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MEX/Y BJIACTbIO U HAPOZIOM = 69

ALEXEY DOTSENKO, EKATERINA BELOUSOVA, ELENA BOBROVA

FAS RUSSIA BEST PRACTICE OF MEASURING
EMPLOYEES' PROFESSIONAL PERFORMANCE

IN REGIONAL OFFICES

The article is prepared by results of development and
implementation of new personnel policy principles, in ac-
cordance with paragraph «R» of the Decree of the President
of Russian Federation of 07.05.2012 No. 601 “On Priorities
for Improving of the Public Administration System .

1 Decree of the President of Russian Federation of 07.05.2012 No. 601
“On Priorities for Improving of the Public Administration System” //
Corpus of Legislative Acts of the Russian Federation, 07.05.2012, No.
19. P. 2338.

DOI: 10.22394/2070-8378-2016-18-5-69-73

The Federal Antimonopoly Service (hereinafter FAS
Russia) is a dynamically growing regulatory body of the
Russian Federation. Established in 2004 by reorganisa-
tion of the RF Ministry for Antimonopoly Policy and Sup-
port to Entrepreneurs. The FAS Russia’s network covers
the entire territory of the country with regional offices
in each subject. Since 2004 it has been working on con-
tinuous modernization of the antimonopoly law, the trade
law, and the new law on contractual system. The service
has accepted to jurisdiction the following regulatory
functions: control over public procurement, including the
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AnHoTanmsa: OAHOHN U3 aKTyaJbHBIX NIPOGJEM /s OPraHOB IOCyapCTBEHHOM BJIACTH B HACTOsIee BPeMs SIBJISAETCS PalMOHAJIbHOE
HCII0/Ib30BaHMe KaJPOBBIX PECYPCOB, 0COGEHHO B CBA3M C IpeJycMOTpeHHbIMHU [IpaBuTenbcTBOM Poccuiickoit ®Pefepanuu cokpalieHus-
MU IUTAaTHOW YUCJE€HHOCTH.

3asiaya BHepeHUs NPO3PavyHOro, HOHATHOIO U CNPaBeJIMBOT0 MeXaHW3Ma IPeMUPOBAHHUS CJIy>KallUX, B COOTBETCTBUH C JOCTHXKEHHEM
[IOCTaBJIEHHBIX Nlepeji HUMH lieJlel B YCJIOBUSAX JJOCTATOYHO OFPAaHUYEHHOT0 06'beMa GpUHAHCUPOBAHUS, ABJIAETCS IepPBOCTENeHHON AJ1s
BceX BeloMcTB. He nckitoueHneM sBiseTcs U PesiepasbHasi aHTUMOHOIIO/IBHAS CIYK0a, B CTPYKTYPY KOTOPOH BXOAUT 84 TeppUTOpH-
QJIbHBIX OpraHa, PacloJIOKEHHbIX B KaX/10M cy6bekTe Poccuiickoit ®esepanuu.

B cTraTbe onucaH MUJIOTHBIM NPOEKT IO pa3paboTKe U BHEAPEHUIO eJUHON CUCTEMbI OLleHKH pe3yJbTaTHUBHOCTU NpodeccHoHaTbHON
CIy)KeOHON JeATeIbHOCTH CIYKaLUX TEPPUTOPHUAIbHBIX opraHoB, HauaTblii PAC Poccuu B 2014 roay Ha 6a3e 6oJiee ABAJLATH TepPH-
TOPHUAJIbHBIX YIPABJIEHHUH C LieJ1bI0 pellleHUs yKa3aHHbIX 3a/ad.

PaccMoTpeHHbIe METOJUKH OLIEHKH CIyXKal[UX 6bIM Pa3paboTaHbl C y4aCTHEM CaMHUX TEPPUTOPHATbHBIX OPTAHOB U YCIIEIIHO allpoOH-
poBaHbl Ha npakTukKe B 2015 1. Tak, 6e3 npuB/eYeHNs JJONOJHUTEIbHOr0 GUHAHCHPOBAHHUS U CTOPOHHMX CIIEI[Ha/INCTOB, HA 6a3e caMo-
CTOATE/IbHO pa3paboTaHHBIX [TOKa3aTeJed U € y4eTOM UX Jla/ibHelllell KOpPPEKTUPOBKY, a TaKXke 10 pe3yJbTaTaM ABYX 3TaloB MUJI0T-
Horo npoekTa B 2014 - 2015 rr., aHTHMOHOIOJIbHBIM OPraHaM YAaJ0Ch MOBBICUTb NPO3PAaYHOCTb paclpe/e/ieHus MaTepUalbHOrO CTH-
MYJIMPOBAaHHA U OLleHKU JieTeJIbHOCTH roCyJapCTBEHHBIX CyXKallHX.

