Baseline Assessment on Strategic Management Capacity
in the Ministry of Internal Affairs of Moldova
Executive Summary
This report provides an overview of the strategic planning and management capacity in the Ministry of
Internal Affairs of Moldova (MIA) in order to inform the design of a potential Swedish-funded
programme to support development in this area. The information on which the analysis is based was
gathered over the period May-June 2014. The methodology used is adapted from ISSAT’s Operational
Guidance on Assessments and its Operational Guidance for Reviews and Evaluation.
The recent reform efforts of the MIA are impressive and they have created many positive benefits. Over
the past 24 months there has been a substantial change management process within the MIA, for which
the leadership of the current minister has been vital. The key document for the MIA in the area of
strategic management is its new Strategic Development Programme (SDP), which includes ten policy
priorities and 13 strategic objectives. This provides a strong basis to inform the MIA’s continuing
development over the next year, and there are plans to build on this to develop a longer-term strategy
that will coincide with the EU planning framework. Political will for change within the MIA leadership is
high and there is considerable support across the institution, albeit with some pockets of resistance.
However with the upcoming elections in November 2014, it is important to maintain the momentum of
reform in the coming months in order to better absorb any potential changes in key positions in 2015.
International support is, and will remain, key to the reform efforts. Moldova signed an Association
Agreement with the EU on 27th June 2014 and the MIA will continue to benefit from substantial EU
support. The US also provides significant assistance. There are a number of other countries delivering
additional support. Whilst supporting strategic management within the MIA is a new area for the
Swedish embassy in Moldova, they have provided assistance in linked areas.
Even though the legislative and policy frameworks are now in place, the sustainability of those changes
is not yet guaranteed. The ability of staff to manage and implement the SDP will be dependent on
institutionalising processes, building up knowledge and improving organisational capacities across the
MIA and its subordinate institutions.
There is currently a high level of support across the leadership of the MIA for the development of
strategic management capacities, although not all share the same understanding of what this entails.
The SDP captures many of the MIA’s priorities and there are good mechanisms to adapt the document
to changing circumstances. However, there are a number of priorities that are not reflected (such as
addressing salary differences or rebalancing the rank distribution in the police) and the document does
not capture the extent of the MIA’s commitments to external strategies. The division of responsibility
for strategic management tasks is stated in several documents but there is some overlap, and a
significant proportion of staff members felt that they were being asked to work on issues that they felt
were the responsibility of other directorates or sub-divisions. Despite progress in recent years, the MIA
still faces challenges regarding strategic management and planning. These include staff shortages
(numbers, seniority, experience and skills), lack of training and insufficient attention paid to identifying
desired outcomes and impacts.
The MIA is prolific in its use of strategies and concept notes. The main unit responsible for developing
strategies – the General Directorate for Analysis, Monitoring and Evaluation of Policies (AMEP) would
benefit greatly from increased awareness of what they could and should be doing to support strategic
planning and management within the MIA, as well as capacity building to meet those roles. Other
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processes that could be enhanced across the MIA include strategic analysis and risk management,
prioritisation of implementation, improved indicators, and streamlining the monitoring system. An
additional area is developing effective mechanisms to undertake systematic prioritisation of the various
objectives within the strategies or sequencing between activities to take into account available
resources.
The MIA has dramatically increased the level of participation in its activities in recent years, to a level
that is impressive compared to some of its regional neighbours. This has in turn increased its level of
transparency. In particular, its engagement with civil society should be commended. Communications
in general have also improved over the past two years, but there is still a lack of strategic
communications capacity. This limits the ability of the MIA to tell its story to the public.
The SDP provides a good basis for the transition towards programme based budgeting (PBB) by using
the 13 operational objectives as a means to group together individual activities under a single heading;
however, further elaboration is needed. Moreover the current functional design of the SDP makes it a
poor budget-planning tool. Activity planning appears to be rarely informed by budget realities or
constraints. Monitoring the budget execution process is another area that the MIA needs to develop, as
it is currently limited to tracking levels of disbursement, arrears and commitments. Given the
significant contribution and reliance on external funding to implement the SDP, there is a need to better
align the development partner programmes and planning with the MIA budget planning process.
There have been positive improvements in the conduct of police and border police officers with regard
to respecting and protecting basic human rights, although some areas of concern remain. The mixed
results in addressing human rights abuses across the MIA system are more systematic of the lack of a
strategic approach, limited absorption capacity for complex concepts, and limited available resources
rather than unwillingness to address human rights challenges.
Recommendations (expanded under the final section in the report to include potential activities):










Rapid cross-MIA engagement to build/maintain momentum – this should help ensure
continuity of engagement over the electoral period, rapidly reinforce the central apparatus of the
MIA, and increase the credibility of more junior staff in senior positions.
Institutionalisation of the strategic planning process – this should increase predictability in the
use of resources and support the changes of responsibility for management that will arise with the
new State Secretary position.
Specific, targeted capacity building for AMEP – this should raise awareness within AMEP of the
scope of their role, enhance their credibility and provide them with the skills to better undertake
their role.
Harmonisation and enhancement of the internal monitoring system and development of
outcome and process indicators – this should reduce the resources used in reporting, improve
analysis and coordination, ensure the projected results remain valid and support the development
of PBB-compliant budgets.
Institutionalise external participation in MIA strategic management and planning (including
civil society, other ministries, etc) – this should enhance transparency and accountability of the
MIA, build and maintain access to additional capacities and maximise the use of MIA resources
through cross-ministry coordination.
Enhance the inclusion of human rights into strategic management and planning – this should
improve the efficiency of the MIA, support Moldova’s commitment to human rights and prepare the
ground for related requirements under the EU Association Agreement.
Take a capacity building approach to the way support is provided – the way in which support
is provided is as much an opportunity to achieve results as the content of the support.
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1.

Introduction

The primary purpose of this report is to inform the design of a potential Swedish-funded programme to
assist the Ministry of Internal Affairs (MIA) in building and developing its strategic management and
planning capacities, within the limitations set out in the Terms of Reference (ToR), attached at Annex A.
The findings and recommendations in the report may also provide background analysis to support the
MIA in identifying additional areas in which it requires assistance.
Sweden’s support to the MIA lies within the framework of the new “Results strategy for Sweden’s
reform cooperation with Eastern Europe, the Western Balkans and Turkey 2014 – 2020” and in support
of Moldova’s on-going efforts related to EU integration. The baseline assessment has been produced
over the period May-July 2014 under a Swedish mandate to DCAF’s International Security Sector
Advisory Team (ISSAT)1.
The report is divided into four sections, in addition to the introduction. The first section provides an
overview of the methodology used for the assessment. The second section summarises the context in
which the MIA’s strategic management development is taking place. The third section details the main
findings for a number of specific question areas shared with the MIA during the design of the
assessment, and the final section details the conclusions and recommendations. These
recommendations include key possible areas of focus, as well as a number of suggestions on ways to
take these forward.
The team encountered various translations for the names of the different units covered by the study
(e.g. directorates, departments and units). In order to minimise confusion, the report uses the terms
specified in the organigram on page eight of the Strategic Development Programme of the MIA for the
period 2014-2016 (SDP). A copy is included at Annex B for reference. Throughout the report the
abbreviation MIA is used to refer to the whole structure of the ministry, including the leadership,
central apparatus of the ministry (CA-M) and the subordinate institutions (SI), such as the General
Police Inspectorate (GPI) and Border Police (BP). Each of these SI have their own central apparatus,
which are referred to as CA-SI.

2.

Methodology

The overall approach and methodology used for this baseline assessment is adapted from ISSAT’s
Operational Guidance on Assessments and its Operational Guidance for Reviews and Evaluation2. These
offer a structured approach to produce evidence-based findings and recommendations. The approach
was designed to support on-going Moldovan ownership of the reform process and take into account the
political, holistic and technical dimensions of institutional change. The approach used four overlapping
phases, as shown in Fig.1 below.

1

The International Security Sector Advisory Team (ISSAT) is an integral part of the Geneva Centre for the
Democratic Control of Armed Forces (DCAF). Support to the Swedish embassy was provided under ISSAT’s
mandate to support its members (which include Sweden) with advisory field support in the area of assessment,
programme design, monitoring, review and evaluation of SSR programmes/processes. Further information can be
found at http.//issat.dcaf.ch.
2 http://issat.dcaf.ch/Home/Community-of-Practice/SSR-Methodology/Methodology
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4. ANALYSIS AND
WRITE UP

SURVEY

MAIN MISSION 2

3. MAIN MISSION 1

2. SCOPING MISSION

1. DESK RESEARCH

Fig. 1 Phases
Phase 1 consisted of undertaking desk/document research. This continued throughout the period of
data collection, as additional documents were obtained in-country. A bibliography is included in Annex
C. Phase 2 was a scoping mission to Chisinau to establish the parameters for the baseline assessment,
understand expectations, and gather initial information from a wide variety of stakeholders to feed into
refining the question areas for the main missions. Phase 3 consisted of two information-gathering
missions. A list of interlocutors is included in Annex D. In order to capture a broader array of views, an
electronic survey was developed by the team and distributed to key personnel in the CA-M and the
heads and deputy heads of a number of departments within the GPI, BP, and the “Stefan cel Mare”
Academy (SCM) following the first main mission. A copy is included in Annex E. Finally, phase 4
involved an analysis of the desk research, the 57 survey responses and the three separate missions to
Moldova, as drawing conclusions and identifying recommendations.
A number of different data collection tools were used throughout the baseline study. These included
one-on-one interviews with key stakeholders, focus groups, phone/Skype interviews, the survey and
analysis of reports and institutional websites. The support provided by the MIA in arranging meetings
and sourcing documents was exceptional, and the team further benefited from the positive, open
engagement of interlocutors.
There were nonetheless a number of limiting factors. The time available in Chisinau was short, although
the use of two separate main missions allowed the team to react to information provided in the earlier
missions and arrange additional meetings as necessary. In addition, the range of issues that have, or
may have, an influence on the strategic management and planning capacities of a government ministry
is extensive. Given the constraints on resources, it was necessary to limit the assessment to a range of
issues, which were shared with the MIA prior to the missions. Similarly, the range of directorates and
departments involved either directly or indirectly in strategic planning/management is wide-ranging.
The baseline assessment does not cover the entire MIA and units not directly included include: the
Documentation Directorate, Administration and Development of Policies Directorate, Personal Data
Protection Unit, Civil Protection and Emergency Situations Service, Carabineers Troops Department,
Bureau for Migration and Asylum, Information Technology Service, Medical Service and Central Sport
Club Dynamo.

3.

