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Policy on Human Resources
in the Civil Service

1. Introduction

Under the wise leadership of Samdech Akka Moha Sena
Padei Techo HUN SEN, Prime Minister of the Kingdom of
Cambodia, through the “Win-Win” Strategy, the Royal
Government has built peace and political stability as pre-
conditions to sustainable development. In early 1999,
Cambodia’s public administration became a unified
national administration following the integration of the
administration of all Cambodian political factions. Also,
necessary foundations of Civil Service have been set: Law
on Common Statute of civil servants; 21 Royal Decrees on
particular statutes; a country wide civil servant census was
conducted, a database on civil servants and a human
resources management information system were
established; a new classification was introduced all civil
servants were integrated into the system, a new
remuneration system was established, the payroll was
automated, civil service rationalization strategy was set;
personnel management processes relating to recruitment,
promotion and retirement were strengthened and
establishment control was made effective.

In a context of globalization and intense competition in the

international arena, the Royal Government considers the

Reform of the Public Administration as one of its core

priorities that involves improving work effectiveness and

enhancing the capacity of the Public Administration so that
1/11
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the Civil Service can take action in a timely manner in the
above context. In this regard, strengthening processes to
manage and develop human resources aims to enhance the
capacity of civil servants to become more competent,
professional and effective is a key and most important task.

This Human Resource Policy is intended to help ministries
and institutions to strengthen their management and
development of human resources to improve work
effectiveness and the provision of quality public services
that are reliable, timely and responsive to needs. The Policy
on Human Resources will also help those in charge of
managing and developing civil servants by providing clear
guidance on the scope of managing and developing human
resources and on processes to assign responsibilities,
monitor progress and appraise job performance.

2. Vision and goals

Civil servants are more competent, engaged, effective and
reliable in providing quality, effective and efficient public
services through upholding values of service, loyalty,
motivation and professionalism and being employed more
efficiently and equitably according to needs.

3. Objectives
The Human Resource Policy for the Public Administration is

intended to facilitate and to assist ministries and
institutions to achieve the following objectives;
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1. Improve the organization of work to clarify roles
and responsibilities and to better determine Human
Resource requirements both in terms of quantity
and quality according to operational needs.

2. Strengthen the management of civil servants skills
and the number of civil servants based on needs.

3. Improve the performance and the sense of
responsibility of civil servants.

4, Develop the competencies of civil servants.

&a

Strengthen ethics and discipline of civil servants.

4, Scope

The Policy on Human Resources for the Public Administration
applies to all civil servants under the Law on the Common
Statute of the Civil Servants of the Kingdom of Cambodia.

5. Strategies

The Policy on Human Resources will be implemented along
five strategies as follow:

1) Improve the operational systems of
organizations and the management of
the workforce;

2) Enhance the effectiveness of HR practices
and processes;
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3) Implement a Performance Management
System;

4) Better use existing competencies and
develop new competencies;

5) Enhance the quality and delivery of
training.

Strategy 1: Improve the operational structure and systems

of organizations and management of the
workforce

The organization of work seeks to avoid duplications and
gaps and to allow for clear assignment of responsibilities

for results. Also, mechanisms to manage and control the
workforce need to respond effectively to operational needs
and they should be sustainable. This entails:

a)

b)

A review and alignment of organizational structures
to the missions and scope of work;

Position descriptions specifying responsibilities and
tasks of civil servants will be established for each
position within the organization;

Responsibilities are assigned and delegated to each
positions as appropriate;

Annual work plans including indicators and
expected results are prepared for organizational
units; and,

Further develop HR planning for the short, medium
and long terms, including succession planning.
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Strategy 2: Enhance the effectiveness of HR practices and
processes

The processes of human resources management refer the
HR planning, performance management, recruitment and
appointment, staff movement, attendance and leaves,
conduct and discipline, exit from the Civil Service and pay
and allowances. These processes have to be efficient, merit
based, fair and transparent. This entails:

a) The review and enhancement of the effectiveness
of HR processes within ministries and institutions;
in line with this policy;

b) Strengthening the implementation of regulations
relating to human resources management to be
implemented more effectively;

c) Develop new laws and regulations as necessary to
support the implementation of this policy;

d) Strengthening the implementation of standards for
ethics, discipline and equity

e) Enhancing civil servants awareness of their rights
and obligations and their enforcement.

Strategy 3: Implement a Performance Management
System

The management and development of HR practices and
processes enable the Civil Service and individual civil
servants to become more effective and responsible and to
better uphold values of service, motivation, loyalty and

professionalism. In this regard, strengthening recruitment,
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appointment, promotion, training, motivation, regular
performance appraisal, recognition and awards are priority
requirements to enhance work effectiveness within
ministries and institutions. This entails the creation of a
work environment in which civil servants are empowered
to perform to the best of their abilities with available
resources. This include:

a) The development and implementation of a
Performance Management System;

b) Improving practices and processes used to motivate
staff to enhance trust in them and their value; and,

c) Developing a mechanism to share experience and
best practices.

