.  The  academic  benefit  of  this  study  is  to  contribute  to  the 

enhancement of  further  studies  regarding  the  theory  and  analysis  of  effective  public 

policy implementation which are particularly suitable for Mongolia. 

 

1.4  Scope and Limitations of the Study 

 

The pace of changes and reforms has truly accelerated during the last quarter 

of  the  previous  century  due  to  many  factors.  The  public  administration  and  civil 

service reforms are not an exception in this respect. New ideas and experiments have 

been  tested  around  the  globe  on  a  daily  basis, and  the  information about  them is 

shared almost instantaneously with the rest of the world.  

Considering this  constant  and  rapid  process  of  change  around  the  globe,  the 

scope of the  present  study targets  mainly  the  public  administration  and  civil  service 

reforms that have taken place during the last two decades. As for the main target of 

the research, the 2004 medium-term civil service reform  policy  act  of  Mongolia  has 

been selected.  

There are other limitations concerning the interpretation of civil service policy 

and civil servants, and the measurement of certain factors such as effectiveness. Many 

criteria  are  used  in  the  evaluation  of  public  policy  programs,  such  as  effectiveness, 

efficiency, equity, liberty/freedom, political feasibility, social acceptability, administrative 

feasibility,  technical  feasibility,  and  so  on.  However,  in this study,  the  researcher 

concentrates  on  the  measurement  of  effectiveness,  referring  to  reaching  the  stated 

goals and objectives of government programs (Kraft and Furlong, 2007). 

 

1.5  Outline of the Dissertation 

 

This  dissertation  consists  of  the  contents,  the  abstract,  acknowledgements,  a 

table  of contents,  a  list  of tables,  a  list  of figures,  5  chapters,  and  bibliography  and 

appendices.  
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Chapter 1  introduces  the  statement  and  significance  of  the  problem, the 

objectives and benefits of the study, and the scope and limitations of the research. The 

outline of the dissertation is also included.  

Chapter  2 provides a review of the literature regarding the concept and nature 

of the civil  service  system  and the experience  of  civil  service  reforms  in  major 

countries such as the UK, the USA, China, Thailand, and Mongolia. The concepts of 

public  policy,  public  policy  implementation,  effectiveness  of  public  policy, and the 

factors  affecting  implementation  effectiveness  were  studied  in  detail.  Based  on  this 

analysis, the researcher introduces the conceptual framework.  

Chapter  3  explains  the  research  methodology, including  the  research  design, 

data collection, validity, and reliability of the measurements.  

Chapter  4 is devoted to the analysis of the results of the study. 

Chapter 5  presents the conclusions  and  recommendations made by  the 

researcher as a result of the research.   

 

 

 



 

CHAPTER 2 

 

LITERATURE REVIEW AND A PROPOSED MODEL  

FOR ANALYSIS 

 

It was stated at the beginning of the dissertation that the primary  intention of 

the  researcher  is  to  clarify  the  main  factors  that  effectively  influence  the 

implementation  success  or  failure  of  public  policy. Therefore,  in  the  first  section  of 

this chapter the theoretical literature is reviewed to come up with a list of factors from 

past research to develop the independent variables of the conceptual framework.  

As  a  case  study, the medium-term  civil  service  reform  policy  of  the 

Mongolian  government was  selected.  Therefore,  the  nature  of  civil  service and  the 

conception  of  civil  service reform are  presented  in  the  following  section.  It  is 

important  to  point  out  immediately  that  civil  service  reform  is  an  integral  part  of  a 

much  bigger  administrative  reform  and  that  they  go  hand  in  hand.  However,  the 

researcher concentrates only on the civil service reform package in this study.  

A  detailed  study  of  the  nature  and  dynamic  changes  that  have  been  taking 

place in the civil service sector in Mongolia is presented in the next section. The goals 

and  strategic  objectives of  the  Medium-term  civil  service  reform  of  the  Mongolian 

government are explored in detail  in order to give a clearer picture of the dependent 

variable of the model. The civil service reform experiences of some selected countries 

such  as  China,  the  UK,  the USA,  and  Thailand  are  introduced  for  the  purpose  of 

providing a broader view on the civil service reform process.  

The researcher also provides a detailed description of the conceptual model he 

intends  to  pursue in  the  last  section.  The  relationship  between  the dependent  and 

independent variables and the research hypotheses are also explored.   
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2.1  The Nature of Public Policy, Implementation, and the Effectiveness of  

       Public Policy 

 

 In  this  section,  the  researcher  reviews  the  general  concepts of  public  policy, 

public  policy  implementation,  the  effectiveness  of  public  policy,  and  the  factors 

affecting  the  implementation  effectiveness  of  public  policy  with  the  intention  of 

developing the independent variables for the research model. 

   

2.1.1  Concepts of Public Policy  

Gerstan  (2004)  wrote  in  his  book,  “Public  Policy  Making:  Process  and 

Principles,” that as an  approach to understanding political  change, public policy  has 

almost  as  many  definitions  as  there  are  policy  issues.  He  regards  public  policy as a 

combination of basic decisions, commitments, and actions made by those that hold or 

affect  government  positions  of  authority.  These  arrangements  result  from the 

interactions  among  those  that  demand  change,  those  that  make  decisions,  and  those 

whose area is affected by the policy in question.  

A  definition  given  as  early  as  1963  by Friedrich,  already  explained  that 

government  action  must  have  a  goal  in  order  to  be  labeled  “policy.”  He regarded 

policy as “…a proposed course of action of a person, group, or government within a 

given environment providing obstacles and opportunities which the policy is proposed 

to  utilize  and  overcome  in  an  effort  to  reach  a  goal  or  realize  an  objective  or  a 

purpose.” 

By  reaching  goals  and  solving  problems,  policies  serve  certain  interests  of 

some part or total of the population. Anderson (1975) explained public policy in terms 

of  the guidelines set up by the government in response to the problems or guidelines 

of government agencies in solving the problems. These guidelines must contain clear 

objectives  and  also  be  practical  to  all  agencies  or  interested  groups. Nagel  (1984) 

stated that: “Public policy is a government decision for managing the social problems 

such as environmental pollution, crimes, and unemployment.”  

Frohock (1979) defined public policy as follows: “Public policy is, in its most 

general  sense,  the  pattern  of  action  that  resolves  conflicting  claims  or  provides  for 
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cooperation.”  Any  government  activity  is  commonly  derived  from  conceptualizing 

what, when, where, who, and how. 

Public  policy  does  not  always  call  for  action. Public  policy  is  whatever 

governments choose to do or not to do (Dye, 1978). This idea was repeated by Kraft 

and Furlong (2007), who explained that public policy was what public officials within 

the  government,  and  by  extension  the  citizens  they  represent,  choose to  do or  not to 

do about public problems.  

However,  our  notion  of  public  policy  must  include  all  actions  of the 

government—not just the stated intentions of governments or public officials. Peters 

(1996)  adds  that  public  policy  is  the  sum  of  government  activities,  whether  acting 

directly or through agents, as it has an influence on the lives of citizens.  

Eulau  and  Pewitt  (1972)  supplied the  following  definition  of  public  policy: 

“Policy  is defined as a  “standing decision”  characterized  by  behavioral constituency 

and repetitiveness on the part of both those who make  it and those who abide by it.” 

Eyestone  (1971)  broadly  defined  public  policy  as  “the  relationship  of  a  government 

unit  to  its  environment.” Rose  (1969)  suggested  that  policy  be  considered  as  “…a 

long  series  of  more-or-less  related  activities”  and  their  consequences  for  those 

concerned, rather than as a discrete decision. Easton (1953) defined public policy as 

“…the authoritative allocation of values for the whole society.” 

According to the definitions mentioned above, the definitions of public policy 

differ  depending  on  the  context  and  scope  of  analysis. Public  policy,  in  this  study, 

refers to the guidelines  set up by the  Mongolian government to develop an effective 

and efficient civil service system that is truly responsive to the needs of the public. 

   

2.1.2  Public Policy Implementation 

According  to  Johnson  (2009),  the  bottom  line  of  public  administration  is 

making  public  policy  work—the  implementation.  He  envisions  it  within  a  cycle  that 

has three stages: 

1) The ongoing formulation and revision of policy 

2) The  application  of  those  program  resources  to  the  target 

populations.  This  implementation  stage  encompasses  all  the  actions  that  meet  a 

program’s objectives 
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3) The evaluation of outcomes and impacts of the policy. 

Governments  use  many  different  instruments  to  implement  policies,  and  the 

choice of one or another can be vital to a program’s success. These instruments can be 

thought of as tools, each with its unique political and administrative features and uses. 

Salamon (2002:  19)  defines  the  tools  of  public  policy  as  “an  identifiable  method 

through  which  collective  action  is  structured  to address  a  public  problem”. Each  of 

these tools consists of:  

1) A tangible good or activity that the government provides 

2) A means by which it is delivered to those that benefit from it 

3) One or more organizations that provide it and  

4) A  body  of  rules  and  policies  that  control  its  delivery  and  use 

(Salamon 2002, 20).  

Johnson  claims  that  there  are  7  main  tools  that  governments  commonly  use 

(Johnson, 2009): 

1) Direct  government  goods  and  services  provided  by  government 

organizations and employees 

2) Monetary  payments  to  individuals  defined  as  worthy,  to  serve  a 

social purpose 

3) Construction  and  maintenance  of  infrastructures  that  serve  the 

public 

4) Regulation  of  individual  and  corporate  behavior:  requirements and 

restrictions on private choices and actions 

5) Financial  incentives  and  other  means  to  induce  citizens  to act  in 

publicly-desirable ways 

6) Messages  that  exhort  citizens  to  act  for  personally- or  publicly-

beneficial ends 

7) Enlistment of private organizations to provide desired services, with 

financial support and legal authority.  

The  interpretation  of  policy  implementation  given  by  Kraft  and  Furlong 

(2007)  is  identical  to those  given  by  the  pioneers  of  policy  implementation  analysis, 

Pressman  and  Wildavsky.  Policy  implementation  was  regarded  by  Pressman  and 

Wildavsky (1973) as an interaction process between the setting of goals and actions to 
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achieve  them.  Government  officials  are  required  to  translate  broad  agreements  into 

specific  decisions  in  order to facilitate  successful  policy  implementation.  It  is  not  an 

easy  task,  due  to  the  wide  range  of  participants  and  their  different  points  of  view. 

Kraft  and  Furlong  pointed  out  that  policy  implementation  depended  on  the 

development of the program’s details to ensure that policy goals and objectives would 

be attained. One of the primary mechanisms that agencies use to implement the laws 

is regulation. A regulation, which has the force of law, is simply the rule that governs 

the operation of a particular government program.  

The  works  of  the  first  generation  of  implementation  analysts  were  typically 

explorative  and  inductive  case  studies  with  a  theory-generating  aim  (Winter,  2007). 

The  1973  book, Implementation, by  Pressman  and  Wildavsky  had  very  few 

theoretical variables in focus, such as the number of actors and decision points and the 

validity of the causal theory.  

Bardach (1980) viewed policy implementation as a part of the business of the 

political process. In his book, Implementation Game, (Bardach, 1977) he placed more 

emphasis on the aspects of conflict  in  implementation and  explained  implementation 

as a continuation of the political game  from the policy-adoption stage, though partly 

with  other actors  and  other  relations  among  actors.  These  games  tend  to distort 

implementation from the legislative goals. 

The  definition  given  by  Van  Meter  and  Van  Horn  (1975),  which  stated  that 

“policy  implementation  encompasses  those  actions  by  public  and  private  individual 

(or  groups)  that  affect  the  achievement  of  objectives  set  forth  in  prior  policy 

decisions,” was not that much different from the previous explanations.   

Winter considers that the second generation of  implementation studies  began 

in  the  early  1980s  and  attempted  to  take the next  step  in  theory  development by 

constructing theoretical models, which could guide the empirical  analysis.  However, 

the  construction  of  models  and  research  strategies  immediately  led  to  a  major 

confrontation  between the so-called  top-down  and  bottom-up  perspectives  on  policy 

implementation.  

According  to  the  original  rational  (top-down)  model,  a  good  chain  of 

command and a capacity to coordinate and control are the key ingredients of effective 

implementation.  This  model  explains  that  it  is  required  to  have  clarity  of  policy 
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objectives,  goals,  and  assignments,  standardization,  monitoring, and  evaluation, and 

fair  reward  and  punishment  measurements, in  order  to  make  the  implementation 

process  a  success.  The  best-known  and  most  frequently  used  top-down  analysis 

framework was developed by Mazmanian and Sabatier (1981). It contains seventeen 

variables  placed  in  three  main  groups  concerning the  tractability  of  the  problems 

addressed  by  the  legislation,  the  social  and  political  context, and the  ability  of  the 

legislation to structure the implementation process. This model, however, overemphasizes 

the role of those at the top, undermining the role of those that actually implement the 

decisions.   

The bureaucratic (bottom-up) model emphasizes the dedication and commitment 

of  people  at  the  street  level  and the understanding  of the real  situation  of  policy 

makers on the top as the imperative factors of successful implementation of a policy. 

They emphasize the influence that field workers have on the delivery of policies, such 

as social services,  health, education, and  law enforcement  in relation to citizens and 

firms. Bottom-up researchers also used the official objectives of a given legislation as 

the standard of evaluation (Lipsky, 1980; Winter 1986). Wetherley and Lipsky (1977) 

argued that the rational model was not helpful in practice by showing that control over 

people was not the way to effectively provide implementation.  

Sabatier  (1986)  analyzed  the  two  competing  models  of  implementation  and 

pointed  out  that  these  different  approaches  have  comparative  advantages  as 

explanations  in  different  contexts.  Parsons  (1995)  further  developed  this  idea  by 

stating that  mapping the context of problems offers the possibility of understanding 

the  multiple  dimensions  of  knowledge,  beliefs,  power,  meaning,  and  values,  which 

outline policymaking and implementation.  

Brown and Wildavsky (1983) consider implementation as a process of mutual 

adaptation, in which policies and programs adapt to their environment and each alter 

the other, instead of the forward mapping  framework suggested by  beginning with a 

statement  of  congressional  intent  and  mapping  out  compliance  with  the  original 

mandate. Elmore (1982) suggested that backward  mapping provides a  more realistic 

understanding of implementation. This approach begins with the implementer closest 

to the problem and traces backward the influences on action. 
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According  to  Jones  (1984),  “implementation is  the  set  of  activities  directed 

toward  putting  a  program  into  effect.”  Three  activities  are  particularly  important  to 

successful implementation: organization, interpretation, and application. Organization 

is  the  establishment  of the resources,  offices, and  methods  for  administering  a 

program.  Interpretation  means  translating  the  program’s  language—the  plans, 

directives,  and  regulatory  requirements—typically  found  in  a  law  or  regulation  into 

language  that  those  affected  can  understand.  Application  is  the routine  provision  of 

services, payments,, or other agreed-upon program objectives or instruments.  

Policy  implementation  is  a  crucial  stage  of  the  policy  process  because  it  is 

where  one  sees  actual  government  intervention  and  real  consequences  for  society 

(Mazmanian and Sabatier, 1983, Goggin et al., 1990).   

The  definition  given  by  Lane  (1993)  describes  implementation  as  a  set  of 

separate  activities  that  includes:  1)  clarification  of  objectives;  2)  a  statement  of  the 

relationship  between  outputs  and  outcomes  in  terms  of  causal  effectiveness;  and  3) 

clarification  of  the  relation  between  objectives  and  outcomes  in  order  to  affirm  the 

extent of goal achievement.  

One  of  the  latest  definitions  of  implementation  is  given  by  Larry  Gerston 

(2004),  who  considers  that  implementation  represents  the  conscious  conversion  of 

policy  plans  into  reality.  In  order  for  policies  to  work,  appropriate  government 

agencies  must  undertake  the  process  of  converting  new  laws  and  programs  into 

practice. 

Based on the findings from the above-mentioned scholars, the researcher will 

view  the  implementation  process  as  a  set  of  interactive  activities  between the 

clarification of goals and the actions to achieve them.  

The  generations  of  implementation  studies  have  been  helpful  in  directing 

attention to  implementation problems and  in  identifying  implementation  barriers and 

factors  that  might  ease  implementation.  In  this  regard,  the  different  models  of 

implementation  that  have  been  developed  can  be  divided  into  separate  groups  and 

used  to  explain  the  process  of  policy  implementation  from  different  angles.  Morgan 

(1986,  1993)  stated  that  it  is  not  possible  to  have  a  single  general  theory  of  policy 

implementation  due  to  the  fact  that  implementation  can  be  constructed  in  many 

different  ways.  Each  model  or  theory  provides  some  understanding  of  the  reality  of 

the complex system of implementation.  
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It  was  recognized  by  Lane  (1993)  that  as  long  as  the  concept  of 

implementation  remains  unexplained,  theory  about  the  conditions  for  successful 

implementation will remain ambiguous and there will be no single theory or model of 

policy implementation that can guarantee policy accomplishment.  

The  political  model states  that  implementation  is  effective  when  groups 

resolve their differences within shared goals and  put  policy  into  action.  The  rational 

model treats conflict as something unessential that requires only some coordination.  

In the game model, implementation  is simply another  form of politics, which 

takes  place  within  the  domain  of  unelected  power.  Bardach  (1977)  describes 

implementation  as  a  game  of  bargaining,  persuasion,  and  maneuvering  under 

conditions  of  uncertainty.  The  implementation  actors  are  playing  to  win  as  much 

control as possible to achieve their own goals and objectives.  

The organization  development  model was  born  when  public  organizations 

began to adapt private-sector, business-like approaches in their activities. This model 

claims  that  the  success  of  implementation  depends  on  motivation,  appropriate 

leadership, acceptance, and commitment. Teamwork is considered as a vital factor in 

the  implementation,  and the participation  of  all  players  is  required  to  achieve 

efficiency in the teamwork. 

  

2.1.3  Effectiveness of Public Policy 

Kraft and Furlong (2007) believe that the need for the effectiveness criterion is 

evident  in  the  all-too-frequent complaints about the  failure of government programs. 

Analysts  and  policymakers  speak  of  what  does  and  does  not  work,  and  about  policy 

success and the lack of it. In a narrow sense, effectiveness refers to reaching the stated 

goals and objectives.  

For  a  program  in  existence,  evaluation  of  its  effectiveness  usually  turns  on 

whether it has achieved the expected results or policy outcomes. Assessments such as 

these  require  that  analysts  develop  suitable  indicators  or  measurements  for  the 

specified outcomes.  

There are three types of implementation evaluation, which can be used alone 

or  in  combination  (Gonzales, 1994).    These  are  program  or  compliance  monitoring, 

process evaluation, and component evaluation.  
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Compliance  monitoring is a  process  of  collecting  data  to  answer  questions 

such  as,  “Was  the  program  implemented  as  desired?”  or  “Were  the  mandated 

guidelines  and  requirements  being  met?”  Thus, it is  one  of  the  few  strategies 

employed in implementation evaluation that can be summarized quantitatively.  

Process evaluation focuses on why certain things are happening, how the parts 

of  the  program  fit  together,  and  how  people  perceive  the  program  as  a whole.  Its 

principal  function  is  to  provide  descriptive  detail  on  the  process  of  implementing  a 

program so that defects in its design can be detected and corrected.  

For component  evaluation, the  target  of  the  evaluation  is  the  operation  of  a 

specific  component  of  the  program  rather  than  the  entire  program.  This  type  of 

evaluation can be used to study how various components are combined in a complete 

program evaluation. 

Patton  (1986)  studied the implications  of  effectiveness  evaluation  as 

summative  evaluation. Summative  evaluation is  a  conclusion-oriented  approach, 

which  can  be  used  to  determine  the  effectiveness  of  a  program.  Patton  tells  us  that 

“summative evaluation questions are these: Has the program been effective? Should it 

be  continued?  Did  the  program  bring  about  (cause)  the  desired  outcomes?”  The 

measurement of outcomes is central to determining effectiveness and can be measured 

at  the  program  or  individual  level.  Outcome  evaluation  essentially  compares  actual 

outcomes of a program with desired outcomes (goals). 

Pratt  and  Zeckhauser  (1983)  indicated  that  policy  monitoring  focuses  on 

analysis of bureaucratic outputs and outcomes. It is too costly to keep a watchful eye 

on everything the bureaucracy does. Thus, the focus should be on a particular output, 

a  particular  series  of  outputs,  or,  in  the  bureaucratic  setting,  a  series  of  outcomes. 

Since  policy  monitoring  derives  from  theory,  its  primary  goal  is  to  provide  actual 

decision-makers  in  real-world  situations  with  direct,  systematic,  and  unbiased 

information on the  level and  nature of a particular policy output on a continual  basis 

of time. 

Brewer  and  Peter  (1983)  categorized the conditions  for the  evaluation  of 

effectiveness:  

1)   The goals or objectives of the program should be specified to allow 

for definable outcomes 
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2)   The  program  should  be  clearly  defined  to  determine  whether  it  is 

present or absent in a given setting and  

3)   Some  basis  for  estimating  the  state  of  outcomes  in  the  absence  of 

the program should be available for comparison to program outcomes. 

 

2.1.4  Factors Affecting the Implementation Effectiveness of Public Policy 

The  researcher  finds  the  study  of  an  independent  evaluation  group that 

reviewed the World Bank  support for public  sector reform (PSR) between 1999 and 

2006 very  important  because  these  reforms  were  implemented  in  many  countries  in 

four different areas: public financial management (PFM), civil service and administration 

(CSA),  revenue  administration  and  cross-cutting  anticorruption  and  transparency 

initiatives. Comparative studies on an international scale always yield more profound 

knowledge about the phenomenon of interest because they provide an opportunity to 

meditate  on  the  successes  and  failures  of  diverse  experiences. In  their  final  report, 

they recognized that support  for  public  sector  reform, the importance  of  political 

commitment, complexity of sequencing, and the need to sustain efforts over the long 

term,  especially  to  change  organizational  culture  and  behavior  in  support  of  public 

service reform, were the most important factors that contributed to the success of the 

reforms (The World Bank, 2008).  

In their book, “Beyond Delivery: Policy Implementation as Sense-Making and 

Settlement,” Edward Peck and Perri 6 (2006) argued that successful  implementation 

requires  two  factors.  The  first  one  is a  set  of  sufficient  capabilities  within 

organizations  and  between  organizations,  including the capabilities  for  coordination 

of  each  of  the  organizations  involved.  Second,  it requires just  enough  willingness 

among key players to contribute to, or at least to agree and not actively to obstruct, the 

use of those capabilities. The essence of their account of capabilities consists of the 

range  of  organizational  structures  (or  ways  of  organizing)  that  are  available  and an 

explanation of the peculiar strengths and weaknesses of each of these structural forms 

for sustaining capabilities. These capabilities may encompass the nature of the policy 

and  the  implementation  problem, as well as the  methods of  solving the  challenge of 

applying a general policy commitment to unique local conditions.  
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Gerston  (2004)  considered adequate  funding,  boilerplate  provisions, 

limitations in the  number  of  agencies  involved, and political  controls  on  the 

bureaucracy as the most facilitating factors in the implementation effort. He explained 

that  adequate  financial  resources  allow  for  making  long-term  plans,  making  staff 

arrangements,  making  policies  operational,  and  completing  policy  objectives. 

According  to  him,  funding  is  the  hallmark  of  commitment.  As  for  the  boilerplate 

provisions,  they  represent  commitments  to  general  social  goals  created  through 

programs adopted at earlier points in time. The implementation of one policy may be 

dependent  upon  the  continued  enforcement  of  other  laws  or  regulations.  Gerston 

believes  that  successful  implementation  depends  upon  simplicity,  and  simplicity 

demands that authority and administrative responsibilities be shared among the fewest 

possible  agencies.  Without  proper  political  controls  on  the  bureaucracy, 

implementation  of  the  intended  policy  may  drift  away  from  policy  objectives.  With 

proper  oversight,  bureaucracies  and  their  personnel  are  hard  pressed  to  exercise 

discretionary authority in a manner different from the policy’s design.  

McLaughlin (1976) identified the  implementers closest to the action and their 

immediate  environment  as crucial. According  to  her,  the amount  of  interest, 

commitment, and support evidenced by the principal actors have a major influence on 

the prospects for success. The context in which these  implementers operate emerged 

as  very  important  in  the  Rand  study  on  educational  innovations, from  which 

McLaughlin drew her conclusions. It characterized organizational features of schools 

and  districts  and  determined  that  these  contextual  variables  were  related  to  how 

effectively  innovations  were  implemented.  Further  implementation  strategies  and 

fixed  organizational  elements  appeared  to  be  interactive  (Berman,  1980).  The 

presence  of  an  implementation  entrepreneur  can  make  a  crucial  difference  in  local 

situations.  Levin  and  Ferman  (1985)  stressed that  leadership  can  be a significant 

political hidden hand that guides disorganized and disparate interests to converge on 

support of implementing policy. 

The general model of implementation, developed by Van Meter and Van Horn 

(1975), went  beyond  the  usual  structural  metaphors to  uncover  policy  relationships. 

They found that unclear and vague policies, and the fundamental autonomy that state 

and  local  governments  enjoy  in  the  United  States  federal  system were the main 
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reasons for the minimal  impact  of  public  laws  and  federal  implementing  agencies. 

The  characteristics  of  implementing  agencies, the predispositions  of  implementers, 

and  resources, among  other  things,  such  as  standards  and  objectives  of policy, 

resources, inter-organizational communication, enforcement activities, and economic, 

social and political conditions were identified as crucial.  

Scholars that have  built  on  Lowi’s  Policy  typology  (1972)  have  provided 

considerable  theoretical  headway.  The  argument  made by researchers,  including 

Hargrove (1980), Ripley and Franklin (1982), and Meier (1987), is that the pattern of 

benefits  and  costs conferred  by  the  policy  largely  determines  the  relationships  that 

emerge in implementation and whether implementation will succeed.  

Thawilwadee Bureekul (1998) found that effective policy implementation was 

determined by  the implementing  agencies’  capacity  and  the  willingness  to  comply 

with  the  policy. Lipsky  (1978) suggested  in  his  studies that  the behavior  of  policy 

deliveries as primary factors that influence behavior should be observed. Based on his 

research on the complex changes  in the education sector management of UK  for the 

last few years, Wallace (2007) pointed out that developing a generic capacity to cope 

as  effectively  as  possible  with  the  complexity  of  public  service  change  across  all 

system levels is a worthwhile focus for policy making.  

Van Meter and Van Horn (1975) identified that policy resources had a critical 

impact  on policy  implementation  effectiveness.  McLaughlin  (1976)  found  that 

implementers’ commitment  and  support have a  major  influence  on  the  success  of 

policy implementation.  

McHugh  et  al.’s  (1999)  study  of  a  change  program  in  a  public  service 

organization  found  that  programs  were  more  likely  to  succeed  when  change  is 

initiated by “front line” staff at the boundaries of the organization rather than by the 

senior  manager’s  orders.  Bruhn  et  al.’s  (2001)  study  highlights  the  importance  of 

ensuring employee acceptance of and commitment to the change process.   

This  idea  was  confirmed  recently  by  Osborne  and  Brown  (2005).  However, 

they cautioned that while the involvement of organizational members is considered to 

be a crucial component of change management in public organizations, less is known 

about  what  kind  of  participation  (authority,  representation,  decision  making,  and 

policy formulation) leads to successful organizational change management.  
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Another interesting research was carried out by Beer and Eisenstat (2000) that 

identified the “killers” of successful reform in public service organizations. They are: 

1) Top-down or laissez faire senior management style 

2) Unclear strategy and conflicting priorities 

3) An ineffective senior management team 

4) Poor vertical communication 

5) Poor coordination across functions, businesses or borders, and  

6) Inadequate down-the-line leadership skills and development. 

However,  the  factors  important  to  developing  effective  change  strategies 

involved:  

1) Setting clear organizational goals 

2) Adopting appropriate communication strategies and linkages across 

the organization and  

3) High-quality leadership and management. 

Several comparative studies of reform programs have been implemented on an 

international scale similar to the one that the researcher mentioned at the beginning of 

this  section.    The  study  of  the  reform  programs  in  the  public  service  sector  in  the 

eleven  countries representative  of  Francophone  and  Anglophone  economically-

advanced and developing countries initiated by the European Centre for Development 

Policy  Management  in  Maastricht  (ECDPM),  and  the  International  Institute  of 

Administrative  Sciences  (IIAS),  with  headquarters  in  Brussels,  came  up  with  the 

following  six  major  factors  (Corkery  et  al., 1998)  that  were  held  responsible  for 

contributing to successful implementation: 

1) Explicit  political  support over  an  extended  period  to  give  the 

exercise credibility and to create an acceptance of the fact that the reform is going to 

be introduced 

2) A clearly-defined goal and strategy for its achievement which takes 

account of what can be achieved in the political and institutional environment 

3) Effective communication between all of the actors and stakeholders 

regarding the objectives and strategies of the program 
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4) An  agency responsible  for  the  implementation  of  the  strategy with 

sufficient  “power”  to  put  the  program  into  effect  and the  intellectual  and  tactical 

capacity required for the effective execution of its task 

5) Involvement of the ministries/agencies in the identification of issues 

to  be  addressed  and  the development  and  implementation  of  programs  to  address 

these 

6) A “feedback,” monitoring, and evaluation process.  

There was another very  interesting comparative study done  at a  later date by 

the  World  Bank  (Manning  and  Parison,  2004)  on  the  request  of  the  government  of 

Russia, when Russian Federation authorities were preparing for implementation of the 

Program  for the Reform of the  Civil Service System  in the Russian  Federation. The 

conclusions were drawn from a comparative analysis of administrative reforms of the 

10-15 previous years in 14 countries, such as Australia, Brazil, Canada, Chile, China, 

Finland, Germany, Hungary, the Netherlands, New Zealand, Poland, the Republic of 

Korea,  the  United  Kingdom,  and  the  United  States.  The  recommendation  was to 

create a central  agency  capacity  that would be  necessary  to  lead  the  reforms. 

Development, implementation, and review of the reforms are a major and complex set 

of activities that must be separately and explicitly resourced, and that can represent a 

significant  real  cost  of  reform.  Change  management,  capacity  building,  training, 

consultation,  and  communications  (both internal  and  external)  are  all  of  major 

importance throughout the development and implementation of the reform program.  

For  the  policy  resources,  the  finding  of  Van  Meter  and  Van  Horn  (1975) 

confirmed that policy resources were identified as having a critical impact on policy 

implementation  effectiveness.  McLaughlin  (1976)  found  that  implementer’s 

commitment  and  support have a  major  influence  on  the  success  of  policy 

implementation.  

With all these different approaches to defining a model of implementation, the 

researcher found it useful to present them in table form in order to obtain a compact 

and  clear  view  of  the  key  factors  that  scholars  find  important  for  effective 

implementation of policy.  
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Table 2.1  Theoretical References of Independent Variables 

 

No. 
Independent 

Variables 
Theoretical/Empirical References 

1. 

 

 

 

 

Policy  

Environment 

 

 

 

• Van Meter and Van Horn (1975) 

• Cheema and Rondinelli (1983) 

• Mazmanian and Sabatier (1983) 

• Pfeffer and Salancik (1978) 

• Talero (2001) 

• The World Bank (2003) 

2. 

 

 

 

Political Support 

 

 

 

• Cheema and Rondinelli (1983) 

• Voradej Chandrasorn (1984) 

• OECD Policy Brief (2003) 

• Holmes (2001) 

• The World Bank (2003) 

3. 

 

Role of Regulating 

Agency 

• Talero (2001) 

 

4. 

 

 

 

Policy Objectives 

 

 

 

• Van Meter and Van Horn (1975) 

• Pressman and Wildavsky (1979) 

• Cheema and Rondinelli (1983) 

• Hambleton (1983) 

• Voradej Chandrasorn (1984) 

5. 

 

 

Policy Resources 

 

 

• Van Meter and Van Horn (1975) 

• Pressman and Wildavsky (1979) 

• Edwards (1980) 

• Cheema and Rondinelli (1983) 
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 Table 2.1  (Continued) 

  

No. 
Independent 

Variables 
Theoretical/Empirical References 

    

• Voradej Chandrasorn (1984)  

• Hambleton (1983) 

• Ahituv and Neumann (1982) 

• Dickson and Wetherbe (1985) 

• Laudon and Laudon (2000) 

• Lucas (1981) 

• Silver et al. (1995) 

6. Policy Environment • Van Meter and Van Horn (1975) 

7. 

 

 

 

 

 

Human Resources 

 

 

 

 

 

• Cheema and Rondinelli (1983) 

• Voradej Chandrasorn (1984) 

• Lucas (1981) 

• Ahituv and Neumann (1982) 

• Silver et al. (1995) 

• Laudon and Laudon (2000) 

• Talero (2001) 

• The World Bank (2003) 

8. 

 

 

 

 

 

Financial 

Resources 

 

 

 

 

• Cheema and Rondinelli (1983) 

• Mazmanian and Sabatier (1983) 

• Voradej Chandrasorn (1984) 

• Harvard Policy Group (2001) 

• Ahituv and Neumann (1982) 

• Milis and Roger (2002) 

• Atkinson and Jacob (2000) 
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 Table 2.1  (Continued) 

  

No. 
Independent 

Variables 
Theoretical/Empirical References 

9. 

 

 

IT Infrastructure 

 

 

• Lucas (1981) 

• Talero (2001) 

• The World Bank (2003) 

• Apiwan Dejnaronk (2000) 

10. 

 

Implementing 

Agency Capacity 

• Thawilwadee Bureekul (1998) 

• Voradej Chandrasorn (1984) 

• Dickson and Wetherbe (1985) 

11. 

 

 

 

 

 

 

 

 

Leaders’ 

Competence 

 

 

 

 

 

 

 

• Cheema and Rondinelli (1983) 

• Mazmanian and Sabatier (1983) 

• Voradej Chandrasorn (1984) 

• Allison (1971) 

• Berman and McLaughlin (1977) 

• Baum and Cooke (1992) 

• Ginzberg (1981) 

• Ahituv and Neumann (1982) 

• Davis and Olson (1984) 

• Silver et al. (1995) 

• Laudon and Laudon (2000) 

12. 

 

 

 

Leaders’ 

Commitment 

 

 

• Cheema and Rondinelli (1983) 

• Mazmanian and Sabatier (1983) 

• Voradej Chandrasorn (1984) 

• Ginzberg (1981) 
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Table 2.1  (Continued) 

 

No. 
Independent 

Variables 
Theoretical/Empirical References 

    

• Dickson and Wetherbe (1985) 

• Laudon and Laudon (2000) 

• Silver et al. (1995) 

• Laudon and Laudon (2000) 

13. 

 

 

 

Implementers’ 

Competence 

 

 

• Cheema and Rondinelli (1983) 

• Elmore (1979) 

• Dickson and Wetherbe (1985) 

• Laudon and Laudon (2000) 

• The World Bank (2003) 

14. 

 

 

 

 

Attitude of 

Implementers 

 

 

 

• Van Meter and Van Horn (1975) 

• Edwards (1980) 

• Lucas (1981) 

• Ahituv and Neumann (1982) 

• Laudon and Laudon (2000) 

• Dickson and Wetherbe (1985) 

15. 

 

 

 

 

Implementers’ 

Acceptance 

 

 

 

• Voradej Chandrasorn (1984) 

• McLaughlin (1976) 

• Laudon and Laudon (2000) 

• Dickson and Wetherbe (1985) 

• Davis (1989) 
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 Table 2.1  (Continued) 

  

No. 
Independent 

Variables 
Theoretical/Empirical References 

16. 

 

 

 

 

Implementers’ 

Commitment 

 

 

 

• Cheema and Rondinelli (1983) 

• Mazmanian and Sabatier (1983) 

• Voradej Chandrasorn (1984) 

• Ginzberg (1981) 

• Dickson and Wetherbe (1985) 

• Laudon and Laudon (2000) 

 

2.2  The Nature of the Civil Service System and Civil Service Reforms  

 

2.2.1  The Nature of the Civil Service System 

One can conclude from the reading of textbooks on public administration that 

the term civil service has two distinct meanings: 

1) The  branch of governmental  service  in which  individuals are  hired 

on the basis of merit which is proven by the use of competitive examinations 

2) The  body  of  employees  in  any  government  agency,  except  the 

military. 

A civil servant or public servant is  a civilian public sector employee working 

for  a  government. The term explicitly excludes the armed services, although civilian 

officials  will  work  at  "defense ministry" headquarters. The term always includes the 

state's  employees.  Whether  regional  or  municipal  employees  are  called  "civil 

servants"  varies from country to country. In the  United  Kingdom,  for  instance, only 

Crown employees are civil servants, while county or city employees are not. 

It  is  important  to  point  out  that  civil  service  is  an  integral  part  of  the  public 

administration  system. Public administration can  be  broadly  described  as  the 

development,  implementation, and  study  of the branches  of  government policy.  The 

pursuit of the public good by enhancing civil society and social justice is the ultimate 

http://en.wikipedia.org/wiki/Public_sector�
http://en.wikipedia.org/wiki/Policy�
http://en.wikipedia.org/wiki/Civil_society�
http://en.wikipedia.org/wiki/Social_justice�
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goal  of  the  field.  Though  public  administration  has been historically  referred  to  as 

government  management,  it  increasingly  encompasses non-governmental  organizations 

(NGOs) that also operate with a similar dedication to the betterment of humanity. 

