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Abstract

The paper examines the innovative HR practices of regional administrations in Rus-
sia and the inter-regional cooperation between HR departments of regional govern-
mental bodies; in practice the dissemination is complicated by their relations with
the federal bodies (national level) responsible for civil-service regulation.

The authors use the case of Russia to describe the positive experience of blend-
ed inter-regional (horizontal) and federal-local (vertical) cooperation between HR
departments of the civil service (federal, regional, municipal) that started as a “best
practices” initiative, guided by the Ministry of Labor and Social Protection of Russia
(MLSP of Russia) in 2015. Several cases of such cooperation are described as exam-
ples of positive influence on the civil service with pushing changes, and as a tool to
foster civil-service reform.

Our findings lead us to the conclusion that the knowledge and motivation
accumulated by the innovative HR practices in regional governmental bodies en-
ables them to overcome political, administrative, financial and legal barriers in
public-service reform. From a theoretical perspective, the research shows that the
theories of public-administration service reform (institutional and instrumental)
should take into account the regional HR practices and inter-regional cooperation
that promote those practices. Specific features and benefits of regional innovations
help to compensate for the lack of formal political support of reforms, or to conquer
bureaucratic resistance to change. As it happened in Russia, the regional initiatives
facilitated multiple leadership behaviors that have the capacity to increase the will-
ingness to experiment, expand commitment to innovations, and boost motivation
for professional development.
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Future research on the influence of new regional HR practices on civil-service
reform can be concentrated on the exploration of regional communities of practice
(CoP) that are involved in the process of elaborating and disseminating new HR
practices. It will provide a better understanding of the limits and possibilities of the
regions to support civil-service reform on a national level.

Key words:
civil-service reform; HR inter-regional cooperation; regional civil service;
HR practices.

1. Introduction. The problem of finding the appropriate tools
for fostering civil-service reforms

The problem of fostering administrative reforms is relevant for both EU countries
and their neighbors. Countries with an absence of political and/or administrative
will for reforming, quite frequently just imitate the support of reforms, doing al-
most nothing to introduce real changes. Other types of countries that are trying to
implement real reforms with the support of political leadership face the resistance
of administrative elites and other valuable actors (big corporations, corrupt state
contractors, law-enforcement bodies’ top authorities that are afraid of changing the
balance of power against them, etc.) that may also block reforms. So, in the absence
of political and administrative support, administrative reforms go through repeat-
ing cycles which end without a tangible effect.

Civil-service reform is the most difficult to manage within the whole spectrum
of administrative reforms as it is the core and most influential part of governmental
changes. The problem of how to shape civil-service reform in countries with a lack
of political or administrative will to provide strong support for civil-service reform,
not only on the part of citizens, but also regional governmental bodies (region-
al and municipal administrations), can be converted into some “technical” issues.
Among them, we would like to focus on the problem of how to create the support
for public-service reform from the bottom up starting at the “middle administrative
level” in regions. One of the solutions, which was prompted by the Russian practice,
was to support HR innovations by involving HR offices of regional administrations
via establishing strong horizontal and vertical communication and cooperation,
launching innovative HR regional activities, and extending them to national civil-ser-
vice reform through the national competition of the best HR practices. Since both
the competition itself and the positive results obtained from its implementation are
completely unique, the description of this case will be useful not only for reform
administrators, but also for the entire scientific community that deals with the de-
velopment of the civil service.

For Russia, one could find all the symptoms of the problems in reforming:
civil-service reform in Russia is cyclical and incomplete in its results (Barabashev
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and Prokofiev 2019). The Russian political elite has pretended to start reforms twice
during the last decades. Later, in every cycle, the reform was curtained off. All at-
tempts to carry out reforms “from above” came up against a lack of desire and cohe-
sive resistance of all stakeholders.

Involvement of Russian regions into civil service reform historically
(1991-2014), was minimal. HR offices of Russian regional administrations were
“too strict” to act out of line and appear to be insubordinate, to do something in-
novative outside of existing federal regulations. In most cases they just copied the
federal laws and rules. The reasons for that type of rigid behavior are quite obvious.

(i) The first concern of every regional bureaucrat is to evaluate the possible reac-
tion of federal authorities on regional innovations. Will the federal authority
support it, or not? It can be potentially dangerous to start acting innovatively
for a single regional HR office without understanding how the federal authority
will evaluate the changes. In such conditions it is preferable not to act at all or to
act cooperatively (inter-regional cooperation). The reduction of individualized
responsibility through collective (coordinated) actions is vital for success. But
how can we facilitate such inter-regional cooperation?