Context

3.1

National context

Reform in Moldova is currently situated within the framework of EU integration. In March 2014,
Moldova became the first Eastern Partnership country to meet all the requirements laid down in the EU
6

Visa Liberalisation Action Plan. Moldova subsequently signed an Association Agreement with the EU on
27th June 2014, which has already been ratified in Parliament. Even though there are clearly
divergences across sections of the population regarding the appetite for EU integration, a recent
qualitative survey by The Slovak Atlantic Commission (SAC), in cooperation with the Central European
Policy Institute (CEPI) found that “The European direction is now decisively regarded as part of
Moldova’s national interest and strongly associated with “living better and facing the future with more
confidence“.3
The upcoming elections in November 2014 are expected to have an impact on the pace of reform within
the MIA. Minister Recean’s leadership has been vital over the past 24 months in directing what is a
substantial change management process. Interlocutors across the board stressed the need to maintain
the momentum of reform in the coming months in order to better absorb any potential changes in key
positions in 2015.
The MIA’s recent engagement in building and enhancing its strategic management and planning
capacity dates back to 2008, with the drafting of the Institutional Development Plan of the Ministry of
Internal Affairs for 2009-2011 (IDP). The SWOT analysis (Strengths, Weaknesses, Opportunities, and
Threats) included in the IDP highlighted that the management system was hierarchic and militaristic.
There was little space for initiative or freedom of decision making, and even when that space did exist,
staff rarely took advantage of it. Capacity for analysis was low and the system of reporting was
inadequate, particularly with regard to financial management and the links between budgeting and
policy making. There was no separation between development tasks and operational (or business-asusual) activities. Tasks and functions were poorly defined within the MIA, and strategic management
capacities were deemed to be low. The MIA had improved its levels of transparency and the contact
with civil society in the run up to the study, but internal and external communications systems were
still viewed as weak. A comprehensive functional analysis and institutional capacity assessment carried
out in 2012 found little progress (this was under the auspices of the EU MIAPAC project, which is
described in more detail below under the section on international support).
Taking into account the recommendations of the functional analysis, in 2013 the MIA embarked on an
ambitious organisational change management process. This included a new Law on Police, the
civilianisation of the MIA leadership and central apparatus, the firing and re-hiring of 12,000 personnel,
with an overall reduction in staff of 15 per cent and a rebalancing of the ratio between
management/administration and operational positions from 50/50 to 20/80. A new strategic
development programme (SDP) was defined with ten policy priorities and 13 strategic objectives. It
also outlines capacity gaps and preferred solutions to build up the required mechanisms, processes,
knowledge and skills. Sub-strategies have been produced by the different directorates/departments
(developed concurrently with the SDP).
The MIA and sub-ordinate directorates have achieved a substantial level of change over the past two
years. However, there is a prevailing view across the senior MIA leadership that whilst the legislative
and policy frameworks are now in place, the sustainability of those changes is not yet guaranteed. The
ability of staff to manage and implement the SDP will be dependent on institutionalising processes,
building up knowledge and improving organisational capacities across the MIA and its subordinate
institutions. These softer skills are less tangible and the results will be less immediately visible to those
undergoing reform. It will be important to ensure that motivation towards, and engagement in,
continuing implementation of the reform is supported in the next few years.

3

http://www.cepolicy.org/publications/qualitative-survey-make-moldova-home
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3.2

International support

International development partners play an important, if not critical, supporting role in the reform
process across the MIA system. They provide significant financial support to capital investments, as
well as providing technical and advisory assistance. From 2009 to 2014 the total planned developmentpartner contributions exceeded 100 million Euros, with a significant majority channelled towards
supporting the BP. This is expected to increase further, and the national budget forecast for Moldova
anticipates external funding contributions rising by a further 13.5 million Euros in the 2014-2015
budget. This is predominantly due to new disbursements in the EU funded Visa Liberalisation Sector
Budget Support programme and the start of the new EU 2014-2020 programme funding cycle.
One particular modality used by some development partners to support strategic management is
embedded advisors within the MIA structures. Since 2009, the EU High Level Policy Assistance Mission
(EU HLPAM) has provided a series of advisers to the Minister of Internal Affairs. These have been
tasked with supporting the conceptualisation of the reform process, assisting the Ministry in developing
strategic plans, building policy making capacity, analysis and advising on management processes and
systems. The current advisor is expected to remain in post until mid-2015. EU HLPAM also provides an
adviser embedded within the Bureau for Migration and Asylum (BMA), and an additional advisor is
foreseen to support the Chief of the GPI. EU MIGRECO provides a human resources adviser embedded
within the BP. The US is also considering providing advisors to the GPI and to several directorates
within the CA-M, covering inter alia Communication and Human Resources.
The recent EU-funded project ‘Support to the Moldovan Government in anti-corruption, reform of the
Ministry of Internal Affairs, including the police and the protection of personal data’ (MIAPAC) has
helped to support structural reform of the MIA system4. This included the integration of the BP within
MIA and separation of the Police from the Ministry. In addition, the project focused on reform of the
human resources systems, communication and coordination capacities, and enhancement of the
regulatory and legal frameworks. Since 2013 Moldova has also had access to the EU TAIEX funding
mechanism. This has already been used on 15 occasions to fund strategic or thematic expertise
missions of a limited duration, ranging from developing the strategy against organised crime,
developing specialised procedures, and a series of study visits in different areas related to criminology.
Although supporting strategic management within the MIA is a new area for the Swedish embassy in
Moldova, the Swedish National Police Board (SNPB) has previously supported the MIA through study
visits and limited trainings for police officers. In addition, Sweden funded a 2013 review by the Soros
Foundation of the MIA’s reform process. Moreover, Sweden has engaged with the MIA in areas of
human rights and gender as components of its Government-wide projects.

4.

Findings

The following section is organised around question areas identified with the MIA and Swedish Embassy
prior to the fact-finding missions.

4.1

Level of top level support for strategic management in the MIA

There is currently a high level of support across the leadership of the MIA for the development of
strategic management capacities. Furthermore, during interviews with MIA personnel, nongovernmental organisations (NGOs) and the international community the team perceived a strong level
of respect for the MIA leadership’s reform efforts.

4

The project ran from 2011 to June 2014.
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However, despite the uniform level of support for the concept, the team noted some differences in
understanding of what it entails. Strategic management is predominantly understood as a way of
enhancing the effectiveness of the MIA and this underpins the reasons behind the levels of support. This
is an important benefit, yet it should be noted that enhancing strategic management and planning
processes would also provide the MIA with a strong means of further enhancing levels of accountability
within the institution.

4.2

Relevance of the MIA’s development strategies

The development strategies of an institution can be said to be relevant if they capture and reflect the
reform priorities of the institution and guide the actions of staff members.
Overall, the work of MIA personnel appears to be directed by the SDP and sub-directorate strategies. 72
per cent of those surveyed were aware of their respective strategies and claimed that these guided their
work.
The SDP captures ten policy priorities of the MIA and these are subsequently reflected in the strategies
of the directorates and subordinate units. There are clear processes in place to alter the strategies and
related action plans to accommodate any policy changes. However, there are a number of examples
where stated priorities that clearly have a significant impact on the workings of the MIA and its use of
resources have not been captured. One prominent example relates to salary differences. The divergence
in net salary and benefits between the CA-M staff members and those working within the SI, which have
retained their special status, has resulted in a reduction in levels of experience and expertise within the
CA-M and exacerbated the challenges of recruiting senior personnel to public sector positions. Several
senior interlocutors underlined the need for this issue to be prioritised. A second pertinent example
concerns the distribution of ranks in the police. The GPI has expressed a priority need to reverse the
ratio of officers to sub-officers. It currently stands at approximately 75 per cent officers to 25 per cent
sub-officers, meaning that many officers are carrying out duties that would normally be done by much
more junior grades. At the working level, 56 per cent of MIA personnel surveyed claimed that they
often had to react to demands not included in the various strategic documents.
In a similar vein, the SDP does not capture the extent of the MIA’s commitments to external strategies
that may be priorities for other areas of government. There is currently little overview or coordination
of how all these fit together, or identification of any potential for streamlining reporting requirements.
One such example is the responsibility of the MIA within Objective 2.3 of the Justice Sector Strategy to
develop forensic capabilities, including building mobile forensic stations. The SDP also plans the
acquisition of equipment and strengthening forensic laboratories under Objective 9. Whilst these may
be complementary there is no explicit analysis of how the two commitments relate to each other.
Similar examples can be found in relation to improving the collection of crime statistics (Objective 2.4 in
the Justice Strategy and Objective 11 in the SDP).
There is a better understanding of the difference within the MIA between development and operational
activities compared to the findings of the 2009-2011 IDP, although this remains an area where greater
awareness could be encouraged. Whilst the Action Plan for the SDP provides examples where reform
and operational activities are clearly delineated (for example, within Objective 8 on crisis management
capacity), there are other areas where such a distinction is missing (for example within Objectives 10
and 12).

4.3 Overview of strategic management roles and responsibilities within the
MIA

This section provides a quick overview of the formal breakdown of responsibilities for policy
development, coordination, strategic planning, indicators, monitoring and reporting..
9