ABTOpaMu onuvcaH NOps/IOK OLEHKH, BK/IIOYAIOLIMK METOAUKHU ONpe/ie/ieHUs] pe3y/IbTaTUBHOCTH B COOTBETCTBUM C POJIbIO COTPYAHUKOB
B pellleHUU 3ajady, nocrapyieHHbIx nepes PAC Poccum, ssleMeHTaMu KOTOPOM fABJIAIOTCA KadecTBEHHbIe NMoKasaTesau 3G PeKTUBHOCTH
JlesTeJIbHOCTH PYKOBOJUTE/Ned TepPUTOPHUA/IbHBIX OPTaHOB M UX 3aMeCTUTeJIeH, a TaKxKe CIyXalllMX, UCTIOJIHAILIMX KOHTPOJIbHO-HA/-
30pHble U obecrneyrBarle GyHKIUH.

[To MHEHUIO aBTOPOB, Ipe/iCTaBJeHHAsA METOAMKA [103BOJISIET MOBBICUTD 3QYEeKTUBHOCTb MOHUTOPUHIA M KOHTPOJIA 3a pacnpe/ie/leHHeM
GYHKUUMI M HAarpysKu Mex/Ay CIyKallMMHU C L[eJIbl0 paljMOHa/JbHOTO IJIAHWUPOBAHHUS AeATeJbHOCTH, a Takke 0600CHOBAHHOI'O MPUHATHSA
yIpaBJ/ieHYeCKUX pelleHUH co CTOPOHBI IeHTpabHoro annapara PAC Poccuu.

PaccmoTtpenne onbiTa PAC Poccun no3BosisieT pacpoCTPAHUTD ero NPUHIMIIBI M HOAX0/bl K CO3/JaHUI0 YCI0BUH NPO3payHOl U 06'bek-
TUBHOM CUCTEMbI OLleHKH JlesITeJIbHOCTH TOCyJapCTBEHHBIX C/IY>KalllUX, a TAK)Ke UX MOTUBUPOBAHHs Ha Aipyrye OpraHbl BJACTHU U y6/114-
HOTO ynpaBJieHus.

Kiio4eBble C/I0Ba: OlleHKa Pe3yJIbTaTUBHOCTH, TEPPUTOPHAJIbHbIE OpraHbl, OPraHbl FOCYAAPCTBEHHON BJIACTH.
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sphere of defence and security?, tariff regulation func-
tions3, control over observing competition rules by the
public authorities, and control over foreign investments
and advertising law compliance. This required effective
and well-rimed activity within the course designated by
the President of the Russian Federation at his meeting
with the Head of FAS Russia, namely the restriction of
administrative barriers and, at the same time, should be
carried out on a regular basis, correspond to the level of
the economy and markets development, accommodate
the interests of all economic agents .

At the same time, exercising control over the obser-
vance of a significant number of federal laws, includ-
ing antimonopoly legislation, legislation in the sphere
of natural monopolies, in the sphere of state defence
orders, procurement of goods, works and services for
state and municipal needs >, the regional offices in recent
years has experienced a significant increase in the load
on the staff.

Thus, the number of examined applications, appeals,
complaints in 2015 increased by more than 3.5 times in
relation to the load for the year of 2012. The total amount
of functions performed in the past 3 years increased
by more than 70%, despite the fact that every function
on the control performance (supervision) has its own
specific administrative enforcement, regulatory prescrip-
tions, scope of activities, and period of work execution.
and deadlines. This situation required a rational use of
available human resources potential, including the redis-
tribution of employees’ workload.

FAS Russia’s has faced the task of enhancement of
the effectiveness, and perfection of planning and man-
agement decisions based on monitoring and analysis of
control objectives achieving the (supervision) [Bossidy
L., Charan R,, 2002].

These objectives achievement has required forming
the Work Group to assess the effectiveness of the struc-
tural subdivisions of the central apparatus and regional
offices. The Federal Service needed to develop a uniform
methodology for performance evaluation of each em-
ployee of the regional office, in which indicators reflecting
the quality of the work performed should be of maximum
weight [Jestone ]., Nelis ]., 2006]. This has been one of the

2 Decree of the Government of the Russian Federation of 25.12.2014
No. 1489 “On Invalidation and Annulment of Certain Acts of Govern-
ment of the Russian Federation in view of abolition of Federal Ser-
vice for Defense Contracts” // Corpus of Legislative Acts of the Rus-
sian Federation, 05.01.2015, No. 1 (Part II). P. 279.