Differentiating  public  administration  from its  closely-related  field—business 

administration—has  become  a  popular  method  for  defining  the  discipline.  First,  the 

goals  of  public  administration  are  to  improve equality,  justice,  security,  efficiency, 

effectiveness, and, at times, for profit. These values help to both differentiate the field 

from  business  administration,  primarily  concerned  with  profit,  and to define  the 

discipline. Second, public administration is  a  relatively  new,  multidisciplinary  field. 

The third defining feature deals with administrative duties. Public administrators work 

in  public  agencies,  at  all  levels  of  government,  and  perform  a  wide  range  of  tasks. 

Public  administrators  collect  and  analyze  data  (statistics),  monitor  fiscal  operations 

(budgets,  accounts,  and  cash  flow),  organize  large  events  and  meetings,  draft 

legislation,  develop  policy,  and  frequently  execute  legally-mandated,  government 

activities. Regarding this final aspect, public administrators find themselves serving as 

parole  officers,  secretaries,  note  takers,  paperwork  processors,  and  records keepers, 

notaries of the public, cashiers, and managers. Indeed, the discipline couples well with 

many  vocational  fields, such  as  information  technology,  finance,  law,  and 

engineering. When it comes to the delivery and evaluation of public services, a public 

administrator is undoubtedly involved. 

However, can there be a sovereign state without public management, without 

executive  agencies  swollen  with  unelected  officers  endowed  with  considerable 

discretion to act on their own, as well as the sovereign’s interests? The answer is yes.  

The  first  American  Republic,  under  the  Articles  of  Confederation,  in  effect 

had  but  one  branch  of  government: the  Congress.  (The  first  President  of  the  United 

States  was  Samuel  Huntington,  “The  President  of  the  United  States  in  Congress 

Assembled.”).  Members  and  committees  of  members  of  the  Continental  Congress, 

which comprised representatives from each state, conducted all state business.  

The  fact  is that sovereigns create administrative  institutions to carry out their 

purposes  and  have  done  so  since  ancient  times.  Formal  authority  both  enables  and 

constrains officials’ activities toward the ends of the polity or of the elites claiming to 

act in its name or representing its interests.  

http://en.wikipedia.org/wiki/Non-governmental_organization�
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Public  administration’s  classic literature  understood  management  in  a 

democracy  to  be  the  responsible  and  lawful  exercise  of  discretion  by  public 

administrators (Davy, 1962; Bertelli and Lynn, 2003) In this view, public management is 

a structure of governance intended to enable public officials to effect the will of the 

people or, better, to give effect to the balance of  interests among them (Lynn, 2003; 

Bertelli, 2004) expressed that  new  direction  by  saying  that  “governments  should  not 

be run  like a business; they should  be run  like a democracy. Across the country and 

around  the  world,  both  elected  and  appointed  public  servants  are  acting  on  this 

principle  and  expressing  renewed  commitment  to  such  ideals  as  the  public  interest, 

the governance process, and expanding democratic citizenship.” 

Administrative  institutions usually grow out of the personal  servants of  high 

officials, as in the Roman Empire. As it was outlined in the work of Johannes (1971), 

appointments were made entirely by inheritance or patronage and not on merit, and it 

was also possible  for officers to employ other people to carry out their official tasks 

but to continue to draw their salary themselves. There are obvious parallels here with 

the early bureaucratic structures in modern states, such as the Office of Works or the 

Navy in 18th century England, where again appointments depended on patronage and 

were often bought and sold. 

Further  development  of  this  system  makes  the  servants  of  the  kings  and  or 

other royalties  into the servants of the state, later on transformed  into the servants of 

the people.  

 

2.2.2  The Conception of Civil Service Reform 

The  basic objective  of  civil  service  reforms  is  to  enable  civil  service 

institutions to recruit,  train, and  retain  highly competent and  ethical  employees, 

change  bureaucracies  to  be  efficient  and  effective,  and  make  civil  servants  more 

responsive  to  public  policies  and  executive  leadership. However,  depending  on  the 

nature  of  the  public  administration  system  and  current  situation  in  the  respective 

country, the spirit and purpose of civil service reforms vary.  

Civil service reforms are initiated by different stakeholders. However, the role 

of politicians is high in this respect. Elected officials are held accountable in a variety 

http://en.wikipedia.org/wiki/John_Lydus�


27 

 
 

of ways for the performance of the civil service and therefore are justifiably interested 

in  reforms  that  improve  performance  and  responsiveness  (Kettl  et  al.,  1996).  This 

reform change  has  been, and  continues  to  be, the  “invention”  of  civil  service  and 

human  resource  management  systems  that  promote  responsiveness  in  its  broadest 

sense, and foster  accountability  to  electorates  and  other  segments  of  society. Most 

importantly,  these  systems  must  enjoy  broad  public  support  and  confidence  (Hays, 

1996). 

Riccucci  (2007)  states  that  public  personnel, as an embodiment  of  civil 

service, shapes  the  realm  of  government. The  key  issue  in  all  civil  service  reforms 

deals with strengthening and motivating the personnel in this sector. In one of the first 

textbooks on public administration, Mosher and  Kingsley (1936: 41) pointed out the 

importance of and need for highly-qualified public servants; fair and equitable wages 

for  all  public  employees;  full  rights  of  representation  and  a  voice  in  determining  the 

conditions  of  work;  and  elevating  the  prestige  of  public  employment  to  the  level  of 

importance it deserves.  

The latest wave of public sector reforms across the world got underway since 

the  first  programs  in  the  early  1980s  in  the  UK  and  USA  (Pollitt  and  Bouckaert, 

2004).  By  the  early  1990s,  the  reform  movement  was  widespread  throughout the 

OECD  countries  and  it  then  spread  even  further.  It  was often  encouraged  by  the 

World Bank and  multilateral aid agencies. It  should  be  mentioned  that these  reform 

programs  differed  considerably in  their  intentions,  contents,  methods,  speed  of 

implementation, and degrees of success. Nevertheless, there were a number of strong 

similarities in  these  reforms,  which  made  academicians  interested  in  finding a 

typology of public sector reform.  

Gunn (1987) made one of the earliest attempts to come up with a pattern in the 

reform  movements,  based  primarily  on  the  UK  experience.  He  called  the  new 

approach “public  management” and pointed out its main  character, “a merger of the 

normative  orientation  of  traditional  public  administration  and  the  instrumental 

orientation  of  general  management.”  The  phrase “new  public  management” (NPM) 

was  quickly  adopted  to  describe  the  underlying  reform  approach  in  many  countries 

(Hood 1991; Dunleavy and Hood, 1994).  
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Christopher  Pollitt  (1993)  suggested  that  reforms  in  the  early  1980s  were 

essentially a crude neo-Taylorist  form  of managerialism, which concentrated on cost 

reduction,  budget  decentralization, and  performance  target-setting.  He  proposed  that 

NPM could be more accurately conceived as that package of reforms which emerged 

in the late 1980s in the UK. The  main elements of those reforms were (Pollitt, 1993: 

180):  

1) Much  bolder  and  larger  scale  use  of  market-like  mechanisms  for 

parts of the public sector that could not be transferred directly into public ownership 

(quasi-markets) 

2) Intensified  organizational  and  spatial  decentralization  of  management 

and production of services 

3) Rhetorical emphasis on the need to improve service “quality”  

4) Insistence on greater attention to the wishes of the individual service 

user-“customer.”    

At  this  point,  one  of  the  key  issues  of  disagreement  arises  in  the  literature. 

Pollitt (1993: 189) says that “The value structure of NPM is fuzzy because “quality” 

and “consumer  responsiveness” sit  alongside  a fierce  and  continuing  concern  with 

economy  and efficiency.” He suggests that it is not clear which group of values will 

take priority when a trade-off has to be made and at some point, it is inevitable. 

However,  more  recently,  Pollitt  and  Bouckaert  (2004)  have  argued  that 

experience  in  the  last  20  years  in  ten  major  countries  has  shown  that  there  is  no 

fundamental  contradiction  between  improving  quality  and  cutting  costs.  The 

relationship  between  them  depends  on  the  context, particularly  whether  cost  cutting 

can be achieved by exploiting spare capacity or technological advances, for example, 

in ICT.  

Other  authors,  such  as Hood  (1991), are  more  confident  that  the  choice  is 

inherent within the  model. They  suggest that  NPM  prioritizes the  values  of  frugality 

and  cost-reduction  over  those  of  fairness,  rectitude, and  mutuality,  as  had  the 

preceding reforms in the early 1980s.  

In  the  USA,  NPM  was  reformulated  by  Osborne  and  Gaebler  in  1992  as 

“entrepreneurial  government.” This  new  public  policy  was  characterized  by  ten 
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attributes,  which  were  to  become  famous  throughout  the  public  sector  in  many 

countries:  

1) Steering rather than rowing; 

2) Empowering rather than serving; 

3) Injecting competition into service delivery 

4) Transforming rule-driven organizations  

5) Funding outcomes rather than inputs  

6) Meeting customer not bureaucracy needs  

7) Earning rather than spending 

8) Prevention rather than cure 

9) Participation rather than hierarchy  

10)  Getting change “via” the market.  

The  strong resemblance  of  these  attributes  to the  eight  maxims  which  Peters 

and  Waterman  (1982)  had  proposed  to  characterize  the  “cultural  revolution”  in  the 

private sector ten years earlier can be explained by the belief that modern approaches 

to  private  sector  management  were  key  to  successful  public  sector  management 

(Osborne  and  Gaebler,  1992).  While  some  authors  (Du  Gay,  2000)  have  tended  to 

connect NPM with this “entrepreneurial government” approach, there are elements of 

this list that are clearly rather different from those which were highlighted in Pollitt’s 

characterization  of  NPM  above.  In  particular,  the  emphasis  on  “empowering  rather 

than serving”  and on  “participation rather than  hierarchy” go well  beyond the tenets 

of  the  core  NPM  approach  and  begin  to  reach  out  towards  a  new  concept  of 

governance in the public sector.  

Alongside  the  rapid  spread  of  public  sector  reform  movements  during  the 

1990s, some academicians gave rise to a debate as to whether there was convergence 

towards  a  single  model.  The  comparative  study  of  the  trends  in  12  major  countries 

undertaken by Pollitt and Bouckaert (2004) gave a clear answer to this question. They 

distinguished  four  very  different  strategies  for  public  sector  reform:  maintain, 

modernize,  marketize,  or  minimize.  Their  study  showed  that  different  regimes  at 

different  times  appeared  to  have  leaned  towards  one  or  another  of  these  strategies 

(Pollitt  and  Bouckaert,  2004: 178).  They  concluded  that  “From  an  incrementalist  
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perspective,  therefore,  the  nature  of  public  management  reform  is  bitty,  ad  hoc  and 

specific,  not  strategic,  comprehensive  and  driven  by  generic  models.”  (Pollitt  and 

Bouckaert, 2004: 195).  

This conclusion backed up the findings of Peters and Savoie. They argued that 

they were invariably confronted with a confusing and contradictory picture of change 

when  taking  stock  of  administrative  reforms:  “On  the  one hand,  we  discover  that  a 

large  number  of  changes  have  been  adopted  and  implemented,  and  appear  to  have 

produced some benefits for people inside and outside government. On the other hand, 

we  also  discover  that  few,  if  any,  of  these  reforms  have  been  able  to live  up  to the 

claims of their advocates” (Peters and Savoie, 1998). 

More recently, it has become clear that a public organization cannot be judged 

only on the excellence of its services. It must also be excellent in the way it exercises 

its political, environmental, and social responsibilities. Accordingly, a new generation 

of  government  reforms  has begun around  the  world and  it may  be  labeled “public 

governance” reforms.   

Bovaird and Loeffler (2003) have suggested that there are two key components 

of  good  public  governance:  improvements  in  public  policy  outcomes  and 

implementation  by  all  stakeholders of a set of principles and processes  by  means of 

which appropriate public policies will be designed and put into practice. Even though 

many of the principles of NPM are still regarded as important components of public 

governance  reforms, governments emphasize rather  different  issues nowadays 

(Bovaird and Loeffler, 2003):   

1)  Citizen engagement   

2)  Transparency   

3)  Accountability  

4)  The equalities agenda and social inclusion  

5)  Ethical and honest behavior   

6)  Equity (fair procedures and due process)   

7)  Ability to compete in a global environment   

8)  Ability to work effectively in partnership   

9)  Sustainability  

10)   Respect for the rule of law.    
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Having this general argument about the recent trends  in civil service reforms 

in  many  countries,  let us  have a closer  look at the reform  intentions, objects,  means 

and results, and the main factors that have influenced the success and failure of these 

reforms in some individual countries.  

 

2.3  Civil Service System and Civil Service Reform Policy in Mongolia  

 

Mongolia  is  a  parliamentary  democracy  that  selects  its  leaders  through 

universal suffrage in open, competitive elections. According to the 1992 Constitution, 

Parliament  (the  Great  Hural)  is  the  highest  organ  of  state  power  and  is  elected  by 

popular suffrage once every 4 years. The President, also directly elected for a 4-year 

term,  is  the  head  of  state.  The  president  nominates  the  prime  minister to  Parliament 

”in  consultation with the  majority party or parties  in the National Parliament  if  none 

of  them  has a  majority of  seats” (Article 33[2]). The prime  minister,  in consultation 

with  the  president,  nominates  members  of  the  Cabinet  from  members  of  Parliament 

and  others  outside  Parliament  and  submits  the  nominations  to  Parliament  for  its 

approval. Parliament appoints, replaces, or removes the prime minister and members 

of  the  Cabinet.  The  Law  on  the  Government  of  Mongolia  (1993)  sets  out  the 

relationship between the Prime Minister, the President, and Parliament. 

The separation of powers provides that the President  is the  head of state and 

has  the  power  to  veto,  partially  or  wholly,  laws  or  other  decisions  passed  by 

Parliament.  Acting  on  findings  of  the  Constitutional  Court  (Tsets), Parliament  may 

remove  the President.  Under  certain  circumstances,  the President  also  may  dissolve 

Parliament.  

The Constitution provides for an independent judiciary, at the apex of which is 

the Supreme Court. The president appoints the judges of the Supreme Court following 

their presentation to Parliament by the General  Council of  Courts,  a  body  set  up  to 

select  judges  and  to  preserve  the  independence  of  the  judiciary.  The  Constitutional 

Court handles constitutional issues. The Constitutional Court is established separately 

from  the  judiciary  and  consists  of  nine  members  appointed  for six-year  terms  (the 

terms  are  deliberately  not  coterminous  with  the  term  of  the  government).  Three 

members  of  the  Constitutional  Court are appointed  by  Parliament,  three  by  the 
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president, and three by the Supreme Court according to the Law on the Constitutional 

Court (1994). 

 

2.3.1  Political and Administrative Systems in Mongolia 

Mongolia  is a unitary political  system that  is divided administratively  into 21 

provinces (aimag), and the capital city (Ulaanbaatar) with the status of the province. 

The  provinces  are  divided  into  331  soums  (administrative  units),  which  in  turn  are 

divided  into  1,517  baga  (communities).  The  capital  city  Ulaanbaatar  is  divided  into 

nine  districts  (administratively  equivalent  to  soums),  which  are  subdivided  into  117 

khoroos  (administrative  equivalents  to  baga).  The  average  number  of  soums  per 

province is 18, but the number ranges from about 14 to 27 (Batsukh, 2009).  

Even though the Constitution provides local governments with a great deal of 

autonomy,  for  example,  they  may  make  independent  decisions  in  relation  to 

socioeconomic  issues, in  practice,  their  autonomy  is  severely  curtailed.  Most  local 

governments  lack the capacity to raise revenues, making them  heavily dependent on 

transfers from the central government.  

According  to  the  Constitution,  local  Hurals  nominate  governors  and  they  are 

appointed  by  the  Prime  minister  to  exercise  state  power  in  the  provinces  and in 

Ulaanbaatar  city.  The  governors  appoint  the  executive  authorities  of  lower-level 

administrative  units.  According  to  the  Law  on  Mongolian  Administrative  and 

Territorial  Units  and  Their  Governance  (1992),  the  provinces  and  Ulaanbaatar,  the 

regions  and  districts  are  responsible  for  such  matters as  local  economic  and  social 

development,  budgets,  financial  activities,  operational  reports  and  discussion,  and 

evaluation of the governors’ work reports. 

Local Hurals (assemblies) are directly elected through universal suffrage. The 

local  Hurals  are  constitutionally  self-governing  bodies,  which  are  charged  with 

making  independent decisions  in relation to socioeconomic  issues  in their respective 

areas. Governors are principally representatives of higher authority and have the right 

to veto decisions taken by local Hurals. Nevertheless, local assemblies may override 

the  veto  by  majority  vote,  whereupon  governors  may  resign  if  they  feel  unable  to 

implement  the  decision.  Governors  have  a  long  list  of  duties  that  include  approving 

and implementing the budget and undertaking measures to realize territorial policy in 
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relation  to  finance,  loans,  and  taxes (Law  on  Mongolian  Administrative  and 

Territorial Units and Their Governance). The government consists of the Cabinet, led 

by the Prime minister. MPs serve as Cabinet ministers.  

  

2.3.2  The Present Civil Service System of Mongolia 

The public sector in Mongolia consists of the civil service (including security 

and social services), infrastructure, utility, social security, and the labor sectors. 

Although  the number  of  civil  servants  in  the  health  and  education  sectors 

account  for  approximately  57  percent  of  the  total  number  of  civil  servants,  the 

remaining  sectors  have  an  equally  important  role  in  providing  important  services  to 

the citizens of Mongolia (Civil Service Commission of Mongolia, 2008a). 

Central  and  local  administrations  are  responsible  for  ensuring  the  smooth 

operations of the Civil Service. 

The  government  is  organized  according  to  the  following  functional 

alignments: 

1) Line  ministries  assuming  strategic  planning,  providing  policy 

guidance,  formulating  programs, and regulating,  monitoring,  evaluating, and 

assessing functions 

2) Regulating  agencies  assuming  legislation  and  standards-enforcing 

functions 

3) Implementing  agencies  and  budget  organizations  assuming  policy 

implementation functions. The policy implementing functions might also be assumed 

by economic entities with whole and partial state ownership, by the private sector or 

non-governmental organizations (NGOs) on a contract basis with the government 

4) Local  administrative  entities—all  levels  of Governors’  offices 

assuming  local  territorial  strategic  planning,  providing  policy  guidance,  formulating 

programs, and regulating, monitoring, evaluating, and assessing function. 

5) Local  implementing  agencies  and  budget  organizations  assuming 

policy  implementation  functions.  The  policy  implementing  functions  might  also  be 

assumed by the private sector or non-governmental organizations on a contract basis 

with the Government 
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6) Entities  with  central  management  functions (national  development 

planning,  macro-economic  analyses,  financial,  personnel,  supporting  executive 

management) and inter-sectoral government agencies assuming other functions (trade, 

labor, customs, and tax) support the operation of line ministries. 

The current Cabinet, with Prime Minister S. Batbold, is served by the Cabinet 

Secretariat and  is headed  by  a  Chief  of  Cabinet  Secretariat  and  two  deputies,  one 

responsible  for the Central  Government  Department  (with  10  employees)  and  the 

other for the Local Government Department (7 employees). Reporting to both of them 

are  the  heads  of  four  divisions:  the  Monitoring  and  Evaluation  Division  (7 

employees);  the  Organizational  Division  or  Protocol  Office  (34  employees),  the 

Human Resources Division (7 employees), and the Legal Division (5 employees). The 

Human  Resources  Division  is  the  staff  office  for  the  Civil  Service  Council,  which 

functions as a civil service commission designed to protect the merit system. 

In order to provide more understanding on the nature of the medium-term civil 

service reform in Mongolia, the researcher provides a current picture of the dynamic 

change  that  has  occurred  during  the  last  few  years  in  the  size  and  structure  of  the 

Mongolian government.  

As of January 1, 2011, the total population of Mongolia was 2746.4 thousand 

(Civil Service Commission of Mongolia, 2011). The number of civil servants was at 

198.9  thousand  among  the  working  population  of  1133.7  thousand. One  hundred 

ninety-eight  thousand,  eight  hundred and  sixty-seven positions  (about  85%)  of  the 

233,852 positions  in  Mongolia’s  public  sector  were  set  aside  for  the  government  in 

one  capacity  or  another. The  largest  government  sectors  were  education  (38%), 

followed by health (17%) and defense (13.1%). This relative distribution has changed 

little in recent years.  
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Table 2.2  Change in the Numbers of Civil Servants in Different Sectors of Public  

                  Service 

 

Source:  National Statistical Office of Mongolia, 2004, 2006, 2008, 2011. 

 

According  to  the  Civil  Service  Law  government  employees  are  divided  into 

four broad classifications:  

1) Political 

2) Administrative  

3) Special, and  

4) Support.  

Political  posts  include  policymaking  positions  filled  by  political  appointees 

following  a  change  of  government,  such  as  the President,  the Prime Minister, 

ministers,  and  MPs.  The  scope  of  political  posts  has  changed  dramatically  in  recent 

years.  In  early  1996,  under  the  MPRP,  political  service  included  vice  ministers  and 

heads of special agencies and a relatively small category for “others.” This definition 

made  the  scope  of  political  service  relatively  transparent.  By  early  1997,  however, 

under  the  Democratic  Coalition,  the  positions  of  vice  minister  and  heads  of  special 

agencies  disappeared  from  the  list,  but  the  number  of  other  posts  shot  up  to  308,  a 

No. Sectors 2004.01.01 2006.01.01 2008.01.01 2011.01.01 

  number % number % number % number % 

1 
Central and local 
administration 

13339 10.5 14043 11.2 26969,5 18.0 26168 16,35 

2 Law enforcement 4045 3.2 4088 3.3 4642 3.2 4896 3,06 

3 
Education, culture, 
and science 

52871 41.6 48911 39.1 60261 42.0 64955 40,58 

4 Health 21468 16.9 22374.3 17.9 22106 15.4 23188 14,49 

5 
Tax collection 
service 

2130 1.7 2193 1.8 2660 1.9 3044 1,90 

6 Agriculture 834 0.7 514 0.4 724 0.5 739 0,46 

7 Other 32460 25.5 32840.5 26.3 26143 23.9 37087 23,17 

 TOTAL 127147 100 124964 100 143505 100 160077 100,0 
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250% increase. In 1998, 100 other posts were added. This number peaked at 2007 in 

2010. Local governments also have political posts, including the chairs of the presidia 

of provincial and Ulaanbaatar assemblies. The mayors of regions, districts, cities, and 

towns may be considered as political posts by law.  

Administrative posts were created under the Civil Service Law (1994, 2002), 

and were first filled in 1996. In 1996, 7,294 such posts were created, and by 2010 the 

number  had  increased  to 15,280 (9.8%) positions (Civil  Service  Commission of 

Mongolia, 2011).  The  career  structure  for  administrative  service  consists  of  five 

positions,  ranging  from  leading  officer  at  the  top  to  assistant  officer  at  the  bottom. 

Leading officers make up less than 1% of the administrative service and are generally 

employed  as  secretaries  of  state  in  ministries  or  in  other similar  posts.  Only  about 

52%  of  leading  officers  are  ranked.  Principal officers (4%) generally  serve  as 

directors and deputy directors of ministry departments, while senior officers (12.5) are 

heads  and  deputy  heads  of  ministry  divisions  and  sections.  Inspectors  and  experts 

employed in ministries are generally executive officers (60.1%), and many remain in 

that position for their entire career. 

A  third  category  of  government  employees  consists  of  those  holding  special 

posts. These include judges and prosecutors; members of the Constitutional Court; the 

chair  and  members  of  the  Election  Commission;  officers  and  sergeant  majors  of  the 

armed forces; those working for the police force and the prison service; the governor 

of  the  Bank  of  Mongolia  and  the  governor’s deputies; the chair and  members of the 

Securities and Exchange Commission; and those that work in the State Audit Board, 

the General Department of National Taxation, and the Customs General Administration 

and chair and deputy chair of the National Statistical Office. Each agency has its own 

job  classification  system,  rank, and  grading  structure,  management  methods,  and 

compensation  system  as  laid  down  in  various  laws  and  regulations.  In  2010, the 

government  had  about  28,010 special  service  positions,  which  accounted  for  about 

17.99% of all government positions (Civil Service Commission of Mongolia, 2011).  

The  fourth  group  of  government  posts  is  defined  in  the  Civil  Service  Law 

(1994, 2002) as support service posts, and they include positions in the government-

affiliated  press  and  information  organizations;  in  training  and  research  agencies;  in 

education,  science,  health,  and  culture  and  the  arts;  and  administrative  positions  in 
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state-owned enterprises (SOEs). If there were 99,110 support service posts throughout 

the  country in 2001, then this  number  increased to 109482 in 2010, making up 70.3 

percent of all civil servants (Civil Service Commission of Mongolia, 2011). However, 

unlike other categories of public servants, support service employees are employed on 

labor contracts and their legal status is determined. 

  

Table 2.3  Post Classification and Change in the Numbers of Civil Servants  

                  (In Thousands) 

 

Posts 1997 1999 2001 2003 2005 2007 2009 2011 

Political 2.6 2.7 2.6 2.5 2.59 2.7 2.7 2.9 

Administrative 8 8.3 7.8 9.3 9.28 9.9 13.1 15.3 

Special  23.9 23.7 29.6 29.1 22.9 24.1 25.6 27.6 

Service  106.5 97.1 99 99.5 90.1 89.7 100.1 114.3 

TOTAL 141 132 139 140.4 124.9 126.4 150.6 160.1 

 

Source:  Civil Service Commission of Mongolia, 2011. 

 

The  age  of  civil  servants  is  relatively  young  due  to  the  specifics  of  the 

Mongolian nation.  

 

Table 2.4  Age Classification of Civil Servants as of 2010 

 

Under 
20  

21-25  26-30  31-35  36-40  41-45  46-50  51-55  56-60  60-с  Total 

1435 18275 24545 23502 23325 22740 22345 13493 4853 1166 155679 

Young age group Middle age 
Older age 
group Old age 

 

67757 (43.48%) 68410 (43.98%) 
18346 
(11.79%) 1166 (0.7%) 

 

 

Source:  Civil Service Commission of Mongolia, 2011. 
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2.3.3  Civil Service Reform Policy of the Mongolian Government  

Several  major  factors  prompted  the  execution  of  the  medium-term Civil 

Service Reform (CSR) in Mongolia.  

Donor  programs,  including  technical  assistance  and  loan  conditions, placed 

emphasis on the implementation of reform in public administration. The development 

and implementation of new models of public administration were taking place only in 

transitional, but also in most developed countries. 

The state’s  role  has  been transformed in  many  areas,  with  profound 

implications for the role of many civil servants. It became necessary to improve civil 

service  performance  in  reaching  the  community  in  delivering  essential  public 

services, especially to expand the accessibility and quality of services for the poor and 

vulnerable  groups  (Samballkhundev et  al.,  1996).  Even  though  the  salary  of  civil 

servants soaked up  a large  proportion  of  the  budget  and  made it  difficult  to  redirect 

expenditure  to  high-priority  services,  it  was also  important to  increase  civil  service 

salaries where necessary to attract, retain, and motivate staff  in critical positions. The 

need was recognized for further refinement of bureaucratic structures within the civil 

service.  

The objectives of the civil service reform aimed to ensure that the civil service 

had the skills, motivation, and institutional arrangements to effectively and efficiently 

deliver quality public services.   

The  civil  service  reform  has  been  done  as  an  integral  part  of  the 

comprehensive public  sector  reorganization  strategy  that  relies  on  a  new  contract-

based  system.  This  system  was  designed to  achieve  high  levels  of  accountability, 

improved  governance,  improved  fiscal  management, and  more  professionalism  to 

enhance the efficiency and effectiveness of government services.  

The Public Sector Management and Finance Law (PSMFL), which Parliament 

approved  in June  2002,  laid  down  the  framework  for  long-term  public  expenditure 

management and public sector modernization. The PSMFL focuses on key governance 

processes,  including  budgeting,  personnel  management, intergovernmental  relations, 

and  financial  governance  and  auditing.  It  covers  all  organizations  financed  from 

central and local budgets and all SOEs that are majority owned by the state, except the 

police,  the  intelligence  apparatus,  other  security,  and  the  armed  forces (Bayasgalan, 



39 

 
 

2010). The PSMFL requires changes to public personnel management. It requires that 

civil servants only be hired on a merit basis and that general managers be responsible 

for managing the performance of their staff.  

The  Government  Administrative  Service  Council,  renamed  the  Civil  Service 

Council  in  2002,  is  responsible  for  human  resource  policies.  The  PSMFL 

strengthened its authority. Under the PSMFL, the Civil Service Council is responsible 

for  selecting  nominees  for  senior  executive  and  managerial  positions,  including 

general  managers  of  budget  entities.  The  council  assesses  performance  agreements, 

sets  recruitment  standards  (but  does  not  actually  recruit),  and  submits 

recommendations  on  compensation  levels  to  the  government.  General  managers  are 

responsible for determining performance bonuses within their agencies. 

These  arrangements  imply a key role  for contracts and an effective incentive 

system. Under this strategy, managers have considerable discretion, which extends to 

personnel  management  within  their  organization.  While  ministers  are  warned  not  to 

“usurp”  managers’  powers,  they  are  required  to  review  managers’  performance  and 

may dismiss them if their performance is unsatisfactory.  

The reform strategy  extends  the  system  of  performance  contracts  to  the 

management of state-owned enterprises and to local governments, so that central-local 

relations will be largely determined by contractual relations.  

Public administration is to a large extent characterized by informal markets. In 

systems  dominated  by  informal  markets,  two  civil  service  systems  tend  to  co-exist 

side  by  side.  One  consists  of  the  formal  rules  and  regulations  while  the  other,  the 

system  actually  in  effect,  is  based  on  informal  practices.  In  Mongolia,  the  gap 

between the two was relatively wide.  

2.3.3.1  Civil Service Reform Stages 

The  public  sector  in  Mongolia  as  a  whole  has  undergone  several 

reform  initiatives,  such  as  staff  rationalization,  privatization,  decentralization,  tax 

reform, reforms in health and education sectors, social security, and pension systems. 

Fiscal constraints and pressure to provide good quality public services at lower costs 

required the  fostering  of public  administration  and  civil  service  reforms  in  the 

medium and longer terms (Bujin et al., 2005).  
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In  this  context,  public  administration  and  civil  service  reforms  have 

been on the agenda of various successive governments in Mongolia and went through 

three  major  stages  before  the  medium-term  civil  service  reform  strategy  was 

developed and implemented.  

Stage 1 (1990-1993) focused on the legal and policy framework for the 

state structure.  

Major achievements of the reform at this stage were: 

1) Adoption  of  the new  Constitution in  1992 and  key 

consequential laws by the Parliament 

2) New  state  structure  that  clearly  separated legislature, 

executive, and judiciary branches was formed and started functioning 

3) Replacement  of  the  party-centered  political  system  by  a 

state-centered political system, which made a multi-partisan system a reality. 

Stage  2  (1993-2000)  aimed  at  the  creation  of  a  professional civil 

service capable of implementing state policies and goals.  

Major achievements of the reform at this stage were: 

1) Successful  implementation of the Management Development 

Program, implemented by the Government with the assistance of the UNDP to reform 

public  administration  in  Mongolia,  even  though  the  emphasis  was on  building 

management capacity 

2) Institution building – setting up the State Audit and Inspection 

Board (SAIB) and the State Administration Service Council (SASC) 

3) Setting  up a  legal  framework – the  law  on  Government 

Service. The  law  on  Government  Service  defined  civil  service  personnel  policies, 

legalized the status of civil servants, and provided a favorable  legal  environment for 

public administration and civil service reform for the first time in Mongolia. 

Stage 3 (2000-2005) aimed at strengthening institutional capacities and 

increasing their efficiency and efficacy.  

Major achievements of the reform at this stage were: 

1) Enhancement of Governance and institutional capacity 

2) Improvement of public sector efficiency and productivity 
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3) Increase in the effectiveness and quality of public services 

and their accessibility 

4) Strengthening of competencies and performance of civil 

servants as part of the Sound Governance component of the Government’s broader 

Good Governance for Human Security Program. 

The  PSMFL  provided a favorable  legal  environment  for reforms. 

Personnel  decision-making,  a  comprehensive  strategic  planning  process,  and 

accountability  for  performance  in  delivering  outputs were  delegated  to  general 

managers in line agencies. 

2.3.3.2   Principles and Policies of the Medium-Term Civil Service 

              Reform 

The mission of  this  reform  strategy  is  to  establish  a  lean,  capable, 

proactive, and outcome-oriented civil  service that  is oriented  toward  meeting  the 

needs of citizen and is flexible in responding to changing circumstance (Civil Service 

Commission of Mongolia, 2008c).  

The values of civil service reforms include: 

1) Effective delivery of public  services – civil  service reform 

will  lead  to  improved  service  delivery,  and  is  a  key  part  of the  poverty  reduction 

strategy 

2) Performance and output-orientation – the reform strategy is 

based  on  the  achievement  of  results  or outputs,  not  inputs.  Performance  criteria  will 

include equitable access to services, especially for the poor and disadvantaged groups 

3) Efficiency  and  affordability – Mongolia  needs  a  civil 

service that provides  maximum  service  for the  least cost, and that stays within  tight 

budget expenditure constraints. An efficient civil service is essential to leave room for 

private sector economic growth. 

The principles upon which civil service reform is based are: 

1) Public service – civil servants of Mongolian recognize that 

their primary duty is to the government and people of Mongolia 

2) Merit – all  appointments  and  career  advancement  of 

individuals should be based solely on qualifications and performance 
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3) Right  people  in  the  right  job – the  objective  of  the 

appointment process is to have the most appropriate qualified person in each position, 

regardless of organizational affiliation  

4) Equal opportunity – public sector employment should be an 

open process without discrimination against disadvantage groups 

5) Letting  the  managers  manage – managers  need  to  take 

responsibility  for  achieving  the  outputs  and  outcomes  of  the  organizations  and 

activities  they  control.  They  will  be  given  the  authority  and  flexibility  to  undertake 

this role and be held accountable for results. 

6) Steering  not  rowing – separating  policy  from  operational 

activities, and achieving the appropriate balance between them. It implies that the role 

of government should be about establishing policies for the provision of public goods 

and services, within which the production of those goods and services  is undertaken 

by the most appropriate mix of public/private/social sector resources 

7) Structure follows strategy – organizational design should be 

determined by objectives and the best methods of achieving goals,  not the other way 

around 

8) From  inputs  to  outputs – the  management  of  public 

resources is best served by encouraging achievement of results or outputs rather than 

by controlling inputs  

9) Learning community – all organizations and  individuals  in 

the public sector should have the ability and desire to be receptive to new ideas and to 

learn from the past 

10)  Providing authority with responsibility – to make managers 

responsible  for  outcomes  accompanied  by  sufficient  control  over  inputs, including 

appropriate authority  

11)  Performance-related  rewards – public  sector  employees 

should be rewarded for performance 

12)  Economy  of  size – to  develop  lean  and  capable  civil 

service. 

These are the principles and values that served as the foundation of the 

medium-term civil service reform agenda. 
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The  policies driving the civil service reform  strategy are embodied  in 

the  Law  on  Government  Service  (LGS)  and  the  Public  Sector  Management  and 

Finance  Law  (PSMFL). The Public  Sector  Management  and  Finance  Law placed 

general  managers  at  the  heart  of  civil  service  and financial  management  reforms. 

General  managers  are  empowered  to  make  key  personnel  decisions,  and  to  manage 

and control their organizations. That is why it became very important to make general 

managers  familiar  with  the  requirements  of  the  civil  service reform  strategies,  to 

equip them with  the  skills  and  sufficient  authority  to  implement  them,  and to have 

sufficient flexibility to achieve efficient and effective outcomes. 

Political  neutrality  of  the  civil  service,  transparency  in  personnel 

service,  equal  opportunity  for  all  Mongolian  citizens  to  enter  the  civil  service, 

codification  of  the  rights  and  obligations  of  civil  servants  and  a  code  of  ethics, 

declaration  of  income and  property  interests,  prevention  of  nepotism,  and 

establishment of an independent council responsible for civil service issues, reporting 

directly to the Parliament (not the Government) were the key elements that were set 

by the LGS and other relevant acts (Sosormaa, 2008). 

The  main  objectives  of  Mongolia’s  civil  service  mid-term  reform 

policies can be summarized as  to achieve the following: 

1) Strengthen  the  strategic  planning  and  performance 

management capacities of state and budgetary organizations 

2) Improve civil service human resource management 

3) Ensure the optimal  size of the civil  service, and  modernize 

the remuneration system for civil servants. 