(ii) High risks of innovations. Management innovations in governmental region-
al bodies are followed not only by positive, but by negative effects, too. The
negative effects might include: deformation of the traditions of bureaucratic
behavior (in Russia they are rather different in such regions, such as Caucasian
national republics, Far East regions, Moscow and Saint Petersburg as multina-
tional conglomerate entities, regions of Central European part of Russia, etc.);
negative reshaping of HR decision-making, and the transfer of human and fi-
nancial resources. At the same time, positive effects of HR innovations are not
evident.

The regions of Russia are potentially interested in inter-regional training
programs, exchange of innovative HR practices, sharing intellectual capacities for
the improvement of regional normative acts, and the transfer of knowledge and
HR management know-how, but they need the mechanism of inter-regional co-
ordination.

The paper concentrates on research on the relatively new style (since 2015)
of regional administrations HR offices’” behavior, in elaborating and disseminating
innovative HR practices and their cooperation as the tool to foster civil-service re-
form. We will analyze some examples of innovative practices of HR offices in Russia
and will show how it influences civil-service reforming on a national level.

The purpose of this paper is to describe organizational and administrative tools
with a good potential to break down these barriers. We will focus on a phenomenon
that began as the participation of HR offices of state and municipal organizations
in the all-Russia competition of HR practices in civil and municipal service (since
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2015) and that put pressure on reform from the bottom up. We will explore present
regional processes of HR practice elaboration with the purpose of finding the early
elements of innovation, the capacity of regional administrations’ HR offices to co-
operate with regional HR offices of other regions (horizontal cooperation) and with
the federal bodies responsible for civil-service management (vertical cooperation).
We will refer to the survey data from the ongoing experiment on the promotion
of innovations in HR departments of regional and municipal bodies of Russia, the
so-called annual national competition on best HR practices, operated by the Russian
Ministry of Labor and Social Protection, MLSP (Ministry of Labor 2019), to the
data from the expert group of MLSP, which is responsible for the evaluation of HR
practices, and to the sources that were already published about this competition
(Zajceva and Nezhina 2019).

The findings can be used for: (i) future development of the network forms of
professional interaction among regional HR offices; (ii) the limitation of the role
of the federal center by converting the federal bodies (Russian case) responsible
for civil-service management into platforms for experience exchange; (iii) the es-
tablishment of conditions for partial replacement of strict legislative norms with
guidelines and recommendations that will not block but support innovative man-
agement decisions.

2. Overview of civil-service reform in Russia as the neighbor
of the EU

2.1 PA reforms analysis

Public administration reforms (PA Reforms) are examined in numerous studies.
The theoretic approaches for PA reforms mostly concentrate on the comparative
studies of PA reforms or on its institutional dimension. The description of compar-
ative and institutional theoretic approaches for PA reforms in Europe can be found
in Kuhlmann and Wollmann (2019). From a PA/governance-paradigm perspective,
the classical understanding of recent PA reforms in Europe is described in Pollitt
and Bouckaert (2011) as the mixture of Neo-Weberianism with NPM instruments
of public-service provision, public-evaluation procedures, responsiveness to citi-
zens, etc.

The COCOPS (Coordinating for Cohesion in the Public Sector of the Future)
Top Executive Survey, which was implemented from 2010 to 2014, and then sys-
tematized in Hammerschmidt et al. (2016), has customized European PA reforms
according to such dimensions as countries’ orientation on some paradigms of gov-
ernance and in-depth cases that reflect the specifics of the countries’ governance
systems themselves.
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For the region of Central and Eastern EU countries and their neighbors, the
PA reforms are staying in the focus of scholars. A lot of books are concentrated
on the subject, including Kopric and Kovac (2017), Vintar et al. (2013), Bouckaert
et al. (2008). The Special Issue of the NISPAcee Journal (published in 2018 as the
part of regular Issue) is devoted mostly to PA reforms in the countries of the Cen-
tral and Eastern Europe region (Kopric 2018; Nakrosis 2018; Nemec 2018; Pesti
and Randma-Liiv 2018; Spacek 2018). The Working Group of NISPAcee, which has
existed since 2009 (currently - WG-3), concentrates its activity exclusively on the
area of PA reforms in the region. Looking at the evolution of research approaches,
one can see that they show the increasing complication of explored factors, cases,
actors, instruments and theories of reforms: contextual factors — institutional and
social contextual factors — variations of contextual factors; country-oriented cases -
groups of cases — impact of EU standards on cases; stakeholders - actors; leadership
- outsourcing - management and its instruments - innovations — general, mostly
Weberian theory of PA reforms - NPM theory of PA reforms — beyond NPM theory
of PA reforms - adjustments to local context — best practices — benefits for practi-
tioners — evidence and lessons to be learned. We believe that the inter-regional fac-
tor of PA reforms should also be taken into consideration, and we will show (using
Russian case) how it can enrich the research of PA reforms analysis.