Responsibility for policy development falls within the competence of several Directorates within the
CA-M. The primary recommendations for key policies are made directly by the Cabinet of the Minister.
The General Directorate for Human Resources, General Directorate for Economy and Finance, Data
Protection Unit, Documentation Directorate, Administration Directorate, and General Directorate of
International Relations and European Integration have primary policy making responsibility within
their fields. AMEP is responsible for policy regarding internal affairs strategic planning processes and
Ministry wide policies. Human Rights policies do not fall within the explicit competency of any single
Department within the Central Apparatus.
The BP has a dedicated policy unit responsible for
coordinating overall policy, whereas this is undertaken by a Coordination Unit within the GPI.
Coordination is formally carried out at a number of different levels within the MIA. Overall
responsibility for the coordination of reforms lies with the Deputy Minister (coordination of reforms,
foreign relations and central apparatus activity). The new (and as yet unfilled) position of State
Secretary is foreseen to ensure functional links between the CA-M and SI, ensure coordination between
subdivisions in strategy development, and coordinate draft laws and regulations which deal with the
ministry entrusted fields developed by other Ministries. AMEP is responsible for coordinating policies,
reporting and evaluation processes. Formal coordination meetings that include all heads of CA-M
Directorates/Departments and SI take place every Friday. Internal coordination meetings between
Heads of Directorates within the CA-M take place once a week. Coordination of individual activities
from various strategies is done through the MIA Action Plan, and coordination between individual staff
takes place within various working groups. Within the SDP activities that have multiple indicated
implementing Directorates, coordination is the responsibility of the first Directorate listed in the matrix.
Once appointed, the new State Secretary will have primary responsibility for the elaboration of
strategic plans and programmes. This is a senior civil servant post for a fixed term that is not aligned
with the elections. Such a position will have a vital role in bringing non-political management that
transcends changes in the MIA leadership. This will help ensure continuity, maintain a commitment to
quality, and the development of institutional strength and resilience.
Strategic planning currently falls under the competence of AMEP. The General Directorate for
International Relations and European Integration is responsible for developing and managing Strategic
plans related to international commitments, including the EU integration process. Individual
directorates and departments within the CA-M and SI, including the BP and GPI each develop their own
dedicated annual action plans. In practice, Strategic Plans and Action Plans are developed by ad-hoc
WGs. This includes external WGs across Government, which have developed Action Plans and Strategies
such as the Justice Reform Strategy.
The development of indicators within the Strategy was the responsibility of the working group for the
Strategy. The development of impact indicators is an explicit competence of AMEP. There is no central
database for all collected indicators. Tracking and collection of data related to indicators is the
responsibility of each Directorate, sub-division and territorial units. Coordination of data collection falls
within the implied competence of AMEP, as do integrity tests of data collection. Analytical data
collection is not identified as an explicit responsibility of any single Department or Directorate.
The Cabinet of the Minister is responsible for monitoring compliance and implementation of directives
of the Minister. Once appointed, the State Secretary should monitor execution of strategic plans and
policies. The Internal Audit Directorate monitors budget execution, asset management, and internal
control. The General Department of Economy and Finance also monitors the execution of the budget.
The General Directorate of Human Resources monitors implementation of policies in the field of human
resource management. AMEP is responsible for monitoring overall implementation of policy and
strategic documents. Personal data protection unit monitors effective data protection practices within
10

the MIA system. The General Directorate for International Relations and European Integration monitors
compliance with international commitments and the EU integration process. This directorate also has
responsibility for monitoring implementation of development partner programmes and projects.
Monitoring is conducted largely through internal progress reports on activities. Deadlines for
monitoring reports are set by the Government methodology for Strategic Plans. The role of senior
management coordination meetings in monitoring remains undefined.
The Cabinet of the Minister is responsible for producing information notes on execution of Ministry
directives. Such reports are submitted to the Minister. Reporting requirements to Parliament are
handled by the Cabinet of the Minister. An annual activity report is produced by the Cabinet of the
Minister, highlighting key achievements and challenges for the year. This report is shared publically,
and forwarded to the Government and Parliament for further review. AMEP is responsible for
producing monitoring and evaluation reports for policies and Strategic development plans, including
the SDP. AMEP is also responsible for reporting on Government wide strategies in which MIA is
involved. Within the SDP activities that have multiple implementing Directorates the responsibility for
reporting on the activity falls under the first Directorate indicated in the matrix. The Internal Audit
Directorate reports directly to the MIA leadership on findings of audit missions and evaluations of
budget execution processes. The General Legal Directorate is responsible for reporting on the progress
on normative acts and legal expertise. The Personal Data Protection Unit produces reports on
compliance with personal data protection legislation and norms. The Finance Directorate produces
reports on progress and levels of execution of budget. Reporting on progress in EU integration
commitments are drafted by the General Directorate for International Relations and EU Integration.
Border Police and Police report directly to the respective Directorates or departments in the CA-M,
which then consolidate the reports.
Whilst the responsibilities are reasonably clearly stipulated in various documents, it is clear that there
are overlaps. Moreover, 49 per cent of personnel surveyed stated that they thought they were being
asked to work on issues that they felt were the responsibility of other directorates or sub-divisions.

4.4

Management challenges

The improvements in management within the MIA have been substantial in recent years if compared to
the assessments in the IDP and the MIAPAC functional analysis. Nonetheless there remain a number of
challenges that any support programme will either have to help to address (if within the scope of such a
programme) or work around (if lying outside the scope).
External to the scope of the programme are issues related to differences in salaries and the resulting
‘brain drain’ away from the CA-M and challenges of recruitment mentioned under section 4.2 above5.
The Internal Audit Directorate, Public Relations Directorate and General Legal Directorate have all been
operating with acting heads for more than one year. AMEP and the General Directorate of Human
Resources have also suffered from similar gaps in seniority, albeit not for the same duration. Some units
have been operating at 25 per cent capacity or less for substantial periods. Recruitment for the newly
established position of State Secretary within the MIA leadership should start shortly. This position will
be key to the MIA’s strategic management and planning capacities, although many interlocutors have
voiced doubts over the likelihood of attracting suitable candidates. Many units interviewed who have
managed to fill some of their posts in recent months have only done so through reducing the seniority
requirements down to the absolute minimum, as well as reducing or eliminating requirements for
expertise or qualifications. For example, recent recruits for the Internal Audit Directorate have no
This may be further amplified by the fact that the police were awarded a 30 per cent pay rise in January 2014 to
bring them up to their border police peers (which has not yet been implemented as it was awarded after the
conclusion of the 2014 budget).
5
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financial background. Those recruited into the Public Relations Directorate have no education in public
relations or journalism.
These issues will influence the development of a support programme in a number of ways. The
overstretch caused by under-staffing means that there will be limits to the time personnel can take
away from their posts at any one time before the unit can no longer function effectively. Not all units
will have individuals with the required profile to be able to participate, for example, in training
specifically for senior managers and therefore flexibility will be required in the selection of participants.
Several interlocutors expected high levels of turnover within the CA-M structures, as junior staff joining
may not be considering a long-term career in the public sector. Many of the more experienced
personnel from whom less experienced colleagues could learn have moved to the SI (notably the GPI
and BP) from the CA-M, which changes the dynamics somewhat. Junior staff members assuming more
senior roles are less likely to have the required credibility to monitor or direct their counterparts
within the SI. Moreover, there are currently few, if any, incentives for personnel to move up into the CAM although some units such as the BP have expressed interest in the idea of short-term secondments.
These could provide a valuable means of enhancing capacity.
As the organisational changes within the MIA are still very recent, the inter-personal links between
directorates at the CA-M and their counterpart departments within the GPI, BP and other units, remain
high. This is highly beneficial for a number of management-related reasons (easier communication,
knowledge of or similarities in organisational cultures, understanding of respective systems, etc.), but
the advantages could dissipate if the knowledge links between the Central Apparatus and the
subordinate institutions are not maintained, which is a real risk if there is no movement of personnel
between the two levels. Short-term secondments could go some way to mitigate this.
The survey found that the majority of respondents ranked the lack of qualified staff as their main
challenge, although it should be noted that there were a substantial number that felt this was not a
major issue for their directorates or departments. 55 per cent ranked a lack of management training
within their top three challenges. Some training on management issues is currently undertaken by the
SCM, the Government Academy of Public Administration, through informal, ad hoc trainings organised
within certain departments (for example the International Relations unit within the GPI), and through
international support programmes. Given the resources, expertise and experience required for modern
strategic management training, most interlocutors felt that the current training provision does not meet
the standards required, although there are some ad hoc trainings that build some valuable skills. The
situation is exacerbated by a lack of systematic feedback on the relevance of the training provided and
the impact it has on improving the strategic management capacities of the MIA.
The analysis for the IDP in 2008 noted the MIA’s lack of critical reflection, and it was also highlighted in
the MIAPAC functional review. The MIA has advanced relatively well in this regard. In general, the team
encountered a positive willingness to reflect and be self-critical at an individual level. This change in
attitude was well noted by civil society, in addition to being captured in the recent public perception
surveys carried out by the Institute for Public Policy (IPP). However, there is not yet a system in place at
the institutional level to really encourage critical thinking on the management set-up and the processes
in place. This is amplified by the fact that much of the work of the MIA is still activity driven, as opposed
to being primarily led by outcomes/impact. There are exceptions to this, however, such as the Centre
for Combating Trafficking in Persons within the MIA (CCTP) and the BP, which could be used as a
resource to support other units in developing their thinking.
Similarly to what was observed at the leadership level, it was apparent from interviews and analysis of
MIA reports that it will nonetheless take time to build genuine understanding across the structures of
what strategic management entails. This is despite the recent pace of change and the genuine
commitment shown to reform and the SDP. There is a need to widen understanding of the concept and
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mechanisms for organisational change management, and increase awareness of the need to develop
strong processes to underpin the work of the MIA as well as the soft skills required to adopt a strategic
management approach.
Additional funding will be very important to enable the MIA to implement its planned activities under
the SDP, but this alone will not suffice. Similarly, whilst increasing the use of IT will likely improve
productivity and coherence in the future, the systems and processes in place are not sufficiently robust
for this to be beneficial at this time. Moreover, there is a risk that focusing on IT before the foundations
for strategic management are in place will undermine the MIA’s efforts to institutionalise its practises.
An additional consideration is that changing attitudes is slow, and needs to be done incrementally.
Managers need to be given time between taking on increasing numbers of new concepts to adapt and
apply them to their work and see both how they benefit them, and how they link into multiple aspects
of their work.