In  order  to  achieve  the  above-mentioned  main  goals,  specific  civil 

service  reform  strategies  were  developed.  They  are  summarized  in  the  following 

table. 
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Table 2.5  Specific Objectives of the Medium-Term Civil Service Reform in    

                  Mongolia 

 

Policy area Specific objectives 

Strategic 

Planning and 

Performance 

Management 

 

 

 

 

 

1. Deepen  the  capacity  of  the  civil  service  (especially  general 

managers) to undertake strategic planning 

2. Strengthen  the  capacity  of  the  civil  service  to  manage  on  a 

performance basis,  including  measurement, monitoring, and 

assessment, with progressive relaxation of some input controls 

3. Implement  transparent,  competitive  selection  processes  for 

senior civil servants, especially general managers 

4. Develop the leadership skills of those selected to be general 

managers  or  to  hold  other  senior  civil  senior  civil  service 

positions 

Civil Service 

Human Resource 

Management 

 

 

 

 

 

 

 

5. Develop  human  resource  management  procedures  and 

systems  within  civil  service  organizations  to  ensure  that 

internal  decisions  are  transparent,  fair,  and  performance 

oriented 

6. Provide  individual  civil servants  with  essential  skills, 

especially  service-wide  skills, in  policy  analysis,  risk 

management,  use  of  information  technology  and  human 

resource management, as well as performance management 

7. Strengthen  personnel  management  and  control  through  the 

development  of  a  civil  service  database  and  monitoring 

capacity 

8. Develop the analytical capabilities of central agencies 

 

  

9. Progressively  right-size  the  civil  service  by  reviewing  the 

functions  and  services  the  government  wants  the  civil 

service to provide and a appropriate delivery mechanism 
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Table 2.4  (Continued) 

 

Policy area Specific objectives 

Optimal Size of   

the Civil Service 

and Remuneration 

 

 

 

 

10. Ensure that the civil service wage bill is fiscally sustainable 

and  does  not  undermine  the  Government’s  capacity  to 

deliver  effective  public  services,  especially  those  designed 

to reduce poverty 

11. Modernize  the remuneration  system  for  civil  servants  by 

making it more responsive to labor market conditions, more 

devolved  in  line  with  the  PSMFL,  more  transparent,  and 

more performance based. 

 

2.3.3.3  Implementation Responsibility of Government Organizations 

The role of the Government Service Council (GSC): The GSC performs 

the following functions under the LGS and the PSMFL (Samballkhundev, 2006):  

1) Controlling the implementation of human resource policy in 

state and local budgetary bodies  

2) Nominating  candidates  for  specified  senior  managerial 

positions  

3) Ensuring the observance of a code of conduct to ensure the 

ethical behavior of civil servants  

4) Establishing  an  integrated  database  of  government 

employees  

5) Overseeing the appraisal of performance and qualifications 

of  civil  servants  and  applicants  for  government  administrative  posts  through  a 

qualification test  

6) Organizing  training  programs  for  civil  servants  and 

research into civil service issues  

7) Proposing  changes  to  the  structure  of  government 

organizations, classification levels, grades, salary scales, and remuneration rates 



46 

 
 

8) Analyzing  the  performance  of  the  civil  service  and 

developing proposals for its improvement  

9) Considering appeals against certain personnel decisions. 

The  GSC,  which  reports  directly  to  Parliament  and  is  independent  of 

the Executive branch, reinforces the political neutrality of the civil service. In addition 

to  its  decision-making and enforcement functions, the GSC greatly expanded its role 

in change management and capacity building. This includes the establishment of civil 

service  policies  and  guidelines,  providing  advisory  services  to  general  managers  on 

human  resource  management  and  other  public  sector  management  issues,  and 

coordinating civil service training.  

The  role  of  the  Cabinet Secretariat is to  support  the  leadership 

functions  of  the  Prime  Minister  and  the  Cabinet.  In  implementing  its  primary 

functions of policy management and strategic planning, it supports the line ministries 

by  making  recommendations  on  issues  of  national  development,  strategic  planning, 

macro economic analysis, and financial, human resource, and executive management. 

It has a particular responsibility for coordinating public administration reform. 

The  role  of the Ministry  of  Finance is  to  undertake  the  central 

economic,  fiscal, and  financial  management  functions of the  government.  The  key 

focus of the MOF is to develop policies for the effective financial management of the 

public  sector.  It  is  important  for  the  MOF  to  distinguish  between  broad  economic 

responsibility  to  guide  the  economy  and  the  financial  management  of  the  public 

sector. The MOFE  applies  the  provisions  of  the  PSMFL  by  adopting  output 

budgeting,  introducing  accrual  accounting,  and  pushing  forward  with  the  associated 

reforms.  The  GSC,  the  Cabinet Secretariat,  and the MOFE,  supported  by  other 

relevant ministries, are responsible for overall oversight of the civil Service. 

2.3.3.4  Implementation Actions 

In  July  2007,  the  Government  approved  the action  plan  for  the 

implementation  of  the medium-term civil service reform  strategy of Mongolia  by  its 

Resolution #186. This action plan specified strategic objectives, specific actions, and 

performance  indicators for each strategic objective, including  both process or output 

indicators and indicators of longer-term outcomes. 
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The  sequencing of the  steps  in this strategy was  critical to its success 

(Batsukh,  2009).  Some  actions  required  immediate  implementation.  Others  required 

prior  steps  to  be  taken,  especially  development  of  procedures  and  provision  of 

training, before they could be successfully implemented.  

The pace in developing effective performance indicators, performance 

agreements, and  resource  management  skills  varied  considerably  between  agencies. 

Rewarding agencies that rapidly and effectively met these requirements was important 

to maintain incentives for reform and to take advantage of early successes.  

Implementation  of  new  procedures  for the selection  of  general 

managers,  and  development  and  implementation  of  the  Civil  Service  Leadership 

Program for general managers, were a high priority. 

Implementation  of  reform strategies did not aim to reduce the size of 

the civil service per se, but to concentrate on the appropriate role of the State and to 

use the most  efficient  delivery  mechanism.  The  aim was to  improve  the  capacity  of 

the  civil  service. Improved  management  practices in effective  strategic  planning, 

performance  assessment, and  policy  analysis were  to  lead  to  greater transparent, 

competitive  selection  processes  for  senior  civil  servants, and  improvement  of 

leadership skills of senior civil servants. 

Better human resource management procedures and systems within the 

civil  service  organization, including  more transparent,  performance-related 

remuneration procedures, were designed to improve employment practices in the civil 

service, thereby  minimizing  the  loss  of  key-trained  staff  and  protecting  the 

government’s investment in skilled people (Munkhbat, 2005). Salary compression for 

non-political  civil  servants was  planned  in  line  with  the  level  of  responsibility  and 

workload. 

The important  goal  of  attaining the “optimum”  size  and  functions  of 

line  agencies was  planned  to  go  in  line  with  improved monitoring  of  civil  service 

employment and building up a civil service database.  

The  strategy  to  organize  more  focused  training  of  civil  service 

managers aimed  to raise  the competencies  and  skill  levels  of  public  employees, 

improve the professionalism of the civil service, and enable civil service organizations 

to achieve high performance levels. 
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2.4  Specifics of Civil Service Reforms in some Selected Countries 

 

2.4.1  Civil Service Reform in China 

This country  is  interesting  for the researcher  in the sense that it  is one of the 

countries  with the longest  history  of  civil  service  development  and  is  considered  as 

one of the largest civil service systems that employs the largest amount of personnel 

in the world.  

The latest civil  service reform  in China dates from 1993. It grew out of post-

cultural revolution, elite-level  dissatisfaction  with  the  management  of  the  leadership 

system. As early as 1980, Deng Xiaoping put reform of the leadership system on the 

Party's agenda. Deng and his allies perceived that the "cadre system" (Barnett, 1967), 

which was borrowed from the Soviet Union  in the 1950s and under which the Party 

managed  all  cadres  according  to  uniform  rules  and  regulations,  had  outlived  its 

usefulness.  As  the  economy  developed  and  liberalized,  the  positions  of  managers, 

administrators, and  professionals  became  more  specialized.  Accordingly,  the 

communist party of China (CPC) designed a management system for cadres working 

in government  (civil  servants) that took  into  account the  non-market nature of  much 

of government work, on the one hand, and the existence of newly-emerging labor and 

wage  markets,  on  the  other.  The  CPC  has  also  sought  to  reform the  personnel 

management  of  public  service  units  to  make it more  market  friendly.  The  reforms 

sought  to  improve  the  efficiency  and  effectiveness  of  the civil  service,  to  boost  its 

quality and integrity, and to improve its performance.  

Since 1993, the Chinese government has taken significant steps to reform the 

country's civil service system, which is still evolving (Burns and Bidhya Bowornwattana, 

2001). Service  in  the  public  sector  carries  with  it  considerable  prestige  in  China. 

Central  ministries  are  staffed  by  many  highly-competent  and  committed  employees 

and conform in many respects to the performance paradigm articulated above. Outside 

the  centre,  the  quality  of  the  public  service  varies  considerably,  however.  More 

developed parts of the country are able to support a more efficient and effective public 

service. In less developed parts of the country, where the civil service is viewed as an 

employer of last  resort,  the  quality  and  capacity  of  the  civil  service  is  considerably 

lower (Burns, 2007). 
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The  scope  of  the  Chinese  civil  service,  however,  is  less  inclusive  than  the 

scope of civil services in many western countries. The Chinese civil service definition 

excludes: 1) all  manual workers employed  by the government; and 2) the employees 

of  all  public  service  units  (officially  translated  as  "institutions"  or shiye danwei). 

Public service units (schools, universities, hospitals, research institutes, radio and TV 

stations,  cultural  organizations,  publishers,  etc.)  have  their  own  personnel 

management arrangements and are funded through a variety of mechanisms. Some are 

mostly  dependent  on  the  state for  funding (such  as  most  schools,  universities, and 

hospitals), while others have been turned into economic enterprises and are expected 

to  pay  their  own  way.  In  2004,  most  public  service  units  were  publicly  funded.  In 

2002, public service unit employees numbered about 25 million and worked in some 

1.3 million units (Burns, 2007).  

The communist party plays an extensive role in the management of personnel, 

including  the  civil  service,  in  all  public  organizations.  Indeed,  the  first  principle  of 

personnel management in China is that "the Party manages cadres (ganbu)" of whom 

civil  servants  are  a  part. One  member  of  the  seven-member  Standing  Committee  of 

the  Politburo,  the  highest  organ  of  political  power  in  China,  has  responsibility  for 

overseeing  "organization  and  personnel  work,"  including  management  of the  civil 

service. The CPC Central Committee has entrusted policy making for the civil service 

to its Organization Department. The State Council's Ministry of Personnel implements 

the  policy  under  the Organization Department's  supervision.  The  two  bodies—one 

Party  and  the  other  one  government—are  tightly  linked.  A  Vice  Minister  of  the 

Ministry of Personnel is concurrently a Deputy Head of the Organization Department, 

and  personnel  of  the  two  bodies  may  be  seconded  to  the  other  body  for  special 

projects as needed. By all accounts, the Party and government bodies in charge of the 

civil  service  work  seamlessly  together.  With  one  authority  structure,  they  form  a 

single system. Anti-corruption work is handled by the Party's Central Commission for 

Discipline  Inspection,  the  government's  Ministry  of  Supervision, and  the  People's 

Procuratorate.  

The  civil  service  is  organized  into  12  positions, ranging  from  Premier  at the 

top  to  clerical  staff  at  the  bottom,  and  15  grades  that  are  determined  by  "level  of 

responsibility  and  degree  of  difficulty  of  the  task  and  the  civil  servant’s  capability, 
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political integrity, practical success, work performance and work record" (Ministry of 

Personnel, 1993, Article 9). 

The  1993  reforms included  policies  designed  to  improve  the  capacity  of  the 

civil  service  and to make  it  more  competitive.  In  essence,  first  all  newly-recruited 

civil servants were to be selected on the basis of open competition, usually through an 

examination  process  and  limited for the  most  part  to  university  graduates.  Second, 

civil  servants  were  to  be  provided  with  a  career  structure  and  stable  employment. 

Third, personnel management systems were to be performance oriented. Fourth, civil 

service  compensation  was  expected  to  be  competitive  with  rates  paid  in  the  market. 

Fifth, civil servants were expected to be of high integrity.  

High-capacity civil service systems are characterized by open and competitive 

selection processes and mechanisms that appropriately utilize talent, ensuring that all 

employees  are  appropriately  trained,  setting  and  communicating  performance 

standards,  evaluating  performance  and  feeding  back  the  results  of  the  evaluation  to 

employees, and linking performance to rewards.  

High-capacity  civil  service  systems  are  staffed  by  appropriately-qualified 

people  selected  through  open  and  competitive  means.  A  mix  of  generalists  and 

specialists  is  usually  the  norm,  and  talent  is  effectively  utilized.  The  Chinese 

government has been largely successful in attracting "the best and the brightest" to the 

civil service system, especially at the centre. The quality of the civil service at local 

levels varies tremendously, however.  

To boost recruitment, the government has taken several measures including: 1) 

raising  civil  service  salaries; 2) waiving the requirement that applicants for the civil 

service  must  have  two  years  of  work  experience  before  they  are  selected;  3) 

increasing publicity especially in universities; and 4) relying more on the Internet and 

information  technology  in  recruitment.  The  civil  service  in  China,  especially  the 

richer coastal areas, attracts—like more traditional civil services overseas—those that 

can accept lower base salaries than they could earn in the private sector and that are 

interested in relatively competitive benefits and a stable career.  

The  legitimacy of the political  system depends  in part on the extent to which 

the  civil  service  is  representative  of the  people.  This  is  especially  true  in  China's 

ethnic minority areas. China's civil service is both more and less representative of the 
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population  as  a  whole.  Recognizing  the  multi-ethnic  character  of  the  country,  civil 

service regulations require that authorities in ethnic minority regions give preference 

to  ethnic  minorities  in  hiring  (Ministry  of  Personnel,  1993,  Article  13).  As  a  result, 

ethnic minorities hold about 8% of civil service posts compared to approximately 6% 

of  the  total  population  (China  Personnel  Yearbook  Editorial  Office,  1991).  In  other 

respects,  however,  the  civil  service  is  unrepresentative  of  the  general  population. 

First, as would be expected, it is much better educated than the population as a whole. 

Second,  women  hold  only  about  20%  of  civil  service  posts  overall  (Interview, 

Ministry of Personnel, 19 March 2004) and less than 10% of leading positions at the 

provincial or county level (7% at the provincial level and 9% at the county level). 

It  can  be  concluded  that  open,  competitive  hiring  characterizes  the  civil 

service  at  the  centre  and  probably  in  the  richer  coastal  areas.  Even  in  these  areas, 

however, local government must provide employment for non-competitively selected 

demobilized  soldiers.  In  less  developed  parts  of  the  country,  where the  government 

serves as an employer of last resort, the problems are much more severe.  

Another  important  aspect  of  the  Chinese  civil  service  reform  dealt  with 

building  a  culture  of  performance,  which involves  setting  and  communicating 

performance  standards,  ensuring  that  civil  servants  have  appropriate  knowledge, 

skills, and abilities, evaluating performance and feeding back to employees the results 

of  the  evaluation,  and  linking  performance  to  rewards  (Hilderbrand  and  Grindle, 

1997).  Although  formal  systems  have  been  established  in  China  to  achieve  these 

objectives, the gap between objectives and what is happening on the ground remains 

relatively  large,  especially  at  local  levels.  The  gap  may  be  explained  by a  lack  of 

resources  in  poorer  communities  and  the  widespread  expectation  in  these 

communities that the bureaucracy will act as an employer of last resort.  

Large  numbers  of  civil  servants  have  been  trained  every  year  (about  2.3 

million  people  per  year  or 17  million  from  1993  to  2003)  and  the  number  of  civil 

servants  trained  per  year  has  increased  from  about  26%  in  1996  to  62.3%  in  2002. 

Training opportunities, however, are unevenly distributed. Budgets for training, even 

including  opportunities  for  training  overseas,  are  relatively  generous  at  the  central 

level and in richer coastal cities. In poorer counties and townships where government 

cannot  even  pay  the  salaries  of  local  officials,  training  may  appear  to  be  a  non-

essential luxury.  
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Officials  have developed  elaborate  criteria  for  the  evaluation  of  civil  service 

performance  that,  especially  at  local  levels,  focused  heavily  on  economic 

performance.  According  to  national  guidelines  issued  in  1991,  local  government 

leaders  were  to  be  evaluated  according to  18  criteria,  only  three  of  which  were  not 

economic-related  (population  growth,  forested  area, and  nine-year  compulsory 

education  completion  rate).  Dissatisfaction  with  the  over-emphasis  on  economic 

measures and a focus on meeting the needs of higher authorities have prompted calls 

for reform. Officials anticipate that more service-oriented criteria will be incorporated 

into civil service performance evaluations in the future.  

Within  government  departments  and  bodies,  performance  appraisals  focus 

mostly on merit-related criteria, which seek to evaluate behavior on the job. However, 

these criteria also evaluate "moral  integrity,"  which  includes the extent to which the 

civil  servant  implemented  CPC  policy  during  the  reporting  period  (Ministry  of 

Personnel, 1993,  Article  20).  China's  performance  management  policy  seeks  to  link 

performance  with  rewards  and  stipulates  the  payment  of  bonuses  to  those that have 

performed well (Ministry of Personnel, 1993, Article 26).  

Because  of  a  political  preoccupation  with  stability,  the  government  has 

forgone the use of management tools such as fixed-term contracts. After they serve a 

short period of probation, civil servants are employed on what amounts to permanent 

terms of  service. As a result, removing poor or under-performers becomes relatively 

difficult.  Because  the  consequences  are  so  severe,  few  civil  servants  receive 

unfavorable performance  ratings  (only  0.1%  of  all  civil  servants  are  rated 

"unsatisfactory").  Officially  two  consecutive  "unsatisfactory"  ratings  should lead  to 

dismissal.  

Civil  service  regulations  also  stress  that  government  officials  should  "be  fair 

and  honest  and  work  selflessly  in  the  public  interest"  (Ministry  of  Personnel,  1993, 

Article  6), which  implies  impartiality.  An  effective  market  economy  requires  that 

regulators  implement rules and regulations even-handedly.  In  practice,  however,  the 

protection  of  local  interests  is  a  serious  problem,  especially  in  law  enforcement. 

Authorities  have  accused  the  judiciary  and  procuratorate  of  colluding  with  local 

officials to undermine attempts to institutionalize the rule of law.  



53 

 
 

Public employees, like other workers, are motivated by the expectation that if 

they  perform  well  they  will receive  corresponding  rewards  that  they  value.  High-

capacity  organizations  link  performance  to  rewards.  Like  civil  servants  in  other 

systems,  public  employees  in  China  are  motivated  by  the  expectation  of  receiving 

both intrinsic and extrinsic rewards.  

China's civil servants are paid according to a single uniform pay scale. A civil 

servant's  total  wage  has  four  different  components:  basic  wage,  post  wage,  grade 

wage, and  seniority  wage, which are then added together. The "post wage" refers to 

the  current  post  that  a  person  holds.  It  is  subdivided  into  14  increments, which  are 

most often  the  result  of  how  many  years  a  person  has  been  in  the  post.  The  "grade 

wage"  reflects  individual  capacity.  Although  obviously  closely  linked,  it  is  separate 

from  the  post:  one  could  theoretically  have  a  lower  grade  than  one's  post  would 

indicate.  The  combination  of  these  two  wages  produces  the  greatest  part  of  a  civil 

servant's  salary.  The  "basic  wage"  is  the  same  for  all  government  employees,  from 

posts  of  "general  office  personnel"  to  the President:  CNY  230  per  month.  The 

"seniority wage" represents very small amounts, as it is equal to the number of years 

of service in CNY: CNY 7 per month for a civil servant that has been working seven 

years. It is a  means to count the  years of service, which  influences the attribution of 

other benefits to the civil servants.  

Because average wages  in the richest parts of the country are at  least double 

the  average  wages  in  the  poorest  areas  (National  Bureau  of  Statistics,  2003),  civil 

servants  receive  cash  allowances  to  help  defray  cost-of-living  differentials.  The 

government  has  also  laid  down  separate  salary  scales  for  major  occupation  groups 

employed by public service units, which are also topped up to reflect local conditions.  

In  addition  to  a  basic  salary,  the  government  has  provided  public  employees 

with  goods  (such  as  housing),  services,  and  cash  subsidies  and  allowances (Burns, 

2003).  Until  2003, virtually  all  civil  servants  were  provided  with  housing  at  greatly 

subsidized  prices.  From  the  mid-1990s,  the  stock  of  civil  service  housing  has  been 

sold off gradually to civil servants at much below market prices. Since 2003, as part 

of the reforms, government departments have replaced the provision of departmental 

quarters  with  cash  payments.  Newly hired civil  servants  in  Beijing  complain, 

however, that the payments have not kept up with rising property prices.  
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Since 1998, the central government has raised civil service salaries each year. 

Entry-level civil  service positions remain  competitive,  indicating that the policies for 

raising pay levels may have had an impact.  

An  effective  public  personnel  system  is to  be based  on  the  rule  of  law  that 

defines  the  rights  and  obligations  of  both  employers  and  employees (Keping, 2010). 

Such a system provides predictability, which is necessary for managing expectations. 

Systems that value the rule of law facilitate reforms becoming institutionalized. Since 

1980, the Chinese political system as a whole has become  increasingly institutionalized 

(Bo, 2010). The 1980s, for example, saw a proliferation of Party and state institutions, 

regularization of institutional processes, and emphasis on institutional discipline that 

has continued into the 1990s (Miller, 1999). Institutional restraints on China's leaders 

have  increased  during the  past  few  years  (Li,  2001).  The  CPC's  management  of  the 

leadership succession in 2002-03 is evidence of a new higher level of institutionalization, 

especially at the top. Such an environment is conducive to further institutionalization 

of China's civil service reforms.  

To be successfully implemented, China's civil service reforms must become a 

norm and a  matter of routine. Some of the reforms, such as the  fixed tenure system, 

which  imposed  retirement  ages,  have  become  institutionalized.  Public  employees 

around the country  now accept that they will retire at age 55 or 60, as  laid down  in 

personnel  regulations  (Manion,  1993).  Other  reforms  have  failed  to  live  up  to  their 

promise.  The  existence  of  numerous  loopholes  in  the  competitive  selection process 

has undermined  the  reforms.  Widespread  corruption  and  indiscipline  have  also 

reduced  the  capacity  of  local  governments  in  many  parts  of  the  country.  These 

practices have allowed sectional interests to capture local governments  in some parts 

of the country, empowering kinship groups, chambers of commerce, or even criminal 

gangs.  The  government  recognizes  that  building  norms  and  routines  is  a  long-term 

process.  Institutionalization  of  civil  service  reform  goes  hand-in-hand  with  the 

development of a system of rule of law.  

China's  civil  service  system  is  far  from  homogeneous.  To  simplify,  it  may 

perhaps  be  viewed  as  two  systems—one  that  is  relatively  performance-oriented, 

selects  "the  best  and  brightest"  through  competitive  mechanisms,  links  rewards  to 

performance, and does not tolerate indiscipline and corruption—and a second one that 
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de facto operates as an employer of last resort, selects on the basis of many different 

criteria, some of which  may  be  irrelevant to the  job, ties rewards to positions, and  is 

characterized  by  relatively  high  levels  of  indiscipline  and  corruption.  In  China, 

considerable  evidence  indicates  that  the  performance-oriented  systems  operate 

primarily  at  the  centre  and  in  the  richer  coastal  areas, while  the  traditional  systems 

operate in the poorer, less developed hinterland (Hua and Guo, 2006). Improving the 

systems  in  these  poorer  areas  depends  in  no  small  part  on  improving  levels  of 

economic  development.  Development  is  most  likely  with  a  highly  competent  and 

committed  bureaucracy.  Intervening  to  break  out  of  the  symbiotic  relationship 

between  poverty  and  inept  bureaucratic  leadership  is  an  important  task  for  the 

foreseeable future.  

The  researcher  concludes  that China's  civil  service  reforms considerably 

improved the general capacity of the Chinese civil service because these reforms were 

so  extensive,  touching  recruitment  and  selection,  training,  appraisal,  rewards  and 

punishments,  compensation,  discipline,  and  other  areas. Central  ministries became 

staffed  by  many  highly competent and  committed  employees through open 

competition for the new civil servants through an examination.  

The compensation of civil servants also became competitive, with rates paid in 

the  market in  the  center,  and  it  greatly  contributed  to improving the  capacity  of  the 

civil  service  and to make  it  more  competitive.  The  other  major  achievement  of  the 

civil service reform in China was the introduction of performance-oriented setting in 

public  personnel  systems  and  communication  of performance  standards throughout 

the large system.  

What were the main factors that contributed to this achievement?  Burns (2007) 

found  that resources, institutions, and  management  mechanisms, as well as political 

environments,  were  the  main  factors  that  influenced the  performance  of Chinese 

government bodies. The researcher also found that the building of norms and routines 

in  this  large-scale  civil  service  system  played  an  important  role  in  achieving  the 

target.  Institutionalization  of  civil  service  reform went hand-in-hand  with  the 

development of a system of rule of law. An establishment of a non-complicated career 

structure and provision of a stable employment were the factors that contributed to the 

strengthening civil service in the rural areas.  



56 

 
 

In  a  study  of  municipal  environmental  protection  and  education  bureaus  in 

Beijing, Ningbo, and Changchun, researchers found that leaders in government bodies 

and  their  clients  identified political  leadership and financial  support for  explaining 

improved performance (Burns and Wang, 2003). Some other researchers believe that 

these  capacity  improvements  may  be  explained  by some  other reasons,  such  as  by 

improvements  in  China's  system  of education (Walder,  2003). They  claim  that  the 

rapid expansion of higher education since 1980 has produced a large population that 

is eligible for civil service employment.  

 

2.4.2  Civil Service Reform in the United Kingdom 

It is  interesting to note that one of the key elements of  modern civil service 

reform,  which  leads  to  a permanent,  unified, and  politically-neutral  civil  service,  in 

which appointments were made on merit, was first introduced in the United Kingdom 

on  the  recommendations  of  the Northcote-Trevelyan  report of  1854.  It also 

recommended  a  clear  division  between  staff  responsible  for  routine, “mechanical” 

work,  and  those  engaged  in  policy  formulation  and  implementation  in  an 

“administrative” class.  

Accordingly, a Civil Service Commission was set up in 1855 to oversee open 

recruitment  and to end  patronage. The  Northcote-Trevelyan  model  remained 

essentially  stable  for over a  hundred  years.  This  was  a  tribute  to  its  success  in 

removing  corruption,  delivering  public  services  (even  under  the  stress  of  two  world 

wars), and responding effectively to political change. 

The term civil servant in the United Kingdom is usually defined as a servant of 

the Crown working in a civil capacity that is not the holder of a political (or judicial) 

office. As  such,  the  Civil  Service  does  not  include  government ministers (who  are 

politically  appointed),  members  of  the British  Armed  Forces, police  officers, local 

government officials,  members  of  a National  Health  Service,  or  staff  of  the Royal 

Household. The  UK  workforce  currently  totals  around  29  million, of  which  around 

6m work in the public sector, of which only around 453,000 (less than 10% of public 

servants) are in the civil service.  
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Note that civil servants in government departments in Northern Ireland are not 

part  of  the  British  Civil  Service,  but  constitute  the  separate Northern  Ireland  Civil 

Service. Her  Majesty's Civil  Service,  also  known  as  the Home  Civil  Service,  is  the 

permanent bureaucracy of Crown employees that supports UK Government Ministers 

and the devolved administrations in Wales and Scotland.  

A current civil service code was introduced on 6 June 2006. It outlines the core 

values  and  standards  expected  of  civil  servants.  These core  values  are  defined  as 

integrity, honesty, objectivity, and impartiality. A key change from previous values is 

the removal of anonymity within the core values.  

The grading  system used  in  the  civil  service  has  changed  many  times.  The 

current structure is made up of two schemes. All senior grades are part of the "Senior 

Civil  Service,"  which  is  overseen  by  the Cabinet  Office.  Below  the  Senior  Civil 

Service, each individual department/executive agency can put in place its own grading 

and  pay  arrangements,  provided  they  still  comply  with  the  central  civil  service  pay 

and review guidance.  

Civil  servants  have  traditional  and  statutory  responsibilities,  which protect 

them from being used for political advantage of the party in power. Civil servants are 

legally  barred  from  standing  for  election  as Members  of  Parliament or  any  other 

political office. Also, regulations first adopted in 1954 and revised in 1984 barred the 

members of the Senior Civil Service (the top management grades) from holding office 

in a political  party or publicly expressing controversial  political  viewpoints, whereas 

fewer senior civil servants at an  intermediate (managerial)  level  must generally seek 

permission  to  participate  in  political  activities.  Even  though  junior civil servants are 

permitted  to  participate  in  political  activities, they must  be  politically  neutral  in  the 

exercise of their duties.  

All civil servants are subject to the Official Secrets Act. This means that they 

may not disclose sensitive government information. Since 1998, there have also been 

restrictions on contacts between civil servants and lobbyists. 

The position of Minister for the Civil Service is not part of the civil service as 

it  is  a  political  position,  which  has  always  been  held  by  the Prime  Minister  of  the 

United Kingdom, currently David Cameron. 
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The highest-ranking civil servant is the Head of the Home Civil Service, who 

is  also the Cabinet  Secretary and  Permanent  Secretary  of  the  Cabinet  Office.  The 

position holder is accountable for ensuring that the Civil Service is equipped with the 

skills  and  capability  to  meet  the  everyday  challenges  it  faces  and  that  civil  servants 

work  in a  fair  and  decent  environment.  He  also  chairs  the  Permanent  Secretary 

Management  Group and  the Civil  Service  Steering  Board,  which  are  the  main 

governing bodies of the Civil Service.  

The  Permanent  Secretaries  Management  Group (PSMG) considers  issues  of 

strategic  importance  to the  Civil  Service  as  a  whole, as  well  as  providing  corporate 

leadership where a single position is required across all government departments. It is 

chaired  by  Head  of  the  Home  Civil  Service  and  consists  of  all first  permanent 

secretaries and other selected permanent secretaries and directors general. The Home 

Civil  Service is  a  politically-neutral  body,  with  the  function  of  impartially 

implementing  the  policy  program of  the  elected  government. The  structure  of  the 

home  civil  service is  divided  into organizations  and  grades.  Each  Secretary  of  State 

has a Department, which has executive agencies, and non-departmental public bodies 

subordinate to it. 

The Civil Service Management Code (CSMC) is the guiding document, which 

gives delegation to civil service organizations from the Minister for the Civil Service, 

in  order  for  them  to  make  internal  personnel  policies.  It sets  out  regulations  and 

instructions  to  departments  and  agencies  regarding  the  terms  and  conditions  of the 

service of civil servants.  

The Civil Service Steering Board (CSSB) was established in 2007 and meets 

monthly; its  role  is  to  enhance  the  performance  and  reputation  of  the  Civil  Service. 

The CSSB is chaired by Head of the Home Civil Service.  

The Civil Service Commissioners' Recruitment Code is based on the principle 

of  selection  on  merit  on the  basis  of  fair  and  open  competition and  is maintained  by 

the  Civil  Service  Commissioners. The  Civil  Service  Commissioners  are  not  civil 

servants and are independent of Ministers. They are appointed directly by the Crown 

under  Royal  Prerogative  and  they  report  annually  to the  Queen.  Their  main  role  is 

regarding the recruitment of civil servants. They have the responsibility to ensure that 

all civil  servants are recruited on the  “principle  of  selection  on  merit  on the  basis  of 
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fair  and  open  competition.”  They  maintain  a  recruitment  code  on  the  interpretation 

and  application  of  that  principle,  and  approve  any  exceptions  to  it.  They  audit 

recruitment  policies  and  practices  within  the  Civil  Service  and  approve  all 

appointments to the  most senior  levels of the Civil Service. The Commissioners also 

hear and determine appeals in cases of concern about propriety and conscience raised 

by  civil  servants  under  the  Civil  Service  Code,  which  cannot  be  resolved  through 

internal procedures.  

In  1999,  the  UK  Civil  Service  Management  Board  agreed on  a reform 

program to achieve major changes in the way in which the civil service was run, “step 

change,” rather  than  continuous  improvement.  In  May 1999,  the  government  had 

already published its  Modernizing Government White Paper (Cabinet Office, 1999b), 

setting  out  the  key  themes  of:  vision,  policy-making,  responsive  public  services, 

quality  public  services,  information  age  government, and  public  service.  This 

document set the scene for much of the CSR Program, for example, in its promotion 

of the value of Public Service (Massey, 2001). However, many of its key themes were 

about service  improvement and working with external  stakeholders. It was therefore 

much more policy-oriented and customer-oriented than the CSR Program.   

This CSR program, launched in 1999, was intended to be a key element in the 

UK  reform  of  the  public  sector.  In  particular,  it  was  intended  to  achieve  results  in 

relation to six main themes:  

1) Stronger leadership with a clear sense of purpose   

2) Better business planning  

3) Sharper performance management   

4) Dramatic improvement in diversity  

5) More open service to bring in talent 

6) Better deal for staff.    

These  themes were heavily influenced by  the  priorities  of  then  Cabinet 

Secretary  Sir  Richard  Wilson  (1999).  They were  inward-looking,  relating  mainly  to 

how  the  Civil  Service  goes  about  its  business  rather  than  its  relationships  with  the 

outside  world  (citizens  and  other  stakeholders), or its “results” (the effect of  internal 

changes  on  the  services  provided).  There  was  a  strong  focus  on  issues  of  resource 

management,  including  human, financial, and  other  resources.  These  changes  were 
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intended  in  turn  to  lead  to  improved  customer  service  through  better  management, 

motivation, development, and leadership of people.  

The independent  evaluation  undertaken  in  2002  demonstrated  that  there  had 

already  been  significant  improvements  in  the  capacity  of  some  parts  of  the  civil 

service to deliver performance improvements in particular areas (Bovaird and Russell, 

2007). The  major  focus of the change programs  up to mid-2002  had  been achieving 

shifts  in  organizational  cultures  and  improvements  to  internal  processes. By  mid-

2002,  change  programs  were  therefore  focusing  less  on  cultural change  and  shifting 

their  priorities  to  target  areas,  which  would  impact  more  immediately  on  service 

delivery—for example, partnerships, customer  focus, ICT for services  improvement, 

and encouraging local initiative and innovation.  

The reform programs were more successful  when built around  local priorities. 

This local  ownership had  a  number  of  consequences.  It  focused  reform  on  the 

organization’s  business  needs;  enhanced  the  program’s  credibility  within  the 

organization;  and  enabled  better  recognition  of  where  the  organization  was  starting 

from. As one HSE manager put it, “It is much easier to sell changes internally if they 

are  seen  to  be  ‘business-driven’ than  if  they  are  perceived  to  be  following  ‘central 

orders.’”  

So  what  were  the  main  achievements  and  what  made  it  possible  in  the  UK 

case? The  researcher  found  that  during  this  stage  of  civil  service,  reform  resource 

management  became  stronger  as  part  of  the  better  business  planning  process. Top 

priority  in  all  the  change  programs  had  originally  been  given  to  the  development  of 

leadership. However,  improved  leadership  at  lower  levels  of  the  organization was 

clearly harder to achieve. 

The policy of transferring older government and the public service system into 

a  new  information  age  system  covered  all  areas  of  civil  service  renovation  and  it 

improved access of the population to the government at all levels. It made the public 

service more open and made it easy to conduct selection on a merit base and to bring 

in talent to the service.  

Even  though  it  was  mainly  of  a  political  nature,  the  stronger  and  wider 

promotion  of  the  value  of public  service helped  to  instill a clear sense of purpose to 

the leadership of public organizations. The other important to mention success  in the 
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reform  process  was  better performance  management and a  better  deal  for  staff, 

especially in the local areas.  

Specially-convened  teams  charged  with  leading  the  change  management 

process in the organization concerned played an important role throughout the process 

in making the program visible, in encouraging and supporting work elsewhere in the 

organization,  and  in  uncovering  and  disseminating  the  different  initiatives  occurring 

in the field.  

Successful engagement of staff in the change programs was evident. Staff that 

became  involved  often  did  so  almost  accidentally, but  in  most  cases  they  had  found 

the innovation process interesting and had become committed to it. A key element in 

securing their participation was ensuring that they felt listened to.  

Major training programs had also helped, raising awareness of the reasons for 

change and providing competences to deal with the new demands on staff.  

Of  particular  importance  to  the  success  of  implementing  programs  was the 

integration  of  different  organizational  plans  and  achieving  staff  involvement  and 

ownership of them. More progress had been made where the organization had resisted 

implementing  change  on  too  many  fronts  at  once  (“initiative  overload”). A sense  of 

balance has been necessary.  

One of the messages to get from the UK experience of civil service reform has 

been to encourage staff to do things locally where relevant, as long as their actions fit 

with the organization’s overall values, and to get people to understand that they could 

do things themselves without having to seek permission from the “centre.”  

The researcher thus can conclude that those that were successful in the reform 

made  visible the improved  deal  for  staff, with  better  people-management  systems, 

better  pay  and  conditions, flexible working  arrangements, and  more  active 

participation of the staff in change programs. 