2.2 Civil-service reform as a part of PA reforms

The civil-service reform as part of PA reforms seems to be the significant and trou-
blesome part of the interest of researchers. That is, we believe, because of the heri-
tage of the countries of the former Soviet bloc: the system of administration of these
countries has been based on ideological principles of decision-making and on the
lack of professional meritocracy principles of selection as well as the promotion of
bureaucracy (Nemec et al. 2017, 45). To shift from such a system to Weberian, or,
more recently, NPM and\or NPG principles of civil service is one of the most diffi-
cult tasks for all post-soviet countries.

The case of Russia is the most complicated one for analyzing among post-so-
viet countries due to the lack of in-depth knowledge of recent internal processes in
the Russian bureaucratic apparatus. The official statistical data are not enough for
reconstructing a clear picture of ongoing processes of transformation. Quite often,
attempts to collect more extended and detailed data fails due to the restrictions
surrounding administrative space in such a sensitive area, such as classified infor-
mation about the personnel within government bodies. That is why the analysis of
contemporary Russian bureaucracy and its reform is produced mostly from a polit-
ical angle, and the constructions sometimes are hidden and replace the real internal
process descriptions (activity of the HR offices of governmental bodies) with some
politico-administrative institutional explanations. We believe that the spectrum of
civil-service innovations and the actions for their implementation should be ex-
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plored “from an internal position”, based on an in-depth analysis of HR practice
cases in governmental bodies themselves.

The sources examining Russian civil-service reform, its history and trends
from the perspective of public-administration science, is divided into English and
Russian language literature, which just occasionally overlap and are often contra-
dictory. Among the research in English we would like to mention sources such as
Barabashev and Straussman 2007; Rowney et al. 2009; Obolonsky and Barabashev
2014; Pryadilnikov 2016; Gans-Morse et al. 2017; Gans-Morse et al. 2019; Nezhina
and Zaytseva 2018; Barabashev and Klimenko 2017; Kalgin et al. 2018; Nezhina
and Barabashev 2019; Dobrolyubova et al. 2018; etc.). At the same time, the basic
books and research articles containing a complex analysis of Russian bureaucracy in
a historical perspective (Gosudarstvennaya sluzhba 2009; Obolonsky 2011), about
the history of two cycles of civil-service reforms based on the materials of expert
groups that were participating in reforms preparation (Reforma gosudarstvennoj
sluzhby Rossii 2003; Reforma gosudarstvennoj sluzhby Rossijskoj Federatsii 2006),
are published in Russian, with no translation into English (as information for En-
glish-speaking readers, some authors of well-known works in Russian language in-
clude V. Yuzakov, G. Borschevsky, G. Kupriashin, N. Klisch, etc.).

The closest for our subject are the works devoted to the reasons for the lack of
success and of the cyclical character of Russian civil-service reform. The unfinished
nature of Russian civil-service reforms, as it is shown, is due to institutional factors
(Gel'man and Starodubtsev 2014; Kupriashin 2015), the political and administrative
elites’ resistance (Obolonsky 2017; Sungurov 2018), limited capacities of the expert
community (Barabashev and Prokofiev 2019), the configuration of the manage-
ment system of reform (Borschevsky 2018; Borschevsky 2017; Panova and Oparina
2015), and weak motivational aspects of reforming (Atnashev 2017; Ivanova and
Podolskiy 2017; Kalgin and Kalgina 2018). Despite the differences in explanations,
all mentioned researchers agree that the absence of success in civil-service reform
in Russia, and the curtaining off of reform after an inspiring beginning to every
cycle, is caused by the lack of political and administrative will at the top level of the
Russian government.

3. Research questions, hypotheses, tasks and research
methodology

Our research is initiated by the question, how do the HR offices of regional and
municipal administrations in Russia promote and stimulate civil-service reform?
The research questions are as follows:

1. What kind of horizontal and vertical mechanisms of communication and col-
laboration between HR regional and municipal governmental organizations,
and those from federal authorities in support and dissemination of regional in-
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novative HR practices, actually exist (from 2015)? How does it stimulate the
initiative coming from regional and municipal level?

