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In view of international and national commitmenfstlte Kyrgyz Republic in respect of
achieving gender equality at the decision makingllen 2007 the Administration of the President
of the Kyrgyz Republic jointly with United NatiorBevelopment Program launched the project
“Promotion of women in civil service and politics’supported by Swedish International
Development Agency (SIDA).

An important component of this project was the gti@ender analysis of the civil service
in the Kyrgyz Republic”.

The objectives of this study were focused on detecif gender equality and its supporting
mechanisms in the agencies of public administratiom analysis of formal and informal obstacles
for the process of promoting gender-sensitive golieview of the needs of responsible agencies
for the improved efficiency of gender policy in tbigil service.

The practical objective of the studyas the development of recommendations to formulate
comprehensive gender approach in the implementatfornuman resource policy in public
administration agencies on the basis of substardialctural and institutional changes in their
activity, including the Civil Service Agency, thestitute of state secretaries and human resource
structures of public administration agencies. la lbng-term perspective it is expected that the
findings of the study will contribute to the intnaction of changes in normative regulations,
formulation of management standards, organizatiandl personnel culture, sensitive to equality
issues as well as development of educational sgstem

The findings of the study will be of interest tavede range of readers: the representatives
of national institutional machinery on gender pgliexperts in the civil service reform, gender
focal points in ministries and agencies, activisisn gender and women’s NGOSs, political parties,
students as well as other interested parties.

The study was conducted at the request of the denetsal Administration of the Kyrgyz
Republic and the Government Office of the Kyrgyzp®&aic by experts Mrs. Anara Moldosheva
and Mrs. Marina Glushkova with the support from URDemocratic Governance Programme.

The following persons acted as consultants fosthdy:
Mrs. Olga Filippova, expert, Economic and Socidlgyounit of the Presidential Administration;
Mrs. Zulfia Aitieva, head of unit dealing with theformation on incomes and property of civil
servants of the Civil Service Agency of the Kyrd3epublic.

Mr. Per Larsson, expert from the International Saledinstitute for public administration, was the
international consultant.

The views expressed in the present publication reftt the opinions of authors and do not
necessarily coincide with the position of UNDP in irgyzstan.
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Introduction

This report on the research “Gender Analysis @& divil service” has been prepared as part
of the project ‘Promotion of women in civil serggzand politics’ that is currently implemented by
the joint efforts of the Presidential Administratiof the KR and the UNDP under the support of
the Swedish Agency for International DevelopmenbDE&.

The urgency of this researghfirst of all, refers to the primary document 'Qty
Development Strategy 2007-2010' that determinesdatenm vision of Kyrgyzstan and considers
public management as one of key areas for the pgsirdevelopment. The process includes the
establishment of a system that would provide effegbublic services to its citizens and would be
as much as possible professional, transparent,aacduntable. The CDS considers the gender
equality principle in the public management sysesrone of the key conditions to set up such a
system: The implementation of related actions assumesh#ability of wide research resources
that would allow, amongst other things, the didtores between opportunities for women and men
to be revealed and analyzed and would also use anesths to maintain equality, first and
foremost in the public service systém.

Another important condition for reforming the pubihanagement sector is the necessity to
increase the efficiency of the executive bodieslayifying their authority and clearly separating
and distributing the duties for the implementatmfna gender policy in the public management
bodies and their structural divisions accordinghlegislatively determined goals and objectives.

The creation of a general frame concept for theeldgment of the public service in view
of gender equality is considered a basic politmatdition. An important role in the conceptual
study of gender issues for the public servicewéh the working body of the National Council on
Women, Family Affaires and Gender Developménthich makes all the necessary arrangements
to determine and analyze the gender equality pddicgt to ensure its implementation in the
country.

On a national level, it is the KR Civil Service Agwy that is the key player in the above
process by being the central body that developsirmptements a state policy on public services,
increases the efficiency of public service managegmed attracts professionals. The capacity of
Civil Service Agency concerning the promotion oinder equality in public service bodies is
connected to its functions of developing and adhgptinified rules that would be mandatory to the
state public management bodies when organizing etitigms, rotating and making their staff
redundant. The Civil Service Agency's authoritieslude appointments, rotation, and dismissal of
civil servants from the top and main public (admirative) positions and human resources
departments of the public bodie$herefore, specific authorities, functions, arsk&related to the
development and implementation of a gender equaldlcy could become one of the most
important steps for increasing gender-sensitive agament in the public management bodies.
Human resources departments serve as the firstditept promoters of this Civil Service
Agency’s policy in the civil service units.

1 KR Presidential Decree on Country Developmentt&giaNo. 249, May 16 2007.
2 The research is focused on the Public Servicedaed not relate to the Municipal one.

3 Since May 2008 this function has been executeth&yDepartment for Social Development of the Offifehe KR
Government (The Decree of the President «On Intriioin of Amendments and Addendums to Certain Dexgsiof
the KR President» from 7-th of May 200®, 158). Within the period from May 2007 till May 280the Department
of Economic and Social Policy of the President'dic@f was a working organ of the National Council \Women,
Family Affairs and Gender Development (on the basi the Decree of the KR President «On Introductd
Amendments and Addendums to the Decree of thed@mtsof KR "On Approval of the Provision and Corntehthe
National Council on Women, Family Affairs and Gendgevelopment under the President of KR» fromth3-
February 2006» dated by 25 May 200%, 269).

4 Regulations on the KR Civil Service Agency. Ci@ervice Council's Resolution No.1, October 2802.



In general, changes to the public management sykiethe implementation of a gender
policy should include a minimum of three areasntents, structure, and institutional arerdere,
the specific agenda has to be based on the folipgurestions:

- Contents.What is gender equality and what should be reamghias discrimination in the
public service? What are the standards for genelesisve management in the public
management bodies? What competence level (knowladdeskills) is necessary to assess the
development and recognize the causes of effectidareeffective management and also make
decisions about gender equality in public manageredies? What is the gender component
in the information and training programmes for depang the potential of civil servants?

- Structural and institutional area¥Vhat management levels or structures in public meament
bodies should ensure the implementation and supenvof the observance of gender equality?
What interaction procedure can assure the susilipand continuity of the implementation
of a gender approach in the public management b®@di¢hat strategic documents, regulations,
and resources should protect the work of the pulblmagement bodies? What educational
infrastructure should ensure the continuous prootdsveloping the potential of civil servants
in terms of gender development? What is the Cigilvie Agency’s practical role in ensuring
gender equality in public management bodies?

The questions put thus have laid down a basis é6initig the goals and objectives of the
present research. The research objective for tbeministries and departments was to reveal and
make a comparative analysis of:

= Gender inequality and the mechanisms that suppon the public management
bodies

» Obstacles (formal and informal) for promoting a demsensitive policy in the
public management bodies;

» The need for public management bodies to createra efficient gender policy

This research involved the ministries and departsm@ncluding the Civil Service Agency),
which had experienced the gender analysis proc¢eifexent times.

The practical research tasWas to elaborate recommendations on how to devalop
complex gender approach within the human resoyrobsy in public management bodies on the
basis of contents, structural, and institutionarajes to their work, including the human resources
departments of the Civil Service Agency and othatids. In the long-term prospect it is supposed
that the research results will promote changesetulations, the development of management
standards, an organizational and human resourdesecthat are sensitive to gender equality, and
the development of related training systems.

Justification of the research approactbata on men/ women in the Kyrgyz public service
shows a gender asymmetry. For example, as regisitiservants from October 1, 2096n the
state governing bodies, women occupied ten peiafetite top, 34.5 % of the chief, 39 % of the
senior, and 45 % of the low-ranking positions & thtal amounts. For the same period, women
were only in three of the public management bott@® the thirty three governing ones with the
top positions (i.e. about ten perc8nt}omen occupied eighteen percent of all politarad special
positions and forty two percent of the administitones.” Data by political post group has not

® «KR women and men», National Statistics. - Bishi&&07, p. 90-91.
® Research authors’ calculation based&Women and Meublication. — Bishkek, 2007.— p. 90-91.
" “KR women and men”, National Statistics. - Bishk2R07.— p. 92.



been ptéblished and this is a problem both for thieeat monitoring and an analysis of the occurring
changes.

Within the activities aimed at gender equality ve tsystem of the public management,
initiatives for gender analysis in the public magmgnt bodies have been repeatedly carried out.
For the last eight years there have been sevenegemnénted research projects in various
ministries and departments of the KR, in which ¢oes have been asked about human resources
and programme policies. The Research projects daare on the initiative of the Secretariat of the
National Council on Women, Family Affairs and GenB&velopment within the KR Presidential
Decree on the National Action Plan on Gender Eguali the KR for 2002-2006 and under the
support of international and public organizatiodp. to the present time a gender analysis, based
on inter-sectoral arrangements between the Stdite, imternational agencies and public
organizations, has been carried oufin:

» KR Interior Ministry, 2000-2001;

= KR Ministry of Agriculture, Water Resources and é&ssing Industry, 2001-2002;
» KR Ministry of Education and Culture, 2002—-2003;

= KR Ministry of Labor and Social Protection, 2003620

» KR Ministry of Economy and Finance, 2005-2007;

= KR Civil Service Agency, 2006—2007;

= State Environment and Forestry Agency within the B&®&ernment, 2006—2007.

The subject and methods of the gender researtteipublic management bodies have been
developed and more attention has been paid nottortlye contents and specificity of the gender
policy to be implemented by a related state bodhe fiew situations arising in the ministries and
departments have actually become one of the asadyeas. Use of qualitative analysis methods
(in-depth interviews, drawing up of examples) h#dewsed a number of characteristics to be
revealed, which have caused the asymmetry betweerepresentation of women and men in the
public management bodies and has enabled recomtimmido be made concerning several
prominent aspects of gender poli@Firstly, there was an obvious necessity to elalaageneral
frame programme on how to reach equaliip the civil service, to create conditions for an
increase in gender sensitivity and to inform csglvants respectively. Secondly, the#oduction
of special measures to support vulnerable groupsadit stages of worki.e. recruitment, the
improvement of professional skills and promotiowere considered actual tasks. The
recommendations gave special attention to the sigder creating conditions to combine family
and working duties.

A part of practical recommendations have beendnited in the work of the state structures.
Among the last changes it is necessary to notienjpertance of active discussion and the workingobut

8 The research used data both from the NationalsStatand data from the work sectors (Civil Seavisgency).
From 2007 onwards, the Civil Service Agency wasegithe main responsibility for collecting statiaticdata
concerning public service bodies. To date, a s$i@iikaft form has been developed and is curremtiger discussion.
The National Statistics’ data includes informatfomm October 2006. Since 2006, data on gender septation has
been collected in accordance with the New Publizi€e Position Register.

® The mentioned names of the public managementcgehodies correspond to the periods when the dsearas
done. Later, some changes took place: AccordinfieaokKR Law on KR Governmental Structure No.12, Eeby 6
2007, the KR Ministry of Education and Culture waerganized into the KR Ministry of Education antledce and
the KR Ministry of Culture and Information, the KRRinistry of Labour and Social Protection to the KRnistry of
Labour and Social Development, the KR Ministry @bBomy and Finance to the KR Ministry of Financd #re KR
Ministry of Economic Development and Trade.

O The mini-survey «Gender Analysis of personnel@oln Kyrgyzstan at the example of the MinistryEfonomy
and Finances of KR». The Agency for Social Tecbgigls commissioned by the Secretariat of the Nati@ouncil
on Women, Family Affairs and Gender Developmentauritie President of KR, UNDP in Kyrgyzstan, 20093&0

8



gender-sensitive statistical forms for the publianagement bodies. These forms will have data by
sex concerning the representation at various lewas regards decision-making, salaries,
opportunities for improving professional skillspprotion, awards, and incentives.

At the same time, in most cases the implementatidghe recommendations was inconsistent
and, therefore the situation is far from havingtladl effective results. A gender-insensitive apghoa
in staff selection is widespread. And on the whahe, question remains open of the development
and implementation of any policy based on recomratons resulting from research in the public
service.

In connection with this, the research has alsaiohell a meta-analysis of previous reviews,
which was supplemented with previously inaccesgilli@, from in-depth situation studies carried
out by five state structuréSAlso an analysis has been made of the changeshwiave occurred
in these ministries and departments from the tirhéhe previous research. Carrying out this
research has enabled the restrictions for thedotiion of mechanisms aimed at achieving gender
equality in the public service to be revealetkd Annex 1. Analysis procedure)

Another important task of the analysis was to fmdway to ensure the institutional
maintenance of gender equality (taking into accdannal and informal aspects), including the
study of legal documents that regulate recruitmiemprovement of professional skills, promotion,
and conditions for combining family and workingpessibilities.

The following has been used @search toolsexpert interviews (thirty one people: Heads;
those responsible for the implementation of variasigects of the gender policy; experts at various
levels)!? an analysis of legal documents and statistical,datd preparing examples.

Gender disaggregated statistic data are presentdbei report taking into account the
changes to the KR Public Position Registers (datal Wpril 2005 according to the KR
Presidential Decree No. 167, July 3, 2000; from M&95 until August 2007 according to the KR
Presidential Decree No0.130, April 21, 2005; fronpt®enber 2007 to present according to the KR
Presidential Decree No. 385, August 27, 2007).

Report structureThe report consists of four main chapters:

Chapter One ‘Review of previous experience in gender andlysigitains a general
description of the main goals and results of thevipus gender analysis experience in public
management bodies as well as an assessment ofrtictusal and institutional opportunities to
maintain gender equality in public management ®Hased on pilot ministries and departments.

Chapter Two ‘Gender representation in public management bodiesual situation’'gives
a comparative analysis of the situation concertinegrepresentation of women and men at various
position levels in public management bodies.

Chapter Three ‘Gender analysis of public service bodies' insidnal basis’presents an
analysis of the existing procedures (formal andorimfal) that regulates recruitment, the
improvement of professional skills, promotion, ammhditions for combining family and working
responsibilities, and how it influence women’s anein’s men positions.

Chapter Four presentgonclusions and recommendatidia&ing into account the specific
responsibilities of various parties for the implertagion of a gender equality policy in public

1 The secondary analysis was directed at the resfiitsvestigations, undertaken at the CSAKR, MES, WR.SD
KR, MF KR, SAEPF under the Government of the KR.

12 See: Annex 2. Participants of interview



management bodies, including the Government Oftice,Civil Service Agency, the ministries,
and departments.

Gender Approach concepts and Arguments

Gender - is the attained, socially determined behaviop@bple of different sex and the socio-
cultural differences between women and men; roles attributes that are not «natural» or
biologically predetermined, but developed by noand traditions; this is subject to change in the
course of time and depends on a cultural contéh. gresent picture of gender relationship is that
as a rule a woman and her experience, due to tirezant female reproductive role, has a lesser
socio-cultural meaning, which is followed by lessc@ss to power and other resources in
comparison with men.

Discrimination — rules and actions, which limit individuals and gps from accessing resources
and sources of income available to oth&isect discriminationincludes a less favorable attitude
to someone due to certain features (for exampleiadeage, racial, religious, ancestry, nationality
and disability), in comparison with those, who dat have these features and are in the same
circumstances. An example of direct discriminatisrwhen a woman is not given employment
because she may probably at some time later taketarnity leave.Indirect discrimination
includes creating conditions or requirements, whgguce the possibilities for candidates without
any reason for it. An example of indirect discriation could be requiring a person to permanently
work. A woman is much more likely to refuse thiadiof job than a man.

Gender Discrimination in the Human Resources Policyf the Public Administration System

— inequality in the status of public servants on llasis of belonging to a certain sex. Gender
discrimination can manifest itself in unequal remation, in the recruitment procedure or in
career promotion. The horizontal and vertical sgatiens in the public administration bodies are
at the same time both a consequence and a facgenofer discrimination.

Horizontal Gender Segregation(sectoral and professional) — the uneven distroutf men and
women according to profession and sectors of ecgnéior example, the current situation in the
PAOs is characterized by horizontal segregatiowahen in the social sphere: Education, social
protection, etc.

Vertical Gender Segregation— the uneven distribution of men and women in hifexarchy of
positions (women occupy positions characterized abyower status and for which lower
qualifications are required). For example, womemstitute only ten percent of the highest
positions in the public administration departmeoftshe KR, whereas there are more than fifty
percent in junior positions.

