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What sources of evidence would you use to assess the first 9 impact / ‘in practice’ indicators?
	1. 

	2. 

	3. 

	4. 

	5. 

	6. 

	7. 

	8. 

	9. 


Possible sources of evidence – Response sheet
1. In practice, civil servants are protected from political interference.
	Score 2
	Score 1
	Score 0

	Civil servants  operate independently of the political process, without incentive or pressure to render favorable treatment or policy decisions on politically sensitive issues. Civil servants  rarely comment on political debates. Individual judgments are rarely praised or criticized by political figures.  Civil servants  can bring a case to the courts challenging politically-motivated firings.
	Civil servants  are typically independent, yet are sometimes influenced in their judgments by negative or positive political or personal incentives. This may include favorable or unfavorable treatment by superiors, public criticism or praise by the government, or other forms of influence. Civil servants  may bring a case to the judicial system challenging politically-motivated firings but the case may encounter delays or bureaucratic hurdles.
	Civil servants  are commonly influenced by political or personal matters.  This may include conflicting family relationships, professional partnerships, or other personal loyalties. Negative incentives may include threats, harassment or other abuses of power.  Civil servants  are unable to find a remedy in the courts for unjustified or politically-motivated firings.



Sources of evidence needed:








2. In practice, civil servants are appointed and evaluated according to professional criteria.
	Score 2
	Score 1
	Score 0

	Appointments to the civil service  and their professional evaluations are made based on professional qualifications. Individuals appointed are free of conflicts of interest arising from personal loyalties, family connections or other biases. Individuals appointed usually do not have clear political party affiliations.
	Appointments and professional assessments are usually based on professional qualifications. Individuals appointed may have clear party loyalties, however.
	Appointments and professional assessments are often based on political considerations. Individuals appointed often have conflicts of interest due to personal loyalties, family connections or other biases. Individuals appointed often have clear party loyalties.



Sources of evidence needed:









3. In practice, civil service management actions (e.g. hiring, firing, promotions) are not based on nepotism, cronyism, or patronage.
	
Score 2
	Score 1
	Score 0

	Nepotism (favorable treatment of family members), cronyism (favorable treatment of friends and colleagues), and patronage (favorable treatment of those who reward their superiors) are actively discouraged at all levels of the civil service.  Hirings, firings, and promotions are based on merit and performance.
	Nepotism, cronyism, and patronage are discouraged, but exceptions exist. Political leaders or senior officials sometimes appoint family members or friends to favorable positions in the civil service, or lend other favorable treatment.
	Nepotism, cronyism, and patronage are commonly accepted principles in hiring, firing and promotions of civil servants.



Sources of evidence needed:









4. In practice, civil servants have clear job descriptions.
	Score 2
	Score 1
	Score 0

	Civil servants  almost always have formal job descriptions establishing levels of seniority, assigned functions, and compensation.  Job descriptions are a reliable means to map positions to both human capital requirements (including the position's authority and responsibilities) and base pay.
	Civil servants  often have formal job descriptions, but exceptions exist. Some civil servants may not be part of the formal assignment of duties and compensations.  Some job descriptions may not map clearly to pay or responsibilities in some cases.
	Civil servants  do not have formal roles or job descriptions.  If they do, such job descriptions have little or nothing to do with the position's responsibilities, authority, or pay.



Sources of evidence needed:







5. In practice, civil servant bonuses constitute only a small faction of total pay.
	Score 2
	Score 1
	Score 0

	Civil servant bonuses constitute no more than 10% of total pay and do not represent a major element of take-home pay.
	Civil servant bonuses are generally a small percentage of total take-home pay for most local civil servants though exceptions exist where some civil servants' bonuses represent a significant part of total pay.
	Most civil servants receive bonuses that represent a significant amount of total take-home pay. In some cases bonuses represent the majority of total pay to civil servants.



Sources of evidence needed:











6. In practice, the government publishes the number of authorized civil service positions along with the number of positions actually filled.
	Score 2
	Score 1
	Score 0

	The government publishes such a list on a regular basis.
	The government publishes such a list but it is often delayed or incomplete.  There may be multiple years in between each successive publication.
	The government rarely or never publishes such a list, or when it does it is wholly incomplete.



Sources of evidence needed:









7. In practice, the independent redress mechanism for the civil service is effective.
	Score 2
	Score 1
	Score 0

	The independent redress mechanism for the civil service  can control the timing and pace of its investigations without any input from the bodies that manage civil servants on a day-to-day basis.
	The independent civil service redress mechanism  can generally decide what to investigate and when but is sometimes subject to pressure from the executive or the bodies that manage civil servants on a day-to-day basis on politically sensitive issues.
	The civil service redress mechanism  must rely on approval from the executive or the bodies that manage civil servants on a day-to-day basis before initiating investigations.  Politically sensitive investigations are almost impossible to move forward on.



Sources of evidence needed:







8. In practice, in the past year, the government has paid civil servants on time.
	Score 2
	Score 1
	Score 0

	In the past year, no civil servant has been paid late.
	In the past year, some civil servants have been paid late.
	In the past year, civil servants have frequently been denied due pay.



Sources of evidence needed:









9. In practice, civil servants convicted of corruption are prohibited from future government employment.
	Score 2
	Score 1
	Score 0

	A system of formal blacklists and cooling off periods is in place for civil servants convicted of corruption. All civil servants are subject to this system.
	A system of formal blacklists and cooling off periods is in place, but the system has flaws. Some civil servants  may not be affected by the system, or the prohibitions are sometimes not effective.
	There is no such system, or the system is consistently ineffective in prohibiting future employment of convicted civil servants.



Sources of evidence needed:
1
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