To outline our research, we will try to explore how the national regulator has
recently organized the support of civil-service reform in a bottom-up mode.
We call this form of support the “soft support behavior”. The essential feature of
the “soft support” of civil-service reform is to initiate the active exchange of HR
ideas and innovations created by regions themselves, to help regions, instead of
strictly managing the regional HR processes by federal authorities.

2. What kind of innovative HR practices that are in demand for civil-service re-
form are developed in regional and municipal HR offices? What do such inno-
vative HR practices look like (examples)? Which HR practices appear in the first
place and why?

We will show some cases of innovative regional HR practices that are beyond the
existing Russian civil-service legislation and have great potential for increasing
the quality of the civil service in Russia. We will explain how and why some HR
innovative practices that were created and nourished in one region, were later
supported and enriched by other regions.

The main methods of this research were case studies and document analysis.
For the first part (case studies) we identified and analyzed 27 cases from region-
al practices and 6 cases from the practice of federal governmental bodies that
became winners during years of competition. The basis for the analysis of the
documents were the materials of the competition committee, as well as reports
of MLSP on monitoring the results of the implementation of best practices in the
activities of state bodies at all levels.

4. Research

The recent (since 2015) model of the HR activity of regional state and municipal
bodies in Russia might be represented as a two-level collaboration mechanism. The
essence of this model is as following: (1) horizontal cooperation between region-
al and municipal HR offices is mediated by vertically shaped procedures of inter-
action with federal bodies (kadres departments inside the federal ministries); (2)
the result of this interaction is the appearance of a cumulative effect: horizontally
shaped exchange of best practices is converted into an elaboration of some synthetic
inter-regional practices with a higher level of innovation. The process of elaborating
and disseminating innovative HR practices passes through five steps: (i) generation
of new HR ideas/initiatives and their experimental implementation at the regional
level and application of this practice for the national competition; (ii) presentation
of results and joint discussion with colleagues from other regions during the final
face-to-face session of the national competition; (iii) selecting and awarding best
practices by the expert jury (expert group); (iv) posting a ready-to-use descriptions
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of “best” practices on the MLSP of Russia website; (v) mass implementation of inno-
vations by state institutions at the federal, regional, and municipal levels. As a result,
there is a gradual change in the sphere of public-service personnel management, which
entails a change in the entire system of civil service.

The methods of our research are based on and in-depth analysis of the national
all-Russia competition of HR practices in civil service among the HR departments
(or branches) of the regional municipal, federal bodies, other state organizations,
as such state corporations, that are managed by the Department of state policy in
the area of civil service and anti-corruption of the MLSP of Russia. We have used
the material of the expert group that is organized to manage the competition, the
data base of applications of the HR departments (over 200 applications each year,
at the start of the competition in 2015), and the discussion materials and presenta-
tions of the participants of competition during the annual conferences of the HR
departments that are organized by MLSP of Russia. As it is an event on the national
scale, this competition is reflected and resolved in a lot of decisions that are cur-
rently made, including the Protocol of the Joint meeting of Administration of the
President of Russia, and Apparat of Government of Russia in January 2019, and the
Order of the Government of Russia in support of the national competition of HR
practices in civil service (Order of the Government 2020).

4.1 The structure of the national competition on best HR practices in
civil service
The structure of the all-Russia national competition is divided into organization-

al structure and the structure of the competition itself (division of the subjects of
competition).

To describe the organizational structure of competition, we would like to note
that it is an absolutely new phenomenon for the Russian administrative landscape:
it brought together academics, HR consultancy experts, and practitioners with the
organizational support of MLSP of Russia. The expert jury has existed from the very
beginning of national competition since 2015 and has been renewed every year.
The expert jury is divided into sub-sections that evaluate applications according to
nominations announced beforehand. Joint meetings of the expert jury for the ap-
plications’ evaluation are organized (roughly) weekly prior to the announcement of
the winners and have the goal to discuss and to combine the experts’ personal eval-
uations. The conference for the exchange of new HR practices is organized as a one-
two-day national face-to-face event, gathering over 200 participants/practitioners
of the HR managerial level from government and municipal bodies representing
all regions of Russia (heads, deputy heads, senior specialists of HR offices). The
conference consists of a series of round tables, plenary session with presentations
of selected best HR practices by the winners, and poster sessions. Annually, around
5-6 practices receive 1*-level diplomas and 10-15, 2™-level diplomas. Establishing
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communication among the local bearers of HR practices is no less significant a goal
of this event than the selection of the best.