Gender Approach —an attribute of the political culture of activepresentative democracy, the
essence of which is to take into account the isteref both social-sexual groups of society. In the
public administration departments a gender approaeans the acknowledgement and acceptance
of the following statements

= Socio-cultural (gender) differences between women oan be both opportunities, and
restrictions when recruiting or promoting civil gants

= Gender relations are relations of authority, amy tinfluence the work of PAOs and their
10



institutional structure

The current or future policy of a PAO has a diiafiience on the kind of gender relations in
the PAO, whether there are equal rights or discration and this will be reflected in the
service beneficiaries from the point of view of esg, effectiveness, etc

It is necessary to take targeted action on thenalent and expansion of opportunities for
women and men (including defining a network streesuand developing mechanisms of
decision-making and the organizational-administeaprocedures on the basis of an analysis
of statistics, the training of responsible peoplbe expertise of policies and maintenance
according to resources and budgetary allocations)

Activation of the democratic managerial procedwaiesed at achieving equality is necessary

Advantages of the Introduction of a Gender Approashin the PAOs

1

2.

3.

. Strengthening the legitimacy of the public admiagon by means of supporting the

prestige of power, which carries out internaticavad national duties

Expanding the capacity and competence of the sevilice by attracting new human and social
capital in consequence of the expansion of oppibes for women and men

Improvement in the quality of state services by deratic methods in the administration
aimed at diverse interests of society. The levabsént in society, the presence of overall aims
and the degree of trust people in the authoritegedds on how far the system of the
government is capable of recognizing, seeing antkimg with different dimensions of
variety (gender, ethnic, age, etc.).

11



CHAPTER 1. The introduction of gender approaches inpublic administration (review of
previous experience on gender analysis in public adnistration organs)

The present Chapter presents the results of figewén research projects that were done at
different times for the following public manageméoties:

= KR Ministry of Education and Culture, 2002—2003;

= KR Ministry of Labor and Social Protection, 2003026*

= KR Ministry of Economy and Finance, 2005—2087;

= KR Civil Service Agency, 2006-2007;

= State Environment and Forestry Agency within the B&®&ernment, 2006—2007.

The basic part of the research relates to an dsabfsthe gender situation in these
structures. One of the research tasks was the samation of women and men among the
management and the other staff. A special projedhe study of the personnel policy was carried
out on the basis of the KR Ministry of Economicsl &inance.

These research projects in the public service witiated as part of the of KR Presidential
Decrees on performing National Programs and agians for achieving gender equality under the
support of international and public organizatiofi$ie periodicity of these research projects
correspond to the three stages of gender policeldpment based on the adoption of special
programmes:

- First step— implementation of “Ayalzat” National Prografi

- Second step implementation of the National Action Plan orhfaving Gender Equality in the
KR for 2002—2006 (further ‘NAPY:

- Third step— implementation of the National Action Plan onhfeving Gender Equality in
2007-201¢"

This review describes the research results conugiie implementation of the National
Action Plan for 2002-2006, and a comparative amslysthe actual personnel policies in the target
ministries.

Bin correspondence with the Law of KR «On Structofi¢he KR Government» from February 6 20087,12, - the
Ministry of Education and Culture (MEC) was reorg&d into the Ministry of Education and Sciencetlod KR
and the Ministry of Culture and Information of tk&k (MCI). The situation at the MES was consideradhis
current survey.

N correspondence with the Law of the KR “On thu&ure of the KR Government” from the Februar@07, Ne
12, the Ministry of Labour and Social Provision (BIR) of the KR was reorganized to the Ministry obbar and
Social Development of the KR (MLSD).

Bin correspondence with the Law of the KR “On thiu&ure of the KR Government” from the Februar2607 Ne
12, the Ministry of Economy and Finance of the KWREF) was reorganized to the Ministry of Financeshaf KR
(MF) and the Ministry of Economic Development ancde of the KR. The situation in the MF KR was tak&o
account in the current survey.

18 KR Presidential Decree on the Framework of “AytlNational Programme No. 94, March 6 1996.

17 KR Presidential Decree on the National Action RéanAchieving Gender Equality in the KR for 2002680No.

52, March 2 2002.

18 KR Presidential Decree on the National Action RdanAchieving Gender Equality in the KR for 2007420 No.

369, August 20 2007.
12



Main conclusions and recommendations of the prevsotesearch:

The research has revealedgaantitative gendetimbalance in all the analyzed public
management bodies with a specific division as gpaositions and occupations: There were more
women in the Ministry of Labour and Social Develggrh and more men in the Ministry of
Finance (especially in the top positions). On agerahe general ratio of women/ men
representation in public management bodies was04i/&002-2006 accordingly. At the same
time, this ratio significantly changed in case op tpositions towards a prevalence of men,
including the social ministries as welArfnex 3. Information about pilot Public Administoat
Organs.

Assessing the situation, many staff from the ingeséd ministries held the opinion that
there was no discrimination and consequently naiapattention needed to be paid to the gender
aspects of the personnel structure tag ‘main components in their work relate to prafess
competence’lt is remarkable that such an opinion in the domistries was supported with
following argumentsthe gender question is not relevant for us ... womake up the majority of
our staff ".

As a rule, “gender issues” in public managementid®dvere mostly tackled for the
preparation of half-yearly and yearly departmenpores on the implementation of the KR
Presidential Decree on the National Action Planictvlserved as a basis for the adoption of the
related KR Governmental Resolutithln this a system for the implementation of genpilicy
was developed at national and local levels. Itudeld the establishment of special structures and
separate positions in charge of developing theesponding branch, departmental, and regional
policies and their implementation, monitoring, @amendments. As this activity quite often passed
formally without the necessary participation ofgbaconcerned (staff meetings, trade unions), the
expected practical influence in practice was miriama the only result was just reports submitted
to the KR Presidential Administration and KR Govaantal Office.

In general, two blocks of questions have been naseal result of the research (2002-2007):

» Lack of knowledge and understanding of gender prefis(including existing conceptual
bases and documents of international and domestis, | requirements of the KR state
gender policy, specific gender issues for each stiyis field of activity) which have
caused a low level of gender sensitivity and thmidation of a traditional assessment of
aspects of staff in the gender policy;

= Absence of general strategy and implementation aodntrol mechanismsfor the
introduction of gender approaches in the work @hgaublic management body.

The basic part of the recommendations from thearebeconcerned the necessity of
carrying out some actions.

Concerning strategic planning:
— to develop a general strategy for the introductibgender approaches

— to include the task of monitoring the implementataf gender approaches (with focus on
responsibility and monitoring the participants, ntaining the results, working out the
indicators and assessment mechanisms of an estmjat the departmental action plans

Concerning the contents of activities:

194KR Women and Men’ publication, National Statistig.27.
20 KR Governmental Resolution on Approval of Measumsthe Implementation of the KR Presidential Eecon
the National Action Plan on Achieving Gender Eqyaln the KR For 2002-2006 and its Implementatioctidn
Matrix No. 395, June 21 2002.
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— toreview and assess women/ men representatidhthreasubordinated institutions and the
central subdivision

— to increase civil servants’ potential

— to make gender expert's examinations and auditinghe ministries and subordinated
institutions, and current projects and programmes

— to create a National Personnel Reserve accordiggrider policy standards.

Concerning institutional process:

— to appoint those responsible for gender policy am@ntation in structural units all over
the country

— to make changes and amendments to internal depaghmestructions and regulations with
the purpose of following state gender policy

— to supply departments and units with related legétrence materials and information
resources.

Proceeding from the purposes of the present repiag,especially important to maintain
the conclusions and recommendations resulting feomanalysis of the personnel in the KR
Ministry of Economy and Finance as well as fromamsessment of the Civil Service Agency.
Based on the research in the KR Ministry of Econ@mg Finance, other facts and mechanisms of
personnel inequality in public management bodieseHaeen revealed in addition to the vertical
(position) and horizontal segregation:

— age "backlog" among women in managerial positiohglvis mostly explained by taking
care of children and only after that having thesgubty of career development

— distinction between women and men in marital statumong the ministry's female
employees, the amount of single or divorced stathose without any children was several
times higher among female than male workers.

— limited access for women to refresher courses (gslbeprestigious ones);

— aninsensitive policy and practice concerning cammg career and family responsibilities;

— old standards and prejudice when explaining theeatrsituation, such as the difference
between women and men is because women do noiniikéves and a woman’s key role
is in the family. It is thought in the same way ttheomen have more managerial and
analytic potential and that politics is traditioyad male task.

The recommendations are focused on the necessayojat special measures to support the
under represented sex. In particular, it is recomied to try to achieve a balanced candidate list
for competitions and to introduce positive spetri@atment for the under represented sex (not only
for recruitment but for refresher courses and otheining as well). Additionally, the
recommendations refer to carrying out a supporicpolor staff with family responsibilities
(flexible working hours, special rooms for nursimgthers etc.j!

The Civil Service AgencyThe Civil Service Agency is a central body that heeen
established to ensure a unified policy in the pubérvice sector and to coordinate the activitfes o
the KR public bodies in this sector. It has a spleplace among the ministries and departments

21 Manual for Gender Approach Integration to the wites of the KR Ministry of Labour and Social Peotion.
Approved by the order of the KR Ministry of LabandaSocial Protection No. 30, March 27, 2003. Seciat of the
National Council on Women, Family Affairs and Gendievelopment within the KR President, KR Ministoy
Labour and Social Protection, UNDP, Bishkek, 2003.

- Mini research ‘Gender Analysis of Personnel &oln Kyrgyzstan based on the KR Ministry of Econoand
Finance’, Social Technologies Agency by order ef 8ecretariat of the National Council on Women, isaAffairs
and Gender Development within the KR President, MRistry of Labor and Social Protection and UND# i
Kyrgyzstan, 2005-2006.
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targeted in this research. Thus, the research imag806—20072 has revealed the following in
addition to general displays of gender inequalitythe Agency's personnel policy itself and the
work of the Agency;

— legal and other regulations the Agency develops, gender-neutral and they need to
comply with international documents and nationghleand other regulations;

— the Agency’s staff has limited access to gendercpahformation and training which
creates difficulties in making effective decisioasned at the integration of a gender
approach in public service activities.

As recommendations to change the situation, itsuggested to:

— develop and implement actions for reaching a gebdtmce at decision-making levels in
the Civil Service Agency and the public servicetsem general, including special actions
for assuring additional training for vulnerable gps (e.g. to introduce a quota system in
the National Personnel Reserve);

— contribute to the introduction of a gender trainprggramme in the Civil Service Agency
on all the levels, including mandatory refreshairses for all the Agency’s staff;

— include gender matters in qualifying evaluationsd atompetitions for civil servant
positions as well as to introduce a requirement gender competence in managerial
positions in the public service.

Current situation in the investigated institutions

First of all, it is important to note that all tivestitutions where the research working group
went, were very friendly and showed a big interiesthe research. Most of the interviewees
referred to those responsible for gender issuesagas, and staff at various levels. Results of
interviews and consultations have shown a certi@oepfor gender issues in the institutions' work,
which enabled gender analysis and monitoring tocbeducted. The survey shows that the
research, which used qualitative methods and wiherstaff was involved in analyzing the results
(e.g., the methodology 'twelve steps of genderrdeid’ analysis in the Ministry of Labour in
2003, an analysis of gender procedures in thedtinof Finance in 2005-2007), are very efficient
in terms of a gender sustainable discussion imttéutions.

It should be pointed out that in the social pulblitninistration organs, such as the Ministry
of Education and Science and the Ministry of Labawnd Social Development, gender sensitivity
level is higher and, therefore, there are morerfave conditions for promoting gender approach.
The development of manuals on the integration gérader approach in the ministries’ work during
the project implementation also contributed to §wiscess (thus, the manual in the Ministry of
Labour and Social Development was approved by thaskér). As well, the above ministries have
a wide network of staff responsible for gender éssamong their permanent employees on the
level of central, regional, and local departmengsg.( the Ministry of Labour and Social
Development has more than thirty staff in charge).

In general, the public management bodies' actiangtelated to the implementation of the
National Action Plan have already been adjustetthé¢ogender process. Those departments, which
passed the gender analysis in 2007, e.g. the $Hatgronment Agency, included their
recommendations in their plans for 2007-2010. Thera practice of including gender approach

22 Report on the Research ‘Gender Analysis of thel Gervice Agency’ and ‘Manual on Gender Approach

Integration to the Activities of Civil Service Agey’, Public Association ‘Center for Assistancetmmen’, by order
of the Secretariat of the National Council on Worteamily Affairs and Gender Development with the RResident
within the joint project of KR Presidential Admitriation and UNDP Democratic Governance Programg20007.
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activities in the departmental regulations andedutf those responsible for gender issues. Besides,
in connection with the implementation of CDS 20@2-@ which foresees improvements in state
governance, the institutions have new possibilitésttracting means from the State and donor
organizations to increase their efficiency and evalop themselves. For example, projects of the
ILO, World Bank, Asian Development Bank, UNDP, Ssvis\gency for Development and
Cooperation, Viennese Institute Association, Gernarirepreneurship Unit etc. are actively
working in this direction. All of them serve as at@ntial platform for introducing principles and
specific mechanisms of gender-sensitive managefoettieir partners§ee Annex 4. International
experience of gender equality in public administiatorgans).

Among the important changes it is necessary to th&eCivil Service Agency's initiative to
gather and analyze gender-separated data as rggastis management bodies. So, according to
the KR Statistic Programme for 208’7the Public Service Agency planned to carry outir@es’*
to estimate the number of workers in public manag@rodies according to sex, experience, age,
education, nationality, and salary. This shoulddbee at the republican, regional, and regional
(city) levels Gee Annex 5.Statistic form No. 1-GOS)t was planned to take reports from state
bodies and further process and analyze the receatd

At the same time, the current survey provides ashiastalk about the existing obstacles,
which complicate the implementation of those rec@ndations which have been suggested by
pilot PAOs on the results of the previous gendsessments.

- First, there is a lack of knowledge and analytical skitls the development of a realistic
policy and its procedures. The responsible peopid atructures practically have no
opportunity to improve anything on a system ba3isis process is limited to separate
workshops which are conducted as part of the piojeeplemented with the support of the
international organizations as a rule.

- Secondjn most cases, the process of policy developmamd pn formal lines and is limited
by the definition of a set of department actionmgcpded from the NAPGB. As a result, very
few people in the ministries and agencies, exdepbnes responsible for gender, are aware of
the planned actions. Though the reports on theemehtation of the NAPGB are submitted to
high authorities (The Administration of the Presidef KR and the Prime Minister's Office of
the KR) on a regular basis, there is no practica discussion of these reports directly in a
collective format with the employees. "Gender isSugave few chances to be transferred into
concrete actions covering the real interests agidsiof employees.

- Third, the basic way of implementing the gender policythe ministries and agencies is
through projects supported by the internationalanizations. There are no developed
mechanisms for the institutionalization of outputs project activity (regulations, budget
financing, duplicating of results, etc.). It is iodted that in the ministries and agencies where
gender analysis has been carried out before, thalogees had difficulties to name the
qualitative changes which could be related to thpaict of the projects implemented with the
support of the international organizations. At tk@me time, according to experts, the
complexity with the institutionalization of a gemgmlicy is linked with the continuous process
of re-structuring in the PAOs. For example, thdustaand structure of the State AEP have
passed radical changes four times since 1999, drfDVvhow represents several independent
state bodies - the Ministry of Labour and Social/&®epment of the KR, the State committee
of the KR on Migration and Employment and, the &&gency on vocational training under the
Government of the KR.

23 Resolution of the KR Government from 21 Novemhb@d& Ne 809.
24 As from January 1 2008.
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Fourth, the function of the practical introduction of ander policy in the PAOSs, is as a rule
assigned to a single expert who also has otherstgbevork, gender incompetence and a
limited impact on decision-making, and does notycaut his duties effectively. Sometimes,
the assignment of responsible persons often happigimsut official approval and a definition
of the concrete obligations and rights from bothtipa: Managements and the responsible
person him/herself. But even if done formally, recess of assigning responsible people is
not accompanied by the provision of performancéhese duties with the necessary rules and
instructions, training, mechanisms of assessmanefiiciency and other resources. In this
situation the appointed responsible persons haveeé&k informal help from more skilled
employees. As a result, on one hand the positianrekponsible person for the gender issue is
at least not prestigious and traditionally "femalari the other hand — a position of competition
between employees for the donor resources allodatédender” (participation in seminars, in
projects, etc.). Thus the existing practice dodspnovide the necessary continuity, formation
of institutional memory for the introduction of aquality policy on the level of the ministries
and the agencies. The area of responsible personisef implementation of the gender policy,
assumes the overall genderization of the ministagtvity, and practically does not cover the
necessary issues of personnel development.