4.5

Capacity to develop and effectively use strategies and action plans

The MIA is prolific in its use of strategies and concept notes, with over one hundred currently in place
across the organisation. The current SDP is a huge improvement compared to its predecessor and the
MIA should be proud of what it has achieved. The strategy clearly lays out the mission/vision of the
MIA, the MIA overarching priorities, strategic objectives, activities and output indicators, capacity gaps
and ways in which those gaps may be met. This is also the case for the selection of subordinate
strategies studied by the team, some of which provide additional examples of good practice (such as the
BP and CCTP). However, there are a number of areas where the MIA could enhance its strategies and
action plans, processes used and the capacities of units responsible for managing and overseeing them
in such a way as to facilitate implementation.
Central to the MIA’s strategic management and planning system is AMEP. There is a commitment within
the directorate to completing their tasks, but the unit would benefit greatly from increased awareness
of what they could and should be doing to support strategic planning and management within the MIA,
as well as capacity building to meet those roles. They are under-staffed at the moment, but this is not
considered by the unit to significantly hamper their day-to-day activities. Nonetheless, interviews and
reports analysed suggest that many of the more strategic responsibilities that such a unit could fulfil are
undertaken by personnel within the MIA leadership and other directorates within the CA-M. The lack of
clarity over their actual role (as opposed to the tasks formally assigned to them) will most likely
increase once the new State Secretary is appointed.
Processes that could be enhanced across the MIA include strategic analysis and risk management,
prioritisation of implementation, improved indicators, and streamlining the monitoring system. Under
Objective 3, the SDP also identifies reporting, planning, monitoring and evaluation as capacity needs (in
addition to coordination and communication, which will be addressed under Section 4.7 below).6 All of
the process areas listed in the section below are equally relevant to financial management within the
MIA, although analysis in relation to this area will be covered separately under section 4.8)
4.5.1 Strategic analysis and risk management
The MIA and its subordinate institutions have improved their operational analysis capacities in recent
years. In addition, there are a number of activities supporting them in adopting an Intelligence-Led
Policing approach. Operational level analysis is beneficial to strategic management and planning, as it
increases understanding of the environment in which strategic decision-making takes place.
Objective 3: Development and implementation of modern and transparent methodologies and internal
operational procedures for management (p.38)
6
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It is vital that systematic, robust analysis occurs at the strategic level in addition to the operational level
in order to feed into empirical-based decision-making, prioritisation and the development of strategiclevel processes to ensure the effective functioning of the MIA. The analysis that currently takes place
appears to be more driven by reporting requirements than ensuring a strong basis of understanding,
and there is little to no evidence of proactive analysis. Whilst very few respondents to the survey felt
that a lack of capacity to undertake analysis was the most significant impediment to their directorates
or departments, 64 per cent rated this in the top three challenges.
There is a general lack of risk management with regard to the SDP and other strategies, with some
exceptions. The team found a wide range of views regarding the probability of the SDP and sub-ordinate
strategies being implemented, and few systematic processes to identify and analyse risks objectively. At
one end of the spectrum this included high levels of scepticism and doubt, not least due to the likelihood
of securing the necessary funds from donors. On the other end there was a firm belief that everything in
the strategies and their action plans would be achieved because if this were not the case, they would not
have been included in the final documents. There was little in place to identify, analyse and act upon
factors that would influence implementation. Exceptions included the BP, which has included a risk
management plan for the next two years in their sub-divisional strategy, and the General Department
for Economy and Finance. Further afield, lessons could be gained from the development of the Risk
Assessment Methodology regarding corruption of authorities and public institutions7. Interviews with
some interlocutors also showed that some risks related to implementation of the strategies were being
considered informally, although again there were few, if any, institutionalised processes. Whilst this is
an area that would benefit from capacity development, it was notable that there were examples of more
experienced units taking a conscious decision to delay building up proficiency in this area until more
basic skills had been mastered first.
There are examples of strategic analysis and risk management that could be built upon. The use of the
SWOT tool as part of the development of the SDP and other strategies illustrates how the MIA has
undertaken strategic analysis as part of a specific process. This has also allowed them to highlight
possible risks in terms of weaknesses and threats, as well as provide a basis for developing mitigating
strategies based on the identification of strengths and opportunities. Given the experience using this, as
well as the fact that it is a powerful, yet simple tool, this could easily be used as a basis for more
continual, systematic analysis. However, whilst tools can be useful, it is important to remember that
these should remain a means of supporting an individual or unit to perform, not an end in themselves:
tools should not become a drain on resources for the MIA.
4.5.2 Prioritisation of implementation
The MIA leadership has outlined its ten overarching priorities, and these are reflected in the SDP and
subordinate strategies. However, there is little evidence of systematic prioritisation of the various
objectives within the strategies or sequencing between activities to take into account available
resources. There are examples of sequencing within the MIA Action Plan, but these are limited to
activities being broken down into steps, rather than one unrelated activity being undertaken before
another because a decision has been taken to direct resources in a particular direction based on sound
analysis and prioritisation.
One challenge is that, as noted above, there are views within the MIA that there is no need to prioritise
or sequence because everything within the strategies and action plans will automatically be completed
within the specified time. Of those surveyed, only 21 per cent stated that they took a three-year
perspective in their planning when determining their annual plans. Overall, awareness of the need to
prioritise and sequence appears low.
7
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The MIA is reliant on external funding for much of the implementation of its strategy and therefore
promoting its own priorities over the areas of interest or expertise of particular donors will always be
difficult. The MIA will also have unforeseen priorities arising from incidents or external developments
that will take up resources. However, these challenges will be decreased by having a system that allows
the MIA to identify the factors that influence their priorities, determine what these are, and coordinate
similar priority areas across the MIA.
4.5.3 Indicators
The SDP includes performance indicators for all of its objectives. These are a series of output indicators
that will allow the MIA to determine when an activity has been done (for example, 100 per cent of
police cars equipped with equipment8, professional training standards of officers and sub-officers
developed and implemented9, or annual plans for implementation of Communication Strategy of MIA
developed and implemented10). However, almost none of the indicators provide details on the quality
required. Some interlocutors raised concerns that despite the progress made, there is still pressure to
just get tasks done within the deadlines, irrespective of the standard reached. Moreover, there are few
references to the expected outcomes of all of these activities. One interlocutor in particular noted that
“the SDP tells you what the MIA believes needs to be done, but it does not actually say what all these
activities will achieve”. This, coupled with the lack of quality criteria for output indicators, means that
the MIA could fall short of reaching its overarching objectives.
Although developing good outcome indicators is not easy, the process to create them should help the
MIA to increase understanding of how all the various activities feed into the MIA’s overarching
priorities, mission and vision, as well as identifying gaps towards achieving those goals. The subsequent
monitoring of these indicators will also allow the MIA to ensure they remain on track and that the
assumptions on which they based their initial planning remain valid. This means that not only will the
MIA track it is doing things right, but also that it is doing the right things to achieve its goal.
The MIA would also benefit from developing indicators to help track how successful the system is
working. This could include, for example, the extent to which the Action Plans support the different
elements of the MIA in managing implementation.
There are signs that there is an interest in moving towards more robust indicators that look at
outcomes and the extent to which there are processes in place to support implementation. This was
voiced by the senior MIA leadership during interviews. There is also a specific indicator under Objective
3 (Development and implementation of modern and transparent methodologies and internal
operational procedures for management) regarding the elaboration of performance indicators. The BP
has already begun developing such indicators.
4.5.4 Monitoring
A monitoring system can be an excellent management tool to ensure that activities are being achieved,
resources are being used efficiently and activities are leading towards the desired goals. It should not be
seen as an end in itself with the production of reports seen as achieving results. The MIA has the basic
building blocks for a monitoring system in place has a system. MIA regulations stipulate the frequency
of sub-division reporting, the completion of which are monitored by AMEP (see section 4.3 above for
specific roles and responsibilities across the MIA). Despite increases in understanding of monitoring
over the past 18 months (as stated by 89 per cent of personnel surveyed11), the current requirements
SDP p.33
SDP, p.26
10 SDP, p.38
11 35 per cent felt this improvement was “a lot” and 54 per cent felt this was “a little”
8
9
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for reporting remain onerous and monitoring is still a separate activity, rather than a tool to improve
the way in which the MIA functions. 51 per cent of survey respondents stated they needed to spend
additional time producing reports and in 14 per cent of cases, this impacted the ability of people to do
their work.
A second area that should be considered relates to guidance for monitoring reports. Approximately half
of respondents were happy with the guidance given, but there are areas where improvements could be
made. 23 per cent felt that guidance should focus more on the desired content, rather than the
structure, and 32 per cent did not receive any guidance at all. 39 per cent of respondents did not receive
subsequent feedback on their reports and almost half of those that did felt that the feedback given
should be better targeted to improve performance.
A draft manual for internal procedures was developed under the EU MIAPAC project, including
responsibilities for reporting and a step-by-step process of what should be included in the reports.
However, interlocutors interviewed by the team were unclear as to the current status of this manual.
Building on the section above, it should also be noted that developing the right indicators is vital first
step to ensuring a successful monitoring system.
The departure of certain staff from the CA-M following the restructuring and loss of special status
means that on average, seniority levels within the SI can surpass those within the structures within the
CA-M responsible for monitoring MIA policy implementation. This is exacerbated by the fact that the
CA-M has had little success in recruiting senior personnel to take up vacant positions. This lack of
perceived experience means that those monitoring or assessing reports may be seen as lacking
credibility and therefore consideration should be given to rapidly developing capacity in such a way as
to also reinforce understanding of respective monitoring roles and responsibilities across the
structures.
One area where the MIA has made huge strides is facilitating the use of external sources for monitoring.
These include the commission of specific progress reports, public perception surveys, engaging with
requests from the Parliamentary Committee for Defence and Security, and providing access to civil
society organisations (CSOs) to undertake monitoring. Several of these have produced critical analysis,
leading to a number of recommendations for improvements. The MIA leadership has embraced the
findings (for example in presenting the latest progress report by an external consultant at the last
donor coordination meeting, and promoting the results of the public perception surveys), and has
demonstrated a level of commitment to transparency that is admirable. However, much of this is
relatively recent and therefore it remains to be seen how effectively findings and recommendations are
analysed and, where appropriate, absorbed into the MIA’s internal processes. It should also be noted
that there will be a further increase in external monitoring in the framework of the EU Accession
Process.

4.6

Breadth of participation in strategic planning

The MIA has dramatically increased the level of participation in its activities in recent years, to a level
that is impressive compared to some of its regional neighbours. This has in turn increased its level of
transparency.
Internally, much of this has been achieved through the use of working groups (WGs). These are used
extensively12 and 93 per cent of the MIA staff surveyed found WGs a very or somewhat useful way of
supporting the MIA’s development. However, some interlocutors cautioned that the creation of a WG

12

For example, the total number of working groups in the run up to the framing of was SDP
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was sometimes interpreted as achieving the task, rather than being used as a means to facilitate
implementation.
The SDP was drafted by a few select senior personnel, but it is clear that there was good participation
from across the MIA in its development (approximately 175 persons were involved across the different
WGs). The team did not encounter any examples of personnel complaining that their views had not
been incorporated. 75 per cent of the MIA staff surveyed found that there had been big improvements
in transparency within the MIA over the past 18 months, but this was not uniform. 85 per cent of this
total acknowledged that there were individual directorates or departments that resisted being more
transparent.
Externally, there are a number of different mechanisms that promote a broad participation in
developing MIA strategies and influencing policy. The Council of National Participation was created in
2010 as a civil society advisory body to the Moldovan Government. This appears to have had some
success in the past, and there are two WGs relevant to the MIA (Security and Foreign Policy, and Justice
and Human Rights). However, there has been little activity related to the MIA in recent months. Most of
the direct inputs from civil society appear to come through the Civil Council of the Minister. This is an
informal body made up of key persons from civil society and meets approximately every three months.
It is highly welcomed by civil society and considered to be a key part of the Minister’s proactive
approach to soliciting expertise from CSOs. Moreover, the number of CSOs specialising in topics
relevant to the MIA has increased in recent years, which means that there are now many more sources
of external expertise for the MIA to engage with. Some CSOs, such as the Soros Foundation, have a
specific Memorandum of Understanding (MoU) with the MIA.
One area where the MIA could enhance the way in which it incorporates CSO expertise and opinion into
its strategic thinking is by reviewing the timelines for comments on reports. Many requests gave just
two to three days for responses, and CSOs rarely have the capacity or resources to react to such tight
deadlines. Developing a more systematic approach to soliciting advice would also help the idea of
consulting CSOs to become more institutionalised within the MIA and therefore more likely to be
sustained across any changes in MIA leadership. A greater sense of partnership with CSOs could be
developed through ensuring that feedback is provided on the usefulness of their inputs. A final area
where improvements could be made is increasing awareness amongst personnel developing strategies
of the benefits of external inputs13.