 

2.4.3  Civil Service Reform in the United States 

In  the  United  States,  the  civil  service  was  established  in  1872. The  Federal 

Civil  Service  is  defined  as  "all  appointive  positions  in  the  executive,  judicial,  and 

legislative  branches  of  the  Government  of  the  United  States,  except  positions  in  the 

uniformed services." (5 U.S.C. § 2101). This means that the federal civil service in the 
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United  States  includes  all  appointive  positions  in  the  executive,  judicial,  and 

legislative  branches  of  the  federal  government,  except  positions  in  the  uniformed 

services. U.S. state and local government entities often have competitive civil service 

systems that are modeled on the national system, in varying degrees. 

The  U.S.  civil  service  consists  of  competitive  service,  excepted  service,  and 

senior  executive  service  (SES),  which  differ  in  terms  of  appointment  procedures, 

merit promotion requirements, and qualification requirements as prescribed by law or 

by  the  Office  of  Personnel  Management  and  apply  to  all  agencies.  The  majority  of 

civil  service  appointments  in  the  U.S.  are  made  under  the  Competitive  Service,  but 

certain  categories  in  the Diplomatic  Service,  the FBI,  and  other  National  Security 

positions  are  made  under  the  Excepted  Service.  In  the Excepted  service,  only  basic 

requirements are prescribed  by  law or regulation, and each agency develops  specific 

requirements, and procedures for its own jobs (U.S. Code Title V). 

Civil Service reform in the U.S. was a major issue in the late 19th century at 

the national level and in the early 20th century at the state level. The main issue of the 

reform was to change the traditional method of political winners handing out offices 

to their supporters and to introduce nonpartisan scientific methods and credentials to 

be  used  to  select  civil  servants.  These  kind  of  reforms  would  have  deprived  the 

political machines and political "bosses" of the day of their chief resource, patronage 

appointments to federal, state, and local government jobs.  The reformers' means was 

the introduction of merit systems. These systems were based on the following tenets:  

1) Partisan politics should be kept out of public service  

2) Administrative jobs have no political or policymaking component.  

3) Administration is a field of business, not governance or law  

4) Individuals should be appointed to administrative positions based on 

their performance on open, competitive merit examinations  

5) Hiring  authorities  should  have  as  little  discretion  as possible  in 

making appointments  

6) Central  personnel  agencies  should  police  public  personnel  systems 

at all levels of government, especially for the purpose of shielding civil servants from 

partisan political interference, manipulation, etc  
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7) One-size-fits-all, regardless of structure, mission, and other factors, 

facilitates policing  

8) Public  employees  should  not  take  part  in  partisan  political 

campaigns or related activity  

9) Inflexibility,  which  promotes  uniformity  and  procedural  regularity, 

is preferable to flexibility in all aspects of personnel administration 

10) Government should be a unitary employer with uniform rules, pay 

schedules,  and  systems;  that  is,  agencies  should  not  compete  with  one  another  for 

human resources.  

Initially,  civil  service  reforms  did  not  provide  employees  with  significant 

formal  protections  against  dismissals  and  other  adverse  actions.  Over  time,  such 

protections  became  elaborate  as  a  result  of  legislation,  executive  orders,  personnel 

directives,  and  court  decisions.  Today,  public  employees  in  the  U.S.  typically  have 

substantial  statutory  and  constitutional  rights  to  procedural  due  process  in  adverse 

actions and to free speech (expression), including whistle blowing, association, liberty 

(substantive due process), and equal protection.  

Whether the reform model ever worked well at the federal level is debatable. 

There  were  roughly  100,000  federal  civilian  employees  when  the  merit  system  was 

adopted  in  1883.  The  federal  personnel  system  clearly  showed  major  strains  during 

the  New  Deal  of  the  1930s  and  World  War  II  due  to the  changing  size  of  the  civil 

service  and  the  scope  of  its  activities.  Civilian  federal  employment,  including  postal 

employees, peaked in 1945 at roughly 3,800,000 full-time equivalent employees, plus 

another 200,000 serving for a dollar a year or without compensation as part of the war 

effort. The number of federal civilian employees dropped through the 1950s to about 

2,436,000  in  1961.  It  rose  in  the  1960s  in  conjunction  with  the  Great  Society 

programs  to  about  2,863,000  in  1971.  Today,  there  are  about  1,832,000  federal 

civilian employees and 750,000 Postal Service employees (Rosenbloom and Kravchuk, 

2005).  

In  the  early  19th  century,  government  jobs  were  held  at  the  pleasure  of  the 

president,  which  meant  that  a  person  could  be  fired  at  any  time.  In  1801,  President 

Thomas Jefferson, alarmed that Federalists dominated the civil service and the army, 

identified  the  party  affiliation  of  office  holders,  and  systematically  appointed 
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republicans. Andrew Jackson in 1829 began the systematic rotation of office holders 

after  four  years,  replacing  them  with  his  partisans  in  a  controversial  move.  By  the 

1830s  the  "spoils  system"  meant  the  systematic  replacement  of  office  holders  every 

time the government changed party hands. 

Overall, there were five important major civil service reforms that took place 

during this period: two Tenure of Office Acts of 1820 and 1867, the Pendleton Act of 

1883, the Hatch Acts of 1939 and 1940, and the Civil Service Reform Act (CSRA) of 

1978.  

The spoils  system,  which  meant  that  jobs  were  used  to  support  the  political 

parties,  was  changed  in  slow  stages  by  the  Pendleton  Civil  Service  Reform  Act of 

1883 and subsequent laws. The Civil Service Reform Act is an 1883 federal law that 

established  the  Civil  Service  Commission.  It  eventually  placed  most  federal 

employees on the merit system and marked the end of the so-called "spoils system."  

The Act was passed into law in January 1883. It was sponsored by Democratic 

Senator George H. Pendleton of Ohio. It was drafted by Dorman Bridgeman Eaton, a 

leading  reformer  who  became  the  first  chairman  of  the  United  States  Civil  Service 

Commission.  The  most  famous  commissioner was  Theodore  Roosevelt  (1889-95). 

The new  law prohibited  mandatory campaign contributions, or "assessments," which 

amounted to 50-75% of party financing in the Gilded Age. Second, the Pendleton Act 

required  entrance  exams  for  wannabe  bureaucrats.  At  first  it  covered  very  few  jobs 

but there was a ratchet provision whereby outgoing presidents could lock in their own 

appointees by converting their jobs to civil service. After a series of party reversals at 

the presidential level (1884, 1888, 1892, 1896), the result was that most federal jobs 

were  under  the  civil  service.  One  result  was  more  expertise  and  less  politics.  An 

unintended  result  was  the  shift  of  the  parties  to  depend  more  on  funding  from 

business, since they could no longer depend on patronage hopefuls.  

By 1909, almost 2/3 of the U.S. federal work force appointment was based on 

merit;  that  is,  qualifications  were  measured  by  tests.  Certain  senior  civil  service 

positions,  including  some  heads  of  diplomatic  missions  and  executive  agencies were 

filled  by political  appointees. The general  merit  system principles of the competitive 

service apply to the SES. Appointment procedures and qualification requirements are 

determined  by  individual  agencies,  based  on  minimum  requirements  prescribed  by 
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law  and  the  Office  of  Personnel  Management.  The  provisions  for  compensation, 

performance  evaluation,  and  removal  from  the  SES  are  significantly  different  from 

those governing the other systems.  

Civil  servants  other than  political  appointees  are  by  law  non-political.  Under 

the Hatch Act of 1939, civil servants are not allowed to engage in political activities 

while performing their duties. 

In his article “The Politics of Civil Service Reform,” Nigro (2007) states that 

the conception of civil service reform has changed greatly between the passage of the 

Civil  Service  Act  of  1883  and  the  Civil  Service  Reform  Act  of  1978  in  the  USA. 

Reform  in  1883  meant  starting  the  process  of  eliminating  the  spoils  system  and  of 

implementing a merit system based on the use of competitive examinations in filling 

federal jobs. The Civil Service Act of 1883 was the culmination of a moral crusade by 

reformers  anxious  to  remove  from  American  Society  the  evil  of  spoils  and  its 

attendant  corruption.  In  1978,  the  predominant  objective  of  the  reform became  to 

make the merit system a reality rather than a meaningless label for a personnel system 

which was widely viewed as so entangled in red tape, so inflexible, and so inefficient 

that it was largely responsible for the failure of government to “work.” 

As signed into law by President Carter, the Civil Service Reform Act of 1978 

included: 

1) Establishment  of  an  Office  of  Personnel  Management (OPM),  an 

independent establishment  in the Executive Branch. The OPM Director is  appointed 

by the President, subject to Senate confirmation  

2) Creation of a three-member bipartisan Merit Protection Board 

3) Clear  statements  of  both  merit  principles  and  prohibited  practices 

and provision of enforcement machinery to prevent such practices 

4) Elimination of veterans’ preference for nondisabled military retirees 

at or above the rank Major or Lieutenant Commander  

5) Continuation of the rule of 3 in certifying names from eligible lists.  

6) Modification  of  adverse  action  procedures.  The  employee  may 

appeal  to  the  MSPB  and  the burden  of  proof  rests  with  the  agency.  Agencies  must 

give an employee at least 30 days advance notice in writing of proposed dismissal or 

demotion because of unacceptable performance.  
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7) New  performance  appraisal  systems.  Each  agency  is  required  to 

develop  one  or  more  performance  appraisal  systems  to  encourage  employee 

participation  in  establishing  performance  standards,  and  to  use  the  results  of  the 

appraisal as a basis for training, rewarding, and removing employees 

8) A merit pay system for managers and supervisors in GS-13 through 

15, to be phased in gradually 

9) Creation of a Senior Executive Service  

10)  Placing the federal labor relations program on a statutory basis.    

The  main  factor  for  the  successful  implementation  of  this  reform  was  the 

personal  devotion  of  the  President Jimmy  Carter  (Nigro,  2007).  As  a  Governor  of 

Georgia  (1970-1974),  Jimmy  Carter  made  reorganization  of  government  his  first 

priority. Upon assuming the presidency, he made civil service reform the centerpiece 

of  his plans to reorganize the government  as  well.  President  Carter  recounted  as  an 

accomplishment  of  his  administration  the  fact  of  bringing  the  bureaucracy  under 

control.  The  chief  executive’s  thinking  was  that  many  of  the  administrative 

bureaucrats  could  be  expected  to  be  unresponsive to  the  policy  changes  sought  by 

new administrations and some of them might even sabotage the new direction. 

The  next  major wave of reforms  in the  USA  began  in 1993 with the Clinton-

Gore administration's introduction of the National Performance Review, better known 

as Reinventing  Government or REGO.  REGO  viewed  the  accretion  of  personnel 

regulations as an impediment to achieving programmatic results cost effectively (or at 

all).  REGO  concluded  that  the  personnel  system  had  become  so  complex  that 

managers were literally unable tell potential applicants how to apply for a federal job.  

Against this background REGO sought to:  

1) Deregulate federal human resources management by eliminating the 

notorious  10,000  page Federal  Personnel  Manual.  The  Manual,  which  was 

unceremoniously carted out of the Office of Personnel Management and dumped on 

the curb in 1994, was a compendium of personnel statutes, rules, legal decisions, and 

procedural  requirements  dealing  in  minute  (and  often  arcane)  detail  with  virtually 

every aspect of human resources management. It was viewed as more of "A Why You 

Can't Do That" manual than a "can do" one 

2) Decentralize  more  personnel  functions  to  the  agencies  in  order  to 

enable  them  to  align  their  personnel  systems  with  their  missions.  This  was  a 
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significant  rejection  of  the  unitary  employer  and  one-size-fits-all  approaches  of  the 

past  

3) Simplify  personnel  procedures  and  processes  generally,  especially 

the position classification and hiring systems  

4) Facilitate adverse actions against poor performers.  

Implementation  of  REGO  reforms  varied  widely  across  agencies.  Consonant 

with  deregulation  and  decentralization,  the  OPM  shrank  in  size  by  about  50  percent 

from roughly 6,000 to 3,000 full-time equivalent employees.  

Perhaps the two most intractable personnel problems that the REGO attacked 

were fixing the hiring system and dealing with poor performers. In 2005, on average it 

still  took  more  than  three  months  to  hire  a  new  employee,  six  months  was  not 

uncommon, and security clearances might take a year or more.  

Dealing  with  poor  performers  has  been  a  longstanding  problem  in  most 

agencies. Under Chapter 43 of Title 5 of the U.S. Code, federal employees with civil 

service  protections  can  be  disciplined,  demoted,  or  fired  for  unacceptable 

performance. However, if an employee appeals a performance based adverse action to 

the  MSPB,  the  agency  involved  bears  the  burden  of  persuasion  in  adducing 

substantial evidence to support its adverse action.  

From  the  study  of  the  civil  service  reform  in  the  US  government,  the 

researcher  concluded  that  the  strengthening  of  the  merit  system  against  boils, 

development  of  a  strong  independent  organization  that  deals  with  personnel  issues, 

constant  modification  of  a  performance  appraisal  system  that  facilitates  adverse 

actions against poor performers have been the key elements of these reforms.  

The  researcher  has  also  concluded  that  the  human  resource  management 

system  in the US government became so entangled  in red tape, so inflexible, and so 

inefficient that every president had some kind of reform in his agenda when he came 

to  the  White  House.  The  changes  of  the  last  consecutive  reforms  mostly  dealt  with  

deregulating federal human resource management and brought some improvements in 

the direction of decentralizing personnel  functions to the agencies  in order to enable 

them to align their personnel systems with their missions.   

The other area where the government made a visible achievement was making 

the merit system a reality rather than a meaningless label for a personnel system. The 
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new  performance  appraisal  system  was  closely  linked  with  government  policy  to 

make  public  service  cost  effective  and  to  make  hiring  and  firing  system  less 

problematic.  

One of the key  factors that contributed to the success of these reforms  in the 

United States happened to be the personal devotion of Presidents to the reform policy. 

They  used  their  power  to  bring  about  changes  in  the  rules  and  regulations  and  to 

channel  enough  financial  resources  for  the  implementation  of  urgent  policies.  Both 

clear and  strong  legal  regulation  and  appropriate  financial  resources  happened  to  be 

important factors for the successful implementation of a public policy. 

  

2.4.4  Civil Service Reform in the Kingdom of Thailand 

During  the  period  of  absolute  monarchy  (from  the  late  thirteenth  to  eighteen 

centuries),  public  service  functions  in  Thailand  have  been  conducted  through  a 

formalized administrative mechanism. A major reform took place during the reign of 

King Rama V (1868-1910) in the late nineteenth century. The main objective of that 

reform  was  to  establish  a  more  effective  system  of  government  similar  to  those 

employed by western countries.  

The modern civil service dates from the 1920's, when the notion of “merit” for 

entry into government service was introduced (Office of the Civil Service Commission, 

The Royal Government of Thailand, 1985).  

The civil service workforce of Thailand consists of approximately two and a 

half  million  employees,  not  including  the  military. Of  these,  1.2  million  are  civil 

servants, including police officials and teachers, of which nearly 400,000 (about one 

third)  are  under  the  jurisdiction  of  the  Civil  Service  Commission.  The  others  are 

permanent and temporary employees working in government organizations and public 

enterprises (Berman, 2011). Although these two and a half million public employees 

represent only 3.5% of the total population and about 6.0% of the  labor force of the 

country,  the  Government  spends  approximately  36%  of  its  annual  budget  to  cover 

personnel  costs.  This  figure  has  tended  to  increase  every  year  in  concert  with  an 

increasing number of public servants.  
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The  legal  authority  for  administration  of  the  Thai  civil  service  is  based  on 

three principal acts:  

1) Organization of State Administration Act 

2) The Government Organization Act and  

3) The Civil Service Act. 

The Organization  of  State  Administration  Act lays  down  the  bureaucratic 

structure and its administration. The original Act was promulgated in 1932, and was 

later  superseded  by  the  Act  of  1991  (Office  of  the  Civil  Service  Commission, The 

Royal  Government  of  Thailand, 1995).  According  to  the  Act,  Thai  civil  service 

administration  is  a  combined  system  of  centralized,  de-concentrated,  and decentralized 

functions at three different levels: 

1) Central administration: These functions rest in 14 ministries and 125 

departments. Offices at this  level are  located  mainly  in Bangkok and concentrate on 

centralized functions 

2) Provincial  administration:  While  policy  and  primary  execution 

remain centralized  in  the  ministries,  the  provincial  governors  undertake  de-

concentrated functions and are provided with certain decision-making responsibilities 

and authority in the provinces 

3) Local  administration:  This  is  characterized  by  a  decentralization  of 

functions.  There  are  two  different  self-governing  categories  under  this  type  of 

administration: (1) provinces,  municipalities, and  sanitary districts;  and (2) Bangkok 

Metropolis and Pattaya City. 

The Government  Organization  Act defines  in  detail  the  structure  and 

operations  of  government  organizations,  specifying  the  number  and  names  of 

ministries, the  function of each, and the  names of departments within each  ministry. 

The Government  Organization  Act of  1991,  the  current  law,  provides  for  15 

ministries—14 civilian ministries and the Ministry of Defense—and 125 departments. 

The Civil Service  Act deals with all aspects of personnel management in the 

public  sector.  It  describes  the  rights  and  responsibilities  of  public  servants,  and 

establishes  compensation  levels,  career  advancement  procedures,  and  disciplinary 

action.  It  further  provides  for  developing  and  encouraging  effective  and  motivated 

work  performance.  The  original  Civil  Service  Act  of  1928  introduced  the  public 

personnel system and career service concepts into the civil service.  Establishment of 
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a  central  personnel  agency  to take  responsibility  for  managing  the  civil  service  was 

another  important  result  of  this  act. The  Civil  Service  Act has  been  continually 

updated and revised in response to rapidly-changing national and global conditions. 

The  country’s  first  central  personnel  agency  was  established  under  the  Civil 

Service  Act  of  1928.  This  agency,  generally  considered  to  be  the  forerunner  of  the 

current  Civil  Service  Commission,  has  operated  continuously  since  that time  (Office 

of the Civil Service Commission, The Royal Government of Thailand, 1995), but over 

the  years  it  has  been  joined  by eleven other central personnel agencies. The  work of 

the Civil Service Commission is undertaken through its Secretariat, the Office of the 

Civil Service Commission (OCSC). 

The  mandate  of  the  Civil  Service  Commission  (CSC)  is  to  assume  the 

following roles and responsibilities: 

1) Advising  the  Cabinet  on  matters  involving  public  personnel 

management,  the  civil  service  system  and  government  agency  restructuring, 

organization development, bureaucratic procedures, and compensation and welfare 

2) Formulating policies on manpower planning in the civil service 

3) Directing  the  management  of  public  service  personnel,  including 

issuing regulations and directives; considering, analyzing, and setting procedures 

4) Determining positions and salary levels; overseeing the recruitment 

and  selection  of  government  officials;  monitoring  disciplinary  actions,  appeals  and 

grievances 

5) Encouraging the development of the capabilities and quality of civil 

service personnel 

6) Protecting  and  maintaining  the  fairness  of  the  merit  system  to 

prevent  unfair  treatment  of  civil  servants,  ensuring  that  compensation,  welfare,  and 

fringe benefits among government officials under various jurisdictions are appropriate 

and consistent; and 

7) Maintaining  and  supporting  the  development  of  civil  servants  in 

quality and ethical values. 

Compensation  reform: Improved compensation  levels were approved  in 1993 

by revising the salary schedule of civil servants. This work was done by the National 

Compensation  Committee  (NCC)  in  accordance  with  its  compensation  reform 
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mission.  To  cope  with  the  problems  of  attracting  and  retaining  personnel,  the  NCC 

had  set  a  goal  to  reform  public  compensation  levels  and  practices  through  a  set  of 

policy directions in order to: 

1) Improve the internal equity of public sector compensation within the 

same and across various public service agencies 

2) Raise compensation levels to the point where public personnel need 

not be concerned about making ends meet, so they can dedicate their efforts and spirit 

to working for the public benefit 

3) Bring  public  sector  compensation  closer  to  that  offered  in  the 

private sector for positions requiring equivalent knowledge, abilities, and experience 

for the sake of social justice and to ensure a continual flow of persons of high caliber 

to the public sector, as well as to facilitate the future exchange of personnel between 

the public and private sector. 

The ultimate goal of Thai public sector compensation reform is to achieve par 

with  private  sector  compensation,  with  greater  emphasis  being  placed  on  take-home 

pay. Means of curbing or controlling public personnel costs while raising the salaries 

of  the  civil  service  workforce  are  under  consideration.  In  the  main,  they  involve 

controlling the size of the government workforce and selectively raising public sector 

salaries.  To  facilitate  the  selective  salary  increases,  the  Thai  public  service  salary 

scale is undergoing a shift from the currently used “single-pay-scale structure,” where 

every occupation in the same public service organization uses the same pay scale, to a 

“multiple-pay-scale  structure,”  where  different  occupations  or  schemes  of  service 

have their own pay scales. 

Management reform: in May, 1995, Cabinet approval of the CSC proposal to 

improve  public  service  performance  made  it  one  of  the  major  policies  of  the 

Government,  and  earmarked  budgeted  funds  for the  project. The  work  plan  covered 

15 departments, with one department from each  ministry selected as a prototype  for 

other departments in that ministry. 

The project began in 1996 with 6 departments, whose main mission involved 

delivery  of  services  and  international  trade.  The  prototype  departments  were 

supported  by  the  OCSC, with  assistance  from  world-class  consultants.  The  mission 

involved  work  process  reengineering  resulting  in  tangible  improvement  in  service 
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quality,  management  systems  and  organization  design,  information  technology, 

attitudes, behavior and  morale, together  with  a  performance  monitoring  system.  The 

work was divided into three phases: planning for change, redesigning processes, and 

implementing the pilot project on a trial basis.  

Innovations  in  public  personnel  administration: Public  administration  reform 

is proceeding according to plan, with the OCSC leading and supporting the activities 

for the relevant units in the government bureaucracy. At the same time, the OCSC, as 

the operational  unit of a central personnel  agency, has the responsibility to raise and 

maintain  morale,  ensure  career  advancement,  and  generally  see  to the  well-being  of 

civil servants so they  may devote their energies and efforts to the task of serving the 

public and developing the country. At present a number of measures are being taken 

to  seek  more  effective  approaches  to  building  a  modernized  and  efficient  public 

personnel administration system. These include: 

1) Delegating and decentralizing processes to increase the capability of 

responsible  committees  in  personnel  administration,  such  as ministry  sub commissions, 

departmental  sub-commissions,  etc.,  so  that  the  Civil  Service  Commission  can 

concentrate on  its  mission of playing a strategic  and  consultative role rather  than  an 

administrative one, and 

2) Developing  better  approaches  to  manpower planning  and  selecting 

employees  for  the  public  sector  with  an  emphasis  placed  on  reducing  personnel, 

thereby  freeing  funds  for  better  remuneration  packages  and  reducing  the  serious 

“brain drain” problems faced by the public sector. 

Every government  in recent times has been aware and supportive of the need 

to improve public service (Burns and Bidhya Bowornwattana, 2001). Such improvement 

is  a  primary  mechanism  to  stimulate  the  development  and  well-being  of  the  country 

and its citizens, yet it is fully understood that major changes in the bureaucracy take 

time and depend on many factors.  

The  researcher  identified  a  number  of  critical  lessons  from  the  Thai  civil 

service  reform  experience.  The  following  are  the  key  factors  that  contributed 

enormously to the successful implementation of this important policy in Thailand: 

1) First and foremost is the presence of a strong political will to support 

major  restructuring  and  reform.  It  is  fortunate  that  Thailand’s  past  and  current 

governments have strongly supported public reform measures. 
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2) Second, authority  must be given to well-defined  and prepared units 

with  a  high  commitment  to  the  reform  mission.  In  the  Thai  case,  the  Government 

delegated the authority to the Office of the Civil Service Commission, the Bureau of 

the  Budget,  and  the  National  Economic  and  Social  Development  Board,  which  were 

charged  with  coordinating  efforts  to  prepare  specific  manpower,  financial,  and 

development plans.  

3) Third,  the  effort  must  be  a  participatory  one,  where  members  of 

society, on an individual basis and through the media, become involved in identifying 

problems and participate in monitoring solutions. This is happening in Thailand.  

4) Fourth,  careful  studies  and  research  on  the  areas  requiring  change 

need  to  be  undertaken  to  identify  the  actual  problems,  the  most  practical  solutions, 

and, most important, the impacts. Applying the results of the studies and research will 

ensure the development of sound proposals. 

5) Finally,  there  must  be  sufficient  financial  support  to  fund  the 

required activities and to invest in new technologies essential to improving efficiency 

and  effectiveness.  Expenditures  for  implementing  Thai  reform  measures  have  come 

largely  from  the  national  budget,  with  important  additional  support  for  studies, 

research, and testing granted by the UNDP and other international sources. 

Public  service  reform  and  development  in  Thailand  has  been  successful  thus 

far,  although  there  is  a  long  way  to  go  before  the  major  goals  are  completely 

achieved. The success can be noted from the reform activities taking place at both the 

macro  and  micro  levels.  At  the  macro  level,  changes  can  be  observed  not  only  in 

government policies and in the National Economic and Social Development Plan, but 

in the legal aspects, which are the fundamental basis for other changes, particularly in 

implementing and sustaining reform measures. At the micro level, a number of actual 

reform  activities  have  taken  place  in  implementing  particular  measures  and  pilot 

trials.  The  confidence  generated  by  the  positive  support and  strong  determination 

existing at all levels will accelerate the pace toward achieving that goal. 

 

 

 



74 

 
 

2.5  Proposed Model for Analysis 

 

This  section  is devoted to the development of the conceptual  framework and 

research hypotheses.  

Based  on  the previous  review  of  the  literature  on  civil  service,  civil  service 

reforms,  public  policy,  implementation  of  public  policy  and  the  factors  affecting 

implementation effectiveness public policy, and his personal analysis, the researcher 

proposes a model to study the causal relationships between the various determinants 

of effective implementation of medium-term civil service reform policy in Mongolia.  

The research hypotheses will be introduced at the end of this section.  

 

2.5.1  Dependent Variable: Effectiveness of Civil Service Reform Policy  

          Implementation 

There are various ways to measure the effectiveness of policy implementation. 

The primary step is to determine whether the predetermined goals have been achieved 

and then try to find out to what extent the policy has contributed to goal achievement. 

Goal  attainment  is  evaluated  to  measure  the  effectiveness  of  a  program 

through  its  substantive  content,  output,  and  the  impacts  of  the  program,  leaving  the 

procedures out.  

In order to study whether the predetermined goals have been achieved, one has 

to identify them. An action plan for the medium-term civil service reform strategy of 

Mongolia  that  was  approved  in  2007  by  Government  resolution  #186  specifically 

pointed out that as a result of the successful implementation the Government intended 

to:  

1) Improve  the  capacity  of  the  civil  service  to  undertake  strategic 

planning 

2) Introduce  transparent,  competitive  selection  processes  for  senior 

civil servants 

3) Develop leadership skills of senior civil servants 

4) Introduce new human resource management procedures and systems  

5) Advance civil servant skills 
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6) Build up a civil service database and  grow monitoring capacity 

7) Optimize civil service size, and  

8) Modernize the remuneration system for civil servants. 

 The  PSMFL  requires  all  ministries  and  other  budget  agencies  to  develop 

Strategic  Business  Plans  and  to  move  to  output-based  accounting.  This  process  has 

already  started,  with  all  agencies  following  a  standard  format  for  their  Strategic 

Business Plans.  

Identification  of  effective  performance  indicators  was  the  most  challenging 

step  in  implementing  output-based  management  and  accountability.  In  government 

organizations,  agency  indicators  are  to  be  translated  into  individual  performance 

agreements and serve as the basis of the assessment of civil servants’ performance. 

The Mongolian government’s civil service reform placed general managers at 

the heart of the  broader public  sector reform process. They are to play a key role  in 

the  delivery  of  the  core  functions  of  civil  service  by  providing  high-quality  policy 

advice  to  the  Government  and  by  implementing  Government  programs,  including 

delivering services to the community.  

General  managers  have  a  particular  accountability  to  ensure  the  delivery  of 

outputs  that  contribute  to  the  achievement  of  outcomes  as  determined  by  the 

Government.  They  must  focus  on  the  outputs  specific  to  their  agency,  and  the  links 

between  these  outputs  and  broader  government  goals.  All  of  this  requires  them  to 

create a shared vision and sense of purpose for their organizations in order to enable 

and motivate their staff to achieve high performance. 

Selecting the best people  is  not enough to ensure effective  leadership  in civil 

service.  General  managers  are  required  to:  1)  shape strategic  thinking  for  their 

organizations,  2)  cultivate  productive  working  relationships  both  within  and  outside 

their  organization,  3)  communicate  with  influence,  4)  exemplify  personal  drive  and 

integrity, and 5) achieve results. 

Medium-term  civil  service  reform  policy  aims  at  selecting  civil  servants  for 

specific  positions  based  on  merit,  and  without  discrimination  on  the  basis  of  ethnic 

origin,  gender,  social  background  or  position,  wealth,  occupation  or  post,  religious 

conviction,  opinion,  party  or  public  organization  membership.  All  permanent 

appointments  to  civil  service  posts  are  to  be  made  on  the  basis  of  transparent, 
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competitive  selection  processes,  in  some  cases  open  to  all  qualified  citizens  and  in 

other cases, to all qualified civil servants. 

Within  the  medium  term  strategy,  selection  processes  will  be  increasingly 

done  according  to  the  agency  human  resource  plans  that  establish  the  future 

requirements  for  staff  in  terms  of  numbers,  skills,  competencies,  and  cost.  The 

planning should be based on the organization’s objectives and strategies expressed in 

the  Strategic  Business  Plan.  In  this  way  organizational  structures  and  development 

strategies become part of human resource planning. 

The medium-term civil service reform addressed the urgent need to strengthen 

not only the knowledge and  skills  base of senior  and  middle  level  civil  servants, but 

also  assess  comprehensive  training  needs  for  specific  sector  ministries. There  was  a 

wide-spread  need  to  improve  skills  in  the  use  of  information  technology, not  only 

through employment of IT specialists but, more importantly, development of skills in 

the use of IT among middle and senior managers. 

The establishment of a civil service Human Resource Management Information 

System  (HRMIS)  was  to  allow  ongoing  monitoring  of  civil  service  employment 

without  the  need  for  day-to-day  intervention  by  central  agencies.  In  this  sense  it 

increases  the  transparency  of  personnel  decisions  in  terms  of  external  scrutiny  of 

agency  decisions.  The  HRMIS  includes  a  database  of  all  civil  servants,  including 

identification,  education  qualifications,  competencies,  performance  assessments,  and 

complete data on remuneration, including allowances, bonuses, and non-cash benefits 

(such as cars and phones). 

The  design  of  the  HRMIS  focuses on:  1)  monitoring  the  needs  of  central 

agencies  to  ensure  that  relevant  data  fields  are  included;  2)  the  management 

information needs of general managers with respect to their own personnel (including 

human resource planning): 3) procedures and incentives for maintaining the database 

and  keeping  it  up-to-date  (including  responsibility  for  data  entry,  amount  of  data 

collected,  automatic  transfer  of  personal  data  when  individuals  move  positions  and 

possible  links with payroll  management); 4) the right of civil servants to access their 

own  personal  records  and request  correction  of  errors;  5)  protection  of  privacy  of 

personnel data (including access procedures to particular levels of information). 
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The appropriate size of the civil service depends firstly on what it is asked to 

do.  Having  limited  budgets,  it  is  important  that  low-priority  activities  of  the  civil 

service be identified and eliminated or reduced. The status of many agencies needs to 

be reviewed to ensure an appropriate relationship between public and private sectors, 

and encouragement of competition. In other words, choices between in-house delivery 

and  delivery  by  contractors  should  not  be  made  according  to  the  impact  on  the 

numbers of civil servants, but according to the most effective and efficient mechanism 

of delivering essential services. 

In Mongolia civil service delivers a wide range of public goods and services to 

people  distributed  over  a  large,  scarcely-populated  area.  This  presents  unique 

challenges,  needs,  and  solutions.  This  is  one  of  the  reasons  why  the  Government  is 

gradually  implementing  an  output-based  budgeting  model. In  order  to  achieve 

economies of scale,  especially  in  remote  areas,  the  Government  considers  the 

opportunity  to  restructure  the  delivery  of  services  by  combining  service  delivery 

points and utilizing alternative service delivery techniques such as “one-stop shops.”  

A  key  to  successful  medium-term  civil  service  reform  is  the  challenge  of 

retaining and attracting quality civil servants, while shedding unproductive employees 

and  maintaining  fiscal  discipline.  Effective  delivery  of  public  services  over  the 

medium-long  term  requires  the  civil  service  to  be  competitive  in  attracting  bright, 

young  graduates,  with  remuneration  (and  promotion)  systems  that  reward 

performance  and talent  rather  than  seniority.  Sustainable  public  services  require 

particular  skills,  some  of  which  are  in  short  supply  in  Mongolia.  Unless  adequate 

remuneration is provided to civil servants, eventually government agencies will find it 

difficult to recruit, retain, and motivate the staff needed to deliver services. 

 

2.5.2  Independent Variables: Factors Affecting the Effectiveness of Civil  

          Service Reform Policy Implementation 

In  the  study  of  policy  implementation,  a  model  is  used  to  analyze  the policy 

performance and the main factors affecting policy implementation effectiveness. With 

policy objectives aiming at improving the effectiveness and efficiency of civil service, 

the model tries to explain the causes and effects related to the performance of CSRP 

implementation. 
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With  the  integrated  findings  from  a  review  of  the  literature  in  the  previous 

chapter,  the  researcher  selected  the  factors  which  the  findings  indicated  were  in 

common  use  and  had  a  high  chance  to  significantly  affect  the  implementation 

effectiveness of the Mongolian medium term civil service reform policy. Those are:  

1) Explicit political support and commitment  

2) Strength of the statute that facilitates the policy  

3) External monitoring of the implementation process  

4) The  existence  of  a central  government  agency  responsible  for  the 

reform with sufficient power and intellectual and tactical capabilities 

5) Public support of the policy  

6) Clearly-defined policy goal and objectives 

7) Effective communication between all actors and stakeholders 

8) Acceptance and willingness to comply with policy by implementers  

9) Commitment and support of implementers  

10)  High-quality leadership and management of public organizations 

11)  Authority of change management 

12)  Qualified personnel  

13)  Adequate financial funding and allocation and  

14)  Effective infrastructure.  

The  researcher  has  grouped  these  14  factors  into  4  major  groups  in  order  to 

develop the theoretical model. They are presented in table 2.2.  
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Table 2.6  Regrouping of Independent Factors 

  

Factors in the 

Model 
Factors Revealed from the Literature Review 

Political Factors 

 

 

 

 

 

 

1. Explicit political support and commitment 

2. Strength of the statute that facilitates the policy 

3. External monitoring of the implementation process 

4. The existence of a central government agency responsible 

for  the  reform  with  sufficient  power  and  intellectual  and 

tactical capabilities 

5. Public support of the policy 

Clarity of Policy 

Objectives and 

Strategies 

1. Clearly-defined policy goal and objectives 

2. Effective  communication  between  all actors  and 

stakeholders 

Implementers’ 

Disposition 

towards Policy 

1. Acceptance  and  willingness  to  comply  with  policy  by 

implementers 

2. Commitment and support of implementers 

Implementation 

Agency 

Capability and 

Authority 

 

 

1. High-quality  leadership  and  management  of  public 

organizations 

2. Authority of change management 

3. Qualified personnel 

4. Adequate financial funding and allocation  

5. Effective infrastructure. 

  

2.5.3  Relationship between Dependent and Independent Variables 

Political factors: According to Van Meter and Van Horn (1975), the external 

political,  economic  and  social  environment  is  one  of  the  key  factors  in  the 

“intergovernmental policy implementation model,” When the policy is popular, that is 

when  the  policy  is  supported  by  the  majority  of  the  population,  the  effectiveness  of 

the  implementation  is  remarkably  higher  and  the  implementation witnesses  strong 
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political  support.  Mazmanian  and  Sabatier  (1983)  clearly  identified  socio-economic 

and technical conditions as one the important external factors affecting organizational 

survival and effectiveness.  

The political factors influencing effectiveness of CSRP implementation would 

be:  

1) Political support 

2) The strength of the statute that facilitates the policy 

3) External monitoring by individuals and/or government agencies 

4) Public support and demand. 

Civil  service  reform  requires  continuous  political  will  and  support.  An 

essential  element  for  successful  implementation  is  unambiguous  political  leadership 

for  the  purpose  of  defining  the  vision  of  what  is  to  be  achieved  and  activating  the 

process  by  which  it  will  be  achieved.  Political  support  is  critical  for  initiating  civil 

service  reform  policy  and  encouraging  collective  commitment  for  implementing  it. 

Political  leadership  can  make  CSRP  a priority  and  put  it  in  a  broader  perspective. 

Strong  leadership  is  essential  in  setting  visions  and  goals  for  government  policy, 

encouraging  collective  commitment,  and  putting  the  policy  into  implementation.  It 

facilitates the implementation process by developing a common understanding of the 

value of government policy,  showing the  successes at an early stage and  motivating 

continued effort.  