Fifth, the results of the analyzed documents and exjersultations show that despite the
presence of frame documefitand institutional mechanisms, the functions of stee bodies
related to the process of the promotion of an etyuadblicy in the PAOs are not fully defined.
Nowadays, there is no precise vision of the stadslashich, from the point of view aquality

and diversity, have to be developed in the state bodies of Kytgyrand which should have a
strict follow up. At the same time, on this backgnd there is a minimization of the obligations
for the introduction of an equality policy in th@nistries and agencies in the area of personnel
development as it is difficult to monitor the outpand as a result to conduct the necessary
control.

The lessons learned

Based on the analysis of the examples of the intrboh of a gender approach, including

the use of various tools for gender analysis inghblic service, some lessons may have been
identified.

The difficulties of an effective introductionf @ gender approach on the level of some
ministries and agencies are the result of ins@fitunderstanding (and/or the insufficiency of
conditions for the formation of the necessary usi@dgrding) of what a democratic public
services, the wide-scale reforming of which shdagdcarried out according to the new edition
of the Constitution of the KR within the framewark the CDS on specified functional lines.
The lack of conceptual understanding as a followotiphe principles of equality including
gender is linked to this new role of the PAOSs, irgdo the transfer of gender issues into a
minor category.

A conceptual study of the system of gender rgameent assuming the development of a
network of responsible persons, mechanisms of geml&ysis, gender training, and gender
expertise in public service on the level of minegrand agencies is practically impossible. In
the current system of PAOs, the conceptual pati@policy of equality and diversity has to be
developed on the level of President's Administraand Parliament of the KR. Its attachment
to the gender area should be solved at the levileoivorking body of the National Council of

25 pD KRON Measures on Improvement of Gender Polic$36 of 20.03.06; Law of the K&n the New Wording of
the Election Code in the Kyrgyz Repub#id58, of 23.10.07; Law of the K&n State Guarantees of Equal Rights and
Equal Opportunities for Men and Wometh,184, of 04.08.08.
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Women, Family Affairs and Gender Development (theidbon of Social Development of the
Government Office of the KR), and the procedurat p& the system of requirements in the
system of public service should be formed withie finamework of the functions of the
CSAKR.

Despite the success of some projects on geadalysis in the PAOs (related to the
development of a network of responsible personggénder issues, the actualization of new
gender issues, the formation of personnel statistic sex division), experience shows that if
projects on gender analysis are formed externgtgpnioted by donors and, the women’s
organizations) without the practical participatmirheads and employees of the PAOs as active
subjects of this analysis, it is extremely conmgiéd to generate a gender action plan, which is
valuable, divided on all levels and significantrifréhe point of view of protecting the interests
of the civil servants.

Discussion of gender problems in the PAOs medtsresistance as a rule if the gender theme
Is discussed in the categories of discriminati@gregation and so on. While transforming the
problems into the area of applied (work) and sog@edblems (work conditions, career,
combination of family and work duties and, healtbtection), almost everyone recognizes the
inequality and infringement of rights.

Stability of discussion on gender equality gmdctical steps for the introduction of a gender
approach in the PAOs mainly depend on the supparirecentives (training, technical support,
rewards, etc.) provided for the employees respm$an the solution of gender issues.
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CHAPTER 2. Gender Representation in the State Orgas1 The Actual Situation

Vertical and horizontal segregatioccording to the data of October 2006, there d&e 1
364 people employed in the public service in Kysign. The number of civil servants has been
gradually reduced and in December 2007, there W2r@74 of therff. Thus the share of women
in the public sector has not considerably changetlis about forty two percent. In comparison
with regional and local administrations, the ratiocivil servants in the central state bodies is
closer to a gender balance.

Out of thirty three considered state bodies, thetixe balance was observed in twenty four
percent of cases, and the prevalence of men in R&\@sed almost twice more often than women
(sixteen cases against nine accordirfgly)Disproportions are seen in the State Customs
Inspectorate under the MF, in the State CommissiomiReligion Affairs, in the MAWR&PI etc.,
where the share of women is less than thirty pera&¥nmen have dominated over the men in the
State Commission on Drug Control, NSC, NAC, MJ, areh - in the Ministry of Foreign Affairs,
the State Tax Inspectorate, the Ministry of EmecgeBituationsMTC and the Parliament of the
KR (see Table. 2.1).

Table 2.1.Distribution of PAO by the extent of gender bakatnong employees
(Data of the NSC KR at October 1, 2006)

Indicators | Disproportion Imbalance Relative Imbalance Disproportion
with with Balance with with Prevalence
prevalence of | prevalence of Prevalence of | of Men
women women Men

Ratio of Women more | Women from | The share of | Men from 55 | Men more than

women and| 70 % 55 to 70% women and up to 70 % 70 %

men men - 50 +5 %

In total 3 6 8 10 6

PAO

The most | State MJ — 67 % MEF (53and | MFA—-67% | SCI-84 %

indicative | commission 47 %)

examples | on control of
drugs — 78 %
NSC-72% | MH-66 % MITT (49 and STI - 66 % SCRA-83%

51 %)
NAC-71% | SCME -64 | SCPM (48 and| MES — 65 % MAWR&PI -
% 52 %) 81 %
Const. Court | Ombudsman MT&C - 63 Chamber of
-62% Office % Account — 78%
(49u 51 %)

Parliament of | Prosecution
the KR — 61 %| Office — 76 %

%8 There were 12,834 posts. These data do not inch@@blast, raion and community administratiorssyell as
military forces and militia.

%" n collection “Women and Men in the KR”, NSC, Blgk, 2007, names of PB are mentioned in accordaitte
currently invalid Law of the KFOn Structure of the Government of KRR, September 27, 2005, #153. In accordance
with Article 1 of the existing Law of the KRn Structure of the Government of the KRDecember 27, 2007, # 176
the new structure of the Government of KR is appcov
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SCAC - 60 %| President's
Administration
of the KR,
Prime-
Minister’s
Office —75%

There is also vertical segregation inside the rriets, agencies and other PAOs: Women
are better represented in the administrative mostiexcept for at the top, whereas there are more
men in the political and top administrative posigo (Table 2.2.). It is necessary to note, that th
most significant political decisions are made atatly these levels.

In 2006, women occupied eighteen percent of mston the level of political and special
positions, and in 2007 - twenty six peré@ntThe representation of women in the top
administrative positions has increased from temougeventeen percent of cases. A relative gender
balance was observed in 2007 in junior and middieiaistrative positions.

Table 2.2.Representation of women and men on different jpositin the state bodies

According to NS& According to CSAKR’
From 01.10.2006. From 01.01.2008
Women Men Women Men
Political and  Specidl % 18 82 26 74
Positions
quantity | 107 484 213 602
Administrative Positions
Top % 10 90 17 83
Main % 34 66 32 68
Senior % 39 61 43 57
Junior % 45 55 43 57
Total quantity | 6151 8622 6265 8703
% 42 58 42 58

It is necessary to note, that at present, accorairige PD of the KR No 385, dated August
27 2007 , the new Register of the state positionsthe number of political and special positions
has increased for more than a quarter during theidered period . It is important to note, that for
the period of 2007-2008, the number of women hasiderably increased in political positions.
First of all, this is caused by an increased |®fekpresentation of women in the new structure of
the Kyrgyz Parliament (due to the quota of seatthénParty lists), and also the appointment of
women to positions of ministers and special pos#io

28 According to Decree of acting President of the &R Approval of the Register of Public Posts of Kiig if April
21, 2005, # 130 (become invalid in accordance Widtree of President of the KR, of August 27, 200385) 4
groups of political posts were established. Rirsiup — highest posts of the Highest bodies of atkes, legislative
and judicial power (President, Toraga of Jogorkuné&h (Speaker of the Parliament), Ombudsman, Pvinsster,
Chairman of the Constitutional Court, Chairman leé Supreme Court). Second group — deputy headtighlest
bodies of executive, legislative and judicial poweembers of the Government of the KR, heads ofC#wetral public
bodies, local (oblast) state administrations. Gso8@nd 4 represent the level of directors and tikspof PB, deputy
heads of state administrations.

29 Source: NSC, bull. «Women and men of the KR», p@ge

30source: Data are provided by PB upon request of DEA KR and ACS in November 2007.

31 According to Art. 72 of the Law of the K&n New Wording of the Code of Election of the 8FR)ctober 23, 2007,
# 158, in establishment of a list of candidatespbi@ical party should consider representatioma@imore than seventy
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The situation in the targeted PAOs of the curremtey can be a demonstration of the

representation of women and men (Table 2.3):

Among fifteen political positions women filled fo(iwenty five percent), thus two positions
out of the four political positions related to t&cial ministries — the ME&S and the MLSD.
There are no women in the top administrative pas#i(state -secretary).

At the main administrative position level ME&S, CSAKR and SAEP&F, the share of
women is almost twice less in comparison with tlepresentation in PAO data, while in
ML&SD the ratio of women and men in these positiceftects the gender structure in the
ministry as a whole. IMES, - sixty four percent of women, - thirty percefithem have
taken the top administrative positions; there amtyffour percent in CSAKR and twenty
one percent, in SAEP&F - forty four percent and rityefive percent accordingly. In
ML&SD, the top administrative positions are occupigdsixty one percent of women, and
their total representation in the ministry is sittyee percent.

There is a very unbalanced situation in the reptasien in the ME&S. The total number of
women- employees of the ministry exceeds the nurabemployees-men by almost twice,
but the ratio of women to men in the top admintsteapositions is thirty/seventy in the
favour of the men, and the prevalence of junioiitposs is eighty one/nineteen in favour of
women. Meanwhile, as the results of the expertwida/s have shown, there is proof of the
opinion that the gender issue is not importanttherME&S and the ML&SD as well as for
the PAOs, where women prevail in the structureiaf servants.

There is a quantitative gender balance on thd lgivethe senior positions in CSAKR and
ML&SD; in junior - in MF and SAEP&F.

Among the employees of the technical divisions tioe majority of the studied state
structures (the divisions which have provided th&file divisions: financial and economic,
procurement, the international cooperation, ete)d is a prevalence of men. In spite of
the fact that the CSAKR is the structure respoerditt the democratization processes of the
government, the situation in the Agency as a whklokes not differ from the general picture
of gender representation in the PAOSs.

Table 2.3. Examples of representation of women and men incémdral offices of the surveyed
ministries and agencies

CSAKR MF ML&SD ME&S SAEP&F
wo- | men wo- | men | wo- | men | wo- | men | wo- | men
men men men men men
Politi- - 100 33,3 | 66,7| 66,7 33,3 100 - - 10
cal
positi-
ons*?
Qua-ty | - 2 1* 3 2 1 2* - - 3
Administrative Positions
Top % - 100 - 100 - 100 - 100 - 10Q
Main % 21 79 40 60 61 49 30 70 25 75
Senior | % 51 49 66 44 53 47 65 35 % 2
Junior | % - - 45 55 73 27 81 19 47 53
Total % 44 56 54 46 63 37 64 36 44 564

per cent of persons of one gender, and the difter@nrotation in the lists of candidates of woraed men nominated

from the political parties should not exceed thpesitions.

32 bata as of 01.01.08 according to ACS
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|| |Qua-ty[32 | 41 143 [124 |52 [31 |41 |23 |38 |49 |
Source: Data is given to PAO upon request of DESRKR and CSAKR in November, 2007
* At the beginning of 2008 women became ministers.

Wages.Vertical segregation is one of the main reasonghim difference in payment
between women and men. Due to the low representafiovomen in supervising positions of all
levels, in general the average salaries of menhégber than average salaries of women.
Differentiation in payment is also affected by lzontal segregation. Both of the factors form an
overall picture of a firm gap between "female" dnthle" salaries, thus it is necessary to note the
trend of increasing the disproportion (Table. 2.4).

Table 2.4.The share of average wages of women to averagesadgnen(in percent)

1998 1999 2000 2001 2002 2003 2004 2005 2006

Kyrgyz
Republic 72,3 64,2| 67,6 63,1 64,9 64,1 66,6 62,565,8

Source: NSC, 2007

The efforts of the research group to conduct a @vatve analysis of the salaries between
the ministries during the given research was natcessful as annual forms of the statistic
reporting for the PAOs do not provide gender -digagated data on the salaries of the civil
servants. At the moment data is available onlythar general salary fund and the separation of
salaries stipulated for civil servants is withowgex division. As a result, the data received ftbe
PAOs, represented not the nominal size of saldtiesrate and extra expenses minus the taxes),
but the data was calculated in different way. Imeaases the base rate without the deduction of
taxes was considered; in others the rate in vieaw déss grade, the length of service, departmental
extra expenses with the deduction of taxes, eftich has prevented a make correct comparison
of the received information.

Meanwhile, due to the essential increase in tharigal of civil servants (from January 1
2008), there has been an influx of men into ndy dhe traditionally "male" ministries and
agencies, but also into sectors of PAOs, which weresidered earlier as "female"”. For example,
there has been an increase in the number of mdortyypercent in the structure of one of the
departments of the ML&SD in only the first montH2008. Thus before the increase of payment,
the positions occupied nowadays by men were vdoarat long time, not because of the absence
of applicants (on the whole for the period of 2802007 the share of men in ML&SD has grown
from twenty four up to thirty seven percent accogi™>).

Thus, on the one hand, it is possible to maintaat in the PAOs the total ratio of women
and men among civil servants corresponds to theeguobligations of equal representation of
women and men at decision-making levels (accortbngational normative legal documents, not
less than thirty percent of vacancies should begied by representatives of the under represented
sex)*. On the other hand, in the PAOs there is an olsvigender imbalance on the basis of
horizontal and vertical segregation.

33 Collection “Women and Men of the KR». — NSC, 20397 .

34 See Law of the KFON Principles of State Guarantees of Gender Equadt March 12, 2003, # 60; Decrees of
President of the KROn Approval of the Strategy of Development of tbar@y for 2007-20100f May 16, 2007, #
249; 0On the National Action on Achieving Gender Equadlityghe KR for 2002—-200®&f March 2, 2002, # 52)n the
National Action Plan on Achieving Gender Equality the KR for 2007-20100f August 20, 2007, # 369n
Measures to Improve Gender Poliof,March20, 2006, # 136.
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CHAPTER 3. The gender analysis of the institutional basis of the organization of
administrative public service: rules and procedure®

Employment

Normative and legal basis: In the KR, the employimien public service is conducted
through competitive process of hiring. Accordingtie Law No 114 of the KR "On public service"
dated August 11, 2004, CSAKR coordinates the wotke state bodies on selection of candidates
for the public service and renders the methodoldielp. The Law of the KR No 60 "On the
basis of the state guarantees for provision of gemrdjuality” dated March 12, 2003, forbids
submitting announcements on the employment, ingtfmeone sex.

Procedures

The order of carrying out the competition on figiof vacant administrative state position
Is presented on Fig. 3.1.

Formation of the
attestation and
competition

Announcem
ent

| stage of
competition
(Written test)

Il stage of
competition
(Interview!

Application,

Q
Applicant

Vacant
administrative
position

Announcement
of the results

Internal reserve
staff

Figure. 3.1. The order of conducting the competition on fillio§ vacant administrative state
position

On the basis of the Law No 114"On public serviceted August 11, 2004, the
competition first of all is conducted among theiwnduals registered in the internal reserve of the
staff. The access of women-state employees to an intes@ive of the staff can be limited by the
principles and procedures of carrying out the int&r competition and attestation which mainly
depend on the level of internal organizational grét of the institution, gender sensitivity and the
competence, and also on the coordinated interactibState-secretaries and heads of the state
bodies.

% The analysis was held only for the administrapiests.
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If internal competition did not take place, nomisdm the National reserve of the staff
are involved into competition, which is formed dainclidates on public service out of young
candidates just graduated and those who has redhanamployed.

According to CSAKR, there are 98 state employeeas & graduates of high schools in the
National reserve of the staff as of 01.01.08. Amtmg staff enlisted in the National reserye,
there are 43 percent of women (33 % among the staptoyees, and 59 % among the gradugates
of high schools).
254 state employees and 184 graduates of high kschage participated in the competitions
conducted by CSAKR in 2007, out of which women cosgal 31 and 51 percent accordingly
At present, out of 18 appointed reserved staffeSvasmen (28 %).