For the purpose of disseminating innovative practices and of breaking “the
fear of innovations” for HR offices of regional administrations to do something
out of the scope of existing federal regulations, the management and leading HR
specialists of regional, municipal, and specialized federal bodies should meet and
discuss the new ideas and mechanisms of HR work. So, in 2016, MLSP of Russia
decided to launch an additional project on interagency training and creating com-
munities of practice. Public and governmental organizations that were announced
as winners in the competition were chosen as the platforms for study visits from
other regions (31 platforms in regions of Russia, or on the basis of organizations of
the public sector and of some more innovative federal bodies). Those organizations
that wanted to implement a particular practice agreed with the platform organi-
zations on the experiences exchange, sending their representatives to internships.
As a result, during the next two years (2017-2018), more than 300 organizations
participated in this interagency and interregional experience exchange, in addition
to the annual national conference.

The goals and subjects of competition are reflected in its structure. As soon as
the Department of State Policy in the area of civil service and anti-corruption of the
MLSP of Russia launched the national competition, it immediately became one of
the most popular events in Russian civil- and municipal-service communities. Gov-
ernmental and municipal organizations from all over Russia were trying to show
their best to convince the jury that their practices are the most excellent ones and
that their HR-specialists are the most professional.

However, the main objective of the contest was not just rivalry or competition.
The main idea of organizers was to bring together HR professionals from govern-
mental and municipal organizations initiating the process of knowledge-sharing.
The national competition was designed to solve several goals:
« To start inter-regional collaboration and knowledge-sharing;
o To create motivation for change;
o To raise the efficiency and effectiveness of HRM practice in government and

public organizations;

o To create a pool of innovative practices (success stories) that could be further
used by HR practitioners in the public sector on federal, local, and municipal
levels;

o To create a professional community (network) of HRM specialists in the public
sector all over Russia;

o To raise the prestige of the human-resource-management profession among civ-
il servants, to attract motivated students to educational programs on HRM in
civil service.

237



THE NISPACEE JOURNAL OF PUBLIC ADMINISTRATION AND Poricy, Vor. XIII, No. 2, WINTER 2020/2021

A separate task was to create additional stimuli for the professional develop-
ment of specialists in human-resource management. It is known that in addition
to training in narrow professional areas, the most effective tools for professional
development are benchmarking, knowledge-sharing, and cross-training.

During its five-year history, the contest showed evident progress in terms of
the quality of applications and the value of communication between participants.
It is interesting to note that in the second and third years of the contest the number
of applications decreased to almost half of the original amount. At the same time,
the number of accepted applications increased by the same proportion (Figure 1).

Figure 1
Number of applications during the five years of the national competition on best
HR practices in civil service
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This figure reflects a very interesting trend: after the first round of the compe-
tition, applicants have become much more orderly in preparing applications. The
rigor of the jury, the high level of previous applications, which win the nominations,
have set high quality requirements for the next generation of participants. There has
also been a trend to resubmit applications from the same organization after signifi-
cant improvements in the following year.

Characteristics of participants also changed. We can see that the number of
federal ministries and agencies participating in the contest decreased, and the num-
ber of public and governmental organizations from regional and municipal level is
slowly, but noticeably increasing from year to year. Geography and status of appli-
cants changed as well. During the first year, the majority of applicants were repre-
senting big cities. After two years, the contest was joined by representatives of small
towns and municipalities from the most remote regions of Russia.
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The competition was organized with nominations in the following categories:

1. Integrated human resource management;

Qualification requirements;

Personnel assessment;
Personnel motivation;
Professional development;

Civil-service culture & ethics;

¥ ® NS T wDd

Anti-corruption activities;

10. Talent management;

Search, recruitment, and selection of personnel;

Professional adaptation and orientation;

11. Use of information technologies in HRM processes.

As can be seen from this list, the nominations cover all key areas of human-re-
source management in government organizations. They also reflect the specifics of

the civil service.