This  reform  touches  the  key  part  of  the  mechanism  of  any  public  policy 

system.  There  is  not  a  single  public  policy  that  is  implemented  without  participation 

of  public  servants.  This  reform  touches  not  only  the  lives  of  civil  servants,  but  also 

their families and other parts of the society as well. These reforms help to determine 

who will  be  in the service, and  how well they can and  are required to perform their 

duties.  

Effective implementation is said to be partially predetermined by the strength 

of the statute (Mazmanian and Sabatier, 1983). The higher the level of the statute, the 

more legal power it possesses and along with that receives more political support and 

financial resources and less resistance from different levels of governance. Resolution 

#24  of  the  State  Great  Khural  (parliament)  of  Mongolia  that  approved  the medium-

term  civil  service  reform  strategy  of  Mongolia  should  be  considered at the  highest 

level of approval.  
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External  monitoring  of  the  implementation  process  was  a  crucial  variable 

uncovered  by  Bardach  (1977)  in  his  book  “The  Implementation  Game.”  What  he 

terms  a  fixer,  an  important  legislator or  executive  official  who  controls  resources  to 

monitor  closely  and  to  intervene  almost  continually,  can  greatly  facilitate  action. 

Browning,  Marshall,  and  Tabb  (1984)  reinforced  the  importance  of  the  time 

dimension  so  that  evolutionary  adaptations,  which  occur  at  various  levels  of 

government operating in the intergovernmental system, are not overlooked. 

Any  issue  that  is  in  the  center  of  public  attention  receives  urgent  and  broad 

support.  Public  demand  and  support to  make  certain  changes  through  reforms  make 

politicians  more  motivated  to  get  involved  and  participate  in  the  solutions  of  the 

problems. It also  makes the  mass  media get  involved  in the discussion and reporting 

of the progress of the reforms.  

Clarity of Policy Objectives and Strategies: Implementing agencies require 

clarification on what they can and cannot do. If  implementing agencies are unable to 

determine what is required, they are unlikely to move forward. The studies carried out 

by  Pressman  and  Wildavsky  (1979),  Hambleton  (1983),  and  Voradej  Chandrasorn 

(1984)  showed  that  effective  policy  implementation  requires  an  appropriate 

transmission of  information  for the sake of policy clarity. The policy  message needs 

to be clear and consistent, assuming that the program itself has a clear set of goals and 

activities. 

Van Meter and Van Horn (1975) stated that a policy must contain standards in 

regard to clarity, consistency, and accuracy. Policy implementation cannot benefit the 

target groups unless the policy objectives and methods are well known.  

According  to  Mazmanian  and  Sabatier  (1983),  effective  implementation  is 

preordained  by  a  clear  description  and  ranking  of  unambiguous  objectives.  Political 

scientists  have  long  observed  law  makers’  propensity  to  enact  vague  and  internally 

contradictory  legislation.  By  avoiding  explicit  policy  objectives  and  delegating  the 

hard  choices  to  bureaucracies,  members  of  parliaments  derive  more  broad-based 

support  and  have  more  leeway  in  blaming  government  agencies  for  failure  in 

achieving  policy  intent.  Prescribing  clear  legislation  as  a  cure  for  implementation 

problems  may  be the beginning  of  fully-resolving  disagreements  early  in  the 

legislative  process  so  that  clear  statutory  guidelines  will  follow.  This  is  not  possible 
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most  of  the  time  (Rein  and  Rabinovitz,  1978). If  Congress  were  restricted  to 

legislating only in areas in which it could speak clearly, the legislative agenda would 

be  very  short.  Further,  much  of  the  learning  and  accomplishments  that  accompany 

implementation of unclear statutes would be foregone (Van Horn, 1979). 

In  the  case  of  the  CSRP  in  Mongolia,  the  Government  has  developed  a  very 

concrete action plan for the implementation of the medium-term civil service reform 

strategy  and  has  made  it  official  by  resolution # 186  in  July  2007.  This  action  plan 

was  developed  to  make  the  policy  objectives  and  benefits  of  the  reform  clear  for 

everybody,  and  also  covered  standards  related  to  clarity,  accuracy,  continuity,  and 

consistency of the policy. 

Implementation  Agency  Capability  and  Authority: The  capacity  of the 

implementing organization, whether it is public or private, is considered as the main 

factor for successful and effective implementation of a policy. Amit and Schoemaker 

(1993)  pointed  out  that  organizational  factors  pertain  to  the  capabilities  of  the 

organization to deploy resources (such as people  and  information technology), using 

organizational  processes  to  reach  a  desired  goal;  on  the  other  hand,  Apiwan 

Dejnaronk (2000) characterized capabilities as intangible or invisible resources which 

are  organization-specific  and  are  based  on  creating  and  exchanging  information 

through human resources.  

The characteristics of implementing agencies, such as the competence and size 

of  the  staff,  the  degree  of  hierarchical  control  of  sub-unit  decisions  and  processes 

within the implementing agencies, an agency’s political resources (e.g. support among 

legislator  and  executives),  the  vitality  of  an  organization,  the  degree  of  open 

communication  with  an  organization  and  with  persons  outside  the  organization,  and 

the agency’s  formal  and  informal  linkages with a policy-making body—all can have 

both  negative  and  positive  impacts  on  an  organization’s  capability  to  implement 

policy.  

The  capacity  of  the  implementing  agency  can  include  not  only  the  formal 

structure  of  the  organization,  but  also  the  informal  parts  of  their  personnel,  and  the 

relationship  between  the  implementing  agencies  and  other  participants  in  the  public 

services  delivery  (Van  Meter  and  Van  Horn,  1975;  Bardach,  1977;  Cheema  and 

Rondinelli, 1983).  
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 Voradej Chandrason (1984) concluded that successful policy implementation 

depends on the implementation capacity of the organization, including organizational 

structure,  human  competence,  and  technical  and  administrative  skill.  The  study  of 

Thawilwadee  Bureekul  (1998)  indicated  also  that  effective  policy  implementation 

resulted from the implementing agency’s 1) capacity and 2) the willingness to comply 

with the policy.  

This capacity can be conceptualized as follows:  

1) Technical, managerial, and political skills of staff 

2) Capacity to coordinate, control, and integrate sub-unit decisions  

3) Agency’s political resources and support  

4) Effectiveness of internal communications 

5) Commitment of staff to agency programs  

6) Location of agency within the administrative structure and authority. 

Pressman and  Wildavsky (1979) and Van Meter and Van Horn (1975) stated 

that  policy  resources  had  a  critical  impact  on  policy  implementation  effectiveness.  

Policy  resources,  including  but  not  limited  to  personnel,  budget,  infrastructure, 

machinery,  and  equipment,  are  necessary  to  manage  a  policy  to  reach  its  goals 

(Voradej Chandrasorn,  1984).  It  is  stated  that  not  only  is  the  quantity  of  resources 

important,  but  also  their  appropriate  allocation.  This  is  especially  true  if  the  civil 

service  is  to  recruit  and  retain  highly-qualified  personnel  in  competition  with  the 

private sector.  

According to Lucas (1981), Ahituv and Neumann (1982), Silver et al. (1995), 

and  Laudon  and Laudon (2000), human resources are one of the critical  factors that 

affect the effectiveness of policy implementation. In many cases good policies cannot 

be  implemented  effectively  because  of  the  insufficient  skill  and  knowledge  of 

implementers. Successful implementation of policies calls for not only an appropriate 

number of personnel but professionals with necessary skill and expertise. One way to 

achieve this is to set up an ongoing step-by-step training system for civil servants that 

would enable them to cope with ever-increasing workloads in the constantly-changing 

work environment.  

Adequate financial  funds are  very  important  for  the  success  of  policy 

implementation.  These  resources  may  also  include  funds  of  other  incentives  in  the 

program that  might encourage or facilitate effective  implementation. Van  Meter and 
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Van  Horn  (1975)  pointed  out  that  policy  makers  also  made  available  resources  that 

facilitated their administration in addition to the standards and objectives.  

Edwards (1980), Cheema and Rondinelli (1983), Hambleton (1983), Mazmanian 

and  Sabatie  (1983) all  supported  the  notion  that  sufficient  financial  sources  are  a 

crucial factor for implementation success. Ingram and Mann (1980) also showed that 

the  legislator or executive official that controls resources also has a strong  influence 

on the policy implementation. 

Prudent  financial  management  is  essential  for  avoiding  the  wasting  of 

resources  and  to  gain  maximum  benefit  from  a  given  funding.  The  adequate  budget 

allocation  to  support  the  project  is  crucial  for  successful  implementation.  In  this 

respect,  not  only  is  the  budget  for  initial  investment  important,  but  the  budget  for 

maintenance costs and training is compulsory. 

It  is  clear  for  everybody  today  that  without  effective  information  technology 

systems,  such  as  the internet,  the intranet,  networks,  hardware,  software,  and  the 

security system, no administration can  function properly. IT infrastructure is defined 

as a set of shared intangible technology resources that provide a foundation enabling 

present and future business applications (Earl, 1989, Duncan, 1995). IT infrastructure 

must include computers, hardware, software, network, databases, and other technical 

facilities that are connected and operational (Turban et al., 1996).  

Infrastructure  is  a  fundamental  component  in  enabling  a particular  system  to 

operate. It can  help to develop an adequate  information database of civil servants  in 

the country and facilitate an efficient flow of information and sharing of knowledge 

within the system. An effective information infrastructure is necessary for any system 

to  implement  the  knowledge  management  process.  Bhatt  (2001)  states  that 

information technology provides an edge in harvesting and distributing knowledge.  

It  is  important  to  mention  that  not  only  the  quality  of  the  information 

technology  infrastructure,  but  also  the  quantity  or  sufficient  numbers  of  IT 

equipments and  networks are essential  factors for successful  implementation of civil 

service reform policy.  

Implementers’  Disposition  Towards  Policy: The  effective  and  successful 

implementation  of  the  policy  requires  not  only  the  understanding  and  capacity 

implementers,  but  also  the  commitment,  support,  and  willingness  to  carry  it  out.  If 



85 

 
 

implementers  do  feel  negative  about the  policy,  they  would  show certain resentment 

and  create  an  obstacle  to  successful  implementation.  Therefore  it  is  important  to 

receive  understanding  and  support  from  all  stakeholders  beginning  with  political 

commitment  and  ending,  but  not  finishing,  with  the  implementers’  support  and 

willingness.  

Van Meter and Van Horn (1975) stress that whether people will comply with 

the policy implementation or not depends on their personal values, believes, and self-

interests, and that policy  implementation  may  fail because  its  implementers refuse to 

perform the implementation. 

Lipsky (1976) emphasized the  individual compliance, especially of  front-line 

implementers,  was  a  significant  factor  for  policy  implementation  effectiveness.  He 

affirmed that the  front-line  implementers or the so-called street-level bureaucrats are 

the people that ultimately implement the policy. As these individuals have substantial 

discretion in the execution of the daily work, the compliance of the implementers with 

the policy is regarded as a crucial factor for the policy implementation success. 

Pressman and Wildavski (1979) acknowledged that “disposition” is one of the 

key factors affecting the success or failure of policy implementation and proposed that 

a sufficient incentive must be provided to avoid the dissatisfaction of implementers.  

The  study  done  by  Sorg  (1983)  on  the  individual  compliance  of  street-level 

bureaucrats whose actions shaped the operational configuration of public policies is of 

high  interest  in  this  respect.  He  studied  the  implementation  behavior  of  these 

individuals and came up with 3 types of behavior: 

1) Intentional  compliance,  where  the  implementers  intend  to  comply 

and perform their tasks successfully 

2) Unintentional  non-compliance,  or  error;  here,  the  implementers 

intend to comply but fail to do so. This may occur because of misunderstanding of the 

policy objectives and contents or limitations in their capacity. 

3) Intentional  non-compliance,  where  the  implementers  intend  not  to 

implement  the  policy  and  they  avoid  complying  with  the  implementation.  It  may 

because they disagree with the policy or dislike the policy or the policy is against their 

standard procedures or because of their loss of self-interest, such as power, authority 

or position. 
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It  can  be  added  that  there  might  be  one  more  type—unintentional 

compliance—as a very passive behavior on the side of implementers that does not go 

against  the  policy.  In  the  case  of  non-compliance,  it  is  required  to  reveal  the  true 

causes and to take corresponding measures to fix the problem.  

Implementers’ Acceptance: Civil service reform brings a lot of changes to the 

work environment and culture within the public sectors; therefore, the acceptance of 

those changes is important regarding the compliance of officials to the policy. It was 

said  by  Schermerhorn  et  al.  (1997)  that  the  implementers’  acceptance  can  be 

illustrated by the predisposition of government officials to respond in a positive way 

to the implementation of projects.  

Edwards (1980) claimed that  in order to implement effectively,  implementers 

must  not  only  know  what  to  do  and  have  the  capability  to  do  it,  but  they  must  also 

have the desire to carry out a policy. He also agreed that, the “disposition or attitude 

of  implementers  could  be  seen  as  critical  factors  that  affect  implementation.”  If 

implementers  feel  negatively  about or  disagree  with  a  policy,  they  will  not  put  forth 

an effort to implement it or even attempt to subvert the implementation; their attitudes 

toward a policy will be an obstacle to its effective implementation.  

 Implementers’ commitment  and  support:  Implementers’  commitment  can  be 

defined as the strength of belief in a new policy that it can provide good outcomes. It 

was found early on by McLaughlin (1976) that implementer commitment and support 

have a major influence on the success of policy implementation.  

The  implementer’s  commitment  is  needed  in  the  implementation  of  public 

policies,  because  it  usually  takes  time  before  the  benefits  emerge  and  constant 

improvement and changes are made during the implementation process. Civil servants 

must  be  able  and  willing  to  support the  project, or  at  a  minimum,  must  be  eager  to 

learn and adapt to change.  

It is important to receive commitment from all levels of implementers, starting 

from  political  leaders  and  senior  administrators,  down  to so-called  street  level 

implementers, in order to have effective implementation of a public policy. 
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2.5.4 Conceptual Model for Analysis 

 

 

 

Figure 2.1 A Proposed Model  for Analysis of the Factors Affecting Implementation 

Effectiveness  of  the  Medium-Term  Civil  Service  Reform  Policy  in 

Mongolia 

 

2.6  Hypothesis Development 

 

Hypothesis I:  Political factors directly affect the effectiveness of CSR policy 

in Mongolia.  

Hypothesis  II:  The  implementation  agency’s  capability  and  authority  directly 

affect the effectiveness of CSR policy in Mongolia.  

Hypothesis  III:  The  clarity  of  policy  objectives  and  strategies  directly  affect 

the effectiveness of CSR policy in Mongolia. 
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Hypothesis  IV:  The  implementers’  disposition  towards  the  policy  directly 

affects the effectiveness of CSR policy in Mongolia. 

Hypothesis  V:  Political  factors,  through  the  clarity  of  policy  objectives  and 

strategies, indirectly affect the effectiveness of CSR policy in Mongolia. 

Hypothesis  VI:  Political  factors,  through  the  implementers’  disposition 

towards the policy, indirectly affect the effectiveness of CSR policy in Mongolia. 

Hypothesis  VII:  The  clarity  of  policy  objectives  and  strategies,  through  the 

implementers’  disposition  towards  the  policy,  indirectly  affect  the  effectiveness  of 

CSR policy in Mongolia. 

Hypothesis  VIII:  Political  factors, through  the  implementation  agency’s 

capability  and  authority,  indirectly  affect  the  effectiveness  of  CSR policy  in 

Mongolia. 

Hypothesis  IX:  The  clarity  of  policy  objectives  and  strategies,  through  the 

implementation agency’s capability and authority, indirectly affects the effectiveness 

of CSR policy in Mongolia. 

Hypothesis  X:  The  implementers’  disposition  towards  the  policy,  through the 

implementation agency’s capability and authority, indirectly affects the effectiveness 

of CSR policy in Mongolia. 

 

 

 

 

 

 

 

 



 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

This chapter  discusses  the  research  methodology  of  this  study.  It  shows  how 

the  researcher  collected  the  data  and  how  the  relationships  among  the  variables 

(O’Sullivan, Rassel and Berner, 2008) were analyzed.  The major steps that constitute 

research methodology are: 

1) Decide when and how often to collect data 

2) Develop or select measures for each variable 

3) Identify a sample or test population 

4) Choose a strategy for contacting subjects 

5) Plan the data analysis 

6) Present the findings. 

The chapter starts with the description and explanation of the research design. 

The  second  section  specifies  the  unit  of  analysis.  The  third  section  explains  the 

population,  sample,  and  sampling  procedures.  The  next  section  discusses  the  data 

collection method in more specific terms. The last section describes the data analysis 

method with an emphasis on how the collected data were analyzed for answering the 

research questions and how they were related to the objectives of the study.  

 

3.1  Research Design 

 

Research designs are plans that guide decisions about when and  how often to 

collect  data,  what  data  to  gather,  from  whom  and  how  to  collect  data,  and  how  to 

analyze data. This term has two meanings: general and specific. The general meaning 

refers  to  the  plan  for  the  study’s  methodology,  frequently  called  blueprints  for  the 

final  research  product.  This  design  indicates  the  purpose  of  the  study,  and 

demonstrates that the plan will answer the research question and is consistent with the 
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study’s  purpose.  The  specific  meaning  of  the  research  design  refers  to  the  types  of 

study, such as cross-sectional, time series, case studies, experiments, and others. 

In  order  to  gain  comprehensive  and  meaningful  findings,  this  study  applied 

both the quantitative and qualitative approach. Quantitative methodology was applied 

as  the  main  method,  with  qualitative  methodology  used  a  secondary  method  to 

support the results gained through the quantitative study. 

This  research  was  based  on  the  data  collected  from  the  target  population 

through survey  questionnaires, in-depth  interviews,  and  documentary  research,  and 

employed  survey  research  with a non-experimental design. The  quantitative  analysis 

was conducted  through the SPSS  program  using  the  multiple  regression  analysis 

method for the research finding analysis. 

 

3.2  Unit of Analysis 

 

The  term  unit  of  analysis  refers  to  the  type  of  object  whose  characteristics 

interest the researcher and whose characteristics he wants to measure and study. The 

unit  of  analysis  can  be  individual human  beings,  groups, programs, organizations or 

institutions, states, nations, social interactions, etc. There is a wide range of variation 

in what or who is to be studied in the field of social science research (Babbie, 1986). 

The unit of analysis in this study was the ministries and implementing agencies of the 

Mongolian  government  that  participated  in  the  implementation  of  the  medium-term 

civil service reform (Appendix D). 

 

3.3  Operational Definitions and Measurement 

 

The  next step after having the  hypotheses developed in testable forms was to 

provide operational definitions for all variables and apply them to the research model. 

This was crucial. There are three main processes during the transfer of the conceptual 

framework of the research to a valid measurement: conceptualization, operationalization, 

and measurement. According to O’Sullivan, Rassel, and Berner (2008), we can label 

the  variable  under  consideration  as  a  concept  and  its  meaning  as  a  conceptual 

definition. Conceptualization produces a specific agreed-upon meaning for a concept 
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for the purposes of research. Conceptual definitions range  from  brief descriptions to 

thorough, detailed statements. The next step is operationalization, which produces an 

operational definition. An operational definition was formulated from the conceptual 

definition  and  details  concerning  exactly  how  the  values  would  be  assigned  to  a 

variable.  The  last  step  in  the  measurement  applies  rules  to  assigning  numbers  to the 

values of a variable. They can be of nominal scales, ordinal scales, interval scales, and 

ratio scales. It should be mentioned that each scale involves categorization. 

  

3.3.1  Dependent Variable 

In  this  study, the  dependent  variable was the  effectiveness  of  the  medium- 

term  civil  service  reform  of  the  Mongolian  government.  In  order  to  come  up  with 

concrete  measureable  variables,  the  researcher  conceptualized  the  medium  term 

reform goals in the following way. 

The implementation effectiveness of the Medium term civil service reform can 

be measured  by  the  achievement  of  the  main  goals  as  defined  in  the  government 

document. To be exact, the degree of achievement can be measured by the following 

variables: 

1) The  capacity  of  civil  service refers  to  the  capacity  of  the  civil 

service,  especially general  managers,  to  undertake  strategic  planning  and  to  manage 

on  a  performance  basis,  including  measurement,  monitoring,  and  assessment,  with 

progressive relaxation of some input controls. 

2) Transparent,  competitive  selection  processes refer to  the  effective 

use  of the merit  system  in  the  selection,  promotion, and  transfer  of  civil  servants, 

instead of the spoils system. 

3) The leadership skills of General Managers or holders of other senior 

civil service positions refer to the trainings provided and clarification of requirements 

to these levels of civil servants. 

4) Human  resource  management  procedures  and  systems within  civil 

service  organizations  ensure  that  internal  decisions  are  transparent,  fair,  and 

performance oriented. 
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5) Civil  servants’ skills refer to service-wide  skills  in  policy  analysis, 

risk management, use of information technology and human resource management, as 

well as performance management. 

6) Civil service database and monitoring capacity refers to the physical 

development of IT structure and programs utilized. 

7) “Optimum”  size  and  functions  of  the  civil  service  refer  to  finding 

whether  a  functional  review  has  been  done  in  public  organizations,  the  amount  of 

savings  achieved  through  civil  service  “right sizing”,  and  how  successful  these 

organizations  are  in  attracting  and  retaining  high-quality  servants  and  shedding  off 

unproductive employees.  

8) A  transparent  and  performance-based  remuneration system  refers 

the  modernization  of  this  system  by  making  it more  responsive  to  labor  market 

conditions and more developed in line with the PSMFL. 

 

Table 3.1  The Measures of Dependent Variables 

 

Variables Definitions Operationalization Questions 

Dependent 

Variable: 

   

Implementation 

Effectiveness 

 of the Civil 

Service Reform 

Policy 

 

 

 

 

The capacity of 

the civil 

service to 

undertake 

strategic 

planning 

 

 

 

1. Use of strategic planning in 

years  

2. Number of training courses 

organized on strategic 

planning 

3. The revision of the staffing 

cost in the strategic 

planning 

4. Human resource planning 

within the strategic 

planning framework 

 

B1 – B4 
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Table 3.1  (Continued) 

Variables Definitions Operationalization Questions 

 Transparent, 

competitive 

selection 

processes for 

senior civil 

servants 

1. Transparent selection 

2. Competitive selection 

3. Testing and assessment 

procedures 

 

C1 – C3 

 

 

 Establishment 

of a 

professional, 

independent 

from politics 

civil service 

1. Independent from politics 

civil service system 

2. Professional civil service 

system 

 

CC1 – CC2 

 

 

 Leadership 

skills of senior 

civil servants 

 

 

1. Attendance of the civil 

service leadership program 

2. Usefulness of the civil 

service leadership program  

3. Usefulness of the training 

manuals 

 

D1 – D3 

 

 

 

 Human 

resource 

management 

procedures and 

systems 

 

1. Inclusion of human resource 

management procedures and 

systems into the human 

resource planning 

2. Vacancies and appointments 

are to be publicly announced 

3. Senior posts to be advertized 

in wider circles 

 

E1 – E3 
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Table 3.1  (Continued) 

Variables Definitions Operationalization Questions 

 Civil servant 

skills 

1. Policy analysis 

2. Risk management 

3. Use of information 

technology 

4. Human resource management 

5. Performance management 

F11 – F15 

 Civil service 

database and 

monitoring 

capacity 

1. Data on education 

2. Data on qualification 

3. Data on competencies 

4. Data on performance 

assessment 

5. Data on remuneration 

F21 – F25 

 Optimum size 

and functions 

of the civil 

service 

1. Functional review 

2. Savings from right sizing 

3. Attracting and retaining 

quality civil servants 

4. Shedding off unproductive 

employees 

G1 – G4 

 Transparent 

and 

performance-

based 

remuneration 

system 

1. Use of civil service 

classification, grading, and 

pay schedule 

2. Salary comparison with 

private sector 

3. Dependence of the 

remuneration on the 

delivered output 

H1 – H3 
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3.3.2  Independent Variables 

After  reviewing the literature  on  public  policy,  civil  service,  civil  service 

reforms,  policy  implementation  and the effectiveness  of  policy  implementation  and 

lessons  from  the  civil  service  reforms  taken  place  in  a  number  of  countries, the 

researcher suggests that there are four main  factors that affect the effectiveness of the 

civil  service  reform  policy  in  Mongolia.  These are  political  factors,  policy  objectives 

and  strategies,  implementation  agency  capability  and  authority, and  the  attitudes  of 

implementers toward the policy.  

1) The political factors refer to the fact that all policies are products of 

political  decisions and  the  way that politicians  support  or  attack  plays a crucial 

influence on the effectiveness of policy implementation.  

(1) The  explicit political  support  and  commitment refers  to  how 

many  individual politicians or parties are  in  favor of  it and  how long they  have  been 

showing their support. 

(2) The strength of the statute that facilitates the policy refers to the 

level of government at which the decision was made. 

(3) External monitoring by individuals and/or government agencies 

refers  to  who  is  responsible  for  the  monitoring  (ministry,  agency,  department)  and 

how often the report is made on progress. 

(4) The  existence  of  a  central  government  agency  responsible  for 

the  reform,  with  sufficient  power,  intellectual  and  tactical  capabilities  refers  to  the 

question  about  whether  there  is  a  designated  government  organization  assigned  to 

implement the policy in question and how much power and capability it possesses. 

(5) Public  support  and  demand refers  what  part  of the population 

supports (who benefits from) this policy and how they express their support.  

2)  The clarity of policy objectives and strategies: 

(1) Clearly-defined  policy  goals  and  objectives refer  to  how  clear 

the policy is at all levels of implementers and how the policy goals and strategies are 

explained to them. 

(2) Effective  communication  between  all  actors  and  stakeholders 

refers to the channel of communication and how often it is used for policy issues. 

 



96 

 
 

3)  Attitudes of implementers toward policy: 

(1) Acceptance and willingness to comply with the policy refers to 

the degree to which the implementers accept the policy and are willing to comply. 

(2) Commitment  and  support refers  to  the  level  at  which  the 

implementers support the policy and are committed to its implementation. 

4)  Implementation agency capability and authority:  

(1)  High-quality leadership and management refer to the qualifications 

and skills of the managers and leaders responsible for the reform 

(2) Authority  of  change  management refers  to  whether  the 

individual organization possesses power to make its own decisions within the reform 

process  

(3) Qualified  personnel applies  to  the  qualifications  of  staff  and 

their ongoing training system  

(4) Adequate financial funding and allocation refers to the amount 

of  budget  allocated  for  the  reform  process  and  how  it  compares  to  the  required 

amount  

(5) Effective IT infrastructure refers to the available hardware and 

software that the civil service system possesses. 

 

Table 3.2  The Measures of Independent Variables 

 

Variables Definitions Operationalization Questions 

 

Political Factors Explicit political 

support and 

commitment 

1. Political support and 

commitment from 

individual politician/s 

and/or political groups  

I 1 

 Strength of the 

statute that 

facilitates the 

policy 

1. Level of government at 

which the decision was 

made 

 

I 2 
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Table 3.2  (Continued) 

 

Variables Definitions Operationalization Questions 

 External 

monitoring by 

individuals and/or 

government 

agencies 

1.  How often the external 

monitoring was done 

I 3 

 Existence of a 

central 

government 

agency 

responsible for 

the reform 

1.  Whether there is a 

specific government 

organization responsible for 

policy implementation 

2.  Whether that 

organization has the power 

and intellectual and tactical 

capabilities 

I 41 – I 43 

 Public support 

and demand 

1.  What part of the 

population supports the 

policy and benefits from it 

2.  How they express their 

support 

I 51 – I 52 

Clarity of Policy 

Objectives and 

Strategies 

Clearly-defined 

policy goals and 

objectives 

1.  Clarity of  the policy 

goals at all levels of 

implementers 

2.  How the policy goals 

and strategies are 

explained to them 

K 11 – K13 

 Effective 

communication   

1.  How often the channel 

of communication was used 

L21 – L23 
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Table 3.2  (Continued) 

 

Variables Definitions Operationalization Questions 

  between all actors 

and stakeholders  

    

Implementers’ 

Disposition 

Towards Policy 

Acceptance and 

willingness to 

comply with the 

policy 

The degree to which the 

implementers accept the 

policy and are willing to 

comply 

M11 –M12 

 Commitment and 

support 

1.  The level at which the 

implementers support the 

policy 

2.   Extra effort from 

implementers 

N21 – N22 

Implementation 

Agency 

Capability and 

Authority 

High-quality 

leadership and 

management 

1.  Setting the vision and 

goal 

2.  Developing strategies to 

stimulate policy 

implementation 

3.  Knowledgeable to 

implement policy 

4.  Solve problems 

regarding the policy 

implementation 

5.  Encourage subordinates 

in self-development 

O11 – O16 

 Authority of 

change   

1.  Provision of certain 

autonomy of decision 

making in the  

O21 – 22 
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Table 3.2  (Continued) 

   

Variables Definitions Operationalization Questions 

 management   implementation of policy 

2.  Legal authorization to 

make certain changes 

within the policy 

  

 Qualified 

personnel 

1.  Number of personnel 

engaged in the policy 

implementation 

2.  Number of training 

sessions on policy 

implementation 

O31 – O32 

 Adequate 

financial funding 

and allocation 

1. Sufficiency of funds 

2. Funding sources 

O41 – O42 

 Effective IT 

infrastructure 

1.  Sufficient amount of 

expertise to support and 

maintain IT infrastructure 

2.  Standards of database 

system 

3.  Number of computers 

and other IT equipment 

O51 – O53 

 

3.4  Validity and Reliability 

 

The  constructs  in  social  theory  are  often  ambiguous  and  not  directly 

observable. Social science researchers have to spend lots of time on the development 

of constructs in order to obtain accurate and valid results  in their study. Researchers 
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want to use measurement tools that are both reliable and valid. Nevertheless, how can 

these  measures  be  evaluated? Two  of  the  primary  criteria for evaluation  in  any 

measurement or observation are whether we are measuring what we intend to measure 

and  whether  the  same  measurement  process  yields  the  same  results. These  two 

concepts are validity and reliability. 

Scientists explain reliability in many ways. For example, Babbie (2001) states 

that reliability checks whether a particular technique that is applied repeatedly to the 

same  object  yields  the  same  results.  According  to  Norusis  (1993),  reliability  is  a 

measuring instrument to determine if comparable measures of the same construct of a 

given  object  agree,  or  whether  the  tests  yield  similar  results  when  different  people 

administer them.  

According  to  Babbies  (2001)  there  are  four  approaches  for  assessing 

instrument reliability: 

1) Test-retest method 

2) Split-half method 

3) Using established measures, and  

4) Internal consistency method.  

If  a  test  is  reliable,  it  yields  consistent  results. In  the  test-retest  method, 

measures at  two  different  times  with  no  treatment  in  between  will  yield  the  same 

results. In the split-half method, if the  items  are divided  in  half, the two halves yield 

the same results.  

 The  Cronbach  alpha  measures  the  internal consistency of a single  factor and 

the researcher decided to employ the Cronbach alpha coefficient to the measurement 

of the  reliability  in  this  study because  the  internal  consistency  method  is  well-

accepted  as  the  general  form  of  reliability  evaluation.  This  method  is  based  on  the 

assumption  that  variables  measuring  the  same  construct  should  be  highly  correlated 

with one another. For all forms of reliability, a quantitative measurement of reliability 

can  be used, applied  much  like the  inter-observer reliability coefficient. It should be 

.80 or higher. However, the coefficient can be lower for averages in a group because 

individual scores vary. 
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Table 3.3  Reliability Coefficients 

  

Scale No. of Items 
Reliability Coefficients 

(Alpha) 

Implementers’ disposition towards 
policy  

2 .822 

Clarity of policy 2 .733 

Implementation agency capability and 

authority 
5 .815 

Political factors 5 .720 

Effectiveness 8 .880 

 

The results of the reliability test presented in Table 3.1 confirm that all of the 

scales  used  in  this  study  had  high  reliability  coefficients,  with  alpha  values  ranging 

from .720 to .880, meaning that the constructed measurement tool  yielded stable and 

consistent results.  

For the purpose of scientific integrity, it should be mentioned that in his 2004 

article,  Lee  Cronbach,  the  inventor  of  Cronbach  Alpha  as  a  way  of  measuring 

reliability,  reviewed  the  historical  development of the Cronbach  Alpha. He asserted, 

"I no longer regard the formula (of Cronbach Alpha) as the most appropriate way to 

examine  most  data.  Over  the  years,  my  associates  and  I  developed  the  complex 

generalizability (G) theory" (p. 403). Discussion of the G theory  is  beyond the scope 

of  this  document.  Nevertheless,  Cronbach  did  not  object to  the use  of  Cronbach 

Alpha, but  he  recommended  that  researchers  should  take  the  following  into 

consideration while employing this approach: 

1) Standard  error  of  measurement: It  is  the  most  important  piece  of 

information to report regarding the instrument, not a coefficient. 

2) Independence of sampling 

3) Heterogeneity of content 
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4) How the  measurement  will  be  used: Decide whether  future uses of 

the  instrument  are  likely  to  be  exclusively  for  absolute  decisions,  for  differential 

decisions, or both. 

5)  Number of conditions for the test 

Just because a test is reliable does not mean that it will be valid. Reliability is 

a  necessary  but  not  sufficient condition  for  validity. Reliability  provides  us with  an 

indicator’s dependability  and  consistency,  and  validity  tells  us  whether  an  indicator 

actually  captures  the  meaning  of  the  construct  in  which  we  are  interested  (Neuman, 

1997). 

Norusis  (1993) stated that  a test  must  be  reliable  to  be  useful  and  must  also 

have validity. This means that the instrument or measurement must measure what we 

intend it to measure. Validity refers to the extent to which we are measuring what we 

hope to measure (and what we think we are measuring).  

There are several types of measurement validity: 

Face  validity  checks  whether it  appears to  measure  what it  is supposed  to 

measure. There  would  be  low  face  validity  when  the  researcher  is  disguising 

intentions. This criterion is an assessment of whether a measure appears, on the face 

of  it,  to  measure  the  concept  it  is  intended  to  measure.  This  is  a  very  minimum 

assessment—if  a  measure  cannot  satisfy  this  criterion,  then  the  other  criteria  is 

inconsequential.  We  can  think  about observational  measures  of  behavior  that  would 

have face validity.  

Content validity verifies  whether the  full  content  of  a  concept’s  definition is 

included  in  the  measure. It  includes  a  broad  sample  of  what  is  being  tested, 

emphasizes  important  material,  and  requires  appropriate  skills. Content  validity 

concerns the extent to which a measure adequately represents all facets of a concept. 

Content  validity  occurs  when  the  experiment  provides  adequate  coverage of  the 

subject being studied. This  includes  measuring the right things as well  as  having  an 

adequate sample. Samples should be both large enough and be taken from appropriate 

target groups. The perfect question gives a complete measure of all aspects of what is 

being  investigated. However, in  practice  this  is  seldom  likely; for  example, a  simple 

addition  does  not  test  the  whole  of  mathematical  ability. Content  validity  is  related 

very  closely  to  good  experimental  design.  A  high  content  validity  question  covers 
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more  of  what  is  sought.  A  trick  with  all  questions  is  to  ensure  that  all  of  the  target 

content is covered. 

Internal  validity  occurs  when  it  can  be concluded  that  there  is  a  causal 

relationship  between  the  variables  being  studied.  A  danger  is  that  changes  might  be 

caused by other factors. It is related to the design of the experiment, such as in the use 

of the random assignment of treatments. 

Criterion  validity tests  how consistent  the  measure is with  what  we already 

know and what we expect. Criterion-related validity applies to instruments that have 

been  developed  for  usefulness  as an indicator  of a specific  trait  or  behavior,  either 

now  or  in  the  future.  For  example,  think  about  the  driving  test  as  a  social 

measurement  that  has  pretty  good  predictive  validity.  That  is  to  say,  an  individual's 

performance  on  a  driving  test  correlates  well  with  his/her  driving  ability. It  has  two 

subcategories:  predictive  and  concurrent. Predictive  validity predicts  a  known 

association  between  the  construct  you  are  measuring  and  something  else,  whereas 

concurrent validity is associated with pre-existing indicators—something that already 

measured the same concept.  

Construct  validity  occurs  when  the  theoretical  constructs  of  cause  and  effect 

accurately  represent  the  real-world  situations  they  are  intended  to  model.  This  is 

related  to  how  well  the  experiment  is  operationalized.  A  good  experiment  turns  the 

theory  (constructs)  into  actual  things  you  can  measure.  Sometimes  just  finding  out 

more  about  the  construct  (which  itself  must  be  valid)  can  be  helpful. According  to 

Hunter and Schmidt (1990), construct validity is a quantitative question rather than a 

qualitative distinction, such as "valid" or "invalid;” it is a matter of degree. Construct 

validity  can  be  measured  by  the  correlation  between  the intended  independent 

variable  (construct)  and  the proxy independent  variable  (indicator,  sign)  that  is 

actually used. The construct validity of a test is worked out over a period of time on 

the  basis  of  an  accumulation  of  evidence.  There  are  a  number  of  ways  to  establish 

construct  validity.  Two  methods  of  establishing  a  test’s  construct  validity  are 

convergent/divergent validation and factor analyses.  