In case of no suitable candidates in the Natioesénve, the open competition is held and
there is an opportunity to submit applications détiner participants. The information on vacant
administrative positions is sent to CSAKR from tBtates-secretary of the state body who is
obliged to inform on occurrence of vacancy wittinee-days. In the state bodies where there is no
State-secretary, this task is assigned to the hefatie OGU office.

At the first stage of selection the applicants hawigten test to be passed. To provide the
impartiality and transparency of competition prages, CSAKR uses the method of coding of
applicants’ surnames, i.e., applicants pass altephares as impersonal, which reduce the
opportunity for the members of the commission tituence on the results of competition. Such
approach was applied at selection of the staff 8AKR, Government Office of the KR, and
competitive selection of State-secretaries of tiaesbodies and now is widely used by all state
bodies.

The other practice which can promote increaseasfspparency of test selection procedures
CSAKR considers is the development of the Testiagt€ and development of electronic teats.
the moment, the problem is in the absence of deedl specifications of the professional
competence of the state employees linked to thessd provision of equal access, management of
diversity, etc., that influences on content oftdsts and evaluation system.

The second stage of selection is the interview ected by the attestation and competition
commission, quantitative and personal structurengeand operating procedure of which are
approved by the head of the state body that is mgadecision on assignment for the position. The
structure of the commission should include theessacretary or the head of the administration,
the head of personnel division and other respoasiirsons. Thus, independent experts,
representatives of professional, public associatiean be invited for participation in the
commission.

CSAKR, using an opportunity to involve the indepemidexperts in the attestation-competitive
commission included the representatives of the WBdnk, Administration of President of the
KR, Government Office of the KR, Academy of managamunder the President of the KR,
etc., in its structure. The representatives ofGbalition «For democracy and civil society» and
Remedial center «Citizens against corruption» vilevelved as observers into the work of the
attestation-competitive commission.

The gender composition of the commissions is mpilated by the normative documents
when established, and more often the gender balaoet followed up, while the presence of
gender balance of the commissions is the importaitéria of involving women into decision-
making.
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Women are presented in a various degree in tlesi@tion and competition commissions of
the pilot PAOs (Tab. 3.2).According to the opin@CSAKR employees, the insignificant number
of the women involved into the work of commissien®lated to the reason that in most of the
cases men take positions out of which the commissimrmed according to the Regulation.

Table 3.2.Gender structure of the attestation-competitiv@missions in pilot PAOs

2006-2007)

Quantity %

Women Men Women Men
ML&SD 4 3 57 43
ME&S 2 7 22 78
MF 3 6 33 67
CSAKR 2 5 29 71
SAEP&F 3 10 23 77

Source: Data are given be pilot PAO.

It is necessary to note, that women who have neh lieined on increase of gender
sensitivity, as well as men, tend to accept pregdlito the selection of women for the highest
positions. There is a wide popular mistake that wons the automatically sensitive sort, and men
are not. Both men, and women in our society arenksd to behave according to the gender

expectations and norms, and the majority needs teelpee and understand these norms and
existing structural barriers.

At the result of the first stage of competitiong thttestation-competitive commission
conducts interview of the short listed candidates prepares the decisions or recommendations on
the most fitting nominees, being guided by follogviriteria®

= an estimation of conformity by education;

» alevel of professional skills and skills;

= knowledge of foreign experience of the organizatbpublic service;
= presence of analytical abilities;

= computer skills;

= experience of development and application of noreadégal acts;

= ability to implement the tasks under the projedheiit additional training;
= communication skills;

= result oriented;

* |ogic;

» argumentativeness;

= the general culture.

There are no special measures stipulated on iredaguantity of representatives of one of
the sexes in the case of gender misbalance in stateture, in procedures of employment. No
conditions specified guaranteeing obligatory coeiation of candidates of men as well as women,
and also the regulations identifying gender balammkgender experience of the commission on hiring
are not there.

Thus state employees quite often refer to that wodee not show activity during the
competitions, do not submit applications, and atkp not have appropriate experience. For

38 The method of counting scores for written testsiaretviews when conducting competitive selectibcandidates
for vacant administrative positions.
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example, it is linked to the competitions on fgliaf vacant positions of State-secretaries. Such
situation should not become an "eternal” explanafiar misbalance and impossibility to influence
on the situation. It is necessary to understandréason for that and to take additional efforts on
attraction of representatives of insufficiently peated sex to competition, carrying out awareness
activity, correcting the work conditions, promotimgew images of state employees, reducing
structural barriers in professional career for womand men as a whole.

There are frequent cases when during the interwesmen are asked discriminating
questions about the opportunity to combine familfie$s with servicé’ Thus the members of the
commission do not see any discrimination in sugbr@gch, and explain their behavior as care of
women. It is obviously necessary to work permapewnth members of the attestation-competitive
commission. In particular, instructing on equaldl opportunities, qualification of questions, and
discussion of procedure of competition can becorpara of activity of State-secretary for PAO,
and CSAKR can represent itself as the developeowEsponding instructions and conduct the
explanatory work.

It is necessary to note, that during the intervigv® commission has no data on gender
balance or misbalance in the state body. It doestrpoto consider this factor when decision-
making upon other equal characteristics of the aggpits. Probably, it would be reasonable to
introduce into the regulation on the work of catijion and attestation commission, a paragraph
on the responsibility of the State-secretary foegaration of the information for the commission
session on gender balance in the department, amdtars (mentors) tasks from CSAKR -
monitoring and fixing of the fact of acquaintandegle commission with the given document.

The final decision on employment based on recomagmts of the commission is taken
by the head of PAO in which the competition is hefdthis view, it is necessary to note the
opportunity of occurrence of conflict of interests this situation and to coordinate the LR,
regulating the authorities and areas of respongipibf the first manager and the State-secretary.

There are following tendencies possible to moratothe results of participation of women
and men in competitive procedures on the sampsefeyed during the preparation of the report
of the ministries and agencies (see Tab. 3.1):

» The share of the women, submitted applicationgHervacant state positions, considerably
varies in conformity with the developed division gppheres of work on "female" and
"male"”.

= Competition among women and men (on a ratio of dhlemitted applications and the
accepted employees is not identical: the competifitd women is higher in CSAKR and
MF though they are less of them among applicant§limg the position.

= As arule, women are employed often in the sectaadijtionally considered "female”, and,
accordingly, men - in "'male" and "balanced" PAO .

37 For example, in September 2007 when approvingctrelidate for the position of the Chairman of thent@l
Commission on Elections and Referenda of the KRuyiites of the JK of the KR asked a female candigagéstions related
to her marital status and inquired whether herlfamould agree if she work overtime and go on besintrips, which is
specific of this public body’s activity.
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Table 3.1.Recruitment on the basis of competitive selegtimtedures of employees among
sampled ministries and agencies from 1/1/2006 t&/2Q07

CSAKR MF ML&SD ME&S SAEP&F
Wo- | Men | Wo- | Men | Wo- | Men | Wo- | Men | Wo- | Men
men. men. men. men. men.
Quantity of the | 99 146 | 125 | 175 |92 84 26 20 1 14
submitted (40 (60 (42 (58 (52 (48 (57 (43 (7 %) | (93
applications on | %) %) %) %) %) %) %) %) %)
vacant state
positions

Quantity of the | 37 60 29 56 28 25 14 9 1 4
hired employees| (38 (62 (34 (66 (53 (47 (61 (39 (20 (80
by results of %) %) %) %) %) %) %) %) %) %)
competition
Number of 2,7 2,4 4,3 31 3,3 3,4 1,9 2,2 1 3,5
applicants for a
vacancy among
persons of the
corresponding
sex

Source: Data is provided by the PAO upon the reqpfdSESP PA KR and CSAKR in November,
2007

There is a significant imbalance in SAEPF in thargity of applications submitted by
women and men (1 to 14). As a result of competjtmre woman who has submitted the
application and four men were hired.
All other vacancies were filled hors concours. TBAgersons have been appointed in|the
agency, on each of categories of administrativeitipas (principles, seniors and
juniors),out of them men have been appointed rtttae 2 times more than women (10,
4, 2 persons against 4, 2 and 0 person).

The important factor to change the situation is dpportunity of the appeal of the taken
decisions on personnel assignments. For 2007 inKESA out of 70 received written applications
and complaints of citizens are related to infringeis of rules of competitive selection, and six -
with issues on employment.

There is no analysis of complaints on gender sigmsducted in CSAKR, also is not
recorded data about cases of sexual discriminati@mployment. It, not in the last instance, can
be connected with ignorance by candidates of tkeeisand comments of members of the
competitive commission can be considered as digtation and to be appealed against in the
administrative and judicial order.

Conclusions

1. Concrete tools of definition of discriminatiomdaincentive for its overcoming are not
developed; the employer himself interprets a ditwmatgives value judgment and makes
decision®® Members of the competitive commission do not seg discrimination in
guestions about the opportunity to combine familjies with service. They explain such

38 Certain categories are listed in the Law of the KR Principles of State Guarantees Ensuring GeEkdprality”
and the Decree No369 of the President of the KR MN&tional Action Plan on Reaching Gender Equalitythie
Kyrgyz Republic for 2007-2010" dated 20 August 20Blbwever, these concepts are poorly operatiordiliaking
into account functions, powers and everyday prestin PB.

27



approach as care of women. Candidates, as a wlggtdknow that the certain questions and
comments of members of the competitive commissim lwe considered as discrimination
and can be appealed against in the administratiee jadicial ordeP® The analysis of
complaint on cases of discrimination, includingsmxual sign is not conducted when hiring
in CSAKR.

The formal neutrality of mechanisms and crateof selection of civil servants does not
consider number of factors reproducing gender asstmymn the bodies of public service.
There are no special measures specified on incdasgiantity of representatives of one of
the sexes in case of gender misbalance in the sttateture, in procedures of employment.
There are no conditions stipulated guaranteeinglgebalance and gender experience of the
commission on hiring.

Three-level system (internal competition - cefitppn of candidates from the National
reserve - the open competition) of carrying out tdmnpetitive selection supports the
developed situation gender misbalance in PAO.

When carrying out the competitions and attestatthe attestation and competitive
commission has no data on gender balance or mistmia the state body, and does not try
to consider this factor at other equal characiessif the applicants.

The Internal organizational culture in PAO,aasule, does not differ by sufficient level of
gender sensitivity and competend®hen taking the final decision on employméeng,
commission andhe head, first of all, pay attention to what ateas the subordinate to work
in, and are based thus on subjective and stereotyiew about "female” and "male" areas
and positions, but not on professional qualitiéthe competitor.

On the background of the widespread sterestyg@pbringing (education) of children is,

first of all, female function”, "family duties am@bstacle for career"”, potential opportunities
for career growth of men are estimated as high@spective of an actual marital status.

Criteria of the professional competence of skete employees linked with the issues of
maintenance of equal access, management of diyegtit., are not developed now and
influence on the content of tests and systemstohason when evaluating the knowledge of
candidates.

Recommendatiorfd

To develop and submit the proposals on tasks amctifins for consideration of National
Council sessions on women issues, families andegethel/elopment under the President of
the KR, providing formation of the state genderigpoin the organizations of civil service,
mechanisms of coordination and monitoring.

In rules and procedures at a level of hiring CSAKR expedient to provide the following:

¥ Thisis a generally known case (in September 208i8n approving the candidate for the position ef @hairman
of the Central Commission on Elections and Refeaiefdhe KR, deputies of the JK of the KR askedradle candidate
questions related to her marital status and induiteether her family would agree if she work oveeiand go on business
trips, which is specific of this public body’s adty.

“0 The above principles, criteria and mechanisms beyeveloped by ACS within the UNDP project “Proimotof
Women to Civil Service and politics” in partnershigth the Department of Social Development of th&d@ of the
Government of the KR.
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To reconsider the principles of formation of resehgts and terms of selection, meaning
that criteria of selection should reflect specificof female professional biographies and
opportunities of women should be supported by sph@ceasures;

To develop gender-sensitive criteria of the pratess competence of members of the
competitive commission;

To generate mechanisms of provision of increasgémder sensitivity and competence of
members of the attestation-competitive commissions.

The CSAKR shall raise the transparency of procedwfehiring the public service. For
example, to make results of tests and reports sildedor any citizen or to provide audio
or video-recording of process of interview with dafates, that further can be used for
proving that interview is lead properly.

The division of social development of the Governtakaffice of the KR and CSAKR shall
develop operational concepts about discriminatiorthe area of gender equality and to
prepare instructions for curators (mentors) fromABR and State-secretaries of PAOs in
their work with members of the attestation-competicommission.

To develop and introduce into the activity of CSAKRe tests providing definition of
gender competence of state employees, and fiedt, State-secretaries.

CSAKR shall improve the knowledge of candidatesuatmpportunities on the appeal of
selection results in case of discrimination. Ihé&cessary to inform candidates, whom he or
she can complain to and within what period.

It is important for CSAKR to develop and condugesial campaigns and consultations on
informing candidates, reserve staff about thghts, the responsibility - as potential civil
servants - concerning gender issues, and probldnthwan arise at the stage of hiring.
Considering structural barriers at hiring of em@ey for the top administrative positions, it
is important for CSAKR to think over the awarenesgions on involving into the
competition of people not fully presented sex (ohanformation resources for this purpose
can be the magazine "Civil service and career").

Advanced training

Situation
Data on the advanced training received during reketestify to following tendencies:

The opportunity of state employees to improve thalication depends at the great extend
on their own personal initiative, social communigas, the previous experience of
interaction with the international organizationt, e

In general, the picture looks like gender-balanaad: of 5 514 persons having had the
opportunity to improve qualification on-job, 53ercent are women, and more than 50
percent out of 1 96i# state employees improved the qualification oletsf the KR were
women.

On the other hand, behind a safe picture theresiseaific situation in different PAOs (see
Tab. 3.3):

— For example, access to training outside of the KR$AKR is essentially below for
women: basically men (90 %) are sent to the deeelamuntries, thus, often time
they are the same people. Probably, it is duedgdaWw representation of women on
political and main administrative positions in tRA0.

— If to compare data on advanced training and a ratisvomen and men in the
concrete ministry or department, the first visildight of the balance, will be
relative. For example, in ME&S, there are 2/3 ofnem working there, but the real
opportunities to improve qualification are higher imen.
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As for the target training courses and seminarshviaire organized at the level of PAQ,
employees of some Ministries Agencies recognizecthptexity of being listed as th
participants and non-transparent procedures ofctsehe of candidates. Thus it was
important which countries the study tours is plahneis more complicated to travel fo
foreign countries.

= Women have less opportunity than the men to impmalification for more than three
months that can be caused by system of familyedufihe positive example can be the
cooperation between CSAKR_ addpanese center for the international Cooperation
the implementationf the project which annually provides the oppoity for 20 state and
municipal employees of the KR to attend a long-teaiming at the universities of Japan
with the subsequent right of reception of Mastegrde. Terms and conditions of training
provide the opportunity of joint residing with fdynin the place of training.

As of March, 2008 20 scholars are trained in Japaf,them are women (40 %). Out of 85
state and municipal employees, submitted applicatior participation in this project fq
2008, 35 are make women (41, 1 %). On the restiltsree selection rounds, 29 candidates
have successfully passed the last stage, 9 of #newomen (31 %). The information abgut
an opportunity to participate in the project is ahddisseminated in PAOs and is accessible
for state employees, at least, in the central edfic

=

Table 3.3.Data on advanced training of employees of therakaoffices of the surveyed ministries
and agencies from 1/1/2006 to 11/1/2007

Duration of| CSAKR MF ML&SD ME&S SAEP&F
advanced training
Wo- | men Wo- | men | Wo- | men | Wo- | men | Wo- | men
men. men. men. men. men.
Short-term (till| % | 43 57 49 35 34 - -
15 nwueit)
Intermediate | % | 15 85 60 40 50 50 - 1 - -
term (from 25
days till 3
months)
Long-term % |- 100 33 67 - - - - 100 -
(more than
three months)
Total qua| 8 20 47 45 1 1 35 35 1 -
_ty
% | 29 71 51 49 50 50 50 50 100 -

Source: Data is provided by the PAO upon the reqpfdSESP PA KR and CSAKR in November,
2007

Legal basis

Programs of training and improvement of profesdioskills of state employees are
developed on the basis of needs of the state badikependently conducting the analysis and
submitting the offers in CSAKR taking into accotim¢ volume of the budget, stipulated for these
purposes according to the national legislation.okgding to legislation of the KR, state employees
pass the advanced training as required, but netthes once in five years.
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Article 21 of the Law of KR No 114 "On public sereil' dated August 11, 2004 defines the
CSAKR as the single customer of educational programd institutions on the competitive basis
and establishes the minimum threshold of statenfimg aimed on training (“..not less than one
percent of the funds stipulated for financing of activiyf the state bodies”), defines the
opportunity to attract other funds which are natnieted by legislation of the KR.