4.7

Communications

The SDP SWOT noted that the MIA’s communication channels were “outdated” and “excessively
bureaucratic”14 and the recent external monitoring report for MIA reform noted the need for
strengthening communication between the CA-M and SI, in particular down to regional levels. The
Public Relations Directorate has been woefully understaffed, despite efforts to recruit new personnel.
However, interviews with interlocutors underlined that this was another area where there had been
considerable progress in the past 18 months. This sentiment is echoed in a number of reports
The MIA 2014-2016 Communications Strategy provides an excellent example of this. The strategy specifically
mentions that it “will not be published and will not be subject to public consultation because it does not affect third
parties” (p.5). Whilst the strategy is an internal document (and this is stated within the introduction), it includes
reference to the role of public relations departments, the importance of external communication, identification of
external audiences, and ways of monitoring the public image of the MIA. Given the extent to which MIA’s
Communication Strategy is designed to engage external audiences, there is a very strong argument for
consultation to ensure that the assumptions and ideas behind the strategy are valid and that the best mechanisms
are identified. It will also serve to build up relations between the public and the MIA, which in turn will contribute
to the communications goals.
14 SDP p.17
13
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consulted. As part of the reform a total of 49 communications points of contact (“communicators”) are
foreseen at directorate/department level, including approximately 20 within the regions15.
Whilst improvements are needed to create vertical communication that runs all the way up and down
the MIA, there are regular exchanges between the CA-M and their counterparts within the SI. This is
facilitated greatly by the fact that many used to work within the same departments before the structural
changes. Horizontal communication is enhanced through the WGs and there have also been significant
improvements in the exchange of information between the GPI and BP. 65 per cent of those surveyed
stated that they could contact counterparts in other directorates or sub-divisions and share information
directly. There is, however, still some way to go. 23 per cent found that their counterparts often needed
to check with their hierarchy before providing information and seven per cent needed to check with
their own hierarchy first. The US-backed introduction of an intranet is expected to improve the
situation further, although the system is still not up and running.
The MIA leadership has instigated a weekly meeting that brings together the heads of the CA-M
directorates and departments and the SI. This is a very positive development, although efforts should be
made to ensure that all units implicated in strategic management are represented16. The weekly
meetings are replicated within the SI, which again improves communications and coordination.
Despite the mechanisms in place, opinions from a number of interlocutors suggested that the AMEP
were slightly isolated. Their role suggests that they should be the MIA’s engine of strategic
management, which means that being connected to good vertical and horizontal communications
channels is vital.
Communications with other ministries is mainly achieved by virtue of MIA personnel participating in
cross-government WGs. This is beneficial insofar as it increases awareness in relation to specific topics.
The implementation of the Visa Liberalisation Action Plan was a fantastic example of how different
ministries came together to work on a specific thematic area. However, there is nothing in place that
would allow for a more systematic identification of opportunities across ministries. For example, the
MIA appears to have developed its reform plans in isolation to the overall government reform efforts
for public financial management and human resources.
The improvements in external communication are reflected in the progress in external participation
and monitoring mentioned above. The MIA has moved forward significantly from having “poor external
communication with the public and between institutions”17, although there are some claims that the
quality and level of communications with civil society is still sometimes based on personal relations.
Despite this progress, it is clear that the Public Relations Directorate is not in a position to take a
strategic approach to communications due to a lack of staff and capacity, although they are very willing
to move in that direction if possible. The lack of strategic communications capacity hampers the ability
of the MIA to tell its story to the public. Whilst this is an area that requires urgent assistance, it will
require a comprehensive assistance programme that should be considered over and above to support
to the MIA’s strategic management and planning capacities, preferably linked into the assistance being
provided by the EU HLPAM Strategic Communications Adviser to the Prime Minister.

MIA 2014-2016 Communications Strategy, p.18
The Public Relations Directorate has not been included because there is not someone of sufficient seniority
within the unit due to recruitment constraints. Whilst this is clearly a challenging situation, the absence of the
directorate means that a key element of strategic management is left out from the discussions. It should be
acknowledged that the senior MIA leadership has already noted the need to address the situation.
17 SDP SWOT, p.17.
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4.8

Financial Management

As identified as a threat in the SDP SWOT analysis, and common in development and reform
environments, the reform needs and ambitions of MIA exceed the available budget. This is despite the
fact that the budget of MIA has grown by 127% since 2010 and is projected to further grow by 10% in
the 2015 financial year. One of the challenges is that the increases in budget have been used to plan new
reform initiatives rather than to consolidate on-going reforms and financing is regarded as a continued
impediment to reform and performance. A significant majority of the funding increases have been used
for integration of the Border Police into the MIA budget and to fund increases in the government
employee salaries.
The current functional design of the SDP makes it a poor budget-planning tool. Activity planning
appears to be rarely informed by budget realities or constraints. It is estimated that the MIA will
ultimately only be able to cover 60-70 per cent of the total budgeted activities in the SDP. These figures
already account for development partner contributions and a projected annual growth in capital budget
of four to six per cent per year until 2016. Interlocutors underlined that this ambitious bid for budget
was partially deliberate in the design of the SDP, as it allowed it to be used as leverage with
development partners and within the national budget formulation process. However, this financing gap
risks undermining the relevance or even strategic credibility of the SDP by setting potentially financially
unattainable reform targets.
Annual activity planning is rarely reconciled with the actual available budget ex-ante. Budgeting
commitments are made through overlapping strategic planning processes (see section 4.3), often using
different planning timelines from the budget formulation process. The extent of incompatibility of
planning with available budget only becomes apparent once all planned activities are integrated
together through the annual activity plans. The gap in financing is retroactively compensated by thinly
spreading the limited available budget across various reform initiatives in order to support at least
some progress in implementation.
The lack of prioritisation for spending means that priority reforms are often underfunded at the
expense of more standardised distribution of resources during this reallocation of budget. Capital is
also often diverted to funding ad-hoc needs or competing priorities defined outside of the SDP.
The Medium-Term Expenditure Framework (MTEF) was introduced to the Moldovan national budget
process over a decade ago, but it is not yet used as an operational tool by the MIA to link the budget and
planning cycles nor to develop a more systematic rolling planning cycle. The MIA currently only
develops annual activity plans for capital investments, which means that its projections for its required
capital budget for years two and three of the MTEF risk being largely speculative in nature. In the
absence of longer-term forecasting and a multi-annual financial planning perspective, the MIA budget
tends to prioritise annual funding needs over more medium-term strategic goals. Most importantly,
there is no medium-term financing plan for the SDP that could test if all projected costs of the SDP can
fit within the constraints of projected top-down budget ceilings for the sector, as outlined in the
Government wide MTEF.
As of the beginning of the 2014 financial year, the MIA began the difficult and complex transition
towards programme based budgeting (PBB), shifting away from incremental line-item activity
budgeting. The SDP provides a good basis for the transition towards PBB by using the 13 operational
objectives as a means to group together individual activities under a single heading; however, further
elaboration or definition of what will constitute a programme, sub-programme and projects is needed.
This includes defining expected results at the programme level. The change to PBB will ultimately also
require a change in system thinking related to planning, with the focusing shifting to budgeting for
outcomes rather than outputs. This is another area that will require the MIA to develop capacity to
formulate and monitor concrete outcome indicators for the programme, as well as building a system to
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measure attribution of outputs and inputs in relation to indicators. Evaluation of performance is an
essential component of PBB and will progressively become more important when justifying spending
and submitting requests for further budget. The shift to PBB will also require basic training for those
developing and designing activities and programmes.
For the MIA to fully implement PBB (meaning going beyond simply changing the presentation of the
budget template), it will need to develop processes to measure all associated costs of programmes to
determine the efficiency of spending in relation to results. Currently, there is no evaluation or review of
the efficiency of recurrent expenditure commitments, even though they account for around 90% of the
total MIA budget. In addition, individual directorates are not presently measuring or costing the
resources required for implementation of individual activities beyond those of a financial nature. The
likelihood of the MIA being able to develop a PBB-compliant budget in 2015 is undermined by their
limited capacities to incorporate all associated overheads of activities into costing, to coordinate the
development of programme budgets when multiple directorates are involved in implementation, and to
calculate re-current cost implications of investments
Monitoring the budget execution process is another area that the MIA needs to develop, as it is
currently limited to tracking levels of disbursement, arrears and commitments. The continual increases
in the budget of the MIA have rarely been matched by corresponding increases in its capacity to manage
and oversee its use. This has resulted in significant parts of expenditure not being reviewed or audited
by either the Financial Department or Audit Departments. This is exacerbated by the fact that the Audit
Department has had just one staff member for several years and attempts to recruit additional staff
have not managed to bring on board qualified auditors.
Given the significant contribution and reliance on external funding to implement the SDP, there is a
need to better align the development partner programmes and planning with the MIA budget planning
process. The current development partner matrix does not capture the full scope and range of support
that is provided, nor does it detail the commitments that are made or planned by development partners
throughout the duration of the SDP. Currently, forecasting of such externally funded investments is
largely based on approximations. In practice this means dividing the total committed project budget by
the number of years of implementation, and therefore assumes a linear cost of implementation. More
effective and detailed forecasting of development assistance could improve the accuracy of projections
of available financing and help to identify expected gaps in financing. Ultimately, external funding
should be indicated and accounted for in the MIA’s MTEF submission, and updated regularly as needed.
In addition, more comprehensive forecasting and donor matrixes would be able to better assess
imbalances or gaps in development partner support, such as previously experienced with
overwhelming support provided to Border Police and relatively fewer support programmes for the CAM and GPI.