3 Decree of the President of Russian Federation of 21.07.2015 No. 373
“On Certain Issues of Public Administration and Control in Antimo-
nopoly and Tariff Regulation” // Corpus of Legislative Acts of the
Russian Federation, 27.07.2015, No. 30. P. 4571.

4 Task meeting with Igor Artemiev, the Head of Federal
Antimonopoly Service (FAS Russia), 08.06.2015. URL: http://
kremlin.ru/events/president/news/49640.

5 Decree of the Government of the Russian Federation of 30.07.2004
No. 331 “On Approving the Regulations on the Federal Antimonopoly
Service” // Rossiyskaya Gazeta, No.162, 31.07.2004.

priorities of personnel policy in the state civil service of
the FAS Russia in recent years.

The complexity of achievement was due to the lack of
methodologies for assessing the impact of public servants
in 2014. Later, the Ministry of Labour and Social Protec-
tion of the Russian Federation has developed Methodical
Recommendations on the Implementation of a System of
Comprehensive Assessment of Professional Performance
of Civil Officers (including public assessment) ®, as well as
a number of conferences, seminars, professional competi-
tions, the results of which have found a certain reflection
in the system of public officials’ evaluation elaborated by
FAS Russia.

At the same time, when determining the list of assess-
ment indicators, the developers had to consider another
feature of regional offices. Due to the fact that size of of-
fices is set in reliance on a variety of indicators, including
socio-economic development and entrepreneurial activ-
ity’, it ranges from 7 to 130 staff units. Regardless of size,
each regional office fully fulfils all the functional scope in
accordance with the Provisions on the Regional Offices of
FAS Russia. These functions are shared among employees
by the head of the regional office. Thus, in one regional
office the management function of advertising control
might be fulfilled by three to five officers, and in another
one the function might be assigned to a single employee,
who night be also involved, for example, in the analysis of
commodity markets and supervision of another law.

Thereby, the task was to develop performance indica-
tors that can be applied to each employee, and that would
reflect not only the quantitative results, but also, most
importantly, the quality of execution functions [Stuart-
Kotze R., 2006].

Employees’ performance assessment was supposed
to provide all the regional offices with the same tools for
well-balanced management decisions, in particular, to
optimize the structure of regional offices, to share organi-
zational tasks between the employees, to certify the staff,
to define financial incentives, to provide professional de-
velopment, to ensure civil service appointments in official
order, and to submit for awards [George M.L., 2003].

The need for the rational use of human resources of
the regional authorities, particularly in connection with
reductions in regional offices regular staffing in confor-
mity with the decrees of the Government of the Russian
Federation®, was the starting point for a pilot project
for development and implementation of professional

6 Methodical Recommendations on the Implementation of a System
of Comprehensive Assessment of Professional Performance of
Civil Officers (including public assessment). URL: http://www.
rosmintrud.ru/ministry /programms/gossluzhba/16/4/0.

7 The Demographic Yearbook of Russia (2015) // Federal State
Statistics Service. URL: http://www.gks.ru/bgd/regl/B15_16/
Main.htm.

8 Decree of the Government of the Russian Federation of 11.12.2015
No. 1353 “On Maximum Number and Salary Fund of Federal Civil
Servants...” // Corpus of Legislative Acts of the Russian Federation,
28.12.2015, No. 52 (Part I). P. 7599.
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Table 1: Regional Offices Performance Assessment Model
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11 On the fact§ of mqnopollstlc ac- 7 12 10,58 | 0,90 | 0,65 al offices efficiency based on key per-
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1'7.' Onl the facts of violations of the 140 | 140 | 1,00 | 0,95 | 1,05 control (Supervision), similar to per-
legislation on contract system sk

formance assessment indicators of

performance evaluation of the employees of regional
offices of FAS Russia (hereinafter - the pilot project)?,
implemented in 2014-2015 the basis of 215t subdivision.
The direct and active participation of regional offices in
the assessment methodology development and testing,
their expert opinions on the results of these two phases
of the pilot project on the adjustment of parameters and
methods of calculation, and other suggestions, based on
the practice, allowed to develop an efficient performance
evaluation system in a short period of time, without ad-
ditional financing, or third-party experts.