Table 1
Number of applications in nominations by year
Nominations/number of applications 2016 2017 2018 2019

Integrated human-resource management 8 10 11 7
Search, recruitment and selection of personnel 18 13 14 12
Development of qualification requirements 1 8 2
Professional adaptation and orientation 12 7 22 30
Personnel assessment 13 12 21 6
Professional development 16 13 11 1
Personnel motivation 10 15 13 14
Civil-service culture 5 5 6 7
Anti-corruption activities 17 10 12 11
Talent management 11 13 7

Use of information technologies in HRM processes 16 6 12

Table 1 shows that the most popular nomination every year is the nomina-
tion on professional adaptation and orientation. This can be explained, on the one
hand, by the prevalence of this practice in all governmental organizations. On the
other hand, it is relatively easy to use. It is also very interesting to note that search,
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recruitment and selections as well as personnel assessment are also among the most
popular practices.

As noted above, one of the main goals of the contest was to create a pool of
innovative practices that could be further used by HR practitioners in the public
sector on the federal, regional, and local (municipal) levels. All projects that won
in their categories were then posted in detail on the website of the MLSP of Russia
in a “ready to use” form. Subsequent monitoring revealed that even detailed de-
scriptions of the practices were not enough to stimulate their implementation in
other organizations without strong collaboration of HR offices and adaptation of
the practices to specific conditions of the bodies — “recipients”.

4.2 Cases of innovative HR practices and of their dissemination

For HR practices in the public sector, the term “innovations” has a special meaning:
it refers to the practices that close the gaps in national civil-service legislation, they
do not contradict the legislation, but at the same time are not mentioned in it.?

The process of introducing the innovative HR practices into governmental
and municipal bodies has two phases: the pioneering work of some HR office in the
elaboration and initial usage of HR practice, and in the next stage the inter-regional
cooperation of HR offices (dissemination of the innovative practice) in the form of
adaptation or of joint projects of a pioneering HR office and its followers from and
concordances with other regions/bodies.

Let us describe some of the examples that illuminate the essence of innovative
practices that goes through both phases. The selected cases presented different in-
novative regional HR practices, including: mentorship practices; HR management
complex computerization practices; practices of motivation evaluation; e-training
for servants; and summer career schools for students who would like to apply for
vacations in governmental and municipal bodies. All these HR technologies are not
mentioned in the legislation about civil and municipal service although they are not
prohibited by legislation. It helps better to understand the difference between the
new approach to civil-service reform based on inter-regional cooperation of “grass-
roots” activities (“bottom-up”) and the “standard” approach based on the principle
of centralized management of public-service reform (“top-down”).

The mentorship practice for young civil servants who were just nominated to
their positions was simultaneously initiated by several regions of Russia and initial-

3 Some innovative HR practices are already known and applied in business HR, but due to the spe-
cifics of the public sector (such as the difficulties for applying it in a huge governmental system,
or the case where some HR suitable for business procedures does not fit the legislation about
civil service, or the usage of HR practice being quite expensive in case of its massive application,
etc.), they were not used in governmental bodies even though they can potentially be re-shaped
and explored. Mostly, HR offices of governmental and municipal bodies are quite skeptical, if not
to use the word “afraid”, to introduce innovative HR practices or to borrow and test it because
of the high risks to break the rules and traditions of HR governmental routine work.
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ly applied to the all-Russia national competition in 2015 as the spectrum of different
local procedures of mentors’ quality of work evaluation, meetings of mentors, train-
ings for mentors provided in various ways, including the training by corporate uni-
versities, and regional legislative acts (varying from region to region) in support of
these initiatives. The following years, as those initiatives started to increase among
many regions of Russia, local procedures of one region started to be absorbed by
mentorship practices of other regions. As the next step (in 2019), four regions of
Russia (Yaroslavl oblast, Kostroma oblast, Lipetsk oblast, Voronezh oblast) jointly
produced the practice of mentorship for newly hired employees, including inter-re-
gional exchange of mentors (visits of best mentors to the regions/collaborators), the
joint inter-regional trainings for them, inter-regional competitions among mentors
and their “pupils”, and procedures of evaluation of the effectiveness of mentorship
standardized for all four regions. The inter-regional practice of mentorship shows
the popularity of the idea of mentorship for Russian regions and the significance of
this innovative technology for providing better quality of adaptation for young civil
servants regarding the conditions of their work in governmental bodies.