4.9

Human Rights (including gender) in relation to strategic management

Key external assessments, including the 2013 implementation report on the Neighbourhood Policy, the
UN Periodic Human Rights Review of Moldova in 2011, and the Justice Sector Strategy Implementation
report have acknowledged overall positive improvements in the conduct of police and border police
officers with regard to respecting and protecting basic human rights. These include improved
investigation and interview techniques used for juvenile victims and suspects, crowd management,
protection of the Lesbian, Gay, Bisexual and Transgender (LGBT) community, and gender sensitive
responses to cases of domestic violence. Yet, external reports also highlight the persistent high
incidence of torture and ill-treatment of detainees by police during the initial 72 hours of custody,
inconsistency in access to legal aid during apprehension, and racial profiling practices being applied
during investigations and arrest. Furthermore, reports have highlighted issues of discrimination against
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the Roma community and other ethnic and religious minorities.18 Moldova has underlined its
commitment to respecting human rights in a number of documents. Achieving this will require human
rights issues to be integrated into the strategic management and planning of respective ministries.
Overall, the human rights commitments and reform objectives of the MIA are defined through several
overlapping strategies and action plans, which produce multiple human rights priorities. For example,
the fourth policy priority in the SDP includes zero tolerance for the infringement of human rights. The
SDP also envisages training in human rights. The MIA Human Rights Action Plan for 2012-2014
identifies 18 key objectives for addressing issues related to human rights. There are also a number of
parallel or additional commitments defined in several of the MIA’s other strategies.
The MIA does not currently have an integrated planning framework for human rights that would
comprehensively capture the various planned or on-going initiatives to ensure that they are
appropriately sequenced, coherent, and complementary. Reporting on various issues related to human
rights is also done separately, mostly instigated by Government or external demands. This undermines
the opportunity to develop a comprehensive analysis on what is being done and identify remaining
challenges related to human rights.
The SDP SWOT identified as a weakness the MIA’s deficiency in policies and mechanisms to more
systematically address issues of human rights or to ensure that there is a coherent approach to human
rights across the institution. The MIA does not have a gender mainstreaming policy, anti-discrimination
and prevention policies or standard operating procedures (SOPs). Moreover, there is no dedicated or
designated unit within the MIA with the expertise or mandate to coordinate the various human rights
related reform initiatives.
As a result, the various initiatives in the field of human rights being developed simultaneously by the
General Legal Directorate, the various policy departments across the MIA, Internal Protection and
Anticorruption Service, and GPI are often ad hoc and rarely mutually reinforcing. Human rights
strategies and approaches are seldom coordinated at the senior management level within MIA, and any
cross-referencing that does happen tends to occur within technical working groups.
The MIA does not have a robust internal data collection and analysis system regarding human rights
issues that could promote more empirical-based approaches to developing policy and activities related
to human rights. Analysis is more often provided by external reports, which can be an efficient use of
resources providing that mechanisms exist to undertake additional analysis from an MIA perspective.
Human rights statistics are rare, although some efforts are being made to support the police to move
beyond the collection of just basic crime statistics. For example, the police have begun to collect
domestic violence statistics in Drochia and Cahul as part of a Government pilot project for domestic
violence. The Soros Foundation has also assisted AMEP in developing a victimisation survey
methodology.
The mixed results in addressing human rights abuses across the MIA system are more systematic of the
lack of a strategic approach, limited absorption capacity for complex concepts, and limited available
resources rather than unwillingness to address human rights challenges. For example, the Police have
developed an SOP for addressing and preventing cases of domestic violence; however, implementation
has been slow due to challenges in deploying multidisciplinary teams, building understanding of what
domestic violence entails, and monitoring whether the SOP is being followed. In the case of preventing
cases of torture, the MIA has introduced video surveillance systems to monitor police stations,
18
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Office of High Commission of Human Rights (OHCHR).
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refurbished interview rooms, launched information campaigns on torture within police stations, and
has provided basic training to police officers on the prevention of torture. However, additional
resources and focus are needed to address some of the outstanding causes of the high incidence of
torture, including changing cultural incentives, the lack of direct oversight of subordinates during the
various phases of investigation, and the lack of basic skills in regular investigation techniques.

5.

Conclusions

The recent reform efforts of the MIA are impressive and they have created many positive benefits.
There is a strong plan to inform the MIA’s continuing development over the next year, and plans to
build on this to develop a longer-term strategy that will coincide with the EU planning framework.
Political will for change across the MIA leadership is high and there is considerable support across the
institution, albeit with some pockets of resistance. However, the reform has had repercussions, in
particular as a result of staff movements as a result of changes in financial benefits. The CA-M has been
left weak, struggling with gaps in human resources (both in terms of numbers and levels of
seniority/experience) and there the high level of turnover is unlikely to change with the current
benefits offered. This is also occurring in the run up to elections, which by their very nature introduce a
strong level of uncertainty for the future.
This all means that the MIA needs to act on a number of fronts. There is an immediate requirement to
shore up a weak institution in order to create some resilience for the improvements that have been
made and provide space for the MIA to work on longer-term, potentially more complicated reforms,
such as shifting further the organisational culture and institutionalising new approaches to doing
business.
The MIA has many factors behind it in its efforts to move towards ensuring “a high level of personal and
public safety to European standards”19 as a “responsible, efficient, transparent and professional
specialised public service”. It has a growing level of international support, as well as a high degree of
respect from civil society for its reform efforts. The SDP provides a decent framework, although
improvements can be made. There have been very positive developments in the MIA’s levels of
transparency and willingness to widen participation in its strategic management and planning
processes in recent years. Moreover, the progress made by the police with regard to the respect for
human rights is commendable.
However, there remain challenges. Resources may not be best allocated because not all priorities are
captured in the strategic management and planning processes. Capacities for strategic analysis and risk
management remain low. There is little understanding of the need and way to prioritise different
activities within the strategies to take into account available resources (of which the MIA does not have
enough to fulfil all its commitments within the SDP). There is a lack of appreciation of the importance of
proper outcome and process indicators to support implementation of the SDP and help ensure the
desired results are met. Furthermore, although the MIA has made significant steps forward in
horizontal communications and some improvements in vertical communications, strategic
communications are minimal and therefore the MIA is missing a big opportunity to tell its story to the
public.

6.

Recommendations

The following table gives overarching recommendations (the “what”), the rationale behind these (the
“why”), and concrete suggestions on how to take the recommendations forward (the “how”). The
19
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suggestions are not exhaustive and should be used to feed into the development of a more concrete
programme. The recommendations have not been prioritised, as it is recommended that this be done
during the next stage of the programme design to take into account the capacities of the implementer(s)
and the views of the MIA and the Swedish Embassy. All the recommendations align with different MIA
priorities or strategic objectives, as well as Swedish strategic goals. An overview of these is provided in
Annex F.
Rapid cross-MIA engagement to build/maintain momentum
Projected benefits of the recommendation:





Momentum created before the elections to help ensure continuity of engagement over the
electoral period and longer-term ownership of the support.
Rapidly reinforce a weakened CA-M
Increased credibility of more junior staff occupying more senior positions.
Improved morale of staff through the application of basic motivation and leadership skills

Possible activities to take the recommendation forward:




Sensitisation to develop a shared understanding across the MIA of how strategic
management and planning will make the work of the MIA easier.
Sensitisation on how to improve vertical and horizontal communication.
Workshop to develop a common understanding of the basic management
expectations/roles/functions and responsibilities of senior and middle managers.

Institutionalisation of the strategic planning process
Projected benefits of the recommendation:



Increase predictability in the use of resources.
Support for the shift/reform in management responsibilities and processes within MIA
with the recruitment of the State Secretary

Possible activities to take the recommendation forward:











Gradually transform the SDP into a rolling business plan.
Support to directorates to develop and maintain three-year rolling activity plans that are fully
integrated into the MTEF submission (including training for senior MIA leadership on using
MTEF as a planning and budgeting tool).
Build capacity of WGs and AMEP to develop logic models for various policies of the SDP. The
logic model should show how the policy, objectives, inputs relate to each other. The logic
model could also highlight specific expected results, sequencing and outcomes as well as
potential applicable elements of the SWOT. The model should also include expected
inputs/objectives from other strategy commitments.
Develop internal strategic analysis capacity through study visits, training, development of
mechanisms and the creation of networks.
Training and development of capacities for MIA directorates to calculate capital and recurrent
costs for individual activities and programmes.
Support the MIA to develop periodic and detailed forecasting exercises to develop more
accurate financing projections.
Develop basic understanding of problem analysis.
Sensitisation of the importance of prioritisation and sequencing.
Institutionalise planning and coordination processes away from ad-hoc working groups.
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Specific, targeted capacity building for AMEP
Projected benefits of the recommendation:




Raised awareness within AMEP of the scope of their role.
Enhanced skills to better undertake current and new roles and responsibilities.
Enhanced credibility of the unit.

Possible activities to take the recommendation forward:






Training on key functions (e.g. monitoring, managing reports, prioritisation, developing
indicators, outcome-oriented planning/management (such as Results Based Management or
Theories of Change), etc.).
Study visits.
Short-term embedded technical secondments from similar units from other countries.
Internal short-term secondments from other units within the CA-M or SI to provide additional
capacity, share experiences, and reinforce networks.
Assistance to further develop a more robust evaluation methodology.

Harmonisation and enhancement of the internal monitoring system and development of
outcome and process indicators
Projected benefits of the recommendation:






Reduced resources taken up for reporting.
Easier identification of opportunities for coordination across different directorates /
departments
Improved analysis.
MIA better able to keep track of the extent to which activity outputs meet the desired
standards and the extent to which completing activities from the SDP will produce desired
results.
Support to development of a PBB-compliant budget.

Possible activities to take the recommendation forward:










Sensitisation across the MIA on the purpose and mechanisms of a monitoring process, as well
as the importance and benefits of monitoring and reporting in enhancing the accountability of
the MIA.
Support to define and clarify monitoring responsibilities and functions across the MIA system
– including monitoring expectations of performance and outcomes at senior management
coordination meetings.
Development of a feedback system.
Review of real requirements for the MIA monitoring system and introduction of changes
(including identification of what information is important for empirical-based decision-making
at different levels, development of mechanisms to allow reporting to be better incorporated
into routine work, etc.). This should take into account the draft SOPs produced under the
MIAPAC project.
Strengthen the capacity of the Internal Audit Directorate and General Department of Economy
and Finance to oversee the budget execution process.
Support the MIA to develop more detailed donor matrices to track planned disbursements and
activities, as well as reviewing performances of ongoing and completed programmes. This is
an area where the Swedish Embassy could play an important role in encouraging other donors
towards greater divulgence of information related to their support.
Training/capacity building on developing indicators, mentoring throughout the process to
create suitable outcome indicators, and identification of suitable ways in which to track their
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completion. Consideration should be given to using CSOs to provide trainings in order to
develop networks with civil society to help monitor the indicators.
Cross-MIA analysis of current indicators, including a review of what indicators are available
and where gaps remain, and support in updating them, including incorporation of human
rights and gender indicators where relevant.
Assistance to develop a standard reporting template for SDP and MIA Action Plan.