The greatest practical contribution to the pilot proj-
ect implementation was made by the regional offices of
Tyumen, Novgorod, Sverdlovsk, Kirov, Stavropol, Kurgan,
Tomsk, and North Ossetia. As a result, the active posi-
tion of the heads of these departments in this collective
work allowed to develop three techniques to evaluate the
impact of employees’ activity in accordance with their
role in the solution of tasks of the Federal Antimonopoly
Service of Russia:

To assess the heads and deputy heads of regional of-
fices, whose primary objectives are of strategic nature;

To assess employees performing control functions
(80% of regular staffing), whose main activity consists
in qualitative performance of practical tasks and assign-
ments;

9 Competition “Best Personnel Practices of State and Municipal Civil
Service” (2015). URL: http://www.rosmintrud.ru/ministry/pro-
gramms/gossluzhba/17/12.

the Head of FAS Russia, and calculated
based on departmental periodic reports (example in Tab.
1). The results were delivered to the head of the agency
and to the evaluation commission to take appropriate
management decisions. Thus, according to the results of
the 2015 assessment of 84-s heads of regional offices,
14 has shown low productivity, namely failure to reach
60% of the target value for the one third of performance
indicators. By decision of the head of the agency, these
employees had to present explanatory reports with the
analysis of reasons of low performance and measures for
its improvement.

Performance indicators of deputy heads of regional
offices are approved by the order and in accordance with
the functions and areas of work that they supervise. The
calculation is also carried out in the central office on the
basis of departmental reporting. The results are used
in performance assessment of the deputy heads of the
regional offices; heads of regional offices are guided by
these results in presentation of their deputies for the
awards, and in distribution of bonuses and incentives.

Performance assessment of the employees perform-
ing control functions is the most difficult, both in terms
of methodology and in terms of organization. In order to
comply with the principles of transparency, objectivity
and comparability of the results, inherent in the assess-

10 Decree of the Government of the Russian Federation of 10.04.2014
No. 570-p // Corpus of Legislative Acts of the Russian Federation,
21.04.2014, No. 16. P. 1906.
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ment procedure, together with the participants of the pi-
lot project, an automated system of calculation and evalu-
ation has been developed and implemented in the basis of
intranet of FAS Russia, provided with an individual elec-
tronic form for each employee to enter the task orders for
their control activities, and time for performance.

Immediate supervisor has open access to the subor-
dinate employees’ personal forms to add data on tasks
execution quality, compliance with deadlines, as well as
the load rates depending on the complexity of the work
performed. To comply with the principles of objectivity
and uniformity of procedure, the list of executable func-
tions and load factors has been approved. The personal
form completion implies automatically generated tab of
each employee “final assessment”. In order to compare
the results, the forms can be any time checked by the head
of the regional office to see the results of all employees
involved in control (supervision) functions (example is
provided in Tab. 2).

Assessment of employees performing supportive
functions (human resources representatives, accoun-
tants, press office) is based on KPIs approved by the ap-
propriate procedure. For example, the index “provision of
assignment to all state civil servants the first of the next
class rank, target value 100%”. The actual value of the
index is calculated using the formula:

C,=A,/B,

A, - the number of employees of regional offices
received the first or the next regular class rank in the
reporting period;

B, - the total number of employees of regional offices
achieved the terms of assignment of the first or the next
regular class rank.

Specially created Commissions of the regional offices
carry out performance assessment of civil servants filling
the functions beneath the deputy head of the depart-
ment. These Commissions allow to resolve disputes, and
to avoid subjectivity immediate superiors in the evalu-
ation of subordinate employees performance. The final
scorecard provides the data on statutory values achieve-
ment and the assessment summary: the statutory value
achievement of 80% meets the requirements; 60 to 80%
- requires analysis of the causes of failure to achieve indi-
cators and development of a performance improvement
program, below 60 % - requires the adoption of adminis-
trative decisions.

It should be noted that one of the most important rea-
sons for the development of a single performance assess-
ment system was the need to introduce a transparent and
fair mechanism for the distribution of awards and incen-
tives of employees in a fairly limited amount of funding.

Applying the developed methodology for performance
assessment of the employees, the head of the relevant
Commission of the regional office use the data of the final
scorecard, the amount of load on the officers implement-
ing control functions, and besides that, another approved
by the methodology indicator of an additional personal
contribution.