During interview, the issue of state financing &olvanced training of state employees was
mentioned, but, as a rule, with expression of regbmut inefficiency of the rate fixed in the Law.
Expert estimations are also supported by the amalgs the budget of the pilot ministries and
agencies. When forming the budget based on thasnése training, each ministry and department
within the limits of line (per item) budgeting aratcording to economic classification of
expens€s should includeinto the sub-item 22154the expenses for training of civil servants,
including on gender equalit§ In the surveyed Ministries & Agencies the expeiisetraining of
civil servants on the issues of gender equalityewaot planned for today or have been
redistributed on other items so that the educati@eéions have not been held.

Procedures

There are no specially developed rules, regulatisttategy and plans of improvement of
advanced training for the state employees. In maseés in PAO, the decision is made under the
initiative of the person, or it is made by the headhe basis of non-objective reasons.

Data on advanced training and retraining are cemnsd during the competition for
including into the National reserve, during attéstg when delivering the promotion examinations
on awarding the class grade (they consider the éeecountry and terms of training). However
this information is descriptive and does not inflce on the final score received by the state
employee. So, monitoring the real improvement affgssional skills influence on the career
growth of state employees is not obviously possibks well as to estimate the ratio of the
opportunity of advanced training of professionalllskin different segments of management
system; between various official levels.

There were proposals during the interview on natessf standardization and
centralization of basic course, lasting from 72100 hours, at the end of which there will be
certificates of the state format issued. The stteployee having this certificate will gain
additional scores when passing the competitioresadition, etc.

Services of additional education and advanced itgirare provided by the various
organizations, thus any coordination in absencstrategy and plans is not seen. Now CSAKR,
Academy of management under the President of theufiRorted by the WB, develop strategy of
training of state employees for five years andsitexpedient for gender experts to join the
discussion of it.

The role of Academy of management under the Pmsiolethe KR in the issues of
advanced training is emphasized by employees C@&KRsufficient. Initial specificity of this top

41 |nstruction on application of Classification of uses, Departmental classification, Economic clasgibn of
expenses and Classification of transactions witletasand liabilities approved by order of the Miyiof Finance of
the KR, of December 27, 2006, # 240-P, register@t the Ministry of Justice of the KR on January, 2D07,
registration number 4-07.

42 Expense item 2215 “Purchase of other servicestudes 6 sub-items, including sub-item 22154 “Tirggrof civil

servants”.
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establishment is lost; basically the Academy isi$ed on preparation of bachelors and masters of
corresponding specialties. It is obviously impottém make more detail analysis of the situation
and to determine the reasons of such status ofessglack of coordination, distribution of
resources, etc.)

In surveyed PAOs the gender issues are not inclimedirricula of courses and on-job
training programs, training related to gender peotd are not institutionalized. Gender training of
civil servants is conducted on an irregular basejuently under the initiative of the internatibna
or local public organizationg.hus, beside the introduction courses increasegsivity, there is
the necessity for the help such as transfer ofggples of gender equality into functional tasks and
duties of employees of different divisions and sungireparation of regulations and the
methodological recommendations promoting the dewaisf such problems, etc.

The employees of the division working with resemve improvement of professional skills
of CSAKR are interested in definition of needseskrve staff and carrying out of their training.
The gender subject is equally considered by theth@somponent of education, especially, if it
will help them to conceive as in practice withie framework of the functional duties to work with
this theme.

When assessing the activity during attestation@odiotion examination, the competence
of the state employee in the issues of a gendeblegms (and wider - issues of diversity
management) is not considered and it is not matkedny incentive scores. Thus the given
competence can be evaluated as component of ples@ailable parameters, for example, such as
«the knowledge of the legislation», «ability to cade the personnel», etc., but at the same time, it
is also possible to introduce the new complex patan(for example, «the common organizational
culture» or more specific «poly-cultural competerce

Conclusions

= When there is no strategy, rules and the precie gl advanced training as a whole, and
also individual plans of professional growth of doyees in personnel service, it is
inconvenient to regulate the situation in systeradfanced training.

= There is no monitoring of the situation of careeovgh of state employees in general,
especially it relates to the analysis of opporiesibf women to improve qualification and
to pass retraining in view of the over loadingfarhily duties.

= Assessing the knowledge necessary for state enwlopethe issues related to gender
problems, and their introduction into the systemobfigatory or additional attestation -
qualification parameters will create incentivesdevelopment and implementation of policy
of the equal rights, will allow systematically mtorithe developing situation.

= In surveyed PAOSs; the gender issues are not indludecurricula and on-job training
programs. Training on gender problems is not wistihalized and also conducted
irregularly, frequently only under the initiativef dhe international or local public
organizations.

Recommendations

» The presented data of the survey group do not aitofully defining: whether there is the
opportunity to improve qualification for all emplegs or some of them have the advantage;
as connected with the position. In the further warlder statistical account of CSAKR
should provide an opportunity to collect such datlmwing evaluating equal access of state
employees to programs of advanced training, inalgidor all women and men.

e CSAKR and Academy of management under the Presidénthe KR, during the
development of Strategy for training of state empts for five years shall discuss the
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issues of subjects and the status of programswa&#raed training, planning of increase of
qualifying opportunities of employees. It is expadi to develop an individual profile
(portfolio) in which the tasks of advanced trainmwgl be reflected on one hand, and on
another - the concrete history of training of thgpéoyee.

« Development of the complex program of advanceaitngiby joint efforts of CSAKR, the
various educational centers, programs of the iatéonal organizations, gender experts will
allow to integrate the gender issues (and also tiguss of diversity in a more
comprehensive sense) into the system of advanagdnig and to fix them institutionally.
The training of trainers and advisers in statecstmes and especially in CSAKR plays the
important role.

Promotion. Positive and negative incentives

Situation

The trend is as follows: young women get junior adstrative positions more often than
men, thus their career develops not as successfsilbareer of men, which is meant by (both men,
and women) birth of children and overload of howselmbligations.

There is no fixed plan of promotion of civil serésron a career ladder, and essential
distinctions between sexes are observed in the theycareer growths. The women, occupying
senior and the main administrative positions, rethegm at later age, than men (see Table. 3.4.).
For example, in ML&SD the woman holding the positiof the deputy minister at the period of
survey was nine years elder than her colleaghe aian.

Table 3.4.The average age of women and men on politicakbangnistrative positions in the
surveyed ministries and agencies for the perioohf9d.01.06. to 01.11.07.

CSAKR MF ML&SD ME&S SAEP&F
Wo- | men Wo- | men | Wo- | men | Wo- | men | Wo- | men
men men men men men

Palitical position

Minister 43 58

Deputy minister 39 59 50 42 50

The top administrative position

The State - 53 35 40 52 51

secretary

The main administrative position
Director 58 57

Deputy director 54 53

The adviser of 41 25 39
minister

The assistant to 26 24
minister

The head of - 46 40 38 43 51 47 50,5 45
department
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The deputy head 37 55 50 49 30
of department

Manager of 45 38 42 36 49 45 52 45
division

Manager of the 39 26 55 41

unit

The senior administrative position
The senior 35 37 44 37 42 41 40 43 42 40
expert

The leading 36 37
expert

The expert 32 28

Source: Data is given by PAO at the request of BES the PA KR and CSAKR in
November, 2007

The men — managers of divisions and units, aseg ane younger for 6-10 years than the
women colleagues. At the level of senior and leq@irperts there is a minimal difference in the
age: the men replacing the above-named positiemgamger than the colleagues - women for the
average of four years.

The results of the promotion for state employeeghgyexample of attestation in 2006-
2007, it is possible to observe the results of mion of state employees by the example of the
data presented by MLSD (see Tab. .5put of the employees at junior administrativeifimss,
promotion is recommended for women is almost thiees more, than for men. However, this
picture varies already at the level of the senmsifons. As a result, the gender disbalance at the
level of seniors and leading positions are suppdriethe mechanism of attestatidm.this view, it
is expedient to study materials of attestation emaduct the score analysis of component blocks (a
professional knowledge, the responsibility and seofduty, independence in decision-making,
etc.). In the future, it is necessary to make tn@lar information as the point of the report on
results of carrying out of attestation in each PAO.

43 Unfortunately, similar data were not provided hifiey pilot PB. According the data by SAEPF on potion of
civil servants, filling the administrative poststhe state body, no personnel review and qualiioatwere held in the
period from 2006 to 2007. Therefore, no ranks vessgned (first and consecutive).
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Table 3.5.Data on promotion of civil employees of the MLSIirfg the administrative positions
in the state body within 2006-2007

Sent for x(e)liching

Administrative Subject to e Fitting the repeate'd Recommen- the

" .| Certified " attestation ded for .

positions attestation positions | . . positions
in 6 promotion held
months

M W (M W |[m W | m W [wm W M W [m | W

Principles| 11 | 6 11 | 6 11 6 11 6 1

Seniors |85 (71 | 8 | 71| 84 71| 84 71 1 6 3

Juniors | 122| 201|122 | 201| 122| 201122 | 201 7 19

Total: 218| 278 | 218 | 278| 217 272]5 217 | 278| 1 14 22

Source: Data is given by PAO at the request of DBStPe PA KR and CSAKR in November,

2007

According to the results of the conducted attestatine class grades (for the first time and

next) are awarded to 48 women and 33 men.

Data about awards and encouragements (see Tablea8.& whole, also more likely
illustrate the domination of men at reception @& tbp awards, namely awards and medals. Other
kinds of encouragements reflect the specific sibmah the ministry or agency.

Table 3.6.Data on awards and rewards for employees of theeged ministries and agencies for
the period of 01.01.06 - 01.11.06F

Types of awardsg, CSAKR MF ML&SD ** ME&S SAEP&F
reward
Wo- | men| Wo- | imen | Wo- | men | Wo- | men | Wo- | men
men. men. men. men. men.
Medal «Dank>» 1 2 - 1
Award «Manas 1 1 - 1
of 1l degree»
Honorary title « 2 - 3 1 2
the Deserved
worker ... »
Certificate of 7 - 6 7 3 8
honor of KR
Breastplate « the 11 8 59 31 - 1
Excellent ... »
The certificate of 9 4 231 99 1 1
honor of the
Ministry
Monetary 2 49 41
compensation
Total 2 - 29 12 301 | 140 |50 43 4 12

Source: Data is given by PAO at the request of DBStPe PA KR and CSAKR in November,

2007

* It is possible that data is presented on diffefermats.

35



* ML&SD KR - data is presented in view of terriiat divisions.

Data on official penalties do not allow making uaegcal conclusions on gender balance
or misbalancing (see Tab. 3.7).

Table 3.7.Data on official penalties of employees of theveyed ministries and agencies for the
period of 01.01.06 - 01.11.07

Type of awards] CSAKR MF ML&SD ME&S SAEP&F
rewards
Wo- | men | Wo- | men | Wo- | men | Wo- | men | Wo- | men
men. men. men. men. men.
Total — — 10 17 3 1 9 7 — -

Source: Data is given by PAO at the request of DBSte PA KR and CSAKR in November,
2007

Rules and procedures

Promotion is carried out on the basis of regulai@n the Order of assignment of class
grades, the Order of carrying out of attestatiod #me Order of carrying out the promotion
examinations of civil servants.

The direct special measures directed on observahgender balance in the system of
public service and the further strengthening of tbke of women in the political, social and
economic life are the following current Decree$’oésident of the KR:

— «On the further improvement of personnel policy attraction of women-leaders to the
state governance of the KR » No 240, dated Augns2@02 (orders to Government of the
KR to introduce the practice of obligatory attraaotiof women for the position of deputies
to heads of local state administrations and LSGH, @ the additional measure - to make
changes to the list of staff of divisions for soofe¢he state administrations and LSGB due
to the increase of the number of units of deputdseads to assign women for them);

— «On measures of improvement of gender policy »Nbda&8ed March 20, 2006 (defines the
minimal quota of persons of different sex in PAQ]l dtSGB including on supervising
positions - not less than 30 percent; orders talied PAO and LSGB to provide equal
conditions and equal opportunities of participatainpersons of different sex at carrying
out of competitions on filling the vacancies in 8tate and municipal service).

It is necessary to note that, when consideringdbmplaints which have been sent to CSAKR in
2007 upon results of the attestation, there wecesfaf infringement of the established procedures:

— members of attestation commission (heads of theumelgvel) due to personal hostility
underestimated the scores and therefore could rateplow marks;

— the part of employees has not been informed abbmitstores put by the head whereas,
according to procedures of attestation, such ddtautdd be give in due time for the
attested so that in case of disagreement the istedeparty could protest the decision of
the commission.

To prevent the infringements, CSAKR conducts thelaatory work (in process qf
receipt of appeals), and now prepares the amendnm@ntthe Regulation on attestatign,
allowing to lower the level of subjectivity at deition of estimations of attestation.
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The Regulation on attestation stipulates, that maagwomen and the employees who are
on child care leave, possess the right to not {heeseext attestation if they have not expresset suc
desire?*

The important role during promotion of civil sertans played by State-secretaries of the
state bodies and heads of the administration nigat¥ie right to submit for consideration of the
head by results of attestation, the motivated ssbioms on promotion of the civil servant for the
position, assignment of the next class grade femthinclusion in the internal reserve of the staff
for promotion on a higher position. Accordingly ghopportunity also should be supported by
control mechanisms at the level of gender appraach&gency®.

The disciplinary responsibility and encouragemdrtivl servants are defined by the Law
of the KR No 114 "On public service", dated Augili$t 2004. Encouragements are applied by the
head having power to appoint the state employedhenposition under own initiative or on
presentation of the State-secretary of the stadg.bo

Conclusions

» Feedback from the contribution to advanced trainfog women--employees is less, in
comparison with men

— Essential distinctions are observed during the ezagrowth of representatives of
different sexual groups. Among the employees fillithe junior administrative
positions, women are recommended for promotion ntioa@ men, but already at the
level of the senior positions the picture radicailyies.

— For succeeding women, achievement of the high raakes longer period (even
deducting the time of maternity leaves). The sanhe is observed for the women who
do not have families.

= There is no fixed plan of promotion of civil sertarmon a career ladder. Thus essential
distinctions are observed in career growth of regméatives of different sex and age groups.

Recommendations

» The Department of social development of Governn@ffite of the KR as the working body
of National Council on women, family affairs andnger development shall initiate the
carrying out of the factorial analysis of the reasof slower promotion of women on official
steps, on the basis of results of attestationofuatlg the results of the analysis shall generate
proposals on necessary actions. In the futureekpedient to make the similar information as
paragraph of the report on outputs of carried datttestation in CSAKR and each PAO.

= To develop strategy of use of positive incentivesnaotivating factors for promotion on a
service ladder.

= By the decision of National Council on women, famalffairs and gender development shall
recommend CSAKR, in partnership with the Ministr&#\gencies, discuss the Regulation on
attestation for gender equation and make changes.

» CSAKR, the Division of social development of thev8mment Office of the KR, Academy of
management under the President of KR, supportexkpgrts on gender issues shall define the
requirements of volume of knowledge necessary fatesemployee on gender issues and
introduce them into the system of obligatory oditdnal attestation and qualification

a4 Please, see details in Civil Service NLA collexti®art 2, at 40.
4 bid., at 44.
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parameters. It will create additional incentive di@velopment and implementation of policy of
the equal rights and will allow monitoring the sition on the regular basis.

Redundancy and Dismissal

Situation

Broken-down by gender data on civil servants redaog are not gathered on a regular
statistical base. The attempt to analyze which ggquroved to be the most vulnerable to reduction
in the course of administrative reform implememtatand what their further fate is, failed due to
the lack of the required statistics. A reportingnioNel-Gos introduced by CSAKR may offer such
opportunity, though this reporting form does natorel the age of the employee dismissed and
consequently it is impossible to identify more psety the vulnerable age groups for women and
men.