The project of computerization of regional HR offices’ work also started from
local initiatives of HR offices of different regional administrations in 2015. Among
these initiatives were the introduction of an automatic informational system of HR
for regional management, the elaboration of procedures of filling out the forms
about income and property by civil servants online, and the preparation of regional
electronic register of civil servants, etc. In 2019, these practices were developed,
especially in leading regions such as Saint Petersburg, Leningradskaya oblast, and
Tatarstan. These complex practices enrich each other and are discussed, using the
inter-regional platform for study visits. The trademark of this complex practice (as
it is presented by Leningradskaya oblast) is: total computerization of HR processes
based on establishing a one-shop window for all HR procedures and their concen-
tration in a joint HR department, and transferring the responsibilities for personnel
decision-making from top managers to mid-level personnel of the HR office. All
information for the Governor and for the Head of the Regional Government as well
as for the Heads of the Departments is available in an online regime via a specialized
program on the intranet. Testing of the candidates for vacant positions, checking
professional competencies, regular attestations, personal data, plans for profession-
al development are part of the e-system. Personal e-cabinets for civil servants of
the region were created and have an inter-active component (communication with
the HR department). The system has capacities to be extended and improved as
proposed by the Republic of Tatarstan, by using the software for the smart phones
of civil servants with personal access codes. The collaborative practices of comput-
erization of HR were continued in the e-evaluation of regional civil servants on the
basis of their KPI, as it was done in Saint Petersburg practice in 2017. They have
been developed recently by the Republic of Udmurtia, Novosibirskaya oblast, Ros-
tovskaya oblast, Altaj Region, Tulskaya oblast, Chelyabinskaya oblast, Komi Repub-
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lic, Khabarovskiy Kraj, the city Nalchik of Kabardino-Balkarskaya Republic, and
supported by some federal bodies, such as the Russian Ministry of Finance. This
practice goes beyond the federal technology, as the federal statistical portal of civil
service is less elaborated and can be used just for the purpose of data collection, but
not for managerial purposes.

The evaluation of the motivation of civil servants is outside the scope of the fed-
eral Russian legislation, but the regions along with some federal bodies (as examples
we would like to mention the Russian Federal Agency of Inspections in Health-
care Area, the Rosfinmonitoring Agency and the Russian Ministry of Finance) are
highly involved in elaborating the appropriate HR practices. The common vision
of these practices supported right now (by the City of Surgut, Vologodskaya oblast,
Novgorodskaya oblast, Lipetskaya oblast, Krasnoyarskaya oblast, Irkutskaya oblast,
Bryanskaya oblast) consists of motivational testing/evaluation by using a combina-
tion of questionnaires, behavioral cases, and scales of motivational risks, etc. The
results of the evaluations are used for promotion decisions, nominations of civil
servants to participate in training programs, elaboration of the measures to prevent
professional burn-out, and of the mapping of professional risks (such as inappro-
priate usage of material stimuli). The federal legislation is not developed in the area
of introducing the motivational instruments and evaluations, their usage in promo-
tion, nominations for the training programs on a personal basis, and remuneration,
etc. The methodic brochure prepared at the beginning of 2019 by the Russian MLSP
was inspired by the regional initiatives, but it cannot compensate the lack of federal
legislation.

The transition of training programs for civil servants into an e-format (e-train-
ing) became popular among Russian regional administrations years before the
COVID-19 pandemic, and right now it is flourishing rapidly. The reason for this
transition is that the instruments of continuing education for civil servants an-
nounced by federal legislation are outdated, the organization of the management of
this process is based on gathering the applications from bodies mechanically, and
combining of groups of civil servants from different bodies “by chance”

The first e-training programs, blended with off-line teaching, were elaborated
by the Moscow government in its corporate university of Governance of the Gov-
ernment of Moscow in 2016. Later, it was supported and improved by the Republic
of Bashkortostan in 2019 by the introduction of the system for managing individual
educational/training trajectories for civil and municipal servants by using the ca-
pacities of the internet regional portal consisting of constantly replenished e-train-
ing programs and courses. The system includes the preliminary computer testing of
the levels of professional competencies needed for a servant due to the execution of
their functions and for individual professional development as well as the automatic
nomination of the required training courses based on the result of tests. Passing the
training according to the individual trajectory in the electronic interactive regime is
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going through a personal e-cabinet (including distant evaluation of the progress in
competencies). The issuing of the certificate with the final results of training/scores
for courses proceeds automatically. The potential to include new courses and train-
ing programs upon requests from civil servants, to extend the portal for all regions
of Russia is in high demand by regions — such practices are improved recently and
accommodated to local requirements by Chelyabinskaya oblast, Permskiy kraj, No-
vosibirskaya oblast, Penzenskaya oblast, Altajski kraj, Kaluzhskaya oblast, and by
federal bodies responsible for the management of civil service in Russia. Also worth
mentioning is the strong alternate practice of e-training (on the basis of smart-
phone software) that was proposed in 2019 by Republic of Tatarstan.