The additional personal contribution is the activity
of an employee beyond the scope of performance of the

Table 2: Final Scorecard of the Federal State Civil Employees of FAS Russia Regional Office “N” for the Period

of January 1, 2016 - 31.2016

No | Department |Full Name Achievement | Achievement of
Job Title of Standard Standard “Quality
“Quality by by Performance”
time” (%) (%)
Real Value Conclusion
1 Statutory Vasilyeva, 94 Meets
Compliance | N.P. requirements
Control Consultant
Department
2 Statutory Nikolaev, I.1. 68 Requires analysis of
Compliance | Senior reasons and
Control Expert measures for
Department improvement
3 Statutory Solovieva, 66 Requires analysis of
Compliance |O.A. Chief reasons and
Control Expert measures for
Department improvement
4 Statutory Mikhailova, 98 Meets
Compliance | A.N. Deputy requirements
Control Head of
Department | Department
Total | 405,3 312,2 75

Work Score Additional
Load Personal
Contribution
Real Conclusion
Value
93 Meets 112,6 99,1 n/a
requirements
64 Requires analysis 52,3 24,2 n/a
of reasons and
measures for
improvement
66 Requires analysis 79,9 34,8 25
of reasons and
measures for
improvement
98 Meets 160,5 154,1 50
requirements
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functions defined by official regulations, but positively
affecting the regional office effectiveness. For example,
the teaching activities of an employee in the disciplines
related to the field of activity of the antimonopoly author-
ity, or making a presentation at regional inter-ministerial
working group meeting. This value is calculated in points
based on the tables filled and submitted by employees
and containing specific actions, self- assessment of the
contribution, and the evaluation by immediate superior.
Acceptance for awards of financial incentives requires
that the additional personal contribution cannot exceed
20% of the total. However, experience has shown that
this figure, on the one hand, has a stimulating effect on
the employees, and on the other - allows the head of the
office consider the work done beyond the prescribed
control activities.

Based on the FAS Russia’s experience we can con-
clude that the implementation of the unified professional
performance assessment of employees of the regional
offices, creating conditions for a transparent and objec-
tive assessment of the impact on the basis of a unified
methodology allows to monitor and control the activities
of employees, to adjust of the distribution of functions, to
perform further planning and management decisions for
achieving the objectives of the FAS Russia.

Summing up, some judgments should be shared based
on practical experience in the development and imple-

73

mentation of employees performance assessment (1)
The participants of the pilot project came to the conclu-
sion that the success of this work fully depends on the
interest and involvement in methodology and indicators
development of the regional offices when assessing their
employees. (2) The attained results should be tested in
pilot organizations. (3) Execution of such a project and
implementation of performance assessment is impossible
without the commitment and support of the senior staff.

Thus, FAS Russia has implemented another mecha-
nism to apply a modern principle of public administra-
tion - planning and management based on performance
assessment.
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Summary: Given the optimization of staffing levels provisioned by the Government of the Russian Federation, rational use of human
resources is currently one of the main challenges for public authorities. In the context of limited funding, all public institutions should
concentrate on the creation of a transparent, clear and fair rewarding mechanism based on the employees’ performance. The Federal
Antimonopoly Service (FAS Russia), represented by 84 Regional Offices located in every constituent of the Russian Federation, should play
an important role in this process.

The article represents pilot project by FAS Russia aimed at the development and implementation of a unified professional performance
measuring system. The project has started in 2014 and currently covers more than twenty Regional Offices.

Performance evaluation methods described in the paper has been developed in a close cooperation with the Regional Offices and success-
fully tested in 2015. As such during first two stages of the pilot project of 2014 - 2015, FAS Russia developed its own set of performance
indicators, which has been later tailored to the project needs. As an outcome, the FAS Russia was able to increase transparency of internal
funds allocation process and improve performance of its employees, without additional funding or third-party consultants.

The authors describe the performance evaluation process, including the methodology based on the quality indicators, which were tailored
to the employees’ roles in the FAS Russia structure. In particular, a qualitative assessment of employees performing supervisory and control
roles, e.g. Heads and Deputy Heads of Regional Offices, has been conducted.

FAS Russia’s experience in public servants’ performance assessment can be utilized as a best practice by other governmental authorities in
creation of transparent and fair employees’ reward systems. Authors believe that the discussed approach allows for enhanced distribution
of workload between employees and, thus, results in efficient planning and decision-making management by the FAS Russia’s Central Office.
Keywords: performance evaluation, regional offices, governmental authorities
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