In the course of the interview some instances pfstified, unfair dismissal (according to
the respondents) of the women who returned to ik the maternity leave were noted. The
decisions, while, were made in contradiction whie LR, but through the proposal to retire “on
their own free will”. In some cases the problem weasolved due to the high level professional
skills of women-public employees.

At present the redundancy and reorganization isswesregulated by the Competitive
Selection Division of CSAKR. As of today the resuttif complaint analysis broken-down by
gender have not yet been obtained. “Professionb$”skre considered to be the main reason of
staff reduction. The CSAKR data do not allow viegvimambiguously who more frequently faces
with inequitable attitude in the questions undanstderation, but the examples given below more
often concern the women.

In 2007 CSAKR received seventy written applicatioasd complaints. The analysis
applications and complaints has shown that gernerdléy are related to the unjustifi
dismissals, disagreement with the position propaseel to the results of reorganization,
decisions of attestation/certification committeetlod government agencies without participat
of CSAKR, with job placement, unlawful acts of heaaf governmental bodies, labor disputes,
and awarding class ranks.

In particular, violation of part 4 of Article 137 the Labor Code of the KR (preserving the |
place of employees who are on maternity leave) wsgected with the visit to STI of Panfil
rayon. Based on the facts proven in the courséeirspection CSAKR has sent a letter to
under the Government of the KR with the demandake tadequate measures for eliminatio
detected breaches.

Based on the claim on wrongful dismissal from thgpyee of Public Administration of Talgs
oblast, an inspection was carried out and as dt theuemployee was re-employed.

As per the letter of the Deputy of the ParliaméP] of the third convocation and internal report
of CSAKR staff on violation of the law on civil sece by the Minister of Health of the KR the

inspection was conducted. As a response to theeprtacts the letter with a recommendation| to
take adequate measures with respect the Ministdeafth was sent to the Prime-Minister of the
KR.

The information on wrongful dismissal stated in th@m of the employee of MES was verified.
Based on the facts proven in the course of theentsgn CSAKR has sent to ME
recommendations to revoke the decisions taken wolaton of the law. Fulfilment o
recommendations was suspended awaiting resultedfial where the applicant has registered a
claim on restoration on work (re-employment).




The reorganization of governmental bodies is a dermprocess. In order to prevent the situations
with violation of public employees’ rights, in 200BAKR sent to PAO instructional and practical
information which regulates the procedure of reorgation within the framework of the
legislation of the KR, as well as it carries oupkxnatory work on the matter with local public
administrations and territorial representative cts of the Agency.

Legal Framework Rules and Procedures

» Redundancy of Civil Servants (Public Officers)

Since August 2004 to present time (May, 2008) #mall aspects of a civil servant in
liquidation (reorganization) of a government boddundancy of its staff are regulated by Article
31 of the Law of the KR “On Civil Service” dated gust 11, 200MNe 114.In line with the above
mentioned Article a civil servant may be dismisdeaim the position at the initiation of a
government body’s administration in 12 differenses, including reorganization or liquidation of
a government body arrdduction of the public administrative job, positibeld.

At the same time there is a direct authority ddiedydo the CSAKR that raises the status
and broadens the power of CSAKR aadcording to which reorganization, liquidation of a
government body or change in the number of stafbwah initiate leading to redundancy of
administrative jobs in a government body is peribiesonly with agreement of the Agency.

Dismissal of a civil official due to the reorganima or liquidation of the government body
or reduction in the staff number of the governmkatly is allowed only in cases when it is
impossible to transfer a government official toastposition with his or her consent.

Apart from that, there is another new norm intrasl@ccording to which in case of
reorganization or liquidation of a government badyeduction in the staff numbeismissal ofa
government official is possible during the peridchiz/her temporary disability and the during the
period of leave.

Guarantee for the civil servant under the circumsta of liquidation (reorganization) of
the government bodyeduction of its staff numbes regulated by Article 47 of the existing law.
Government official should be offered another jabthe context of corresponding category of
positions given his/her profession and qualificatin case of the absence of a vacancy with the
agreement of the civil servant he/she should aoffemeother position of the lower category
preserving the average salary paid at the prewiauk for the whole period of time working in the
new position. In case of refusal from the propogedition the government official will be
discharged.

In case of dismissal due to the liquidation, reargation orstaff redundancyndrefusal to
accept the proposed new position, a civil servailithe paid a severance benéfiand average
salary as per the rate of the previously occupasition, which is calculated based on the last five
years of service as a civil servant.

It should be noted that the guarantee provided tovih servant in case of liquidation
(reorganization) of the government bodgduction of its staff membeis extended in the existing
Law. Thus, the innovation in the new Law as comgatie the previous Law is a new norm
introduced according to which a person dischargezltd the redundancy of the civil service may

“® This norm as before does not spread on the @wilasts at the pension age.
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be sent for retraining to secure his/her job plas@nm the state enterprises, institutions andhén t
private sector at by his/her consent.

Also, among other new things there is new nornothiced which stipulates inclusioof a
civil servant who is being discharged (or dismi3sidm the civil service due to liquidation,
reorganization oredundancyto the_list of the reserve officeffsom where he/she has a right to be
appointed to a vacant position in the civil service

=  Dismissal

The existing Law of the KR “On Civil Service” of Aust 11, 2004\e 114 envisages a
significantly expanded and detailed list of grouridgionale) to discontinue the work in the civil
service. A civil servant can be dismissed from ghsition held in 10 cases the initiative of the
government bodyThe service in the Government body can be distoatl due to a number of
circumstances that do not depend on the will ofpiaies includingthe refusal of a civil servant
to continue the work under the new conditions bbla

Dismissal of a government official at the initiaiof the administration of the government
body is executed with agreement of the State-Sagretfter fulfilling the relevant procedures in
accordance with the Law of the KR “On Civil Servicd August 11, 2004\e 114. In case of
disagreement of the State secretary with the disinis the civil servant, the head of the admiaitsbn
of the government body does not have any righiréctifie civil servant. The State secretary has the
right to appeal this decision and take to the Coufdde decision made by the Council is
irrevocable.

Dismissal of a civil servant at the initiative dfet government body (except for dismissal
due to reorganization or liquidation of a governimieady or reduction of the staff of the state
body, if it is impossible to transfer a civil semtao another position/job with his/her consent)
during his/her temporary disability and during teave is impermissible.

The change of the persons holding political pupbsitions in the government bodies is not
a ground t\for dismissal, demotion, rotation artésaaition of the civil servants that hold executive
positions.

The heads and state secretaries of the governmdigshare obliged to secure the enforcement of
the civil servants’ rights stipulated by the Law.

Conclusions and Recommendations

= Broken-down by gender data on redundancy and dssina$ the civil servants are not captured
on a regular statistical basis, therefore, the tamdil efforts are required to collect the
statistical material and analyze the situation wéhard to the redundancy and dismissal of the
government officials.

» Recommend the CSAKR to prepare a memorandum rémothe Council for Civil Service,
the National Council for Women, Family and GendewvE&opment and its Working Group on
the basis of the statistical data and analysihefcomplaints submitted to the Agency taking
into consideration the gender factor and recomnteaon improvement of the practice in
the redundancy and dismissal issues.

= CSAKR should initiate and the National Statistiosn@nittee of the KR and the Ministry of
Justice should approve the amendments and addetiga statistical fornNe 1-GOS given the

40



possibility of getting the broken-down by gendetadan redundancy and dismissal of the civil
servants on a mandatory basis from the PAO.

= The National Council for Women, Family and Gendevalopment Affairs should recommend
the CSAKR and the NSC to include the gender brak®mn data on redundancy and dismissal
of the civil servants into the list of mandatorpoeting indicators for PAO.

Combining Family and Office Duties

Situation

The situation with the marital status of the cggrvants of the KR is similar to the situation
in most of the other CIS countries. 56 percent om&n and 85 percent of men are married, more
than the fourth of women are unmarried — 27 percéftpercent of men are unmarried. No
principle differences in different segments of ¢thal service were marked.

The survey of the PAO has shown the similar situeasee table 3.8):

= Prevailing number of the single officers are womgne number of the unmarried men in
the civil services of PAO are at least twice |demtthe women.

» There are no male government officals among therded or widowed.

* The number of the married men in the PAO, which taaglitionally considered to be
“men’s), exceeds two times the number of the marm@men, while in such “female”
ministries like MLSD and MES their number is at tkgel of the number of the married
women or lower than the number of the married wamen

= Single men prevail in the younger age groups (UgOtgear old), while there are unmarried
women among the age of 40 and 45.

Table 3.8.Data on marital status of the Ministries and Agescinder survey as of 01.11.07

Marital status|] CSAKR MF MLSD MEC SAPEF

Female| Male Fe- | Male | Fe- Male | Fe- Male | Fe- Male
male male male male

Single /not | 10 7 48 38 12 7 13 4 11 1

married

Divorced 6 1 19 3 2 - 9 - 3 -

Widow 1 - 3 - 3 - 3 - 3 -

/Widower

Total 17 8 70 41 17 7 25 4 17 1

unmarried

Married 15 33 73 83 38 23 16 18 21 48

Source: Data is presented by the PAO at the re@fi€&ESP KR and CSAKR in November 2007.

The women with successful career development deviveguently due to the conflict rising
in two social spheres: work and family, which asearthat a woman is responsible for major part
of housework. While the work at PAO holding certpositions require non-standard employment
with open-end work day. The duration of the workimgek and day is officially standardized and
in compliance with the legislation of the KR. Hovweeythe nature of this type of work requires
working on Saturdays, being on duty on weekendhaiilays, and if needed to work additional
time lengthening the working hours, thus, has arees# impact on the possibility for a women to
fulfill her assumed responsibilities before the ifignavoiding conflicts. Many of the respondents
have noted this situation.
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Another wide-spread opinion including among the wans the need to define the priority
between the family and a career when start worfonghe government body. The context of such
point of view is that the civil service and famibpligations compete with each other. A woman
and her family should understand the whole rangeegfhonsibility undertaken when the decision
iIs made in favor of career development. It sholdd &e noted that the government structure itself
is considered to a neutral and isolated instandk wmispect to the family affairs. Such position
justifies the situation with gender balance in parsel administration and allows the people
responsible for this area to produce correspondeygative stereotypes, attitudes and actions.

The Law of the KR “On State Guarantees for EnsufBender Equality” of March 12,
2003 Ne 60 includes the articles obliging the employergtovide opportunities to combine the
labor with the family obligations. However, the cogte mechanisms for execution of these norms
established both by the state and the employeraairprescribed’ Thecategory “persons with
family and household duties’ introduced in the $ggfion allowed 60 men- staff members of the
government bodies to take a child-care leave (55 %

The analysis of the data in the pilot agenciegHerlast two years (2006—2007) shows that
the leave for up to 3 years is most frequently usedajority of the case this leave is taken gy th
women. Only in the Ministry of Finance of the KRdh cases, when the men fulfilled such family
obligations up to one and 3 years were observedtfdde 3.9).

Table 3.9Data on use of the maternity (child-care) leaveheystaff of the ministries and agencies
under survey for the period 01.01.06 through 0DZ.1.

Duration of] CSAKR MoF MLSD MES SAPEF
Maternity
Leave
Fe- Male | Fe- | Male | Fe- | Male | Fe- | Male | Fe- | Male
male. male male male male
Upto3years| 1 11 1 2 - 2 - 5 -
To 2 years 1 1 - - - - - -
Up to 1 year 1 2 2 1 - 2 - - -
Upto4 - - - 1 - - - - -
months
Total 3 - 14 3 4 - 4 - 5 -

Source: Data is provided by the PAO at the reqoieBESP of OP and APSI in November 2007

Women and their families are guided by the econcemjpediency and go for significant
reduction of pre-delivery and post delivery leamdhe situations when they (women) hold rather
high positions, have high salary or involved by theernational organizations in the project
implementation. The way out of such situation mlozation of the family responsibilities, when a
man or other relatives take care of a child, bahdacts are very few.

Nursing mothers have the right to work accordinghi flexible schedule. The transfer to
the new regime of work should be officially regrete and approved by the management.
However, these women use these opportunities raradyprefer as in other cases to resolve the

47 At present the President of the KR submitted tiadt daw of the KR “On equal rights and opportusdgtifor men and
women” to the Parliament of the KR for considenatidr his draft Law significantly widens the prowiss regulating
the gender situation in the labor market. For eXarmgupplementary articles on choice of labor @gtion guarantees
of equal rights in case of dismissal of employessprevention and suppression of gender baseddmaeas in the
labor sphere and responsibility for gender disaration and etc.
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problems unofficially with the direct supervisor tre colleges in case of having the family
problems.

The persons with family duties and housework h&eeright to take the child — care leave.
This opportunity is practically used only by womdine survey in the Ministry of Finance of the
KR showed that during two and half years the mexk tihe leave to look after the sick children
only four times.

Opportunities of trade unions and collective agreats as a rule are not sufficiently used.
The gender issues are not considered by the tradens in the PAO. There are some precedents
of changes of a collective agreement providing taidhe employees, creating certain conditions
for those who study to get the second high edutdtopaid leave), day off on September 1 for
women who have children of primary school age aead evertheless, such decision making is
always related with, first of all, personality dfet CEO, secondly, with a presence of a bold and
initiative person who knows the rules and oppotiasiof the collective agreement, and not the
systemic work of the management and trade uniondewtify the needs of the collective and
collect their proposals. In very exceptional caespersons responsible for gender issues may act
as initiators of such processes. This fact needee ndetailed consideration as these specialists
have undergone corresponding training, but eitheytcannot or are not interested in introducing
this approach directly in their PAO with respectib@ir employees.

Specific instruments for determination of discriation and incentives for its overcoming
are not developed. An employer interprets the 8dnamakes subjective appraisals and takes
decisions on his own. And though some categoriessaecified in the Law of the KR “On
fundamental principles of state guarantees of @amgw@ender equality” from March 12, 2003 #60
and the Decree of the President of the KR “On mafi@action plan on achievement of gender
equality in the KR for 2007-2010" from August 2000Z #369, these conceptions are poorly
implemented in the PAO’s day-to-day activity to gisem with respect its employees and existing
special-purpose possibilities of its use for onamuther category of employees.

Public servants who, for example, are on materortparental leave have priority right to
training. It should be noted that ensuring of swachight demands solution of specific problem:
such as: when it is convenient for a person witila and house-hold duties to attend career
development (qualification upgrading) courses, Homng the training should last, and if there is
any use in dividing basic training course for 721@ours into a number of separate sections and
etc. Answers to these questions and organizatimeasures undertaken in future will help to turn
abstract rights into real opportunities.

A number of similar questions arise in case of eygxs with family and house-hold duties
who have small children. Household problems whiafitlthe opportunities of these persons
should not be solved only by the person himselfrasdamily, but may successfully be regulated
within the relevant state policy and strategieshs public authorities at initiative of personnel
management (HR) offices.

Conclusions

= Stereotypes in relation to combining family and $etold and employment duties are
common both among men and women, both among se@nagers and subordinates.

= Some of possibilities of combining house-hold amtpeyment duties are specified in the
legislation of the KR. Herewith, the means of emsyrof such rights are not adequately
worked out, the constraints connected with childegd household activities and etc. are
ignored.
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= Specified in the legislation norm of presence agregation of house-hold duties irrespective
of sex (group of “persons with house-hold dutigs’poorly spread in the information field
and is little used by men.

» Institutions and tools which are designed to protew promote the rights of working men
and women (trade unions, collective bargaining @gents) are insufficiently used.
Combining house-hold and employment duties is gdlyeachieved through the use simple
contracts and informal relationships between eng#syand their direct supervisors.

Recommendations

= Tripartite partners (Government, PAO, trade uni@msployers) should develop specific tools
to exercise the rights facilitating the possibility combine house-hold and employment
duties.

= To use the capacity of the collective agreementteamte unions for the improvement of the
possibility to combine the household and employnuenites. For this purpose, it is necessary
to conduct training among the representatives adfetrunion committees in PAO by helping
them to understand the gender topics concerningpiss, tasks, functions and activity in this
direction. Such work can be carried out both by dgbeader local points, gender NGOs and
central staff of public servant’s trade unions.