The need to involve students who graduated in bachelor- and master-degree
programs into the programs for HR selection for the civil service leads to the cre-
ation of special technologies for students’ preparation to competitive selection. It is
very significant for students who graduated in the areas of public administration,
jurisprudence, political sciences, sociology, economics because they are in demand
in other sectors of the labor market with better salaries. As an example of the HR
practices for new personnel attraction, we would like to note the example of the
summer carrier school for graduated students organized by the Government of
Moscow (2018, 2019). It consists of a combination of video interviews and creative
tasks for the selection of candidates to participate (last year, the original list of appli-
cants was reduced from 5000 to 50 persons), arranging the team-building exercises
for the selected participants, the extensive classes and master classes, excursions
to the Government and talks with members of the Government of Moscow, net-
working, different professional competitions and trainings, and discussions with
concerned citizens, etc. This HR practice is developed also in Yamalo-Nenetskiy
Avtonomnyy Okrug, Sakha-Yakutia Republic, Ulyanovskaya oblast, Vologda city,
city Verkhhnaya Pyshma, Fund of Social insurance (Petersburg regional office),
Khanty-Mansi Autonomy okrug, city Perm, city Salekhard, Orlovskaya oblast,
Novgorodskaya oblast, Zabaikalsky kraj, and Tulskaya oblast. An additional reason
why it is so popular in Russian regions is rooted in the lack of federal regulations
of agreements of cooperation between educational organizations and administra-
tions/governmental and municipal bodies, and of the system of professional com-
petencies in universities educational programs shaped independently, without any
advice emanating from governmental bodies.

5. Conclusion and Discussion

The research shows that the new regional practices are influencing PA reforms on
the national level through the mechanisms of inter-regional (horizontal) and re-
gional-federal (vertical) cooperation. The results of our research can be outlined
according to macro and micro features of the above-described civil-service reform-
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ing. The micro features that characterize the capacity of stimulating the civil service
reform are:

« The ability of federal stakeholders (Administration of the President of Russia,
Apparat of Government of Russia, MLSP of Russia) to bring civil-service re-
forms to completion at the federal, regional and municipal levels is very limited;

+ The focus on regional and municipal levels, their cooperation with each other
and with the federal level authorities is a trademark of civil service reform in
Russia nowadays. In this new scheme, the federal ministries and Agencies (their
HR offices) are participating in the reform as part of the broad national move-
ment by not staying above the process and starting to behave as “local partici-
pants’, rather than stakeholders.

Micro features that outlined the capacity of HR regional offices of governmental
and municipal bodies to stimulate civil service reform consist of:

o The manifestation of a network of local interregional platforms for the exchange
and dissemination of best practices as a specific mechanism for reforming the
civil service;

o The emergence of joint local initiatives for direct inter-regional HR practice
co-production;

+ The involvement of an increasing number of regional participants in civil-ser-
vice reform processes and the introduction of a different style of local assess-
ments to select best practices.

Our findings generally demonstrate the necessity to take into account the re-
gional dimension of PA reform that can avoid the opposition of two approaches:
local independent regional reforms expressing the autonomy of regions vs complete
hierarchical subordination of the regions to unified civil-service reform initiated by
the federal center. Horizontal inter-regional cooperation is mediated in this scheme
by vertically shaped mechanisms (the all-Russia national competition). Also, a hor-
izontally shaped exchange of best practices is converted into an elaboration of some
synthetic HR practices collectively that can be and should be used as the sprouts for
new summarizing/centrally adopted legislation.

For future research, it is vital to explore the role of regional communities of
practice (CoP) consisting jointly of regional practitioners, leading analysts and ac-
ademics, with the participation of federal bodies responsible for civil-service man-
agement, in preparing and disseminating local HR initiatives. The schemes of this
co-productive work should be described and analyzed both in case studies and us-
ing the statistics of participation. To recognize it as some NPG construction for
civil-service-reform promotion may be the working hypothesis to describe this
phenomenon in Russia.
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In other words, we propose a strategy for research of CoP-shaped civil-ser-
vice reform, in contrast to existing research approaches toward civil-service reform
that are based on an analysis of formal institutes, political and administrative will,
and limits to push the reform by legislation-drifting as such. New kinds of research
questions arose, such as: Is it possible to realize the HR CoP “benchmark” reform of
civil service in cultural and social conditions other than those in Russia? How can
HR regional CoP be analyzed by different methods arising from case studies, such
as using statistical methods or indicative measuring of effectiveness?
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