Institutionalise external participation in MIA strategic management and planning
(including civil society, other ministries, etc)
Projected benefits of the recommendation:




Build and maintain access to additional capacities.
Enhance transparency and accountability of MIA.
Maximise use of MIA resources by increasing coordination with other ministries, and using
external reports and assessments.

Possible activities to take the recommendation forward:






Develop a database of relevant CSO areas of expertise and possible areas they can provide
training on, as well as identifying and embedding suitable modalities to engage with them (e.g.
MoU, regular meetings, etc.).
Introduce a more robust system for seeking CSO inputs to strategies (and other documents)
that will a) allow sufficient time for comments and b) provide feedback.
Develop the networks created through the WGs involved in the Visa Liberalisation Action Plan
to enhance cross-ministry communications.
Provide sensitisation across the MIA on the use of CSOs as information/analysis resources to
feed into strategic planning.
Develop regular dialogue between CSO and MIA on what analysis is available, what analysis is
being undertaken and where analytical gaps remain. Identify opportunities for CSO to join MIA
working groups – possibly using the model developed for Justice Sector Strategy working
groups.

Enhance the inclusion of human rights into strategic management and planning
Projected benefits of the recommendation:




Improved efficiency of the MIA through managers being sensitive to human rights and
gender concerns.
Support Moldova’s commitment to human rights.
Prepare the ground for human rights-related requirements under the EU Association
Agreement.

Possible activities to take the recommendation forward:






Develop and incorporate human rights (including minorities) and gender training into basic
and continuous management training for senior managers.
Develop a system-wide approach to human rights policies and initiatives.
Include a consolidated report on human rights as part of the MIA annual progress report.
Develop specific human rights and gender indicators and ensure that new indicators are
human rights and gender sensitive.
Engage CSOs working on human rights and gender to provide training and help develop simple
processes to enhance the incorporation of human rights considerations into MIA strategic
thinking.

Specific suggestions related to the way in which support is provided across all
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recommendations
Note:


The way in which support is provided is as much an opportunity to achieve results as the
content of the support.

Possible activities to take forward:










Use MIA representatives from different directorates and departments to provide examples and
approaches during trainings, sensitisations or other capacity building activities in order to
showcase specific areas that different units do well, help reinforce pride in taking a strategic
management and planning approach, and reinforce the idea that MIA personnel can go to
others within the institution to find out ways of doing things.
Encourage the use of external, national expert organisations (CSOs, Academic institutions,
management organisations, etc.) to further support the MIA’s commitment to transparency
and external communications.
Involve CSOs in the development of the different mechanisms, systems or databases designed
to enhance their interaction with the MIA.
Trainings and other capacity building activities should, where possible, be designed to bring
together individuals from across the MIA so as to reinforce interlinkages between CA-M and SI
directorates and departments.
Training needs to be bite-sized, regular and practically-focused. They need to avoid becoming
academic / saturated with management-speak. Sufficient time should be given between
sessions to allow for new skills to be applied, preferably backed up with some form of
mentoring or coaching.
Anticipate and accept that until the challenges related to recruitment have been addressed,
trainings will need to accommodate a range of seniorities.
Integrate the various international advisors already working in the MIA as much as possible
into the programme.
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Annex A – ToRs
Terms of Reference
Strategic Management – Baseline Study Moldovan MIA
1. Background
Moldova and EU aims to sign the Association Agreement in the summer of 2014, with the intention to
make the EU association process irreversible. Important for further process of Moldovan integration to
Europe is the Government’s ability to implement current national strategies, laws, reforms and EU
standards related to the Association Agreement. Key reform lies under the responsibility of the
Moldovan MIA where there is a need to strengthen the strategic management to facilitate above
mentioned implementations and reforms.
Moldovan MIA has a broad range of tasks under its responsibility and works closely linked to the Police,
combined they employ almost 18, 000 police officers and civilians.
-

Management of migration and asylum issues
Fighting organized crime, protection of the safety of society and the national security
Fighting the increased cross-border criminality and police corruption
Increase of and improvement of the cooperation between the Police and other law
enforcement agencies
Adjustment to the relevant international and European standards and best practices, etc.

2. Purpose of the baseline study
This baseline study will be undertaken by the MIA, supported by Sweden, with the assistance and clear
guidance of ISSAT. The aim is to provide a basic understanding of the current situation within the MIA
with regard to strategic management and planning in terms of personnel capacities, procedures and
approaches. The baseline is meant to inform on-going and future activities to improve strategic
management within the MIA, as such it is the benchmark against which future progress in this area will
be measured.
In additional to outlining the current situation, the baseline study will also make practical
recommendations as to key areas of focus, as well as management tools and processes that could be
adopted to improve strategic management within the MIA. Recommendations need to take into account
the MIA’s current capacity, and the goals of the internal strategy document. While the recommendations
aim to be proactive, they must also be realistic and implementable within a realistic timeframe given
the current constraints facing the MIA.
3. Outcome / objectives of the mandate
The baseline assessment essentially serves three purposes:
- to assess the capacity of senior management to develop and implement mid-term and long
term plans within a strategic management framework. Which specific management tools would
be useful to be integrated into the Ministry’s and its subdivisions day-to-day work;
-

to review the Ministry’s and its subdivisions strategic management processes, how tasks are
distributed, how they are managed, horizontal and vertical communications. What are the
processes between different units and how do these processes facilitate change and the
implementation of the new strategy;
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-

to produce ToR’s for the development and implementation of a [strategic] management system
and a complementing/supporting MIS in the ministry and throughout the subdivisions.

The objectives of the baseline assessment are:
- to review how the Ministry currently undertakes long term planning, how it sets priorities. To
map out the current strategic management processes within the MIA and its subdivisions.
- to assess the Ministry’s current capacity for strategic analysis and management, how it monitors
the implementation of reform activities, reviews and assess its services as well as how the MIA
reports to senior Management and other oversight bodies.
- to review the current system of internal communication both reporting vertically and
horizontally within the Ministry and the Parliament but also externally.
- to undertake a basic functional analysis of the Ministry and provide inputs into the on-going
review of the Ministry’s organisational structure.
The outcomes and objectives will be reviewed and may be updated if needed during the scoping
mission
4. Methodology
The assignment will be performed through a combination of desk study and field work in Moldova,
comprising an initial scoping mission and two main missions.
The ISSAT methodology for assessments will be used during the mandate, adapted to the context and
the role of the MIA in the baseline study.
The role of the Swedish Embassy and MIA staff in the team will be discussed and confirmed during the
scoping mission. The Team will also include a local assistant/translator when needed.
The Swedish Embassy and the MIA will provide the baseline study team with the necessary background
information and documentation such as reports, strategies, organisational charts, project documents
etc. The Swedish Embassy and the MIA will also provide practical back up and support, including
assisting with identifying and arranging any interviews or meetings required for the mandate.
Political responsibility for the mission will lie with the Swedish Embassy. This includes leading any
supporting negotiations required with the national authorities and preparing the ground for the
presentation of the report.
Details on the methodology will be developed further during the initial scoping mission
A workshop will be held at the end of the second visit to present and discuss preliminary analysis and
findings/recommendations.
5. Concrete deliverables
The baseline study team will provide a final report in English. Translation into Romanian will be the
responsibility of Sweden.
The report should cover the following key areas:
- Current management environment within the MIA and its subdivisions; management roles
and responsibilities (management style, career guide)
- Strategic management processes, long-term planning capability (time management);
- Strategic analysis capacity, and decision-making processes;
- Performance assessment and performance management within the Ministry;
- Communication within and from the Ministry;
- Strategic management needs in the MIA 2014-2018 (internal strategic framework);
- Needs of capacity building for senior and middle management.
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Where recommendations are made, including potential tools, they should be clear, focused and
practical.
The outputs will be reviewed and may be updated accordingly during the scoping mission
6. Timings
The scoping mission will take place 20-22 May and the main missions will take place 03-05 June and
23-27 June, subject to confirmation during the scoping mission.
The Team will provide the draft report to the Swedish Embassy for circulation to the MIA and other
actors as deemed necessary/useful within three weeks of the end of the review mission. Additional time
may be required if the documents required for analysis are not made available before the field mission.
The Swedish Embassy will provide consolidated feedback on the draft report within five weeks of
receipt.
The total numbers of days for the two ISSAT staff combined are forty days.
7. Logistics and administration
Security: The Swedish Embassy/MIA will share any relevant security briefings and updates with the
team. If the security situation should deteriorate significantly and any additional security arrangements
are required, team members will come under the responsibility of the Swedish Embassy.
Costs: support to Sweden/Sida under this mandate is covered by Swedish core funding to ISSAT.
Administration: This will be covered by ISSAT; however, booking of a suitable hotel will be facilitated by
the Swedish Embassy where appropriate.
8. Post-mission follow-up
ISSAT will undertake a standard After Action Review (AAR) once the mandate has ended. The Swedish
Embassy commits to take part in the AAR, if possible via skype/phone, or otherwise through providing
feedback to specific questions provided by the ISSAT Knowledge Management Team. The MIA is also
strongly encouraged to take part in the AAR. In addition the Swedish Embassy will complete an ISSAT
mission feedback form within one month of the end of the mandate. The mission AAR report will be
shared with the Swedish Embassy and other participants in the AAR process.