= The Department for social development of the KRskRent Office with the assistance of
NGOs and donor organizations should develop andy car an information campaign on
promotion of opportunities of all family members dgercise the right of paternal leave. A
special; attention should be given to promotiorerperience of men who look after small
children.
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Final conclusions and recommendations

As the examples presented in this report and gsofes learned from other similar surveys
have shown, the problems related to establishmegemder equality in the PAO have a systemic
(structural) character. While in majority of case texisting traditional approaches in the PAO
activity turn out to be insensitive to the intesest diversity, including the gender issues. Chaggi
the situation requires the search for relevant tewia. This search lies in the overall public
administration modernization, changing its conapt system meeting the current requirements
of the country’s development, formation of corresgiog organizational practice and culture
enabling the system of civil service to be flexilled sensitive to the needs of the internal and
external environment. Thus, the changes relatebde@limination of the gender discrimination in
PAO should be built in wider processes of civilvées reforming.

Among the tasks in this direction it is importaot itlentify such questions as “how to
ensure the effective models and manage changesgig, is the subject of the required civil service
modernization and what are their roles/functiond®’seems that nobody will be satisfied with a
traditional answer on use of the administrative@ueses to introduce the new approaches. Frequent
changes in the PAO structure and staff turnoverenhep formation of a strong core of
administrative managers. It is difficult to implemighe required changes in PAO only through
direct administrative methods as the structurehef public administration has large a adaptive
capacity to imitate the changes, including the geanin compliance with the priorities of the
international organizations to utilize the funds.

As the point is the system changes (changing gigsriprocedures, rules, culture and etc.),
it is obvious that this process should be secutedll devels — employees, structural units and a
civil service system | as a whole. At the same titme necessary to keep in mind that the real
changes related to the removal of the system loardiepend first of all on the decisions made at
the central level of power, which legitimates thskis and defines the mechanism of providing
resources to the process (conceptual — notion®rpirgtation; legal -norms, procedures;
informational — development, training; financiabntrol systems and etc.).

The accelerators of the process of changes atdtlitical level is the President’s Office,
Government of the KR and Government Office of the, IRarliament of the KR and office of the
Parliament of the KRThe General Concept (view) defining the key ptiesi, principles and tasks
of the gender sensitive (family friendly) publicraidistration and the mechanism of building in
this concept in the main country development sfiateshould be formed at this level.

It is expedient that the Government of the KR jlgintith the Council for Civil Services,
CSAKR, and Council for Women, Family affairs andn@er Development develops a mechanism
of putting orders for conducting surveys of the l[puadministration enabling to detect and analyze
the differences between the opportunities of woraed men. It is also needed to envisage the
mechanism of ensuring equality, first of all withire civil service system.

The task on transferring the gender sensitive qunoé public administration to the
concrete procedures is within the CSAKR competenidee function of CSAKR is related on one
hand with definition of the strategy and on theeothand with implementation of the process of
changes, which stipulates coordination of stakedrsldcreation of required expert and project
groups on development of concrete polices, instnismef changes (training, methods of analysis,
solution technologies) and carry out general compaiive measures providing information on the
course of the achieved changes.

The main directions of the work of CSAKR assume:
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» Harmonization of the national legal framework amdgedure issues given the objectives of the
equal opportunitie®®

= Development and introduction of measures aimedchieging the gender balance at the
decision-making level in the CSAKR and in the csdrvice system as a whole, including the
special measures on providing additional trainmigtiie vulnerable groups.

= Determination of the standards of the gender deasdivil service system and the relevant
levels of competency on gender issues of both i svvant in general and the responsible
staff of the personnel department within the framewof the training strategy development
and preparation of the civil servants.

= Inclusion of gender topics to the list of questidmscontest based selection and attestation of
government officials as well as introduction of uggments on competency of the executive
staff on gender matters in the documents reguldkia@ctivity of the civil service system.

= Introduction of gender training programs in the G&Aat all levels, including the mandatory
courses and qualification raising programs fordtadf of the Agency focused on promotion of
the equal rights and opportunities policy and irdégn of a gender approach in the activity of
the civil service.

The next group of the persons responsible for impl@ation is presented by the state-
secretaries, heads of the administrative officevels as the personnel departments at the level of
ministries and agencies. It is necessary to provite representatives of this group by the
informational, educational, analytical, methodotadj instructive materials and to include them in
the activity on promotion of the equal rights pgliBesides, it is necessary to develop and
stipulate the mechanisms of responsibility for iempéntation of the set tasks.

The important agents of changes are the publigtutisins, in particular, trade union of
civil servants, NGO, independent network of momitgrand evaluation that can be involved in
lobbying the interests of the groups, which are adequately represented to carry out the
informational and educational measures, and coriddependent evaluation of the situation.

A special place is given to the international orgations that are implementing the projects
on support to the reforms of the public serviceerggthening the capacity of the civil servants and
facilitating expansion of women’s opportunities.d@dination of the international organizations’
activity, development of the strategy to promote phinciples of equality and equal opportunities
will contribute to increasing the efficiency of thrk in this area.

In general, speaking about managing the procesbaiges in the civil service, including
aimed at eliminating the gender discriminationdéems to be expedient to create a network
(alliance, council or etc.) with participation df stakeholders, which to begin with would assume
the responsibility for the development of the giggtof changes. It is also expedient to create pilo
innovation platforms on the basis of the governniemties to test the educational technologies and
models for managing changes.

“8 For detailed recommendations see the correspondawgion on recruitment of the government officials
qualification raising and etc.
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Annex 1

Outline of Analysis of Changes in Gender Equality Blicy Implementation
in Pilot Public Administration Bodies
1. Subject of previous survey.
2. Goals and Survey Questions
3. Methodology and Tools of Survey.
4. Representation of women and men in staff compasitio
5. Problem Serious (Set) (given the discriminationiésy
6. Recommendations based on the results of the pregmveys.
7. Practical solutions (what and at what level wasaygd).
8. Implementation of decisions (what has changedenrktitution).
9. Difficulties and obstacles in implementation of teeommendations and decisions.

The analysis was conducted based on the resutteahterview with the PAO staff and the data
received from the corresponding ministries and agsn
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Annex 2

Participants of Interview

State Agency for Civil Service Affairs ant of thdRK15 staff members have been interviewed, of
which 8 women and 7 men:

» Head of Departments — 3,

» Heads of Divisions — 4,

= Chief and Lead Specialists — 8.

Ministry of Finance of the KR. 8 staff members héeen interviewed, of which 5 women and 3
men:

» Head of Department — 1,

» Heads of Divisions — 2,

» Chief and Lead Specialists — 5.

Ministry of Education of the KR. 4 staff members/édeen interviewed, of which 3 women and 1
man:

» Head of Department — 1,

» Head of Unit -1,

= Chief and Lead Specialists — 2.

Ministry of Labor and Social development of the KRstaff members have been interviewed, of
which 2 women:

» Head of Divisions — 1,

» Chief and Lead Specialists — 1.

State Agency for Protection of Environment and Boyeunder the Government of the Kyrgyz
Republic. 2 staff members have been interviewesoth 1 woman and 1 man:

= State- secretary — 1,

» Chief and Lead Specialists — 1.
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Annex 3

Information on Gender Situation in Pilot Public Administration Organs*®

The Civil Service Agency of the Kyrgyz Republic

Representation of Men and Women

Staff of the agency consists of 72 people, of wil#6h(41.6 %) women and 42 (58.4 %)
men. Absolute lack of gender balance is observdalieatop management (executive) level of the
Agency, which is represented only by men. The Isglevel, where the women are represented is
the head of the Division and Deputy Head of thei®® Representation Office.

The women in the Agency are mainly concentratedhansenior administrative officer
positions and the positions of the leading spestialihe share of the women in further promoted
positions is incommensurably less than the shaneeof.

Hiring (Employment)

Hiring and promotion in the civil service positioimsthe Agency are carried out in line with
the Law of the Kyrgyz Republic “On Civil Servicef dugust 11, 2004\e 114 and based on the
professional qualities, experience of the persqrinislher capacity for work and interest in career
growth. That is, during the contest based seled¢tothe vacant positions in the Agency the sex of
an applicant should not matter.

Nevertheless, the commission members asked qusstdhe applicants-women unlike the
men, about the family (marital) status, presencenadll children or plans about having babies in
the nearest future. The women who had succesgfalbged the selection process for the vacant
positions in the Agency are confident that theibad assurance of the absence of such intentions
played not the last role in their appointment, cisbe to the new positions.

Qualification Upgrading — Professional Development

For the period under the survey 21 officers of @®AKR — 29.2 percent of the total staff
of the Agency have been on business trips abroadjcipated in the seminars, trainings,
conferences and training courses. The majorityhefstaff sent to training is men (18 people or 43
percent of the total number of the male staff) while same indicator for the female staff makes
10 percent. It should also be noted that one amdame men went on the business trips abrfad.

Marital status and presence of children are of ingmze in defining the candidate to be
sent to study tour (training course): mainly thdersaff was sent to the long term training courses
(the duration of one-two, half year or several rher(tLl2 men and 2 women).

¥ Dpatais given as of the time of conducting theveur(2007).

%0 |t should be noted that the organizers of thentngi set strict criteria and requirements to thetigipants of the

courses varying from knowledge of the languagééoage and sex. Therefore, the further analysiseoinformation

should be made given the fact of meeting of thelireqents by the candidates — the requirementedktiowledge of

the language in which the training is held, theustaf the event, area of responsibility, functicthaties — the area of
training and expected feedback etc.
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With respect to the targeted training courses amlirsars that are organized the Agency
level, many people recognized the difficulty of dggiincluded in the list, lack of transparency in
selecting the candidates. Mainly the men — 90 pérge to the prestigious business trips abroad.

As the women in the executive (management) positiorthe Agency are represented less
than the men it is necessary to strive to proviekart opportunities for retraining and qualification
upgrading. The gender analysis of the staff conjposisent for the professional development,
taking into consideration the gender aspects imifog the composition of the delegation for
participation in the study tours and training peogs should be institutionally established.

Lack of preferential opportunities for mothers &ise their professional qualification is also
in the list of the reasons reducing the competi@as in the professional capacity of women — civil
servants. The interview with staff members of ddfg ranks showed that very few people of both
at the level of managers and implementers are aalmret the provision of the Law of the KR “On
Civil Service” of August 11, 2004 114 stipulating a priority right of the governmefficials on
maternity or parental leave to training.

Promotion (advance in office), Positive and Neqgailncentives

In addition to the special requirements there aoh €riteria needed to be met for promotion:
the professional experience, diploma and certidfigadtn qualification upgrading, knowledge of
foreign languages and computer.

During the period in question no incentives and iatstrative sanctions on the Agency’s
employees were used.

Combining Family (houshold) and Office Duties

For the absolute majority of men — the Agency’s lyges the marital status is not an
obstacle to career development, on the contrarg,an attribute of man’s wellbeing and success.
The major part of the men has children. Only 7 raensingle. These are mainly young people
who have just started their career in the Agenchil®the share of women with unmarried or
divorced status is high in the Agency — 56.7 perdanother words more than half of the female
employees. The similar situation is observed fom@men of all age categories: under 30 years
old — 4 women; under 35 years old — 6; under 40abdve 45 years old — 4.

During the period in question 3 staff members - warof the Agency were on maternity leave.

Ministry of Finance of the Kyrgyz Republic

Gender Representation

Men and women are represented in the staff composif the Ministry almost on parity
principles: 143 women (53.5 %) and 124 men (46.4M4ik as civil servants. However, the men
and women are not equally presented in differenicgiral units of the Ministry. The biggest
misbalance is observed:

— In favor of men: in the executive management of\heistry 7 people — all are men; in the

Financial Control Department - 14 men and only 2Zn&a; Logistics Department 13 men
and 2 women;
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— In favor of women: in the Financial Planning Diwisj Personnel and Record Management
and Control Division — 100 percent are women.

The disbalance was also observed in considerafittmeogender issues in the hierarchy of
job positions. In general, the more men hold thecakve positions than the women (37 men and
31 women). In relation to the total number of thenven in the ministry the women — executive
managers make 21.7 per cent and the men — execodéinagers — 29.8 percent of the total number
of male employees. The highest positions wherenbi@en are represented equally with the men
are the head of the divisions or units. At the Hexel - Heads of Departments the women are
twice less than the men and there are no women gtherDirectors Departments.

Professional Development (Qualification Upgrading)

Out of 92 personnel of the Ministry promoted oves period of October 1, 2006 through
November 1, 2007 45 men and 47 women had undergtraéning and qualification upgrading.

Promotion (advance in office), Positive and Neqgailncentives

Regularity of unequal cost of time spent for capg®motion for women and men has been
observed in all the ministries and agencies atlealéls. The professional competency of the
women, which is measured by the educational lewel length of the years of service in the
specialized area, in most of the cases is everehigifan of the men. In order words the sex of
men has a significant impact on the speed of prmmpproving more advantages. Taking into
account the systemic character of this hidden idmscation towards women it is required to
undertake special measures to prevent it and eguidle opportunities for the career development,
growth for the employees of both sex.

Comparative analysis of incentives and administeagpunishment with respect to the
employees of the Ministry over the period of Jaguly 2006 through November 1, 2007 has
shown that in general, the number of women thagived incentives in the Ministry is slightly
more than the men.

Combining Family and Office Duties

Almost half of the female personnel of the Ministnave the status of unmarried or
divorced (70 people), while this is characteristiche women of all age groups: from 30 years old
— 30 women; above 45 year old— 28 women.

For the period in question 14 female employees3anmle employees of the Ministry took
the maternity leave. Most frequently the women theeleave for 3 years (about 80 percent of all
cases).

Ministry of Labor and Social Development of the KR

Gender Representation

In general, the misbalance in the Ministry of Lalmwobserved toward the prevalence of
women: out of 84 personriélthe women made 60.7 percent (51 people) and 39@pt - men
(33 peoplef? Only in two out of fourteen structural departmenitshe MLSD the number of men

51 Staffing table (structure) envisages 92 peoplafdle period of the survey - 31.12.07 there v@wacant positions

in the MLSD.

2 Ne 9/5516 of December 31, 2007 — MLSD’s responséhéorequest of the Department for Economic and $ocia

Policy of the KR President Office carried out tonitor the implementation of the Decree of the Riesi of the KR
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exceeds the number of women: in the Informationhietogies Department and Internal Control
and Audit Department. The situation has somewhatared compared with the previous survey
results. For example, in 2003 the share of womethénformer then the Ministry of Labor and
Social Development of the KR made 76.2 percentenhien — 23.8 perceni.

In considering the distribution of the employeessby from the position status standpoint it
turned out that there is a gender balance at thigcpb position and senior executive level: the
position of the minister is held by a woman, thatestsecretary is a man, out of two deputy
ministers — one man and one woman.

The position of directors, heads of departmentstaaat deputies (11 to 3) are principally
held by men. And starting from the position of bead of the Division, unit and lower the share of
women significantly exceeds the number of men.dnegal there are more men than women at the
executive management level (4 and 2).

Thus, despite the aggregate formal compliance efnien and women ratio among the
Ministry’s personnel with the Decree of the Presidef the KR “On measures of improving the
gender policy” of March 20, 2008e 136 (which states that not less than 30 percethefstaff
should be from the less represented sex), it iSoolkvthat there is a gender misbalance and
horizontal and vertical asymmetry at the breakdbwithe level of the positions held.

The traditional the age dependence of the job iposivas detected in the MLSD at the
Deputy Ministers level, where the women holdings tposition at that time was 9 year older than
her college — the man. At the same time, the mbaads of departments and their deputies are 8-
12 older than their colleges —~woméiilhere is a minimal age difference at the leveltoétand
leading specialists : the men holding the aboveesabsitions are 1-3 years younger than their
colleges- women.

Recruitment Hiring

The composition of the attestation commission hgsraler balance (3 men and 4 women).
There is no considerable asymmetry in the numbéiteaf applications from men and women (84
— men and 92 women). The contest was 3 candidates fposition, women were selected
somewhat more often: about one fourth of the metieghand less than fourth of the women were
selected by the results of the contest. Women rbadg percent of hired. As a result the existing
gender misbalance in the ministry with predominasfo@omen has increased.