A test has convergent validity if it has a high correlation with another test that 

measures the same construct. By contrast, a test’s divergent  validity is demonstrated 

through a low correlation with a test that measures a different construct.  
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The  multi-trait - multi-method  matrix (MTMM) is one way to assess a test’s 

convergent  and  divergent  validity. Defined  by  Campbell  and  Fiske, MTMM 

demonstrates construct validity  by using  multiple  methods (e.g.  survey,  observation, 

test) to measure the same set of “traits” and showing correlations  in a  matrix, where 

blocks and diagonals have special meaning. 

Factor  analysis  is  a  complex  statistical  procedure  which  is  conducted  for  a 

variety  of  purposes,  one  of  which  is  to  assess  the  construct  validity  of  a  test  or  a 

number of tests. The researcher can assess the test’s internal consistency. That is, if a 

test has construct validity, scores on the individual test items should correlate highly 

with the total test score. This is evidence that the test is measuring a single construct. 

 It  has  now  become  the  norm  to  report  reliability  and  construct  validity  for 

measurement  instruments, whether  they  be  questionnaires,  interview  protocols, 

observer  checklists,  etc.   Researchers compute  Cronbach’s alpha (Cronbach,  1951) 

and  employ  factor  analysis,  either  exploratory  or  confirmatory,  to  demonstrate  that 

these measurement scales have some degree of reliability and construct validity.  

While  reliability  and  construct  validity  are  important  issues  of  measurement 

quality,  there  is,  however,  another  equally-critical  issue  that  the  researcher believes 

we  should  be  concerned  with; namely, the  issue of  content  validity in  the 

operationalization of theoretical constructs in social science.  

Validity  focuses  attention  on  the  “extent  of  matching,  congruence,  or 

‘goodness  of  fit’  between  an  operational  definition  and  the  construct  it implied to 

measure”  (Singleton  et  al.,  1993).  The  assessment  of  a  measurement  instrument’s 

validity,  in this sense, corresponds to an evaluation of the accuracy and adequacy of 

the  measurement  instrument  as  an  operational  definition  for  a  particular  construct 

(DeVellis,  1991).  Validity,  however,  “cannot  be  assessed  directly”  (Singleton  et  al., 

1993) and can only be inferred from the manner in which a measurement instrument 

was  constructed, i.e.,  content  validity,  its  ability  to  predict  specific  events, i.e., 

criterion-related  validity,  or  its  relationships  to  measure  other  constructs,  i.e., 

construct validity (DeVellis, 1991).  

The researcher used questionnaires and  in-depth  interviews  for collecting the 

data  for  his  study  and  found  that  the  assessment  of  content  validity  was  equally 

suitable for both instruments. There are two different approaches for assessing content 
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validity: Lawshe’s Content  Validity  Ratio (CVR) and  Cohen’s  κ.  The  researcher 

selected the Content Validity Ratio. In this approach, a panel of subject matter experts 

is asked to indicate whether or not a measurement item in a set of other measurement 

items is “essential” to the operationalization of a theoretical construct. The CVR takes 

on values between -1.00 and +1.00, where a CVR = 0.00 means that 50% of the SMEs 

in  the  panel  of  size N believe that a measurement item is “essential.” A CVR > 0.00 

would,  therefore,  indicate  that  more  than  half  of  the  SMEs  believe  that  a  particular 

measurement item is “essential” and, thereby, content valid.   

The  researcher investigated content  validity  by  checking  the  contents  of the 

questionnaire  via  export  opinion. He  requested  12  officials  that  were  personally 

engaged  in  the  development  and  implementation  of  the  Mongolian  Government 

medium-term civil  service reform policy to participate  in the content analysis of the 

dependent  and  independent  variables  and  then  calculated  the Lawshe’s Content 

Validity Ratio for each factor.  

 

Table 3.4  Results of the Content Analysis of Implementation Effectiveness of  

                  Medium-Term Civil Service Reform Policy in Mongolia 

 

No. Variable Name of Composite Variable CVR 
 

1. The capacity of the civil 

service to undertake strategic 

planning 

Years of use of strategic planning .67 

Training courses on strategic planning .83 

Staffing costs reviewed by strategic 

planning 

.67 

Human resource planning within the 

strategic planning 

1 

 

2. Transparent, competitive 

selection processes for 

senior civil servants (SCS) 

Transparent SCS selection .67 

Competitive SCS selection .83 

Personal competitive selection 

experience  

1 
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  Table 3.4  (Continued) 

 

No. Variable Name of Composite Variable CVR 
 

3. Professional and  

independent from politics 

civil service 

Independence from politics .67 

Professional civil service 1 

 

4. Leadership skills of senior 

civil servants 

Attendance of a Civil Service 

Leadership Program (CSLP) 

.83 

CSLP develops strategic thinking .83 

CSLP develops work relationship .33 

CSLP develops personal drive and 

integrity 

.50 

CSLP develops achieving results .83 

Usefulness of leadership training 

manuals 

1 

 

5. Human resource 

management procedures and 

systems within civil service 

organizations 

Organizational  structures and 

development strategies as part of HR 

planning 

.83 

Public notifications of vacancies and 

appointments 

1 

 

6. Civil servants’ skills In policy analysis .17 

In risk management .17 

In the use of information technology .83 

In human resource management .33 

In performance management .67 
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Table 3.4  (Continued) 

 

No. Variable Name of Composite Variable CVR 
 

7. Civil service database and 

monitoring capacity 

Education information coverage 1 

Qualification coverage .50 

Competency coverage 1 

Performance assessment coverage 1 

Data on remuneration  .67 
 

8. “Optimum” size and 

functions of the Civil 

Service 

Functional review 1 

Savings from right sizing .17 

Attraction and retention of qualified 

personnel 

.83 

Shedding off unproductive employees .67 
 

9. Transparent and 

performance-based 

remuneration system 

Civil service classification, grading, 

and pay schedule 

1 

Remuneration comparison with private 

sector 

1 

Output-based remuneration 1 
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Table 3.5  Results of the Content Analysis of Independent Variables  

 

No. Variable Name of composite variable CVR 

1. Political Factors Explicit support from politician and 

political group 

1 

Strength of the statute 1 

External monitoring .83 

The existence of a central government 

agency responsible for the reform with 

sufficient power, and intellectual and 

tactical capabilities 

.50 

Public support and demand .50 

 

2. 

 

Clarity of Policy Objectives 

and Strategies 

Clearly-defined policy goals and 

objectives 

 

1 

Effective communication between all 

actors and stakeholders 

1 

 

3. 

 

Implementers’ Disposition 

towards Policy 

Acceptance and willingness to comply 

with policy 

1 

Personal Commitment and support 1 

4. Implementation Agency’s 

Capability and Authority 
High-quality leadership and 

management 

.83 

Authority of change management 1 

Qualified personnel 1 

Adequate financial funding and 

allocation 

.83 

Effective IT infrastructure .67 
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The results of the content analysis  show that the content validity ratios of the 

factors  are  all  positive  and  range  between  .17  and  1.  This  means  that  all  of  the 

selected  measurement  scales  proved  to  be  content  valid  and  that  the theoretical 

construct that the researcher developed covered what it was intended to study. 

 

3.5  Data Collection 

 

Survey  questionnaires  and  in-depth  interviews  were  employed  by  the 

researcher to collect the data.  

 

3.5.1  Survey Questionnaire 

The questionnaires were distributed to all of the  ministries and  implementing 

agencies  of  the  Mongolian  government. Scale  constructions  were  established  using 

Likert scales to measure each factor affecting implementation effectiveness.  

The questionnaire was designed with three sections, as outlined below. 

Section I:      Respondent’s General Information 

Section II:    Civil Service Reform Implementation Information 

1) The capacity of the Civil Service to undertake strategic planning 

2) Transparent, competitive selection processes for senior civil 

servants 

3) Establishment of a professional, independent from politics civil 

service 

4) Leadership skills of senior civil servants 

5) Human resource management procedures and systems 

6) Civil servant skills 

7) Civil service database and monitoring capacity 

8) Optimum size and functions of the civil service 

9) Transparent and performance-based remuneration system                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                              

Section III:    Factors Affecting the Implementation Effectiveness 

1) Political factors 

2) Clarity of policy objectives and strategies 

3) Implementers’ disposition towards policy 

4) Implementation agency capability and authority 
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The researcher employed closed-ended questions in his survey. In contrast to 

open-ended questions, closed-ended questions require participants to choose from a 

limited number of responses predetermined by the researcher.  

There  are  five  basic  types  of  closed-ended  questions:  multiple-choice, 

categorical,  Likert-scale,  numerical, and  ordinal.  Researchers  use  a  multiple-choice 

question  when  they  want  respondents  to  choose  the  best  possible  answer  among  all 

options presented, use a categorical question when the possible answers are categories 

and  the  respondent  must  belong  to  one  category,  use  a  Likert-scale  question  when 

they  try  to  determine  respondents’  attitudes  or  feelings  about  something,  and  ask 

numerical  question  when  the  answer  must  be  a  number.   Sometimes they may  want 

respondents  to rank the order of their responses.  A ranking  indicates the  importance 

assigned by a participant to an attitudinal object.  

The  researcher  established  scale  constructions  using  the  Likert-scales  to 

measure each factor affecting the CSR policy, ranging from strongly agree to strongly 

disagree.  In  order  to  exclude  those  answers  that  were  given  out  of  no  choice,  the 

answer “do not know” was included even though it was recommended that the neutral 

or  uncertain  answers  must  be  avoided.  These  answers  were  not  included  in  the 

analysis. The questionnaires were designed so as to be answered anonymously.  

A copy of both English and Mongolian questionnaires appears in Appendix A 

and B. 

 

3.5.2  In-Depth Interview 

In-depth interviews are a useful qualitative data collection technique. They are 

most  appropriate  for  situations  in  which  you  want to  ask  open-ended  questions  that 

obtain  deeper information  from  relatively  few  people, as  opposed to  surveys,  which 

tend to be more quantitative and are conducted with larger numbers of people.  

In-depth interviews provide insight and are useful for further data analysis. It 

is  a  two-way  communication  process  between  the  researcher  and  the  target 

respondents and provides an opportunity  for the researcher to ask specific questions 

and  clarification  of  answers.  The  researcher  gets  a  chance  to  deeply  explore  the 

respondents’  point  of  view,  feeling,  and  perspectives  with  respect  to  the  research 

object. It is a process of not only asking questions, but the systematic recording and 

documenting  of  responses  coupled  with  intense  probing  for  deeper  meaning  and 

understanding of the responses (Guion, 2006).  
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There  are  some  key  points  to  remember  when  one  conducts in-depth 

interviews. Questions  need to be worded so that respondents  give  further  details  on 

the topic, not just answer “yes” or “no.” Although  it  is  important to pre-plan the key 

questions,  the  interview  should  also  be  conversational,  with  questions  flowing  from 

previous  responses  when  possible. The  interviewer  should  try  to  interpret  what  is 

being  said  and  should  seek  clarity  and  understanding  throughout  the  interview. The 

responses  are  typically  audio-recorded  and  complemented  with  written  notes  by  the 

interviewer.  

Kvale  (1996)  details  seven  stages  of  conducting  in-depth  interviews: 

thematizing, designing, interviewing, transcribing, analyzing, verifying, and reporting. 

At the  first, thematizing  stage, the  researcher  clarifies  the  purpose  of  the  interviews 

and determines what he or she wants to find out. The second step deals with designing 

the interview guide, which helps to maintain some consistency across interviews with 

different respondents by  providing a framework and sequence for the questions and 

insuring  that  important  issues/topics  are  addressed. The  actual  interview  is  the  third 

step. The following step is called transcribing and involves creating a written text of 

the interviews. After this the analyzing of the information in relation to the purpose of 

the study has to be done. The interview information needs to be verified to check the 

credibility and validity of the information gathered. The final step is reporting, where 

the researcher shares what he or she learned from the in-depth interviews. 

In  sum,  in-depth  interviews  involve  not  only  asking  questions,  but 

systematically recording and documenting responses to probe for deeper meaning and 

understanding.  There  is  no  substitute  for  face-to-face  communication,  and  in-depth 

interviews  provide  the  structure  to  ensure  that  these  conversations  are  both  well 

organized and well suited to the research purpose.  

In  this  study,  the  in-depth  interviews  were  conducted  with  16  government 

employees,  which  consisted  of  3  officials  in  political  positions,  8  officials  in 

administrative  positions,  1  official  in  a special  position,  and  4  officials  in  service 

positions.  The  interviews  were  conducted  with  the  agreement  not  to  disclose  the 

respondents’ names, positions, or organizations, and as such, any inference that could 

lead to the identification of any interviewers was omitted, guaranteeing anonymity. A 

copy of the “Guidelines for the In-Depth Interview” is provided in Appendix C. 



  

 

CHAPTER 4 

 

RESULTS OF THE STUDY 

 

4.1  Characteristics of the Respondents 

   

Five  hundred questionnaires  (appendix  A  and  B)  were  sent  to  all  level  62 

government organizations and 381 responses were received. However, a further study 

of the responses revealed that some respondents  did  not  answer  all of the  questions. 

After screening for the full answer to all questions, the researcher ended up with 277 

questionnaires to work on.   

The researcher began the results of the study with an explanation of the main 

characteristics  of  the  respondents in  order  to  present  the  general  view.  The  main 

characteristics  (gender,  age,  educational  level,  profession,  and  civil  service  post 

affiliation) are summarized and presented in the following table (table 4.1).  

 

Table 4.1  Characteristics of the Respondents 

 

Characteristics Percent 

Gender 

 

Male 62.3 

Female 37.7 

 

Age 

 

 

Under 30 8.7 

30-40 33.7 

40-50 35.5 

Over 50 22.1 

 
Diploma and vocational 

training 
8.3 
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 Table 4.1  (Continued) 

 

Characteristics Percent 

Education 

 

 

 

Bachelor degree 37.5 

Master degree 48.0 

Doctoral degree 5.8 

Other 0.4 

Profession 

 

 

 

 

 

 

 

Social science 16.0 

Political science 6.2 

Law 22.9 

Economics 15.3 

Business 4.4 

Engineering 18.9 

Information technology 0.7 

Other 15.6 

Current position 

 

 

 

Political service post 2.9 

Administrative service post 76.9 

Special service post 11.9 

Support service post 8.3 

 

By nature of the survey, the respondents are in a position of making decisions 

and/or were involved  in the  implementation of civil  service reform policy. The  male 

respondents were at 62.3 percent and female respondents at 37.7 percent. This shows 

that there are more men than women in decision-making positions.      

The respondents are categorized into four groups with respect to their age:  8.7 

percent of the respondents are under 30 years, 33.7 percent between 31 and 40 years, 
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35.5 percent between 41 and 50 years, and 22.1 percent over 50 years. The  majority 

of respondents are between 31 and 50 years. The result also shows that there are quite 

a  considerable number of  civil  servants  over  50 years  of  age  in  leading  government 

positions.  

Almost half (48 percent) of the sample has at least a  master’s degree. Those 

with a bachelor’s degree make up 37.4 percent, whereas doctoral degree holders are at 

5.8 percent. With regard to the  field of study, the sample  shows  that  those  from the 

law, engineering, and social science field compose more than half of the respondents.  

The  Law  on  Government  Service  set  the  government  civil  service 

classification system  in a  four-system approach: political, administrative, special, and 

support. This government service post classification is used by the Mongolian state to 

design  government  service  and to allocate  the  resources  to  finance  it. Seventy-six 

point  nine percent  of  respondents were in  administrative  service  posts  and  only  2.9 

percent  in  political  posts. This  implies that  most respondents are  highly experienced 

in public service with long-term expertise. 

Summarizing the main points of the characteristics of the sample, it was found 

that most respondents are male (62.3 percent), the age group between 31 to 50 years is 

at 69.2 percent, those with a master’s degree make up 48.0 percent, the majority have 

a law, engineering, and social science background, and 76.9 percent are in administrative 

service positions.  

 

4.2  Data Analysis and Results of the Study 

 

4.2.1  Correlation Matrix of Independent Variables 

 The  researcher  used the statistical  package  for  social sciences  (SPSS) for 

analysis  of the data.  The  analysis  of  the  correlation  coefficients  among  all 

independent  variables  was  done  in  order  to  find  out  whether  any  multicollinearity 

problems existed.  
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Table 4.2  Correlation Matrix, Mean, and Standard Deviation of Independent  

                  Variables 

 

Variables 

Implementation 

Agency 

Capability 

Political 

Factors 

Clarity of 

Policy 

Objectives 

Implementers’ 

Disposition 

towards the 

Policy 

Implementation 

Agency 

Capability 

1.000 .401 .472 .445 

Political Factors .401 1.000 .573 .551 

Clarity of Policy 

Objectives 

.472 .573 1.000 .451 

Implementers’ 

Disposition 

towards the 

Policy 

.445 .551 .451 1.000 

Mean 31.4224 15.2852 10.8195 10.2924 

SD 9.34631 4.85905 3.61307 2.87500 

Min 1.43 1.00 1.38 1.47 

Max 3.99 4.67 4.63 4.38 

N 277 277 277 277 

 

In  the  case  when  high  multicollinearity  is  present,  there  is  a  problem  in 

determining  the  separate  effect of  particular  independent  variables  on  the  dependent 

variable. The  researcher  refers  to a statement  made  by  Anderson,  Sweeney,  and 

Williams (2002), that  when  two  independent  variables  have  a  correlation  coefficient 

greater  than  +.70  or  less  than -.70,  there  exist  potential  problems  caused  by  high 

multicollinearity.  
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In  table  4.2  one  can  see  that  the  correlations  among the variables  are  at a 

moderate  level, with the  lowest  at  .401,  which  is  the  correlation  between  Political 

factors  and  Implementation  agency  capability.  The  highest  correlation  is  in  the 

relationship  between  Political  factors  and  Clarity  of  policy  objectives,  which  is  at 

.573. With the highest correlation being less than +.70, the researcher concluded that 

there was no  multicollinearity problem  with the  independent variables and that there 

was no  harm  for further  analysis  with  multiple  regression  analysis or  with  path 

analysis. 

 

 4.2.2  The Relationships Among Variables 

 The data collected from the questionnaires were used to analyze the research 

questions.    Quantitative  techniques were employed  to  find  the  relationship  between 

the independent and dependent variables and to test the hypotheses.  

Hypothesis  I states  that political  factors  directly  affect  the  effectiveness  of 

CSR policy in Mongolia.  

 

Table 4.3  Regression Analysis of Factors Directly Affecting the Implementation  

                  Effectiveness of Medium-Term Civil Service Reform in Mongolia 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 26.322  10.467 .000 

Political Factors 1.859 .582 11.854 .000 

 

Note:  R = .582   R2 = .338   SEE = 12.66   F =140.52   Sig F = .000 

 

 The  result  shows  that  the  political  factors  positively  and  significantly 

influenced (beta coefficient=.582) civil service reform policy in Mongolia. This factor 

is the major factor that influenced successful implementation of civil service reform in 

Mongolia.    
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The in-depth interviews confirmed also that the explicit and consistent support 

and  commitment  by  individual  politicians  of  both  parties  that  created  the  coalition 

government  made  the  policy  implementation  process  enduring  and  solved  obstacles 

that appeared  along  the  way.  This  is  very  important  point,  because  sometimes  the 

implementation process gets stuck for quite some time due to really minor procedural 

or human attention problems. 

The  strength  of  the  statute  that  facilitates  the  policy  also  was  seen  directly 

influence  the  implementation  in  many  ways,  including  the  determination  of  the 

financial  funds  to  be  allocated.  The  policy  documents  used  in  the  reform  of  civil 

service  in Mongolia were approved by  both the Parliament and the Government, and 

as such  had  a  huge  legally  binding  enforcement  power.  The  responsibilities  of 

individual  government  organizations  were  clearly  defined  and  a  proper  mechanism 

was created for implementation of each strategic goal.  

Hypothesis  II asserts  that  the  implementation  agency’s  capability  and 

authority directly affect the effectiveness of CSR policy in Mongolia.  

 

Table 4.4  Regression Analysis of Factors Directly Affecting the Implementation  

                  Effectiveness of Medium-Term Civil Service Reform in Mongolia 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 14.848  5.271 .000 

Political Factors 1.408 .440 8.941 .000 

Implementation 

Agency Capability 
.584 .352 7.138 .000 

 

Note: R = .665   R2 = .442   SEE = 11.64   F = 108.49   Sig F = .000 
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Implementation  agency’s  capability  is  a  very  broad  concept.  It  takes  into 

account first leadership quality. It is important for leaders of organizations to have the 

ability to set visions and missions correctly. It also helps to develop proper strategies 

for  the  implementation  of  policies.  The  other  important  thing  that  determines  the 

ability  of  an  organization  to  execute  reform  is  the  authority  and  power  vested  in  its 

managers. Sometimes, even strong  leaders  fail to carry out reforms  because of strict 

rules and regulations.  

Any reform that lacks qualified personnel to carry it out is doomed to fail. In 

order to successfully fulfill their mission, organizations need specialists from different 

fields; and if any part of an organization, which means people working in that part, is 

not  competent  to  do  its  job  efficiently,  it  affects  the  overall  activity  of  the  entire 

organization. In the case of SCR policy implementation, this issue had a double effect, 

in the sense that the policy aimed at improving the qualifications of civil servants and 

at the same time the final result of the reform policy depended on the qualifications of 

the existing civil servants.  

 Adequate  financial  funding  is  so  vital  for  the  success  of  reforms.  It is 

especially  true  in  the  case  of  developing  countries,  where  financial  resources  are 

limited. They tend to finance  many  important  for the development of their  country’s 

projects  through  loans  from  international  organizations  and  foreign  government 

development  funds.  In  many  cases,  due  to their  nature, these  loans  are  limited  tofor 

public and social projects.  

It  is  imperative  to  point  out  that,  today,  proper  information  system  support, 

sufficient funding for IT system, has become vital for any policy to reach its goal.  

Hypothesis III states that the clarity of policy objectives and strategies directly 

affect the effectiveness of CSR policy in Mongolia. 
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Table 4.5  Regression Analysis of Factors Directly Affecting the Implementation  

                  Effectiveness of Medium-Term Civil Service Reform in Mongolia 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 12.498  4.518 .000 

Political Factors 1.030 .322 5.966 .000 

Implementation 

Agency Capability 
.460 .277 5.514 .000 

Clarity of Policy 1.111 .259 4.604 .000 

 

Note: R = .69    R2 = .482   SEE = 11.239   F =84.728   Sig F = .000 

   

The  study  failed  to  reject  this  hypothesis.  It  showed  that  clarity  of  policy 

objectives  and  strategies  positively  and  significantly affected  (beta  coefficient=.259) 

the effectiveness of civil service reform policy in  Mongolia in a direct way. A  series 

of  training  sessions  that  were  organized  by  the  civil  service  council  familiarized 

general  managers  of  the  public  organizations  not  only  with  the  principles  and 

objectives  of  this  reform  policy,  but  also  with  the  mechanisms  to  introduce  new 

practices into the government organizations.  

An  effective  communication  system  is  vital  for  any  public  policy 

implementation process. It was especially true for civil service reform policy because 

the communication channel that was set up with regard to the implementation of this 

policy created a favorable environment, not only within the government organizations 

but also in the society.   

Hypothesis  IV claims that  implementers’  disposition  towards  the  policy 

directly  affects  the  effectiveness  of CSR  policy  in  Mongolia  and  the  study  results 

show this to be correct.  
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Table 4.6  Regression Analysis of Factors Directly Affecting the Implementation  

                  Effectiveness of Medium-Term Civil Service Reform in Mongolia 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 9.159  3.15 .000 

Political Factors .810 .253 4.43 .000 

Implementation 

Agency Capability 
.392 .236 4.63 .000 

Clarity of Policy 1.023 .238 4.29 .000 

Implementers’ 

Disposition towards 

the Policy 

.954 .177 3.27 .001 

 

Note: R = .71    R2 = .502   SEE = 11.045   F = 68.472   Sig F = .000 

 

When  implementers  agree  with  the  policy  goal,  they  put  more  effort  into  its 

accomplishment. The development of this policy was not only the political will of the 

ruling parties; it was also the aspiration of the civil servants themselves.  

During the transition period of the economic development, the status of public 

servants in the society was very low, and many employees with high potential left to 

work in the private sector. Strengthening and reforming the civil service became very 

important,  not  only  for  the  government  but  also  for  those  that  were  working  inside 

and those that were receiving the service.  

The arrival of any new party to power as a result of a general election brought 

a chain of changes among civil servants all around the country. Even a replacement of 

one minister in the government had quite a huge impact on the personnel policy. This 

kind  of  practice  seriously  damaged  public  policies  in  terms  of  reaching  their  goals. 
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Civil  service  reform  aimed  at  changing  this  practice  and  civil  servants  rallied  round 

for the success of this policy.  

Hypothesis V  states  that  political  factors,  indirectly,  through  the  clarity  of 

policy objectives and strategies, affect the effectiveness of CSR policy in Mongolia. 

 

Table 4.7  Regression Analysis of Factors Indirectly Affecting the Implementation 

Effectiveness of Medium-Term Civil Service Reform in Mongolia through 

Clarity of Policy Objectives and Strategies 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 4.290  7.298 .000 

Political Factors .428 .575 11.677 .000 

      

Note: R = .575  R2 = .331  SEE = 2.96  F = 136.36   Sig F = .000 

 

Here we see that political factors positively influence the effectiveness of the 

civil  service  reform  policy  through  the  clarity  of  policy  objectives  and  strategies. 

Thirty-three percent of variations in the clarity of policy objectives can be explained 

by political factors.  

When individual politicians and political groups show continuous interest and 

commitment, they provide also a good explanation of policy goals and strategies, and 

benefits  and  expected  outcomes,  from  the  successful  implementation  of  the  policy 

through the mass media. The higher the level of the statute that adapts the respective 

policy, the more endorsement is provided for the implementers through many training 

and similar activities.  

In the case of the medium term civil service reform, in order to provide clarity 

of  the  policy  and  actions  to  be  taken,  the  government undertook the  following 

processes: 

1) Define the present state and the problems to be solved 
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2) Define the future state (the objective) 

3) Define the method to be used to reach this objective 

4) Define the available resources 

5) Define the work plan 

6) Proceed with the work plan 

The government prepared a special document that transformed the state goals 

and  functions  at  the national  level  to  corresponding  goals  and  functions  at the 

organizational  level,  and  set out  what any particular  government  organization was 

expected to  achieve  on  a  long-term  basis.  These goals  and  functions  at the 

organizational  level were  further  organized  along  “priority  guidelines”  set  by  the 

Government. These guidelines collectively formed the Government’s strategy.  

The  interview  revealed  that there was more  than  one  process  and  activity 

going  on  at  the  same  time for  the  implementation  of  the  reform. The  researcher 

therefore concluded that there can be different strategies relating to different activities 

by different government organizations that all combined, bring vast clarification to the 

overall strategy directed towards achievement of the policy goals. 

Hypothesis VI  argues  that  political  factors,  indirectly,  through  the 

implementers’  disposition  towards the  policy, affect the effectiveness of CSR  policy 

in Mongolia. 

 

Table 4.8  Regression Analysis of Factors Indirectly Affecting the Implementation 

Effectiveness of Medium-Term Civil Service Reform in Mongolia through 

the Implementers’ Disposition towards the Policy 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 5.306  11.116 .000 

Political Factors .326 .551 10.960 .000 

   

Note:  R = .551  R2 = .304  SEE = 2.40  F = 120.121  Sig F = .000 
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The  results  showed  a  strong  influence  (beta=.551)  of  the  political  factors  on 

the  attitudes  of  implementers.  It  explains  almost  30  percent  of  variations  in  the 

attitudes of  implementers. The transition of Mongolia to a democratic  society  with  a 

market-based  economy transformed  the  state’s  role  in  many  areas, and  this 

transformation carried profound implications for the role of many civil servants. The 

civil  service  reform  aimed  to  meet  the  big requirement—to  update the  skills  mix  in 

the  civil  service  to  match  Mongolia’s  needs  as  it  transforms  fully  to  a  market 

economy. 

Political documents such as the Public Sector Management and Finance Law 

(PSMFL), which Parliament approved in June 2002 after extensive debate, laid down 

the  framework  for  long-term  public  expenditure  management  and  public  sector 

modernization.  

The  PSMFL  required changes  to  public  personnel  management. Now civil 

servants will only be hired on a merit basis and general managers will be responsible 

for  managing  the  performance  of  their  staff. This  change  brought  huge  relief  to  the 

civil servants that were inflicted by the instability in the government system. The civil 

servants that were involved in the implementation of this reform policy then had more 

motivation to successfully implement it.  

The  civil  service  reform, which has  been accomplished as an  integral part of 

the  comprehensive  public  sector  reorganization, relied on  a  new  contract-based 

system  to  achieve  high  levels  of  accountability,  improved  governance,  improved 

fiscal  management,  and  more  professionalism  to  enhance  the  efficiency  and 

effectiveness  of  government  services. On  the  other  hand,  this  contract-based  system 

became as well a basis for evaluating the achievements of individual civil servants. 

Hypothesis VII  argues  that  the  clarity  of  policy  objectives  and  strategies, 

indirectly,  through  the  implementers’  disposition  towards  the  policy, affect  the 

effectiveness of CSR policy in Mongolia. 
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Table 4.9  Regression Analysis of Factors Indirectly Affecting the Implementation 

Effectiveness of Medium -Term Civil Service Reform in Mongolia 

through the Implementers’ Disposition towards Policy 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 4.619  9.015 .000 

Political Factors .258 .437 7.241 .000 

Clarity of Policy 

Objectives 
.159 .200 3.324 .001 

 

Note: R = .575  R2 = .331  SEE = 2.36  F = 67.778  Sig F = .000 

 

The results show that the clarity of policy objectives and  strategies positively 

affect  the  attitudes  of  implementers.  One  of  the  major  reform objectives  aimed  at 

deepening  the capacity  of  the  civil  service  to  undertake  strategic  planning. Strategic 

planning was designed to give a clear picture of organizational goals for everybody in 

the  organization. The  PSMFL  required all  ministries  and  other  budget  agencies  to 

develop Strategic Business Plans and to move to output-based accounting. 

The  participants  of  the  in-depth  interview  confirmed  that  preparation  of 

strategic plans for the first year was largely a descriptive form-filling process, rather 

than  pro-active, decision-making  on  priorities  and  the  means  of  achieving  strategic 

objectives.   The  first  workshop  that  was  organized  by the civil  service  commission 

and Ministry of Finance included general managers from 7 agencies most advanced in 

their  strategic  planning in  order to  compare  experience,  to  review  current  processes 

and guidelines, and to provide input for training curricula. Based on the findings from 

this  workshop,  further  training  courses  on  strategic  planning  techniques were 

provided  for  general  managers  and  key  staff of  other  organizations.  This  kind  of 

training  not  only  provided  understanding  of  the  goals  and  strategies of  the  civil 

service  reform  policy  itself,  but  also  increased  the  personal  interest  and  incentive  to 
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the general managers of individual organizations in the successful implementation of 

this policy.   

Civil  service  reform  policy  aimed  at providing individual  civil  servants  with 

essential skills, especially service-wide skills in policy analysis, risk management, use 

of information technology, and human resource management, as well as performance 

management. The  following  specific  actions were  taken to  achieve  this. The 

Government  Administrative  Service  Council,  renamed  the  Civil  Service  Council  in 

2002, conducted  a comprehensive  training  needs  analysis  for  the  civil  service, 

covering both service-wide core competencies and analysis of specific sectors. Based 

on this analysis, a competency-based civil service training strategy was developed and 

service-wide  short  training  programs were provided  for  relevant  civil  servants  in 

policy analysis, risk management, human resource management, and use of IT. 

During  the  in-depth  interviews,  the  researcher  confirmed  that when  policy 

objectives and strategies of the reform became clear through these training programs, 

it  made  it  easy  for  all  stakeholders  to  see  the  benefits  they  obtained  from  the 

successful  execution  of  that  policy.  It  created  a  favorable  environment  within  the 

organization  by  improving  acceptance  and  willingness  on  the  part  of  the 

implementers. Commitment and support from all levels of participants were created as 

a result of good communication and clear delivery of messages between them. 

Hypothesis VIII: Political  factors,  indirectly,  through  the  implementation 

agency’s capability and authority, affect the effectiveness of CSR policy in Mongolia. 

The result was quite unexpected to the researcher. The  findings of this  study 

rejected  this  hypothesis.  The  literature  review  indicated  that  in  many  cases,  it  is 

usually true that the strong will and support of politicians has a significant influence 

on  the  implementation  agency’s  capability  and  authority. However,  in  the  case  of 

Mongolia,  during  the  time  of  this  policy  implementation,  political  stability  was  not 

strong and the two main parties tended to undermine each other’s policies when they 

came  to  power.  However,  in  the  case  of  civil  service  reform,  the  civil  servants 

themselves,  including the general  population,  were  genuinely  interested  in  carrying 

out this reform quickly and effectively no matter which party was reigning.  

Hypothesis IX: The  clarity  of  policy  objectives  and  strategies,  indirectly, 

through the implementation agency’s capability and authority, affect the effectiveness 

of CSR policy in Mongolia. 
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Table 4.10  Regression Analysis of Factors Indirectly Affecting the Implementation 

Effectiveness of Medium-Term Civil Service Reform in Mongolia 

through the Implementation Agency Capability and Authority 

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 18.206  11.610 .000 

Clarity of Policy 

Objectives 
.1.222 .472 8.884 .000 

 

Note: R = .472  R2 = .223  SEE = 8.2536  F =78.918  Sig F = .000 

 

The results validate that when a policy is clearly identified, the capacity of the 

implementing  organization  positively  increases  by  aiming  to  achieve  those  goals.  In 

the case of the medium-term civil service reform policy implementation in Mongolia, 

the  effect  was  high  (beta=1.22).    The  clarity  of  policy  goals  transmitted  into  action 

plans of organizations effectively mobilized all of the resources in a rational way.  

Mongolian  medium-term  civil  service  reform  had  a  strategic  objective  to 

strengthen  the  capacity  of  the  civil  service  to  manage  on  a  performance  basis, 

including  measurement,  monitoring,  and  assessment,  with  progressive  relaxation  of 

some input controls. 

Identification  of  effective  performance  indicators of  civil  servants  was 

possible  when  policy  objectives  became  apparent.  For  the  civil  service,  agency 

indicators were translated  into  individual  performance  agreements,  which in  turn 

formed the  basis  of  assessment  of  civil  servants’  performance. The  experience in 

other  countries shows  that these  processes  require  some  years  to  develop  fully, 

especially in the development of meaningful and reliable performance indicators and 

performance  assessment  mechanisms. The  in-depth  interview  participants  confirmed 

that the training courses for key staff supporting general managers in the development 

of  effective  performance  indicators,  performance  agreements,  and  assessment  of 

individual performance played a major role in the improvement of their organizational 

capacity. 
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Increasing  the  authority  and  responsibility  of  general  managers  of  public 

institutions  over  the  strategic  plans  of  their  organizations  went  along  with  the 

government’s  policy  on  the  rationalization  of  resource  uses.  General managers 

obtained  skills  and  knowledge  in  how  to  plan  the  human,  financial,  IT,  and  other 

resources effectively in order to provide services to their clients successfully. Human 

resource  management  skills  in  line  ministries  and  agencies  required  strengthening, 

within  the  framework  of  the  human  resource  management  model.  Priority  skills 

included development of core competencies for administrative and support staff, and 

recruitment processes. 

Development of the overall mission and vision made it clear to organizations  

that there was  an extensive  need  to  improve  skills  in  the  use  of  information 

technology,  not  only  through  employment  of  IT  specialists  but,  more  importantly, 

development of skills in the use of IT among middle and senior managers. 

Hypothesis  X: Implementers’  disposition  towards  the policy,  indirectly, 

through  the  implementation  agency’s  capability  and  authority, affects  the 

effectiveness of CSR policy in Mongolia. 

 

Table 4.11  Regression Analysis of Factors Indirectly Affecting the Implementation 

Effectiveness of Medium-Term Civil Service Reform in Mongolia 

through the Implementation Agency Capability and Authority  

 

Variables 

Unstandardized 

Coefficients 

B 

Standardized 

Coefficients 

beta 

t Sig. (t) 

(Constant) 12.135  6.338 .000 

Clarity of Policy 

Objectives 
.882 .341 5.984 .000 

Implementers’ 

Disposition towards 

Policy 

.947 .291 5.108 .000 

 

Note: R = .539  R2 = .291  SEE = 7.901  F =56.108  Sig F = .000 
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The results of the study show that the attitudes of implementers positively and 

significantly  affect  the  implementation  agency’s  capability  (beta=.291).  As  the 

researcher  stated  at  the  beginning  of  this  dissertation,  if  people  are  the  greatest 

potential asset to an organization, and if it is true that the people in an organization are 

what  really  make  the  difference,  then  the  attitude  of  these  people,  that  is  their 

acceptance of the policy,  support and commitment, should  be one of the key  factors 

that determines the capability of that implementation agency.   

Implementers  increase organizational capacity  when  they  have  more 

understanding and expertise regarding  new  laws  and regulations,  new processes and 

new IT-related issues. Trainings provided by the Civil Service Council, increased the 

expertise and capability of individuals, which led to increasing agency capability.  