29

Annex B – Organigram of the MIA
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Annex D – Persons met
List of Meetings
Alexa
Barbu
Batson

Oleg
Daniel
Phil

Ministry of Internal Affairs
EU High Level Policy Advice Mission
Embassy of the United Kingdom to Moldova

Beregoi
Bodrug
Bozicevich
Buzu
Carasciuc
Carp
Chitoroga

Mihail
Ion
John
Alexei
Lilia
Simion
Oxana

MIAPAC
General Police Inspectorate
US Embassy
Centre Partnership for Development
Transparency International Moldova
Stefan cel Mare Academy
Parliament

Ciubotaru
Dahlstrom
Danila
Diaconu

Oleg
Manstrale
Anatolie
Serghei

General Police Inspectorate
Embassy of Sweden to Moldova
Ministry of Internal Affairs
Ministry of Internal Affairs

Erhan
Ganaciuc
Gisca
Grosu
Huitfeldt
Lesnic
Malic

Ianus
Alexandru
Florin
Eleonora
Henrik
Cristina
Gheorghe

Border Police Directorate
General Police Inspectorate
Ministry of Internal Affairs
Women’s Law Center
Embassy of Sweden to Moldova
Ministry of Internal Affairs
General Police Inspectorate

Mereacre

Sorin

East Europe Foundation

Morari

Daniela

Ministry of Internal Affairs

Munteau

Victor

Soros Foundation

Negura

Vlad

General Police Inspectorate

Pelin

Lilia

General Police Inspectorate

Pintea

Iurie

Institute of Public Policy

Postica

Anatolie

Internal Protection and Anticorruption Service

Postica

Pavel

Promo-Lex

Recean

Dorin

Ministry of Internal Affairs

Revenco

Ana

General Police Inspectorate

Seremet

Natalia

Ministry of Internal Affairs

Slagter

Wicher

EU Delegation to Moldova

Sotirescu

Gabriel

EU High Level Policy Advice Mission

Stamate

Olesea

Consultant

Stoianoglo

Alexandru

Parliament

Tersman
Ingrid
Embassy of Sweden to Moldova
Turcan
Sergiu
Ministry of Internal Affairs
Vrabie
Andrei
EU Delegation to Moldova
*The list is to be completed with names of staff interviewed in MIA AMEP Directorate
33

Annex E – Survey
This survey is part of a baseline study on the strategic management and planning capacities of
the MIA, which is being supported by the Swedish Embassy. All responses to the questions
below are anonymous and will only be made available to the three international advisors
reinforcing the Swedish Embassy. If you have any concerns, problems or questions please
contact Mr. Alexander Burian on a.burian@dcaf.ch (Russian or English spoken).
Position:
 Central Apparatus
 Subordinate institutions (General Police Inspectorate, Border Police, Academy, etc)
Gender
 Female
 Male
TRANSPARENCY
1.
In 2012 the MIA was perceived as “a closed system that lacked transparency, with
Soviet-totalitarian governing practices” (MIA Functional Analysis). How has this changed in the
past 18 months?
 Big improvements across the whole MIA
 Big improvements in some areas of the MIA, but some directorates/departments resist
being more transparent (state who:____________________________________)
 No real change since 2012
AWARENESS OF STRATEGIES
2.
To what extent are you aware of your own Directorate/Department’s strategy?
 I am aware of it and it guides my work
 I am aware of it but it does not affect my work
 I am not aware of it
 Not applicable – I am not in a unit that has a Directorate or Department strategy
3.
To what extent are you aware of the overall Strategic Development Programme of the
MIA (SDP) for the period 2014-2016?
 I am aware of the SDP and I have read it
 I am aware of the SDP but I have not read it
 I am not aware of the SDP
4.

5.





Do you know the MIA’s mission, vision and values?
Yes, fully
Yes, somewhat
No
How were you informed about the MIA’s mission, vision and values? _______________

6.
How well do you believe personnel in your department understand the priorities and
objectives of the MIA leadership?
 All personnel are well-informed of MIA leadership priorities and objectives
 Personnel are aware of some of the MIA leadership priorities and objectives
 Personnel are not very aware of the MIA leadership priorities and objectives
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MONITORING
7.
In 2012, there was a low level of awareness of the functions and role of monitoring and
evaluation of activities, and performance. Have you increased your understanding and use of
monitoring since 2012? _____________________________________
8.
How much time relative to your everyday work do you spend on writing and collecting
information for monitoring and evaluation reports on activities, performance in the
department/unit you are responsible for?
 The reporting comes naturally from my work and is not an additional burden
 I spend additional time producing reports but it is manageable
 There are too many reports and they impact on my ability to do my work
 Not applicable – I do not submit reports
9.

10.





Do you receive guidance on what to include in the reports?
Yes – and it is useful
Yes – but I would like more (for example: _______________________________________)
No





Do you receive feedback from the reports you have submitted?
Yes – and it is useful
Yes – but I would like more (for example: _______________________________________)
No

11.
To what extent does the reporting system adequately monitor performance (efficiency,
outcomes, impact) of activities?
 It tells us whether an activity has been completed, the quality of that activity and what
impact the activity has
 It tells us whether an activity has been completed and the quality of that activity
 It tells us whether an activity has been completed
 It does not adequately monitor performance
Comments: __________________________________________________________________
PLANNING
12.
In practice, what is your planning horizon in your directorate / sub-directorate?
 We have an annual plan but we take a three-year perspective in our planning
 We have an annual plan and planning is done one year at a time
 We have an annual plan but often have to react to demands not included in the annual
plan
 Other:_____________________________________________________________
WORKING GROUPS
13.
How many Working Groups have you been involved in during the past six months?
 Over 20
 10-20
 5-9
 1-4
 None
14.



How useful are Working Groups as a way of supporting the MIA’s development?
Very
Somewhat
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Not






What impact did being in Working Groups have on your ability to do your job?
No impact
It made my job easier
It made my job harder but it was manageable
I had very little time to do my normal job because of Working Groups

15.

COORDINATION AND HORIZONTAL COMMUNICATIONS
16.
How would you rate the level of horizontal communication (directorate to directorate)
in the MIA?
 I can directly contact my counterparts in other directorates / sub-divisions to discuss
matters and they are mostly able to provide me with answers directly
 I can directly contact my counterparts in other directorates / sub-divisions to discuss
matters but they need to check with the hierarchy before providing me with answers
 I need to go through my hierarchy to arrange meetings with my counterparts in other
directorates / sub-divisions
 My contact with my counterparts in other directorates / sub-divisions mostly takes
place in the framework of working groups
17.
Roles and responsibilities were updated in the recent structural changes of the MIA. In
practice, how clear are the roles and responsibilities of the different directorates and subdivisions?
 The roles and responsibilities are clear and everyone knows what they should be
working on
 We are often asked to work on things that should be the responsibility of other
directorates / sub-divisions
 We are often asked to work on things that are also being done by other directorates /
sub-divisions
 There are roles and responsibilities that do not seem to be covered by directorates /
sub-divisions (such as: __________________________________________________)
PROCESSES AND PRODUCTS:
18.
Processes in your subdivision are run:
o Well, professionally
o Average, it could be better
o Badly, total disorganization
19.

Suggestions that could lead to improvement: _______________________________________

20.
o
o
o
o
o
o

Products and services provided by other subdivisions from the system are usually:
Best quality, delivered in time
Good quality, delivered with delay
Average quality, delivered in time
Average quality delivered with delay
Poor quality, delivered in time
Poor quality, delivered with delay

Comments:
21.
o
o

Products and services provided by your subdivision are:
Best quality, delivered in time
Good quality, delivered with delay
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o
o
o
o

Average quality, delivered in time
Average quality delivered with delay
Poor quality, delivered in time
Poor quality, delivered with delay

Comments:
22.

Resources available for the activity of your subdivision:
o
o
o
o
o

Sufficient, we have the best human resources and enough material resources
Insufficient, we have the best human resources, but not enough material resources
Insufficient, we have enough material resources, but not the best human resources
Insufficient, we don’t have the best human resources, nore enough material resources
Insufficient, but it's the best we can have at this point

What could be improved:
OVERALL CHALLENGES
23.
Please rank the following challenges in order of significance to your
directorate/department:
(1 - the most significant; 6 the least significant from the provided list)
 Lack of management training
 Lack of capacity to undertake analysis
 Lack of awareness of priorities
 Lack of qualified staff
 Lack of communication
 Excessive commitments on top of everyday work (working groups, meetings with
donors, etc)
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Annex F – Map of relevant MIA and Swedish priorities and strategic objectives
MIA priority
2. European integration through the accomplishment of the commitments and of
agreements with the European Union, foreseen inclusively in the Association
agenda, related to the implementation of the good practices and of the European
procedures in the field of internal affairs;
3. Modernization of human resources management through the development of a
continuing training system of the staff, clear and transparent evaluating, promoting
and motivation proceedings of the staff;
4. Zero tolerance regarding corruption, torture acts, infringement of the legal rights
and freedoms, discriminating attitudes and treatments from employees of the
internal affairs system;

MIA Strategic objectives
1. Harmonization of the legal framework, legislative
and policy with the aquis specific to MIA in accordance
with the EU Association Agreement



2. Creation and implementation of a proper, effective
for training and formation of employees for the
system of internal affairs



3. Development and implementation of modern and
transparent methodologies and internal operational
procedures for management







Contribution to expected results
Development of enabling mechanisms (strategic management and planning)

3. Professional training corresponding to the best international practices;
4. Developed management capacities of the employees.

1. Decrease the level of corruption perception in the internal affairs system;
2. Decrease the disclosed corruption cases with the involvement of the MIA
employees;
4. Decrease of the torture reported cases and of other infringements of the human
rights and of the legal interests from the internal affairs system employees;
5. Reduction of the indicators concerning the attitude and the discriminatory
treatments from the internal affairs system employees.
Capacity needs
Specific projects (“uncovered costs”)
Skills, knowledge and professional experience in
 Strengthening strategic and budgetary planning in
the field
MIA and its subordinated units
 Programme budgeting and establishing their own
field capacity
 Strengthening communication capacity
Knowledge on international experience and best
practices in this field
Training of managerial personnel, teachers and
trainers
Knowledge of development policy framework on
 Develop performance indicators and minimum
common operating procedures and the
standards
introduction of modernized systems of
 Develop occupational standards
management (reporting, coordination,
 Develop operational protocols Strengthening the
communication, planning, monitoring and
modern management of human resources
evaluation)
Trained staff
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4. Developing and strengthening a system of internal
regulations and capacities to prevent and combat
corruption, torture and inhuman treatment, other
deviations from employees
8. Creating the legal framework and the capacity for
crisis management



Expertise and skills in developing the evaluation
system
Capacities of the strategic and budget planning on
medium-term, also linking the budget process to
promoted policies
Development of enabling mechanisms (strategic
management and planning)



Experience and knowledge of international
practices in the field
 Capacities in strategic planning resources
 Inter-institutional cooperation at national level
Swedish strategic goals
Strengthened democracy, greater respect for human rights and a more fully developed state under the rule of law






More efficient public administration with administrative capacity to implement reforms for EU-integration
Delivery of higher quality public services, based on principles of non-discrimination
and equal rights and with less corruption
A reduction in gender-based violence, hate crimes and human trafficking
Partner countries better fulfil their international and national commitments on human rights, gender equality (including the EU’s strategy for equality between
women and men) and non-discrimination.
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