Professional Development

In accordance with the data on the professionatldgwment (qualification upgrading) of
the MLSD staff as of 31.12.07 the situation witfresher training courses in the country is the
same for men and women: neither men nor women ¥eethese courses. The opportunity to
participate in the medium term training courseabr(from 15 days to 3 months) (in Japan) was
provided to 1 man.

Career development, positive and negative incerstive

“On measures of improving gender policy” of Mardh 2006 / Questionnaire with description of therent situation
on representation of women and men in the goverhbies and local governments.
>3 Women and men of the KR, collection of gender breown statistics, NSC KR, Population Fund UNDP,
Bishkek, 2003, page 75.
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According to the data provided by the MLSD on praioo of public servants who hold
administrative positions in PAO, attestation ofgmemel was held 6 times. Based on the results of
the attestation the class ranks were not awaraedh(¢ first time and regular) to 48 women and 33
men.

Judging by the provided data on rewards and pas/aeffmen are promoted and punished
more often than men (301 rewards and 3 disciplingagictions versus 140 rewards and 1
disciplinary sanction). This is probably connecteith their numerical superiority in the given
PAO.

Combining Family and Office Duties

In all the positions the matrimonial status of wonexceeds the men in numbers:
— in the MLSF the number of unmarried women pradycakceeds twice the number of
unmarried men (12 and 7 people accordingy);
— among the divorced and widowed — only women (2&pdople);
— 17 women and 7 men are not married. All the singken are at the age of under 30,
whereas ther are unmarried among the women agtefad0 and 45;
— women also prevail among the married (38 peopl@)ried men — 23 peole.

The men in the MLSD do not use the opportunity mest by the legislation to take a
child-care leave. 4 women used this opportunityy bfrthem up to 3 years, 1 —up to 1 year and 1
— 4 months.

It should be noted that in the course of the regmgtconducted during the period in
question restructuring, reorganization and separatf the Ministry of Labor and Social
Protection of the KR into several independent PAMin{stry of Labor and Social Development,
State Committee for Migration and Employment, Stegency for Vocational Education under the
Government of the KR) the institutional memory @oin terms of the gender policy system and
principles was lost and the previously trainedfdtahsferred to different PAO.

Ministry of Education and Science of the Kyrgyz Repic

Gender Representation

On the whole, there is a misbalance with predonueaof women in the Ministry,
practically 2/3 of employees are women. This sitimthas changed little as compared with
previous surveys. The share of women in the fordhieistry of Education and Culture of the KR
was 68.6 %.

Close examination shows a picture consisting décbght fragments:
= Men are dominating at top-managerial positionfatratio 4:1;
»= Equal representation of men and women can be ad$émthree out of five infrastructural
and non-cor¥ divisions;
» |n administrative divisions which directly manag#eatent levels of education, the share of
women is twice as much than of men.

% professional occupations which are not directiynarted with education: lawyers, economists, masagte., and
in which there is no misbalance in staff trainiygtem and in direct field of activity.
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Thus, although formal analysis bears evidence obra@ance to the Decree of the President
of the KR “On measures on improvement of gendeicpblt 136 from 20 March 2006, the real
range of problems becomes clear in a disaggreggigaach.

Horizontal asymmetry in MEC is accompanied withosgly pronounced vertical
misbalance. The number of men at senior, top atitigab positions is twice as much than the
number of women-senior executives.

Incidental for other governmental bodies regulattigt women holding senior administrative
posts are twice elder than their colleagues-memigroved by the collected data, but to a larger
extent it is connected with the fact that womercpeally do not hold such posts in the ministry.
At the same time, for junior and senior positioms kagging of average age among women range
from 3 to 15 years.

Hiring (Employment)

In the composition of the attestation commissiomnaee predominating. There is no
considerable asymmetry in the number of filed aygpions from men and women. The contest was
2 candidates for a position, women were selectetestat more often: less than a half of men and
more than a half of women were selected by thelteesfithe contest (61% of hired are women).
Consequently, the existing situation with the germance in the ministry is enhanced.

In 2007 altogether 25 vacancies were announcec twimen applied for positions of head
of administration and director of department, 3hefm were hired. 12 men and 25 women applied
for positions of senior, leading and junior spastal approximately half of them was hired - 6 men
and 14 women.

Professional development

Data on professional development of the Ministigfsployees from 01.01.06 to 01.11.07
both by duration and by categories of countriesakbout almost equal in absolute expression
number of women and men who have the opportunigduitional education. But in view of the
fact that 2/3 of ministry's employees are womes thtio does not seem to be perfect.

Career development, positive and neqgative incerstive

The evaluation of employees was not carried owtoimnection with the reorganization of
the ministry but it was planned for February 2008e woman and one man were awarded class
ranks.

Due to the fact that the number of men in the nhipis considerably lower and the number
of case of receiving money reward by men and woditers little, men receive such a common
reward comparatively more often. Administrative dans are used somewhat often towards
women, but this apparently is connected with thamerical domination in the ministry.

Combining house-hold duties (family responsibiliieand employment duties

54% of men and 39% of women are married, whileetlzge no divorcees among men and
9 divorcees among women. The number of single woisi¢giree times as much than the number
of single men.

Men in MES do not take an opportunity to take thateamity leave. 4 women took the
offered opportunity: two — when children attaineglay and two —3 years.
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State Agency for Protection of Environment and Fatey under the Government of the Kyrgyz
Republic

Gender Representation

In general, there is a misbalance in SAPEF withdpn@nance of men who are by 11
people more than women (49 versus 38). Situatidh thie representation of women is somewhat
improved as compared to the period when the sumas/conducted in the Agency (2006—2007):
the number of men holding positions of top and naddanagement was 2,4 times higher than the
number of women, among 28 top and middle manageysGowere women (or 26%).

Mainly men are holding positions from director diet Agency to the deputy heads of
departments (political, superior and main admiatste). There is an equal number of men and
women among heads of departments in managemeatus&wand department managers, as well as
among the specialists of thé& tategory; and there is a slight numerical supiéyiaf women at
the level of main specialists. There is a consideranisbalance at the level of key specialists,
where the number of men is almost twice as much tih@a number of women.

Women who hold senior administrative positionsader than their colleagues-men: at the
level of heads of departments the disparity in iage,5 years, deputy heads of department — 19
years, key and main specialists — 2-5 years. Inderable age-related preponderance of men (2
years) can be observed only at the level of spstsal

Hiring (Employment)

In the composition of the attestation commissianrtien are predominating (10 to 3).
There is a considerable asymmetry in the numbéteaf applications from women and men (1 to
14). The contest was 3 applicants per vacancy. ©nk/ woman who had filed application for
admission was employed in SAPEF based on the sesiuihe contest.

Other vacancies were filled without a competitibtereby, 22 persons were hired by the
Agency; the number of men hired for such categoolesdministrative positions as principal,
senior and assotiate was twice as much than thé&uaf women (10, 4, 2 men versus 4, 2 and 0
women).

Professional development

Data on professional development of the Agency'plegees from 01.01.06 to 01.11.07
show that only one woman among all the employeethefgiven PAO has been afforded an
opportunity to obtain additional education in tlead-term courses (more than 3 months) abroad
(in Japan).

According to the data provided by SAPEF no profasali training for the reservists of the
given PAO was conducted in 2006—2007.

Career development, positive and neqgative incerstive

According to the data provided by SAPEF on promotad public servants who hold
administrative positions in PAO, no personnel &iegtion or qualifying examinations were held
during the period from 2006 to 2007. Accordinglye tclass ranks were not awarded (for the first
time and regular).
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Judging by the provided data on rewards and pay-oigén are promoted and rewarded
more often than women (12 rewards versus 4). Thigrobably connected with their numerical
superiority in the given PAO. Administrative sancis are not practiced in the Agency.

Combining house-hold duties (family responsibiliieand employment duties

30,4% of women and 69,6% of men are married. Tmebau of single women (11 persons)
is almost exceed by 91% the number of single mepefson). There are only women among
divorced and widowed (3 women in each category)maio constitute the overwhelming majority
among celibates (17 of 18 persons). The only atdilman at the age under 30 years old, while
single women represent the whole number of agegoaes: 5 women — under 30 years old, 3
women —up to 35 years old, 7 women — up to 40 yaldrand 3 women — above 45 years old.

Men employed in SAPEF do not take an opportunitiaie@ the parental (child-care) leave
according to the legislation. 5 women took the i@teopportunity, while the duration of maternity
leave of all of them made 3 years.

Comments on gender reporting in the pilot publim@mstration organs

The data provided at the request of DESPKRPO amdsK&Sn November 2007 and given
in the tables mismatch at times because diffeedies were prepared over different periods. Many
tables contain only primary data which do not allewidentify immediately the situation and
define the trends. It is probably necessary tomenend CSAKR to improve reporting forms and
prepair for the employees of personnel managentéR} pffices and accounting departments an
instructive letter on filling data and their furthanalysis for their use in the implementation of
gender policy.
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Annex 4

International Experience of Gender Equality Promotion in Public Administration

Hiring procedure like a civil service structure h#s own peculiarities and varies from
country to country. However, there are some comm@mominators, which could be treated as
standards. The main thing in the hiring procedwsethe principle of non-admission of
discrimination and universal equal access to thg service or to the public employment based on
the professional qualities irrespective of the raaionality, origin, religion or political views.

Discrimination in hiring due to different reasoissa significant problem, which should be
systematically focused omirect discriminationincludes less favorable treatment under equal
conditions with other applicants to the same jobifimn due to some characteristic features (for
example, sex, age, race, religion, origin, natityaldisability). An example of direct
discrimination can be a refusal to provide a jobatwvoman, because she may take a maternity
leave. Indirect discriminationincludes creation of such conditions or settingunegnments that
decrease the opportunities of the applicant witlaowytjustifications.

In hiring the gender discrimination (discriminatiagainst a human being or a group on the
basis of sex) often creates a certain problem. &edcrimination can be either intentional or
systemic.ntentional discriminatioris classified in cases of preconceived attituderoployers to
women based on the assumption that the women areapable to perform certain types of work
due to assumed physiological or psychological tiffiees or presumption and that a woman can
cause additional difficulties to an employek. systemic discriminatioms to a greater extent
unintentional and refers to the organization antloel that create obstacles to women in applying
for a job, which is traditionally considered to Imeasculine or study in this field. Thus,
discrimination not only limits the vertical mobiliof women (career promotion) in the institution,
but it may also affect their opportunity to accasshe job positions, where the men dominate and
the sectors of economy as trade, technology anéntsic-research spheres (horizontal
segregation).

Anti - Discriminatory Measures in Civil Service Elapment

As a step towards achieving the gender equalitihienabor market, many countries passed
the legislation on gender equality and the lawshimiting discrimination in the area of
employment by sex. There is a growing recognitibthe fact that the discrimination is first of all,
a systemic and unintentional and in order to stog jrevent it in future it is required to take
measures that will go beyond the legal prohibitiowéth this purpose many countries have
introduced thepolicy of equal opportunitiesn hiring aimed at stopping and prevention of thg s
discrimination in employment (or based on othetdexlike age or nationality). There are two
possible approaches in implementing of such policy.

The first approach is principle aqual opportunitiesThe policy proceeding from this
approach may include hiring and training of womed ¢&e additional measures streamlining the
combination (reconciliation) of family and profemsal duties, for example, providing the leave to
the citizens with the family and household dutiparénts and other relatives — grandfathers,
grandmothers and etc. fiduciary), a flexible workexdule and etc.

The second approach & principle of equal results (outcome)his policy which is
sometimes called special measures by the expertpositive actions and usually presents
temporary measures aimed at removing the impac¢hefprevious discrimination. This policy
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assumes that it is difficult to achieegual opportunities if some groups enter the labarket
having unequal starting opportunities due to thlvipus, historical discriminationAs soon as the
consequences of the past discrimination is comleated the target groups ate presented in the
institution in equal proportion the special measuskould be removed. An example of such
special measure is a system of quotas. Introductian quota system for women is a qualitative
transfer to the policy of precise goals and meantsis rather effective. At the same time, quotas
lead to the serious issues and in some casesong sesistance?

The Canadian Law on equal employment obliges thaigp@and private sectors of the
federal employers to analyze their labor force,ellgy relevant action plans on employment and
submit annual report on representation of the cegeoups in their labor force Instead of quotas
the employers are obliged to establmantitative targets and take measures to achibeent
They are also obliged to establish theheduleof achieving goals, control and monitor and
evaluate the results. The Canadian Commission fonah Rights is authorized to control the
compliance of employers with their action plan empéboyment. The audit of the Commission is
based on “negotiations and persuasion dictatetidguiding principles of the law and the lengthy
experience of the Commission to agree the obligatiwhere it is possible. If this process is not
implemented then the Commission can write a cormbuand any party may go to the court to
settle the disputable issues".

In many countries the policy of equal opportunitiesemployment is recently introduced
and its results are not thoroughly studied. Howgethlere some facts in the United States, where
there are positive actins have been in place f@etldecades, which demonstrates that such policy
has increased the employment of women and incomheeatuced the staff turnover.

In the Republic of Ireland the goal of the gendguiadity is to ensure that one third of the
positions in the key medium management level (atlével of heads of the CEQO) are held by
women. Setting of such goal enables to increasantingber of women that can apply for higher
executive management positions. In 1997, the wohetth 24 percent of positions of the deputy
CEO. At present this indicator is at the level @f @ rcent. Promoting the equal opportunities in
employment in Ireland is supported by the practgatielines and procedural code developed by
the Ministry of Finance in cooperation with thedeaunions. These documents describe the rights
and obligations of all the personnel and assishplementing the policy.

Another form of the policy of equal opportunitiesemployment is the support provided to
the less represented groups or sex. Inadequafglgsented group or sex is encouraged to apply
for the job position. During the contest based meration of applicants, if two or more applicants
have equal qualification, an applicant from thes le=presented group or sex is selected. Support is
often reflected in the vacancy announcements, wlieee preference given to the socially
vulnerable group or less represented is specifléek countries with totalitarian history or the
history of ethnic tense relations have strict msfions guaranteeing equal access to the civil
service. Sometimes this includes quotas based enethnic, religion or tribal affiliation or
regulation of the equality of applicants is subjést consideration of the Employment and
Decision-Making Commission.

In addition to the special measures there are attethods of contracting the employment
discrimination. One of them is — discriminatiawareness raising dhose who are involved in the

% The opponents of the special measures admit theyt ire based on collectivism and are another fofm
discrimination; therefore it increases the proligbdf refusing to hire the competent applicantg do belonging to a
specific group. Apart from that, it is believed tifae special measures depreciate the achievemgtits people, who
are selected thanks to belonging to a certain groufpnot due to their qualification.
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selection process. This includes understandinghefbasis of the discrimination and also the
available special measures to facilitate equatitthe civil service. Employment Service should be
familiar with the basis of the gender discriminatiand the norms and concepts created by the
gender stereotypes. The means of achieving theeaess is training on the gender sensibility
issues and providing experts in hiring processe@sfly at the stage of interviewing. However,
knowing does not automatically mean obligations #retefore the understanding is frequently
supplemented with some types of special measlingsmportant to note thahe special measures
without proper understanding by those who are ®them, most often brings to disappointment
and mistakes.For example, when the Employment Agency encouragesen to apply for job,
despite the presence of the gender balance, thysleaa to the situation when the institution,
where the women dominate supports hiring of moreei.

The main problem imestricting the discrimination in the hiring proses to disclose
favoritism of applicants representing a certainiaogroup or the sex. Favoritism includes
nepotism, bribery patronage and prejudice with neééda certain groups or the sex. Bureaucratic
prejudgment inevitably stimulates the subjectiviand discrimination and therefore transparency
of the hiring procedure and the responsibility @rextremely importance. In order to increase the
transparency the PAO often have the legislatioterms of providing access to the information
and openness of the civil service.

In some countries, for example, the Scandinaviamtees, all the results of testing and
minutes of the hiring process are théblic documentaccessible to any citizen. In other countries
the interview is video taped or audio recorded.seEhecords later may be used to determine if the
interview was properly conducted.

Accountability can be achieved when the decisiokinga persons in employment bear
responsibility for their actions and accountablehe administrative and judiciary court. All the
applicants should have the opportunity to appeairsf) any actions or decisions to the higher
instances. These are the Councils for complaintkiong procedure or the Agencies, ministries.
Any decision in its turn should be subject to appeahe court. The applicants should be informed
how and whom they can submit complaints and dunihgt period. This information should be in
all the decisions that are sent to the applicants.
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