Under  the  PSMFL,  the  Civil  Service  Council was  selecting  nominees  for 

senior  executive  and  managerial  positions,  including  general  managers  of  budget 

entities, assessing  performance  agreements,  setting recruitment  standards, and 

submitting recommendations on compensation levels to the government.  

General managers,  in  return,  were  responsible  for  determining  performance 

bonuses  within  their  agencies. The strong passion and support, guidance, and advice 

that leaders  provided  gave  an  enormous  boost  to  the  performance  of  their 

organizations.  

 

4.2.3  Causal Relationships among Variables 

From  the  multiple  regression  results,  causal  relations  among the variables 

were computed by using path analysis. Path analysis was used to find both the direct 

and  indirect  relationships  among  variables  (table  4.13).  The  model  with  significant 

path coefficients is illustrated in figure 4.1. 
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Table 4.12  Stepwise Regression Results 

 

Dependent 
Variable 

r r2 Independent 
Variable 

b SE 
(b) 

T -
Statistics 

F Sig. 
level 

Civil Service 
Effectiveness 
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Table 4.13  Direct and Indirect Effect of Independent Variables on the Effectiveness  

                    of Policy Implementation 

  

Variables Total 
Relationship 

Causal Non-
causal Direct Indirect Total 

Political Factors 

Implementation 
Agency 
Capability 

Clarity of Policy 
Goals and 
Objectives 

Implementers’ 
Disposition 
towards Policy 

.582 

.574 

 

 

.528 

 

 

.528 

.253 

.236 

 

 

.238 

 

 

.177 

.319 

- 

 

 

.130 

 

 

.069 

.572 

.236 

 

 

.368 

 

 

.246 

.010 

.338 

 

 

.160 

 

 

.282 

 
 

The indirect causal relationships are calculated as follows.  

Indirect effect of POLITICAL FACTORS =.437X.177 +.+.437X.291X.236+ 

.575X.238 +.575X.341X.236+.575X.200X.291X.236+575X.200X.177  = .3187 

  

Indirect effect of CLARITY OF POLICY = .341X.236 + .200X.177 + .200X 

.291x.236 = .129611 

 

Indirect effect of  IMPLEMENTERS’ DISPOSITION TOWARDS THE POLICY =  

.291x.236 = .0686 
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Figure 4.1  A Path Model of the Factors Affecting Effectiveness of Policy  

                   Implementation 

 

 4.2.4  Discussion of the Findings   

 According to the research results on the relationship of variables, most of the 

hypotheses  except  one  proved  to  be  true.  As  anticipated  from  the  proposed 

hypotheses,  it  was  found  that  all  four  variables,  policy  factors,  clarity  of  policy 

objectives and strategies, attitudes of implementers, and the implementation capability 

and capacity  significantly  affected the  implementation  effectiveness of  medium-term 

civil  service  reform  policy  in  Mongolia.  The  analyses  revealed  that  these  four 

variables  directly  affected  the  implementation  effectiveness  of  the  CSR  policy;  and, 

three out of these four also had an indirect impact on the dependent variable.  
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4.2.4.1  The Relationship between Policy Factors and Effectiveness of 

Policy Implementation 

Policy factors have the highest direct effect (.253) on the effectiveness 

of policy implementation. Explicit political support and commitment from politicians, 

the strength of the statute that facilitates the policy, external monitoring by individuals 

and  organizations,  the  existence  of  a  central  government  agency  responsible  for  the 

reform  with  sufficient  power  and  intellectual  and  tactical  capabilities,  and  most 

importantly,  public  support  and  demand  are  the  major  factors  that  facilitated 

successful execution of the reform.  

The  medium-term  civil  service  reform  policy  was  developed  and 

adopted  by  the  Parliament.  Soon  after,  the  Government  of  Mongolia  developed  and 

approved  specific  strategies  to  implement  this  policy.  Due  to  the  high  level  of 

adoption,  this  policy  was  well  explained  among  the  implementers  and  general 

population, creating a favorable environment for its execution. It is also important to 

note that the considerable amount of financing that was allocated in the budget for the 

implementation of this policy played a very important role in its success. The policy, 

which  aimed  at  attracting  and  retaining  capable  personnel  in  the  civil  service, 

demanded extra budget even though it was expected to release some extra funds from 

getting  rid  of  unproductive  staff  in  the  service.  This  well-planned  funding  was  also 

important for the creation of a civil service database and in improving the monitoring 

capacity.  

The  creation  of  the  Civil  Service  Council  responsible  for  handling 

personnel  issues  independent  from  politics  was  a  major  point  of  this  reform.  This 

organizational setting enabled to begin a transparent, competitive selection process for 

senior-level civil servants. The division of civil servants into political, administrative, 

special, and service types proved to be far sighted.  

The  indirect  influence  of  political  factors  on  the  implementation 

process of this policy through clarification of the policy objectives and strategies and 

the attitudes of implementers was also quite significant (.319). It can be explained by 

the  fact  that  there  had  been  continued  explicit  political  support  from  both  ruling 

parties.  The  clarification  of  the  goals  and  strategies  made  the  public  support  and 

demand  for  the  success  of  this  policy  visibly  high  and  created  acceptance  and 
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willingness  among  civil  servants  themselves.  All  of  this  positively  influenced  the 

improvement of the capacity of the civil service to carry out its tasks more efficiently 

and effectively.  

The  participants  of  the  in-depth  interviews  pointed  out  that  the 

existence of a central government organization made the communication between all 

levels  of  government  organizations  and  other  stakeholders  very  effective,  and  this 

contributed significantly to the success of the reform. One participant of the interview 

said: “The training course organized by the civil service commission for the top-level 

managers  helped  me  not  only  the  discover  the  importance  and  different  methods  of  

the civil service reform policy implementation but also made it easy for me to discuss 

this issue with my counterparts in other government organizations.” The existence an 

influential  government  organization  responsible  for  the  civil  service  management 

contributed  to  the  flexible  management  of  the  implementation  by  revealing  and 

mending problems along the way. 

4.2.4.2  The Relationship between the Clarity of Objectives and 

Strategies and Effectiveness of Policy Implementation 

The  clarity  of policy  objectives  and  strategies  had  the  second  highest 

direct  effect  (.238)  on  the  effectiveness  of  policy  implementation.  Clearly-defined 

policy  goals,  objectives,  and  effective  communication  between  all  actors  and 

stakeholders are integrated as the clarity of policy objectives and strategies factor that 

affects the effectiveness of CSR implementation. 

The civil  service  reform requires  all  ministries  and  other  budget 

agencies to develop Strategic Business Plans and to move to output-based accounting. 

Business  plans  developed  in  government  organizations  included  sections  on  human 

resource arrangement. It made the civil service reform actions within an organization 

very clear. Business plans took into account the necessity to establish the  “optimum 

size” of their respective organizations within the given resources and thus introduced 

a transparent and performance-based remuneration system.  

Effective  communication  between  all  stakeholders  of  this  reform 

policy  created  a  constructive  environment  for  the  competitive  and  open  selection  of 

civil servants. It was a major step towards the creation of a merit-based civil  service 

system independent of politicians.  
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The  relationships  between  the  clarity of policy  objectives  and 

strategies and effective implementation existed not only in a direct way, but also had 

indirect  (.130)  effects.  The  clarity  of policy objectives and strategies  influenced the 

effectiveness  of  policy  implementation  through the attitudes  of  implementers  and 

implementation agency’s capability and authority.  

Acceptance and willingness to comply with policy amplifies when the 

implementers see the benefits from the successful implementation of that policy. The 

number of training sessions that was organized for different levels civil servants from 

various  ministries  and  agencies  not only explained the goals and ways to implement 

it,  but  also  established  promoters  and  supporters  of  this  policy  within  those 

organizations. 

The  survey  results  and  in-depth  interview participants both confirmed 

that  effective  and  open  communication  between  actors  and  stakeholders  helped  a 

great  deal  in  solving  everyday  small  problems  along  the  way,  which  could  become 

bigger obstacles if they were not taken care of immediately.  

The  researcher  found  that  most  of  the  participants  were  covered  in 

training  sessions that explained the strategic goals,  methods, and  mechanisms of the 

civil service reform policy, and the information system that connected all government 

organizations  made  it  effortless  to  share  experiences  with  each  other.  This  kind  of 

transparent  approach  in  solving  problems  during  the  implementation  process  proved 

to be very helpful.   

4.2.4.3  The Relationship between Implementers’ Disposition towards 

the Policy and the Effectiveness of Policy Implementation 

The  direct  relationship  between  the  attitudes  of  implementers  and  the 

effectiveness of implementation was not the strongest (beta=.177). However, the total 

influence that it conveyed on the dependent variable became strong when we take into 

account the indirect effect that it had through the implementation agency’s capability 

and authority  factor (beta=246).  

Personal  commitment  and  support  from  the  implementers  mean  more 

hours of work for the implementation,  more  inspiration to achieve the targeted goal, 

and  more  collaboration  with  other  actors  and  stakeholders  to  get  results.  When  the 

general  managers that were placed at the  heart of the Mongolian  government’s  civil 
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service reform saw the essence of this policy, they strived to place an adequate IT and 

other supporting infrastructure in their organizations to speed up the transformation.  

The  central  part  of  the  civil  service  reform  policy  in  Mongolia  was 

about  attracting  and  retaining  qualified  servants  while  shedding  off  unproductive 

ones.  General  managers  of  budget  organizations  were  compelled  to organize  jointly 

and  separately  various  training  programs  for  their  employees  in  order  to  raise  their 

skills. They  introduced an output-based  remuneration  system  to  motivate  them  to  be 

interested in the results of their work.  

One of the participants shared a story of how the revision of the Civil 

Service Commission in their organization revealed the fact that some employees were 

working  with  false  documents  and  several  people  were  admitted  to  work  without 

taking  the  compulsory  tests  for  the  civil  service  employment.  These  findings  were 

made  public  through  the  mass  media  and  the  respective  officials  were  penalized  for 

their wrongdoing.  

The attitudes of implementers directly influence the capability of their 

organizations.  Personal  and  institutional  approvals  created  commitments  and 

transformed the  implementers  into learning communities that were eager to improve 

their  capabilities  in  order  to  engage  in  the  effective  implementation  of  the  policy. 

General managers were  to  play  a  key  role  in  this.  They have  a  particular 

accountability to ensure the delivery of outputs that contribute to the achievement of 

outcomes as determined by the strategic plans.  

The researcher was told by one participant of the survey, who was the 

general  manager  of  an  organization,  that  the  medium-term  civil  service  reform 

required  him  to focus more on  the  outputs  specific  to his agency,  and to  link these 

outputs with broader  government  goals as well  with the available  human,  financial, 

and IT resources of his organization. All of this required him to create a shared vision 

and sense of purpose for the organization in order to enable and motivate the staff to 

achieve higher performance. 

 The  participants  of  the  interview  that  were  in  the  administrative 

positions shared their experience that the civil service reform affected them two ways. 

On one side, they were the front line implementers of the policy and at the same time 

they were the target and beneficiaries of the policy. The objectives of the policy, such 
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as  the  introduction  of  a  merit  system  independent  from  politics,  making  the  salaries 

comparable  with  the  market  level,    were  so  well  accepted  by  the  civil  servants  that 

they  became  the  promoters  of  the  policy  not  long  after  the  policy  was  launched. 

Further, the  participants  of  the  survey  explained  to the  researcher  that  it  was  one of 

the key factors that made this policy a success.  

4.2.4.4  The Relationship between Implementing Agency Capability 

and Effectiveness of Policy Implementation 

The relationship  between  implementing  agency  capability  and  the 

effectiveness  of  policy  implementation  was  found  to  be  significant  (.236).  High-

quality  leadership  and  management,  authority  of  change  management,  qualified 

personnel,  adequate  financial  funding  and  allocation,  and  effective  infrastructure, 

including  IT  system,  all  have  a  direct  and  positive  influence  on  the  execution 

performance.  

High-quality leadership and management are essential in the development 

of  the  strategic  plans  of  public  organizations.  Managers  take  responsibility  for 

achieving  the  outputs  and  outcomes  of  the  organizations  and of  the activities  they 

control. They are given the authority and flexibility to undertake this role and are held 

accountable  for  results under  the  newly-adopted  public  sector  management  and 

finance law.  

The  participants  of  the  interview  unanimously  confirmed  that,  thanks 

to  the  civil  service  reform  policy,  better  financial  mechanisms  were  introduced  that 

were  directly  linked  to the  specific  outputs of  individual  organizations.  This  system 

enabled managers to develop further this method and to tie the performance appraisals 

of individual employees with their outputs.  

The  researcher  was  told  about the  enormous  positive  role  of  the  new 

information  and  database  system  of  civil  service.  One  participant  confessed  that the 

development of this system not only greatly improved the capacity of his organization 

to  provide  its  services  to the  public,  but  also  made  him  personally  very  responsible 

regarding human resource management issues.   

The  authority  of  change  management  is  important  for  the  successful 

implementation  of  the  civil  service  reform  policy  because general  managers  have to 

bring alterations into their organizational designs depending on the objectives and the 
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best methods of achieving goals. The reform policy was formulated in a way that the 

structure in the respective organization would follow its strategy. This authority also 

was required to effectively employ the reform principle of putting the right people in 

the  right  job.  However,  the  participants  of  the  interviews  shared  their  problems, 

stating  that  the  financial  resources  of  their  organizations  were  still  not  competitive 

with the private sector in term sof recruiting top-level talent and retaining them on  a 

long-term  basis.  They  still  lack  the  authority  to  make  quick,  flexible  changes  in  the 

use  of  funds  once  they  are  approved  by  their  upper-level  organizations  and  that 

reduces the incentive  to  run  the  business  efficiently  because  it  is  not  allowed  to  use 

the saved funds for other urgent matters within the organization.    

 

 



 

CHAPTER 5 

 

CONCLUSIONS AND RECOMMENDATIONS 

 

5.1  Conclusions 

 

The researcher pursued two main  objectives in this  study:   1) to examine  the 

key factors  influencing  the implementation effectiveness of the  2004  Medium-Term 

Civil Service Reform Policy (CSRP) in Mongolia, and 2) to provide recommendations 

for improving the civil service reform based on the findings of this research.  

 In  order  to  complete  these  two  objectives,  the  researcher  conducted  an 

extensive  review  of  literature  on  the general  concepts of  civil  service,  civil  service 

reform,  public  policy,  effectiveness  of  public  policy  implementation,  and  studied 

certain  characteristics  of  historical  development  and  explicit  aspects  of  civil  service 

reforms  of  some specific countries such  as  China,  the  United  Kingdom,  the  United 

States of  America, and the  Kingdom of Thailand. The  model of analysis developed 

was  based  on  these  and also careful revision of the  nature of the  medium-term civil 

service reform policy implemented by the Government of Mongolia. 

The  literature  review  offered  the  following  variables  that  could  affect      the 

implementation  effectiveness  of  medium-term  civil  service  reform  policy:  explicit 

political  support  and  commitment,  strength  of  the  statute  that  facilitates  the  policy, 

external  monitoring  of  the  implementation  process,  the existence  of  a  central 

government  agency  responsible  for  the  reform  with  sufficient power  and  intellectual 

and tactical capabilities, public support of the policy, clearly-defined policy goals and 

objectives, effective communication  between  all  actors and  stakeholders, acceptance 

and willingness to comply with the policy by implementers, commitment and support 

of  implementers,  high-quality  leadership  and  management  of  public  organizations, 

authority of change management, qualified personnel, adequate financial funding, and 

allocation ofeffective IT infrastructure.  
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These  factors were grouped into the proposed model as  four  major variables: 

political factors, clarity of policy objectives and strategies, implementers’ disposition 

towards policy, and implementation agency capability and authority. 

Multivariate  statistics  were  used  to  analyze  the  proposed  model  initially  and 

in-depth  interviews  were  employed  to  provide  further  explanation  about  the 

relationships among variables. The findings supported all of the proposed hypotheses 

except one.   

Among  all  variables,  political  factors  played  the  most  critical  role.  Both  the 

direct  and  indirect  influence  of  this  factor  was the  highest.    Political  factors  include 

explicit  political  support  and  commitment,  the  strength  of  the  statute that  facilitates 

the policy,  external  monitoring  by  individuals  and/or  government  agencies, the 

existence  of  a  central  government  agency  responsible  for  the  reform  with  sufficient 

power, intellectual and tactical capabilities, and public support and demand.  

 Successful  implementation  of  the  civil  service  reform  requires  continuous 

political will and support and this was provided by the Government of Mongolia. An 

essential  element  for  successful  implementation  is  explicit  political  leadership  for 

defining  the  vision  of  what  is to  be  achieved.  The  Parliament  and  Government 

developed  and  adopted  the  main  strategies  and  an  action  plan  for  the  civil  service 

reform.  Being  adopted  by  the  highest  levels  of  Government,  the  reform  policy 

possessed more legal power, received more  political support and financial resources, 

and less resistance from different levels of governance.  

Political  leadership made civil  service  reform a  priority  and  encouraged 

collective commitment for implementing it. Strong leadership was essential in setting 

the visions  and  goals  for  the  policy,  and  placing  the  policy  into  implementation.  It 

facilitated the implementation process by developing a common understanding of the 

government policy, showing the successes at an early stage and motivating continued 

effort.  

External monitoring by individuals and government agenciesproved to be vital 

for  the  successful  implementation  of  reform  policy. Public  demand  and  support  to 

make certain changes through reforms made politicians more motivated to participate 

in the solutions of the problems. It also made the mass media get involved in reporting 

on the progress of the reforms.  
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The  newly-adopted public  service  management and  finance  law strengthened 

the authority of the Civil Service Council, which was responsible for human resource 

policies. The  Civil  Service Council reports directly to Parliament and  is  independent 

of  the executive branch  of  Government.  Its main task  is  to  reinforce  the  political 

neutrality  of  the  civil  service and is  responsible  for selecting  nominees  for  senior 

executive and managerial positions, including general managers of budget entities. In 

addition to its decision-making and enforcement functions, the CSC greatly expanded 

its  role  in  change  management  and  capacity  building.  The council  assesses 

performance  agreements,  sets  recruitment  standards,  and  submits  recommendations 

on compensation levels to the government.  

 The  second  highest  effect  on  implementation  effectiveness  of  civil  service 

reform  comes  from  the  clarity  of  policy objectives  and  strategies,  which  means 

clearly-defined policy goals  and objectives and effective  communication  between all 

actors  and  stakeholders.  The  clarity  of  policy  goals  and  strategies  has  both  a  direct 

and indirect influence on implementation effectiveness.    

The  policy  needs  to  be  clear  and  consistent in  order  to  be  implemented 

successfully. The Government of Mongolia has developed a very concrete action plan 

for the  implementation of the medium-term  civil service reform strategy. This action 

plan was developed to make the policy objectives and benefits of the reform clear for 

everybody.  

When the policy documents are clear, accurate and consistent, it  is easier  for 

implementing  agencies determine  their  capacity  and  to  make  necessary  adjustments. 

The participants of the in-depth interview told the researcher that civil service reform 

policy  goals  were  quite  straightforward  and  did  not  have  internally  contradictory 

strategies.   

The  Civil  Service  Council  was  very  active  in  organizing  workshops  and 

trainings  for  all  levels  of  civil  servants  to  explain  the  reform  policy  goals  and 

strategies  for  implementation.  When implementing  agencies do  not  understand  the 

policy objectives, they have problems in determining what is required from them and 

the policy implementation halts.  

Effective  policy  implementation  requires  an  appropriate  transmission  of 

information. For the sake of policy clarity and as an important part of the civil service 
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reform,  proper  IT  infrastructure  and  an  appropriate  database  for  the  civil  service 

system  was  established.  This  IT  infrastructure  was  designed  to  serve  as  a  well-

established channel of communication between all actors and stakeholders and to help 

to eliminate the problem of miscommunication.  

The  implementers’  disposition  towards  the  policy  came  out  with  the  third 

highest total effect on the implementation effectiveness of the CSR. It has a direct and 

an  indirect effect through the  implementation agency capability and authority  on  the 

policy’s effectiveness.  

The  effective  and  successful  implementation  of  the  policy  requires  not  only 

understanding, but also the commitment, support, and willingness to carry it out. The 

civil servants that participated in this reform played a double role. They were the ones 

that were making the change and they were the ones that were getting the benefit from 

the reform. The front-line implementers, or as Lipsky (1976) called them, street-level 

bureaucrats,  themselves  were  keenly  interested  in  the  success  of  this  reform  and  it 

created  the  ultimate  commitment,  which  was  very  important  for  implementation 

success.  

The  interview  carried  out  with  the  participants  of  the  reform  showed  the 

researcher  that  the  individual  compliance  of  these  street level  implementers  was  an 

intentional  one  because  they  intended  to  comply  and  exerted  extra  effort  during  the 

implementation  process. The  implementer’s  commitment  is something  which  makes 

the difference  between  success  and  failure  because of the specifics of  public  policy. 

The implementation process always takes a long time before any results show up. As 

a  result,  civil  servants had  to be  able  and  willing  to  support,and eager  to  learn  and 

adapt  to, change themselves.  This  kind  of  voluntary  change  among  front-line 

implementers  brings  a  big  push  to  organizational  capacity.  This  is  how  the 

implementers’  acceptance  and  commitment  indirectly  affected  the  implementation 

effectiveness of the civil service reform.  

 Implementing  agency  capability  and  authority  was  the  factor that  had  only  a 

direct affect on the implementation effectiveness of the civil service reform policy in 

Mongolia. The other three  factors  influenced the  dependent variable  both  in  a direct 

and indirect way.  
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 The  implementing  agency’s  capability  and  authority  include  high-quality 

leadership  and  management,  authority  of  change  management, qualified  personnel, 

adequate financial funding and allocation, and effective IT infrastructure.  

 The  civil  service  reform  aimed  at  improving  the  leadership  and  management 

skills of public organizations. The new law on public service and budget gave lots of 

power to the general managers to handle human resources and financial disbursement 

within the limits of the approved budget. The civil  service council organized special 

sessions designed for senior civil servants that helped them to develop good strategic 

plans  for  their  organizations,  including  human  resources,  and  this  created  more 

effective ways to reach organizational goals.   

 The  means  of  improving technical  and  administrative  skills  of  the  personnel 

and achievement of the appropriate size of the staff were determined  in the strategic 

objectives,  and by  achieving  the  targeted  goals,  the  organizations  were successfully 

implementing the reform policy at the same time. 

 

5.2  Contributions 

   

This study provides both theoretical as well as practical contributions. 

 

5.2.1  Contribution to Theory 

 The  researcher  studied  several  theoretical  areas  for  the  dissertation  with 

specific interest regarding the effectiveness of policy implementation.  

Previous  theoretical  studies  on  the  nature  of  the  civil  service,  public  policy, 

civil service reform, policy implementation, and the effectiveness of public policy by 

various  scholars such  as Van  Meter  and  Van  Horn,  Mazmanian,  Sabatier,  Talero, 

VoradejChandrasorn,  Holmes,  Pressman,  Wildavsky,  Cheema,  Rondinelli,Hambleton, 

Ahituv, Neumann, Dickson, Wetherbe, Laudon, Lucas, Milis, Roger, Atkinson, Jacob, 

ApiwanDejnaronk, ThawilvadeeBureekul, Dickson,  Wetherbe,  Allison, Berman, 

McLaughlin, Baum, Cooke, Ginzberg, Davis,  Olson,  Elmore, Edwards, Land   and 

others all contributed to the development of the research concept of this dissertation.  

The analysis of this research confirmed that the theoretical implications were 

very much applicable to the civil service reform policy in Mongolia. All of the major 
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factors of the model, which were the political factors, the clarity of policy objectives 

and  strategies,  and  the  implementers’  disposition  towards  the  policy,  and  the 

implementation agency capability and authority had direct and indirect influences on 

the  dependent  variable,  which  was  implementation  effectiveness  of  civil  service 

reform.  However, their influence was of different degrees. If the direct influence was 

pretty much of the same degree among all independent factors, the indirect influence 

was  the  highest  with the  political  factors.  This  made  the  researcher  come  to  the 

conclusion  that  the  political  factors  were  the  most  influential  when  we  talk  about 

effective  implementation  of  public  policy  in  Mongolia.  The  weakest  direct  and 

indirect effect was with the implementers’ disposition towards the policy. This might 

be explained by the fact that the civil service in Mongolia is still not fully independent 

from politics and the selection of public servants is not totally merit based.  

There  was  one  interesting  finding about  the  relationship  between  political 

factors  and  implementation  agency  capability  and  authority.  The  theoretical  model 

assumed  that  political  factors  would  have  an  influence  on  the  implementation 

agency’s capability and authority. However, the findings showed that this was not the 

case  in  Mongolia.  During  the  interviews  with  the  participants,  the  researcher  found 

out that one of the  main goals of the civil  service reform, which  is to make the civil 

service  professional  and  independent  from  politics,  significantly  reduced  the  direct 

relationship  between  these  two  factors.  However,  the  indirect  effect  through  the 

clarity  of  policy  objectives  and  strategies  and  attitudes  of  implementers  toward  the 

policy remained quite significant.  

Overall, the researcher concluded from the empirical study that the theoretical 

framework  proved  to  be  correct  in  the  case  of  the  implementation  of  civil  service 

reform policy in Mongolia. 

 

  5.2.2  Contribution to Implication     

The researcher began this dissertation  with  a  question  about  why  many  good 

political  decisions  happen  to  be  not  fully  implemented  or  if  implemented,  not  in  the 

way  they  were  planned  from  the  beginning.  Perhaps  because  of  this,  people  tend  to 

believe that politicians make nice promises just in order to come to power.   
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The empirical study showed that this might be the case in Mongolia. Political 

factors proved to have the strongest influence on the implementation effectiveness of 

the  medium-term  civil  service  reform  of  the  Mongolian government.  This  might  be 

explained by the nature of the area where the policy was implemented. Civil service is 

an  essential  part  of  a  government  body  and  its  main  task  is  to  serve  the  nation  by 

implementing  the  policies  approved  by  the  politicians;  and  the  policy  that  was 

directed to improve the capacity, efficiency, and performance of government service 

certainly has to be very much dependent on the political environment.  

However, the researcher was not able to generalize these findings because the 

significance  of  the  factors  in  the  theoretical  model  changed  depending  on  many 

conditions,  such  as  the  existing  situation  in  different  countries,  the  nature  of  the 

implementers and other stakeholders, the urgency of the problems, and so on.  

Even  the  second  strongest  factor—clarity of objectives and  strategies—had  a 

significant  effect  on  itself  from  the  political  factors.  The  researcher  explained  this 

again  by  the  fact  that  this  CSR  policy  was  implemented  in  the  political  area.    The 

findings of the study revealed that the effective communication between all actors and 

stakeholders was very important in making the policy implementation process smooth 

by avoiding misunderstandings, which could slow down the process. Clearly-defined 

policy goals and strategies helped the implementers to see results and benefits and to 

create  personnel  acceptance  and  commitment,  which  in  turn  strengthened  the 

capability of the organization to effectively implement CSR policy.  

In regard to the implementation agency’s capability and authority,  the  role  of 

high-quality  leadership  and  management  and  their  legal  authority  regarding  change 

management  were  of  tremendous  importance  to  the  effective  implementation  of  the 

CSR policy. This is not to mention the considerable roles of well-trained and qualified 

personnel,  adequate  financial  funding,  and  up-to-date  IT  infrastructure  in  the 

implementation organizations.  

 

5.3  Recommendations 

   

The  next objective  of  the  study  was  to  provide  recommendations  to  increase 

the implementation effectiveness of civil service reform policy in the future based on 



145 
 

 
 

the findings of this research. The researcher provided the following recommendations, 

integrating  the  results  from  the  empirical  analysis  of  the  implementation  process  of 

the  Mongolian  Government  civil  service  reform  policy,  the  in-depth  interviews with 

the  implementers,  and  documentary  research  on  the  experiences  of  civil  service 

reform in some countries.  

 

5.3.1  Capacity of the Civil Service to Undertake Strategic Planning 

It  is  stated  in  the  action  plan  of  the  Mongolian  Government  that  in  order  to 

implement  the  civil  service  reform  strategies  approved  by  the  parliament,  it  is 

necessary to improve the capacity of the civil service, especially General Managers, to 

undertake  strategic  planning  and  to  manage  on  a  performance  basis,  including 

measurement, monitoring, and assessment, with progressive relaxation of some  input 

controls. 

Civil service reform  introduced strategic business plans for  all ministries  and 

other budget agencies. These plans are output based and their role is increasing today 

as the Civil Service Commission is reinforcing independent from politics civil service 

system.  In  practice,  however,  this  policy  is  creating  some  opposite  effects.  Being 

protected by civil service  law and responsible  for only the outputs mentioned  in the 

agreement, some public officials  in the  ministries and government agencies  became 

less  motivated,  less  efficient,  and  reluctant  to  work  on  urgent  and  non-planned 

activities. In this situation, it is important to revise the performance appraisal system, 

which would include an enthusiastic and proactive approach to the everyday activities 

of employees in the civil service.   

The interviews with the participants of the reform policy affirmed that human 

resource planning within the strategic planning framework should be more prioritized 

and staffing costs of delivering outputs have to be revised in the future.  

As the researcher mentioned earlier in the findings section, the discussion with 

the general  managers of public organizations revealed the problem of rigidity  in the 

use of financial funds. Even though it is important to plan everything well beforehand, 

in  practice  the  changing  conditions  in  the  environment  require  flexibility  from  the 

general managers in order to steer their organizations in effective and efficient ways. 

However,  the  change  in  the  planned  use  of  financial  resources  requires  a  long  and 

time-consuming procedure.  
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5.3.2  Transparent, Competitive Selection Processes for Senior Civil  

Servants 

 The selection of general managers is critical for the success of the civil service 

reform because they are given a key role  in the delivery of the core functions of the 

civil  service. General  managers are required to focus on the outputs specific to their 

agency, and the links between these outputs and broader government goals,to create a 

shared vision and a sense of purpose for their organizations and to enable to motivate 

their staff to achieve high performance.  

All senior  positions  in  the  core  civil  service,  including  all  general  manager 

positions,are to be advertised openly and then chosen on the basis of a short list of 3-5 

names prepared by the Civil Service Council. As of today, this provision of the reform 

has only  partially  been  implemented.  Transparent  testing  procedures  must  be 

developed  for  all  approximately  3000  senior  positions  in  the  Government  and  it  is 

advisable  to  use  the  experiences  of  people  in  other  countries  in  selecting  and 

recruiting chief executives. The other very important issue that needs to be addressed 

urgently is to make the remuneration of the senior civil servants adequate to the level 

of their counterparts in the private sector.  

 

5.3.3  Leadership Skills of Senior Civil Servants 

The recruitment of senior  positions should  be  more open to all civil  servants, 

including  the  ones  from  other  agencies;  this  will  improve  the  cooperation  between 

government organizations.  

To rely only on a transparent and competitive selection process is not enough 

for  civil  service  reform  because  the  selected  best  people  might  not  have  leadership 

skills.  In  order to  develop  leadership  and  team-building  skills  for  general  managers 

and  those  working  directly with them,  it  is  necessary  to  provide comprehensive 

training  program  covering  strategic  thinking,  work  relationships,  communication, 

personal drive and integrity, and the skill to achieve results.  

The participants in the interviews highly appraised the training programs that 

the  civil  service  commission  organized  for  them  to  introduce  the  methods  and 

mechanisms  of  implementation  and  share  the  experiences  of  other  countries.  They 

also told the researcher  about  the  importance  of  having  such  short-term trainings on 
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many  other  issues  on  a  regular  basis,  where  the  general  managers  will  have  an 

opportunity to share their experiences.  

 

5.3.4  Human Resource Management Procedures and Systems within  

 Civil Service Organizations 

 While  implementing  civil  service  reform,  General managers are  required  to 

introduce internal  procedures  and  systems  that  focus  on  performance  and  meet 

standards of transparency and integrity within the civil service reform. 

It is necessary to further enforce the merit-based transparent selection of civil 

servants.  The  interview  participants  shared  their  concern  that  in  some  places  the 

selection of civil servants was still based on personal relationships through their birth 

region,  party  affiliation,  and  other  factors.  The  selection  processes should be 

undertaken within the framework of human resource plans. Human resource planning 

should  be based on the  organization’s objectives  and  strategies  expressed  in  the 

Strategic  Business  Plan. These  organizational structures  and  development  strategies 

are to be part of human resource planning. 

It  was  a  very  important  step  to  classify  civil  servants  into  different  groups. 

During  the  interview,  the  researcher  was  told  that  the  transfer  of civil  servants 

between these groups was not well regulated and this caused some inflexibility in the 

human  resource  management  within  the  civil  service  system.    Those  that  were 

employed  in the  service post for a long time when they  moved to the administrative 

positions happened to start from very low levels again.  

 

5.3.5  Civil Servant Skills  

Civil service  reform  in  Mongolia  aimed  at  improving  the  essential  skills  of 

individuals  in policy  analysis,  risk  management,  use  of  information  technology, and 

human resource management, as well as performance management.    

A comprehensive training needs assessment is necessary to review the training 

needs for specific sector ministries and to address service-wide requirements. With  a 

vast  turnover  of  senior level  servants,  it  is  essential  to  develop  ongoing  training 

courses for newly-appointed/selected managers in order to strengthen their knowledge 

and skills consistent with the Mongolian Government’s wider reform agenda and the 
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development  needs  of  civil  service  organizations. Line  ministries  require  stronger 

policy analysis skills to complement the strategic planning skills already mentioned. 

Mongolia’s  civil  service  strategy includes  the  implementation  of  risk 

management.  When  the  principle  of  leadership changes  into  steering  rather  than 

rowing,  it  becomes  important to  know  when  to  correct  the  course—how  closely  to 

monitor  and  when  to  intervene.  Risk  management  approaches  are  required  at  many 

levels  within  the  civil  service and  a broad  understanding  of  risk assessment and risk 

management principles is critical for many civil servants. 

There  is  a  large-scale  need  to  strengthen  the core  competencies of 

administrative  and  support  staff and human  resource  management  skills  in  line 

ministries  and  agencies.  Skills  in  the  use  of  information  technology should  be 

developed,  not  only  through  employment  of  IT  specialists  but,  more  importantly, 

development of skills in the use of IT among middle and senior managers within the 

framework of the human resource management model.  

 

 5.3.6  Civil Service Database and Monitoring Capacity 

The goal of the reform was to  strengthen  personnel  management  and  control 

through  the  development  of  a  civil  service  database  and  monitoring  capacity.  The 

database  of  the  human  resource management  information  system  (HRMIS)was 

planned to includeidentification, education qualifications, competencies, performance 

assessments, and complete data on remuneration, including the allowances,  bonuses, 

and  non-cash benefits of all civil servants. As of  today, the core of the database  has 

been  created  and  is  functioning.  However,  further  attention  should  be  given  to 

maintenance and privacy issues.  

There  are  complications  regarding  the procedures  and  incentives  for 

maintaining the database and in keeping it up-to-date, including responsibility for data 

entry, the amount  of  data  collected,  and  automatic  transfer  of  personal  data  when 

individuals move from and into positions and possible links with payroll management.  

 

 5.3.7  “Optimum Size” and Functions of the Civil Service 

The  purpose  of  the  reform  is to  progressively  right-size  the  civil  service  by 

reviewing the functions and services the government wants the civil service to provide 

and to develop an appropriate delivery mechanism. 
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The appropriate size of the civil service should depend on what it is asked to 

do and  decisions on  this  must  consider  which  of  the functions  are  to be  provided 

directly by the agencies employing civil servants and which should be contracted out 

to private or non-government sectors or provided by those sectors based on a subsidy 

from the government.  

A  mechanism  needs  to  be  developed  to  provide  regular functional  review of 

ministries and line agencies and to make according changes without much time delay. 

Given limited budgets, it is also important that the low-priority  activities of the civil 

service be identified and eliminated or reduced, based on those reviews.  

 

5.3.8  Transparent and Performance-based Remuneration System  

The  goal  of  the  reform  is  to  modernize  the  remuneration  system  for  civil 

servants by making it more responsive to labor market conditions, more devolved in 

line with public service management and finance law, and more transparent and more 

performance-based. 

The essential  part  of  the  civil  reform  is  retaining  and  attracting  quality  civil 

servants to help deliver effective and efficient public services. It is important for the 

government of Mongoliato be competitive in attracting bright, young graduates, with 

remuneration and promotion systems that reward performance and talent. 

As of today, there is still a visible gap between the salaries in the private and 

public  sectors.  This  affects  the retention  of  key  staff  and  recruitment in  the 

government. A newly-developing mining sector began absorbing young bright minds 

that were trained both outside and inside the country by offering several-times higher 

levels of remuneration.  

However,  a  civil  service  wage  increase for  everyone  could crowd  out  public 

investment andrestrainthe government’s limited capacity to address priorities such as 

developing medical and educational services.  

The study shows that in the future, the government needs to analyze the actual 

recruitment patterns in the priority areas, examine competition from the private sector, 

take  into  account the  non-salary  benefits  available  to  civil  servants,  and  provide 

recommendation on raising maximum salary levels in some specific positions in order 

to provide general managers with greater flexibility.  
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5.4  Further Research 

  

Although the study provides interesting results, it has some limitations, which 

are as follows. 

The  study  of  public  policy  implementation  is  by  itself  very  interesting  and 

complex. In this dissertation, the researcher studied the theoretical model of effective 

implementation  of  public  policy  only  in  the  specific  area  of  civil  service  reform  in 

Mongolia.  Due  to  the  specifics  of  the  research  area,  that  is  the  government  civil 

service  itself,  and  the  specifics  of  the  country,  Mongolia,  and  specifics  of  the  time 

frame, that is the transition of this country from a centrally planned socialist system to 

a democratic market system, the results of the study might carry their own specifics as 

well.  

Therefore, the researcher  suggests  that  it  is  important  to  conduct  similar 

research on the implementation effectiveness of another public policy  in other areas, 

such as the fields of sociology, economics or where government officials are not the 

implementers and beneficiaries of that policy at the same time.  

This study covered a policy that has been implemented for around 4-5 years. It 

would be interesting to study the factors that affect the implementation effectiveness 

of short-term  public  policies  or  emergency-type  policies,  such  as  those  dealing  with 

emergency situations like flooding, earthquakes, and fire.  
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Questionnaire on the Implementation Effectiveness of  

the Civil Service Reform Policy in Mongolia 

 

I. FOR THE RESPONDENTS 

 

1. Gender      □ Male      □ Female 

 

2. Age     ……… Years 

 

3. Education   □ Diploma or Higher Vocational Level (16 years) 

       □ Bachelor Degree (18 years) 

       □ Master Degree (20 years) 

       □ Doctorate Degree (over 20 years) 

        □ Others: …………………………….. (Please specify) 

 

4. Profession/ Specialization □ Social Science     

□ Business Administration   

         □ Political Science   

         □ Engineering 

         □ Law   

         □ Information Technology 

         □ Economics         

          □ Others:………(Please specify) 

 

5. Your Current Position  □ Political         

         □ Administrative 

         □ Special 

         □ Service 
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II.  OBJECTIVES OF THE MEDIUM TERM CIVIL SERVICE REFORM 

 

A.  The Capacity of the Civil Service to Undertake Strategic Planning 

1.  How many years does your organization use strategic planning? 

□ 1 year     □ 2 years □ 3 years □ More than 3 years  □ Don’t know 

2.  How many training courses in strategic planning techniques did you attend? 

□ 0  □ 1-2   □ 3-4   □ More than 5 

3.  In your opinion, how well does the strategic plan of your organization reviews 

the  staffing costs? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

4.   How  well  is  done  the  human  resource  planning  within  the  strategic  planning 

framework? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

 

B.  Transparent, Competitive Selection Processes for Senior Civil Servants 

1. How  transparent  is  done  the selection  of  senior  civil  servants  in your 

organization? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

2.  How competitive is the selection of civil servants in your organization? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

3. I  was  appointed  to  my  position  after  transparent  qualification  testing  and 

assessment procedures. 

    □ Yes                         □ No 

 

C.  Leadership Skills of Senior Civil Servants 

1.  Did you attend the civil service leadership program? 

   □ Yes       □ No 
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2. In  your  opinion,  how  useful  was  the  Civil  Service  Leadership  Program  in 

developing your:  

   

3. How useful was the leadership training manual? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

 

D.  Human Resource Management Procedures and Systems 

1. Organization structures and development strategies are part of the human 

resource planning 

□ True      □ False 

2. Vacancies and appointments to all administrative positions are notified publicly 

□ True      □ False 

3. An effective mechanism is established to obtain regular feedback on civil 

service performance from service users and clients and to publish results. 

□ True      □ False 

 

E.  Civil Servant Skills 

1. Civil servants are provided with adequate training on improving their skills, 

especially service-wide skills in : 

 True False 

Policy analysis   

Risk management   

Use of information technology   

Human resource management   

Performance management   

 

 Very 
well  

Well Moderately 
well 

Not 
well 

Don’t 
know 

Strategic Thinking      

Working relationships      

Personal drive and integrity      

Achieving results      
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F.  Civil Service Database and Monitoring Capacity 

1. In your opinion, how well is your personal information described in the human 

resource management information system with respect to your: 

 
 

G. “Optimum” Size and Functions of the Civil Service 

1. Has a functional review being taken in your organization? 

□ Yes     □ No 

2. What is the percentage of savings achieved through civil service “right sizing”? 

□ 0% □ 0-5% □ 5-10%  □ 10-15%  □More than 15% 

3. How successful was  your organization  in retaining and attracting quality civil 

servants? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

4. How  successful  was  your  organization  in  shedding off unproductive 

employees? 

□ Very well        □ Well     □ Moderately well     □ Not well      □ Don’t know 

 

H. Transparent and Performance-based Remuneration System 

1. How long is your organization using the new civil service classification, grading 

and pay schedule? 

 □ 1 year   □ 2 years □ 3 years     □ More than 4 years     □ Do not use 

2. If  you  compare  your  salary  and  supplementary  payments  together  with  those 

that someone with  your  level of position and education, work  experience  get  in  the 

private sector, which one is higher? 

 □ Mine is much higher      □ Mine is higher       □ About the same      

   □ Mine is lower             □ Mine is much lower       □ Don’t know 

 Very 
well 

Well Moderately 
well 

Not 
well 

Don’t 
know 

Education      

Qualification      

Competencies      

Performance assessment      

Data on your remuneration      
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3. Can  you  say  that  your  remuneration  is  now  soundly  based  on  the  output  you 

deliver? 

 □ Very much      □ Yes   □ A Little bit       □ No □ Don’t know 

 

III. FACTORS AFFECTING IMPLEMENTATION EFFECTIVENESS 

 

A.  Political Factors 

1. Explicit Political Support and Commitment  

Has  there  been  any  explicit  and  consistent  political  support  and  commitment 

from  any  individual  politician  or  political  group  for  this  policy  over  these 

years? 

   □ Yes   □ No    □ Do not know   

 

2. The Strength of the Statute that Facilitates the Policy   

In  your  perception,  how  strong  and  influential  is  the  State  Ikh  Hural’s 

resolution  on  the  “Medium-Term  Civil  Service  Reform  Strategy  of 

Mongolia”? 

 □ Very influential   □ Influential   □  Moderately  influential

 □ Not influential   □ Do not know 

 

3. External Monitoring by Individuals and/or Government Agencies 

 How  many  times,  did  external  organizations,  like  NGO  or  other  government 

agency get acquainted with the implementation process of this policy  in your 

organization? 

 □ 0      □ 1-4 times    □ 5-12 times   □ More than 12 times 
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4. An existence of a central government agency responsible  for the reform with 

sufficient power, and intellectual and tactical capabilities 

   

5
.  

 

5 

 

B 

 

5.  Public Support and Demand 

Did  you  ever  receive  any  demand,  request  from  your  employees  to  make 
changes in the human resource management policy? 

   □ 0   □ 1-5   □ 6-10  □ More than 10 

In  your  opinion,  does  public  support  the medium-term  civil  service  reform 
policy? 

□ Very much  □ Support   □ Moderate    □ Do not support    □ Do not know 

 

B.  Clarity of Policy Objectives and Strategies 

1.  Clearly Defined Policy Goals and Objectives 

In your opinion, are the goals and objectives of the civil service reform policy 
clear? 

 □ Very clear □ Clear     □ Moderately clear      □ Not clear    □ Can’t answer 

Were  the  goals  and  objectives  of  this  CSRP  explained  to  you  in  the  training 
seminars and meetings? 

   □ 0   □ 1-3 times   □ More than 3 times 

Have your organization’s action plans to implement CSRP been specified? 

   □ Yes   □ No     □ Don’t know 

 

2.  Effective Communication between All Actors and Stakeholders 

 The  communication  with  the  following  organizations  was  very  effective 

during the implementation of this policy:  

 

For  the  implementation 
of  this  policy,  the  Civil 
Service  Commission  of 
Mongolia has sufficient 

Strongly 
agree 

Agree Disagree Strongly 
Disagree 

Don’t 
know 

1. Power      

2.Intellectual Capabilities      

3. Tactical Capabilities      
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C. Attitudes of Implementers towards Policy 

1.  Acceptance and Willingness to Comply with Policy 

How much do you think that MTSSRP is a good policy? 

□ Very important   □ Important   □  Moderately  important
 □ Not important   □ Do not know 

In your understanding, how good this policy can improve the situation? 

 □ Very well □ Well     □ Moderately well     □ Can not   □ Do not know 

 

2.  Commitment and Support 

Personally, do you support this policy? 

 □ Very much    □ Support   □ Moderately support    

□ Do not support □ Do not know 

Did you make extra effort from your side to successfully implement this 

policy? 

 □ Many times   □ Sometimes   □ Never 

 

D.  Implementation Agency Capability and Authority 

1.  High Quality Leadership and Management 

 

 

 

 

 

 

 

 Always 
Most of 
the time 

Usually Seldom Never 

Civil Service 
Commission 

     

Prime Ministries Office      

Ministry of Finance      
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 Statements Competency 

 

Very 
hi
g
h
 

Hi
g
h
 

Mo
derate

 

l
o
w 

Very l
o
w
 

You  set  the  vision  and  goals  of  your 
organization to implement CSR policy 

     

you  have developed  strategies  to  stimulate 
effective CSR policy implementation 

     

you  are  knowledgeable  in  CSR  policy 
implementation 

     

you  can  effectively  communicate  and 
coordinate among subordinates. 

     

you  can  solve  the  problems  regarding  CSR 
Policy implementation effectively 

     

you  can  encourage  subordinates  to  self-
develop 

     

 

2.  Authority of Change Management 

Was your organization provided with certain autonomy of decision making in 
the implementation of CSR Policy? 

 □ Quite a lot □ Adequate □ Not enough      □ Not at all     □ Do not know 

Have the authorities of your organization to do certain changes within the CSR 
Policy been clearly stated in the legal documents? 

 □ Very clear   □ Clear    □ Somewhat clear   □ Not clear □Do not know 

 

3.   Qualified Personnel 

Do you have enough personnel engaged in the implementation of CSR Policy? 

 □ More than enough    □ Just enough   □ Barely enough 
 □ Not enough     □ Do not know 

 How  many  times  did  you  provide  training  for  your  personnel  on  the  CSR 
policy? 

  □ 0   □ 1-3   □ 4-6   □ 7-9   □ More than 10 
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4.  Adequate Financial Funding and Allocation 

 Did  your  organization  have  sufficient  financial  funding  to  implement  CSR 
Policy? 

 □ Very sufficient   □ Just sufficient   □ Barely sufficient
 □ Not sufficient   □ Do not know 

 Where  did  your  organization  get the  funding  for the  implementation  of  CSR 
Policy in your organization? 

  □ Government budget  □ From its own activities □  From  donations
 □ Do not know 

 

5.  Effective Infrastructure 

 Does your organization possess sufficient amount of expertise to support and 
maintain IT infrastructure? 

 □ Very sufficient   □ Just sufficient   □ Barely sufficient
 □ Not sufficient   □ Do not know 

Does your Database system have appropriate IT standard? 

 □ Very sufficient   □ Just sufficient   □ Barely sufficient
 □ Not sufficient   □ Do not know 

Have  an  adequate  number  of  computers  with  accessibility  to  Internet  been 
provided for implementing CSR Policy? 

   □ Yes     □ No     □ Do not know 
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Монголын төрийн албаны шинэтгэлийн дунд хугацааны 

хөтөлбөрийн хэрэгжилтийн үр нөлөөний талаархи  

санал асуулга 

 

I.  САНАЛ АСУУЛГАД ОРОЛЦОГЧИЙН: 

 

1.  Хүйс:         □ Эрэгтэй   □ Эмэгтэй 

2. Нас:         ................Настай 

3.   Боловсрол:        □ Дипломын болон мэргэжлийн  

               сургалт төгссөн. (16 жил)   

           □ Бакалаврын зэрэгтэй (18 жил) 

           □ Магистр (20 жил) 

           □ Доктор (20 жил хүртэл) 

           □ Бусад: …….. (Тодруулж бичнэ үү) 

4. Мэргэжил\Мэргэшил:   □ Нийгмийн ухаан   

           □ Улс төрийн ухаан  

           □ Хуулийн     

            □ Эдийн засгийн 

           □ Бизнесийн удирдлагын 

           □ Инженерийн   

           □ Мэдээллийн   

           □ Бусад: ……. (Тодруулж бичнэ үү) 

5. Таны албан тушаалын ангилал: □ Улс төрийн  

           □ Захиргааны    

           □ Тусгай 

□ Үйлчилгээний 
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II. ТӨРИЙН АЛБАНЫ ШИНЭТГЭЛИЙН ДУНД ХУГАЦААНЫ 

ХӨТӨЛБӨРИЙН ЗОРИЛТУУД 

 

A.  Стратегийн Төлөвлөлт Хийх Төрийн Албаны Чадавхи, Чадвар 

1.  Танай байгууллага стратегийн төлөвлөлт хийдэг болоод хэдэн жил болж 

 байна? 

□ 1 жил     □ 2 жил  □ 3 жил     □3 жилээс илүү        □Мэдэхгүй  

2.  Стратегийн  төлөвлөлтийн  аргачлал,  техникийн  хэдэн  удаагийн 

 сургалтанд та хамрагдсан бэ? 

□ 0   □ 1-2   □ 3-4   □ 5-аас илүү 

3.  Танай  байгууллагын  стратегийн  төлөвлөлтөнд  хүний  нөөцийн  зардал 

 хэр бодитой тусгагдсан гэж та хувьдаа үзэж байна? 

 □ Маш сайн       □ Сайн    □ Дунд зэрэг   □ Муу     □ Мэдэхгүй 

4. Стратегийн төлөвлөгөөний хүний нөөцийн хэсэг хэр сайн боловсрогдсон 

 гэж та үзэж байна? 

 □ Маш сайн       □ Сайн    □ Дунд зэрэг   □ Муу     □ Мэдэхгүй 

 

B. Төрийн Албаны  Удирдах Албан  Тушаалтанг  Нээлттэй, Өрсөлдөөний 

Аргаар Сонгон Шалгаруулах Талаар 

1.  Танай  байгууллагын  удирдах  албан  тушаалтнуудын  сонгон 

 шалгаруулалт хэр нээлттэй явагддаг вэ? 

 □ Маш сайн       □ Сайн    □ Дунд зэрэг   □ Муу     □ Мэдэхгүй 

2. Танай    байгууллагын  удирдах  албан  тушаалтнуудын  сонгон 

 шалгаруулалт хэр өрсөлдөөнтэй явагддаг вэ? 

 □ Маш сайн       □ Сайн    □ Дунд зэрэг   □ Муу     □ Мэдэхгүй 

3.  Би  энэ  ажилдаа  мэдлэг  чадвараа  нээлттэй  байдлаар  шалгуулж, 

  дүгнүүлсний эцэст томилогдсон. 

 □ Тийм         □ Үгүй 
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C.  Улс Төрөөс Хамааралгүй, Мэргэшсэн, Тогтвортой Төрийн Албаны 

Талаар 

1.  Та улс төрөөс хамааралгүй төрийн жинхэнэ алба бүрдсэн гэж үзэж байна 

 уу? 

 □ Тийм   □ Үгүй   □ Мэдэхгүй 

2.   Та мэргэшсэн, тогтвортой төрийн жинхэнэ алба бүрдсэн гэж үзэж байна 

 уу? 

 □ Тийм   □ Үгүй   □ Мэдэхгүй     

 

D.  Төрийн Албаны Удирдах Албан Тушаалтны Манлайлах Ур Чадвар 

1.  Та төрийн албаны манлайллын хөтөлбөрт хамрагдсан уу? 

 □ Тийм   □ Үгүй   

2.  Хэрвээ хамрагдсан бол төрийн албаны манлайллын хөтөлбөрийн сургалт 

дараах чиглэлүүдээр хэр үр дүнтэй болсон гэж үзэж байна ? 

 
                        

  

 

 

 

 

 

 

3.  Манлайллын сургалтын гарын авлагын чанар, өгөөж ямар байсан бэ? 

 □ Маш сайн     □ Сайн        □ Дунд зэрэг        □Муу     □ Мэдэхгүй 

 

E.   Хүний Нөөцийн Удирдлагын Тогтолцоо ба Журам, Заавар 

1.  Хүний нөөцийн төлөвлөлтөнд танай байгууллагын бүтэц болон 

  хөгжүүлэх стратегийг харгалздаг.  

 □ Үнэн       □ Худал 

2. Дунд хугацаанд төрийн захиргааны бүх албан тушаалын орон тоо болон 

 уг орон тоог хэрхэн нөхсөн тухай нийтэд зарлан мэдээлдэг болно. 

 □ Үнэн       □ Худал 
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Стратегийн хэмжээнд бодож сэтгэх талаар      

Ажлын харилцаа холбоо тогтоох талаар      

Биеэ дайчлан шударгаар ажиллах талаар      

Ажлын үр дүнд хүрэх талаар      
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3.  Төрийн албаны үйлчилгээний талаар үйлчлүүлэгчдээс санал хүсэлтийг 

 тогтмол авч байдаг үр дүнтэй механизм бий болгож, дүнг нэгтгэн 

 хэвлэдэг болсон. 

 □ Үнэн       □ Худал 

 

F.   Төрийн Албан Хаагчийн Ур Чадвар 

1. Төрийн албан хаагчдыг хамруулсан сургалтууд нь тэдэнд  хамгийн чухал 

шаардлагатай, тухайлбал төрийн албанд бүхэлд нь хамаарах дараах ур 

чадварыг дээшлүүлэхэд чухал үүрэг гүйцэтгэсэн. Үүнд: 

 Үнэн Худал 

Бодлогын дүн шинжилгээ хийх   

Эрсдэлийн менежмент   

Мэдээллийн технологи ашиглах   

Хүний нөөцийн удирдлага   

Гүйцэтгэлийн удирдлага   
 

G.   Төрийн Албаны Мэдээллийн Сан ба Мониторинг Хийх Чадавхи 

1.   Хүний нөөцийн удирдлагын мэдээллийн тогтолцоонд таны тухай дараах 
 мэдээллүүд хэр бодитой тусгагдсан бэ? 

 

 

 

 

 

 

 

 

 

 

H.   Төрийн Албаны “Зохистой” Хэмжээ ба Чиг Үүрэг  

1. Танай байгууллагад чиг үүргийн шинжилгээ хийгдсэн үү? 

 □ Тийм   □ Үгүй 
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Боловсрол      

Мэргэшил      

Мэдлэг чадвар      

Ажлын гүйцэтгэлийн үнэлгээ      

Цалин хөлс      
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2.  Танай  байгууллагын  “зохистой”  хэмжээг  тогтоосноор  хэдэн  хувийн 

 хэмнэлт гарсан бэ? 

□ 0%   □ 0-5% □ 5-10%    □ 10-15%   

□ 15%-аас илүү         □ мэдэхгүй 

3. Өндөр  чадвартай  албан  хаагчдыг  татаж  ажилд  оруулах,  тогтвор 

 суурьшилтай байлгах талаар танай байгууллага хэр амжилттай байгаа вэ?  

□ Маш сайн    □ Сайн □ Дунд зэрэг    □Муу      □ Мэдэхгүй 

4. Чадвар муутай ажиллагсдаасаа хэр амжилттай салж чадаж байна вэ? 

□ Маш сайн    □ Сайн □ Дунд зэрэг    □Муу      □ Мэдэхгүй 

 

I.   Ил Тод бөгөөд Гүйцэтгэлд Тулгуурласан Цалин Хөлсний Тогтолцоо 

1.  Төрийн  албаны  шинэ  ангилал,  зэрэглэл  ба  цалингийн  сүлжээг  танай 

 байгууллага хэдэн жил мөрдөж байна вэ? 

 □ 1 жил   □ 2 жил   □ 3 жил  

 □ 4 ба түүнээс дээш жил    □ Хэрэглэдэггүй 

2. Миний  авч  байгаа  цалин  болон  бусад  нэмэгдлүүдийг  оролцуулан 

тооцоод надтай албан тушаал, боловсрол, ажлын туршлагаараа ойролцоо 

хүний хувийн хэвшилд авч байгаа цалин хангамжтай харьцуулбал: 

 □ Миний цалин, хангамж өндөр  □ Ойролцоо       □ Минийх бага    

 □ Минийх хамаагүй бага       □ Мэдэхгүй 

3. Одоо  таны  цалин  хөлс  ажлын  чинь  үр  дүнгээс  шууд  хамаардаг  болсон 

 гэж хэлж чадах уу? 

 □ Маш их хамаардаг  □ Хамаардаг   

 □ Бага зэрэг   хамаардаг □ Хамаардаггүй   □ Мэдэхгүй 

 

III.  БОДЛОГЫН ХЭРЭГЖИЛТЭНД НӨЛӨӨЛСӨН ХҮЧИН ЗҮЙЛҮҮД 

 

A.  Улс Төрийн Хүчин Зүйлс 

1.  Улс Төрийн Тодорхой, Тогтвортой Дэмжлэг.  

Өнгөрсөн хугацаанд төрийн энэ бодлогыг хэрэгжүүлье гэсэн улс төрийн 

тодорхой  бүлэг  эсвэл  хувь  улс  төрчийн  тодорхой,  тогтвортой  дэмжлэг 

байсан эсэх? 

 □ Тийм   □ Үгүй   □ Мэдэхгүй   
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2.  Тухайн Бодлогыг Баталсан Баримт Бичгийн Хүч, Нөлөө  

Таны бодлоор Монгол Улсын Их Хурлын “Монгол Улсын Төрийн 

албаны  шинэтгэлийн  дунд хугацааны  стратеги”-ийн  баримт  бичиг 

батлах тухай тогтоол хэр их нөлөөтэй вэ? 

 □ Маш их нөлөөтэй   □ Нөлөөтэй   □ Дунд зэрэг 

 □ Нөлөөгүй     □ Мэдэхгүй 

3.  Бодлогын Хэрэгжилтэнд Хөндлөнгөөс  Тавигдах Хувь Хүний  болон 

Төрийн Байгууллагын Гадаад Хяналт-Шинжилгээ. 

Хэдэн  удаа  Төрийн  болон  ТББ-ын  зүгээс  энэ  бодлогын  хэрэгжилттэй 

уялдуулан  танай  байгууллагын  ажлын  явцтай  танилцаж,  хяналт-

шинжилгээ /мониторинг/ хийсэн бэ? 

 □ 0   □ 1-4 удаа   □ 5-12 удаа    □ 12-оос илүү 

4.  Энэхүү  Бодлогын Хэрэгжүүлэлтийг  Хариуцсан Төрийн Байгууллагын 

Эрх Мэдэл, Асуудлыг Зохицуулах Мэдлэг ба Чадвар 

   

 

 

 

 

 

 

 

 

 

5.  Олон Нийтийн Дэмжлэг ба Эрэлт 

Танай  байгууллагын  ажилтнуудын  зүгээс  хүний  нөөцийн 

 менежментийн  бодлогонд өөрчлөлт  хийх  талаар  хүсэлт  гарч  байсан 

 эсэх? 

 □ 0   □ 1-5   □ 6-10   □ 10-аас илүү 

Энэ  дунд  хугацааны  бодлогыг  олон  нийт  дэмжиж  байгаа  гэж  та 

 бодож  байна уу? 

 □ Маш их    □ Дэмжинэ   □ Дунд зэргийн     

 □ Дэмжихгүй  □ Мэдэхгүй 

Энэ бодлогыг 
хэрэгжүүлэхэ
д Төрийн 
албаны 
зөвлөл нь 
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Эрх мэдэлтэй      

Мэдлэгтэй 
хүний нөөцтэй 

     

Чадвартай      
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B.   Бодлогын Зорилт, Хэрэгжүүлэх Стратеги Ойлгомжтой Байх Талаар 

1.  Бодлогын Зорилго, Зорилтууд Ойлгомжтой Тодорхойлогдсон Байх 

Таны  бодлоор  төрийн  албаны  дунд  хугацааны  хөтөлбөрийн  зорилго, 

 зорилтууд хэр ойлгомжтой тодорхойлогдсон бэ? 

 □ Маш сайн ойлгомжтой   □ Ойлгомжтой □ Дунд  зэргийн 

 □ Ойлгомжгүй      □ Хариулж чадахгүй 

 Төрийн  албаны  шинэтгэлийн  дунд хугацааны  хөтөлбөрийн  зорилго, 

зорилтуудыг сургалтын семинар, уулзалтууд дээр тайлбарлаж өгсөн үү?  

   □ 0   □ 1-3 удаа   □ 3-аас илүү 

Төрийн албаны шинэтгэлийн дунд хугацааны хөтөлбөрийг хэрэгжүүлэх 

ажлын тодорхой төлөвлөгөөг танай байгууллага боловсруулж мөрдсөн үү? 

   □ Тийм   □ Үгүй □ Мэдэхгүй 

2. Бодлогыг Хэрэгжүүлэхэд Оролцож  Байгаа  болон Эрх Ашиг  нь  

Хөндөгдөж Байгаа Талуудын Хооронд Үр Нөлөөтэй Харьцаа Байгаа Эсэх.  

 Танай  байгууллага  дараах  байгууллагуудтай  энэхүү  бодлогыг 

 хэрэгжүүлэх чиглэлээр хэр зэрэг ажил төрлийн холбоотой байсан бэ? 

   

 

 

 

 

 

 

C.   Хэрэгжүүлэгчдийн Бодлогод Хандах Хандлага 

1.  Бодлогыг Хүлээн Зөвшөөрч, Хэрэгжүүлэх Эрмэлзэлтэй Байх 

Та хувьдаа энэ бодлогыг хэр зөв сайн бодлого гэж үзэж байгаа вэ? 

 □ Маш чухал  □ Чухал   □ Дунд зэрэг     

 □ Чухал биш   □ Мэдэхгүй 

Энэ  бодлого  нөхцөл  байдлыг  хэр  сайжруулж  чадна  гэж  та  үзэж 

 байна? 

 □ Маш сайн   □ Сайн   □ Дунд зэрэг     

 □ Чадахгүй   □ Мэдэхгүй 

2.  Бодлогыг Тууштай Дэмжих Байдал 

Та хувьдаа энэ бодлогыг дэмжиж байна уу? 

 
Маш 
сайн 

Сайн 
Дунд 
зэрэг 

Цөөхөн 
Огт 

холбоогүй 

Төрийн албаны зөвлөл      

Засгийн газрын Хэрэг 
эрхлэх газар 

     

Сангийн яам      



185 
 

 
 

 □ Маш сайн  дэмжиж байна  □ Дэмжиж байна     

 □ Дунд зэрэг       □ Дэмжихгүй 1□ Мэдэхгүй 

Энэ  бодлогыг  хэрэгжүүлэхийн  тулд  та  өөрөөсөө  нэмэлт  идэвхи, 

 чармайлт гаргаж байсан уу? 

 □ Удаа дараа   □ Заримдаа   □ Хэзээ ч үгүй 

 

D.   Хэрэгжүүлэгч байгууллагын чадавхи ба эрх мэдэл 

1.  Манлайлал, Удирдлагын Түвшин   

 Хийх чадвар 
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Төрийн  албаны  шинэтгэлийн  бодлогыг  танай 
байгууллага  дээр  хэрэгжүүлэх  зорилго 
чиглэлийг та боловсруулсан 

     

Төрийн  албаны  шинэтгэлийн  бодлогыг 
байгууллага  дээрээ үр  дүнтэй  хэрэгжүүлэх 
стратегийг та зохиосон 

     

Та  төрийн  албаны  шинэтгэлийн  бодлогыг 
хэрэгжүүлэх мэдлэгтэй 

     

Та өөрийн ажилтангуудтайгаа үр  дүнтэй 
харьцаж  тэдний үйл  ажиллагааг  уялдан 
зохицуулдаг 

     

Төрийн  албаны  шинэтгэлийн  бодлогыг 
хэрэгжүүлэхэд  гарсан  асуудлуудыг  үр  дүнтэй 
зохицуулдаг 

     

Та  ажилтнуудыгаа  бие  даан өөрсдийгөө  
хөгжүүлэх явдлыг урамшуулан дэмждэг 

     

 

2.   Өөрчлөлтийг Удирдан Явуулах Эрх Мэдэл 

  Төрийн  албаны  шинэтгэлийн  бодлогыг  хэрэгжүүлэх  явцад  танай 

 байгуулагад  тодорхой  хэмжээнд  бие  даан  шийдвэр  гаргах  боломж 

 олгогдсон байсан уу?  

 □ Маш их   □ хангалттай   □ хангалтгүй     

 □ огт үгүй   □ мэдэхгүй 
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Хууль эрхийн баримт бичгүүдэд танай байгууллагын удирдлагын зүгээс 

төрийн  албаны  шинэтгэлийн  бодлогын  хүрээнд  хийж  болох 

өөрчлөлтүүдийн эрх мэдлийг зааж өгсөн байсан уу? 

 □ маш тодорхой   □ тодорхой   □ бага зэрэг       

 □ тодорхой биш   □ мэдэхгүй 

3.  Чадвартай Ажиллагсад 

  Төрийн  албаны  шинэтгэлийн  бодлогыг  хэрэгжүүлэх  хангалттай  тооны 

 ажилтнууд танайд бий юу? 

 □ маш хангалттай   □ хангалттай   □ дөнгөж  хүрэлцээтэй

 □ хангалтгүй     □ мэдэхгүй 

  Төрийн  албаны  шинэтгэлийн  талаар  өөрийн  ажилтнуудын  дунд  хэдэн 

 удаа сургалт явуулсан бэ? 

 □ 0   □ 1-3   □ 4-6   □ 7-9  □ 10-аас дээш удаа 

4.  Хүрэлцээтэй Хэмжээний Санхүүжилт ба Хуваарилалт 

  Төрийн  албаны  шинэтгэлийн  бодлогыг  хэрэгжүүлэх  хангалттай 

 санхүүжилт танай байгууллагад бий юу?   

 □ маш хангалттай   □ хангалттай   □ дөнгөж  хүрэлцээтэй

 □ хангалтгүй     □ мэдэхгүй 

  Төрийн  албаны  шинэтгэлийн  бодлогыг  хэрэгжүүлэх  санхүүжилтийг 

 танай байгууллага хаанаас авдаг вэ?   

 □ Улсын төсвөөс   □ Өөрийн үйл ажиллагаанаасаа     

 □ хандивын мөнгөнөөс □ мэдэхгүй 

5.  Дэд Бүтэц 

 Мэдээлэл  технологийн  сүлжээг  ажиллуулж  чадах  мэргэжилтэй  хүний 

  нөөц танайд хангалттай юу? 

 □ маш хангалттай   □ хангалттай   □ дөнгөж  хүрэлцээтэй

 □ хангалтгүй     □ мэдэхгүй 

 Танай мэдээллийн сангийн тогтолцоо мэдээлэл технологийн стандартын 

 шаардлагыг хангадаг уу?  

 □ маш хангалттай   □ хангалттай   □ дөнгөж  хүрэлцээтэй

 □ хангалтгүй     □ мэдэхгүй 

Төрийн албаны шинэтгэлийн бодлогыг хэрэгжүүлэхийн тулд интернетэд 

холбогдсон хангалттай тооны компьютерүүдээр хангасан уу? 

 □ Тийм     □ Үгүй   □ Мэдэхгүй 
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GUIDELINE FOR IN-DEPTH INTERVIEW 
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Guidelines for In-Depth Interview 

 

1. Does  your  organization  use strategic business  plan?  If  yes,  how  many 

years? 

2. In your opinion, how useful is the use of strategic business plan? 

3. Did  you attend any workshops and training  courses on  strategic planning 

in your organization? If yes, how useful were they? 

4. How do you evaluate the training manuals for these training courses if you 

attended them? Were they useful to you?  

5. Does  your organization  measure  your  performance  by  the  output of  your 

work? If yes, what performance indicators were identified in your organization? 

6. How  does  your  organization  conduct  user  surveys?  Do  they  publish  the 

results? 

7. How  has  been  the  selection  of  senior  civil  servants, especially  general 

managers done in your organization? Do you think that it is done in a transparent and 

competitive way? 

8. Do  you  support  the  policy  goal  to  select  civil  servants  on  the  basis  of 

merit? Why? 

9. Do  you  think  that  all  permanent  appointments  to  civil  service  posts  are 

made on the basis of transparent, competitive selection processes?  

10. How  successful  was  the  establishment  of a  Civil Service  Human 

Resource Management Information System in your organization? 

11.  Do vacancies and appointments to administrative posts in your organization 

advertized? If yes, how? 

12. Has your organization undertaken functional reviews? 

13. In  your  opinion,  how  successful  is  your  organization  in  retaining  and 

attracting quality civil servants? 

14. If we look at your salary, is it higher or lower compared with a salary of a 

person with the same position and educational background in the private sector?  

15. Can you say now that the new remuneration system rewards performance 

and talent, rather than seniority? 
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16. In  your  opinion, did  you notice  any political  support  from  certain 

politicians  and political parties during the  implementation of the  civil  service reform 

policy? 

17. Do  you  think  that  the  guidelines  for  civil  service  reform  policy 

implementation are consistent with other relevant regulations? 

18. In  your  opinion,  how  strong  does  the  general  population  support  this 

reform?   

19. What do you know about the civil service council? Does this organization 

have enough authority to implement civil service reform policy?  

20. What do you think about the civil service reform?  

21. Do you support civil service reform procedures?  

22. How  do  your  colleagues  recognize  the  benefits  of  civil  service  reform 

policy? How well do they accept this policy? 

23. Does  your organization  have  enough  personnel  to  effectively  implement 

civil service reform policy? 

24. Is the budget of  your organization sufficient to properly  implement civil 

service reform policy? 

25. Do  you  have  an  adequate  number  of  computers  with  accessibility  to 

Internet for the implementation of civil service reform policy? 

26. Do you think that the database system has appropriate IT standards?  

27. If  there  is  problem  in  civil  service  reform  policy  implementation,  how 

efficient does the management of your organization solve them? 

28. Have  you  personally  participated  in  the  development  of  your 

organization’s action plans to implement civil service reform policy? If yes, how?  

29. Is the management of your organization strongly committed to achieving 

the policy goals? 

30. Can you say that the management of your organization puts extra effort to 

encourage commitment among implementers? 

31. Is  the  management  of  your  organization  legally  provided with certain 

autonomy of decision making in the implementation of this policy? 
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LINEAR STRUCTURE OF THE GOVERNMENT OF MONGOLIA 
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No. Ministries Line and Regulating Agencies 

1 Prime Minister of 

Mongolia 

• Open Government 

• Central Intelligence Agency 

• State Property Committee 

• Information Communication Technology and 

Post Authority 

• Communications Regulatory Committee 

• National Development and Innovation 

Committee 

• Nuclear energy agency 

• National Committee on Gender Equality 

2 First Deputy 

Premier of Mongolia 

• Intellectual Property Office 

• Center of Standardization and Measurement 

• Unfair Competition Regulatory Authority 

• General Authority for State Registration 

3 Deputy Premier of 

Mongolia 

• National Authority for Children 

• General Agency for Specialized Inspection 

• National Emergency Management Agency 

• National Committee on HIV/AIDS 

4 Cabinet Secretariat 

of Government of 

Mongolia 

• Management Academy 

• State and Governmental Service Agency 

5 Ministry of Foreign 

Affairs and Trade 

• Department of Service for Diplomatic Corps of 

Ministry of Foreign Affairs 

• Foreign Investment and Foreign Trade Agency 

6 Ministry of Finance • Mongolian Tax Administration 

• General Customs Office 
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No. Ministries Line and Regulating Agencies 

7 Ministry of Justice 

and Home Affairs 

• General Police Department 

• General Authority for Border Protection 

• General Authority for Implementing Court 

Decisions 

• National Archives 

• The Office of Immigration, Naturalization and 

Foreign Citizens 

8 Ministry of Nature, 

Environment and 

Tourism 

• National Agency of Meteorology, Hydrology 

and Environment Monitoring 

• Forestry Authority 

• Water Authority 

9 Ministry of Defense • General Staff of the Mongolian Armed Forces 

10 Ministry of 

Education, Culture 

and Science 

• Culture and Arts Committee 

• Agency of Technical and Vocational Education 

Training 
 

11 Ministry of Roads, 

Transportation, 

Construction and 

Urban Development 

 

• Administration of Land Affairs, Geodesy and 

Cartography 

• Civil Aviation Authority 

• Railway Authority of Mongolia 

• Department of Road Transportation 

• Department of Road 

• "Vehicle Inspection, Supervision and Regulatory 

Body" state owned enterprise 

12 

 

Ministry of Social 

Welfare and Labor 

 

• General Authority for Social Insurance 

• Labor and Welfare Service Agency 
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No. Ministries Line and Regulating Agencies 

13 Ministry of Food, 

Agriculture and 

Light Industry 

• Small and Medium Sized Enterprises 

• Department of Veterinary and Animal Breeding 

14 Ministry of Mineral 

Resources and 

Energy 

• Mineral Resources Authority 

• Energy Authority 

• Petroleum Authority 

15 Ministry of Health • Department of Health 

• Mongolian State Committee of Physical Culture 

and Sports 

• National Center for Infectious Diseases  
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