Strategy 4: Better use existing competencies and develop
new competencies

Better using existing competencies and developing new
competencies require a systematic approach, reliable
information on existing competencies and clearly identified
present and future needs. Human Resource Development
programs must be designed to develop competencies in
order to meet evolving operational needs of ministries and
institutions. It also seeks to develop managerial and
leadership capacity and core technical, personal and inter-
personal skills. This entails:

a) The development, operation and regular updating
and operation of databases on civil servants;
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b) The establishment of mechanisms to manage
competencies and career planning;

c) The development of competency profiles for
priority functions;

d) The conduct of periodic analysis to determine
evolving competency needs; and,

e) The establishment of mechanisms to mobilize
necessary resources and to create synergies.

Strategy 5: Enhance the quality and delivery of training

Training shall be demand driven to respond to priority
needs of ministries and institutions and be Cambodianized,
efficient and cost effective. The approach shall be
participative to transfer skills and experiences including on-
the-job training and a better allocation of technical skills. It
includes a better use of Cambodian training resources and
the use of ICT including distance learning. The planning of
training shall be flexible in order to respond to evolving
circumstances. This entails:

a) Cambodianizing the content and delivery of training
e.g. case studies development, trainers’ selection;

b) Developing and implementing short training courses
to meet specific priority technical needs and to
enhance personal and inter-personal skills;

c) Providing mandatory periodic training to all
managers from deputy chief of units to director
general and secretary general;

d) Providing induction training to new recruits before
their appointment focusing on the functioning of
State’s institutions, policies and strategies of the
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e)

f)

g)

h)

i)

Royal Government, administrative procedures, and
organizational structures of ministries or institutions
Collaborating with Cambodian training providers,
foreign training institutions and learning networks
and setting up of training provider networks;
Developing institutional capacity of government
agencies providing training to meet identified
needs.

Establishing a distance learning capability to
facilitate access to world networks and bring quality
training opportunities to civil servants;
Harmonizing and aligning scholarship programs
according to the priorities of ministries and
institutions;

Promoting and encouraging opportunities for self-
learning, on-the-job training and the sharing of
experiences; and,

Establishing a national training institute on public
administration for coordinating short-term training
of a cross sector nature and mobilizing required
resources.

6. Action Plan

The management and development of human resources is
a shared responsibility of Ministries and institutions within
their jurisdictions. Civil Service managers have a critical role

to play both to manage their units and manage the
performance of their staff. Human resources units need to
provide services to the Ministry, Institution and managers
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so that human resources management and development is

done more effectively.

The Council for Administrative Reform, working in close
cooperation with the State Secretariat for the Civil Service,
coordinates, steers and monitors implementation and
provides overall impetuous for implementation. Ministries,
institutions and organizations at the national and sub-
national levels are responsible for the implementation of
this policy within their respective jurisdiction.

Once the policy is approved, existing laws and regulations
such as Common Statute of Civil Servants of the Kingdom of
Cambodia, Particular Statutes, Royal Decrees, Anukret,
Prakas or relevant Circulars that are currently in force shall
be reviewed and amended where necessary in order to
promote a more effective implementation of each
component of this policy and to better respond to current
and future needs.

The policy will be implemented within existing
government’s budgets. Mobilizing financial and technical
support from development partners may be required to
help develop the capacity of managers and HR units to
implement the policy.

All civil servants working in HR within Ministries and
institutions will be trained to facilitate the successful
implementation of this policy.
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Improvements in the management and development of
human resources will be introduced gradually according to
capacity to implement and to sustain. Workforce planning
will build on existing practices and be closely integrated
with other ministerial planning cycles including operational

and budget planning. The use of position descriptions and
performance agreements was piloted through instruments
such as Special Operating Agencies and Priority Operating
Costs schemes and will be initially deployed through target
groups such as management and some other professional
groups.

In close cooperation with ministries and institutions, the
Council for Administrative Reform will develop a plan of
actions that specifies priority actions and their sequencing,
expected results and resource requirements. The HR Manual
will be developed to guide ministries and institutions and
facilitate the implementation of the policy.

Ministries and institutions have to ensure the consistency
of their HR policy or strategies with this policy.

7. Monitoring and Evaluation

In cooperation with ministries, institutions and the State
Secretariat for the Civil Service, the Council for Administrative
Reform will monitor yearly the implementation of the plan
of actions using sets of quantitative and qualitative indicators
to ensure that objectives are achieved.
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Reports will be circulated to members of the CAR, to
ministries and institutions and to HR personnel for
comments and suggestions. Findings and lessons learned
will be used to improve implementation.

8. Conclusion

The Policy on Human Resources is a necessary complement
to the Policy on Improving the Delivery of Public Services to
further the objectives of NPAR in order to serve people
better. Other policies relating to compensation will
complete the policy framework being developed to deepen
and widen the Administrative Reform.

The Policy on Human Resources is a necessary and logical
next step to improve performance in the Civil Service while
respecting the core principles of the career system.
Seniority remains an important criteria but it is being
complemented with other criteria based on competencies,
performance and merit.

Ultimately, effective human resources are essential to good
governance and good governance to effective human
resources.
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Definitions of key terms

Human Resources Management

HRM refers to the processes and practices of organizing
and managing civil servants to achieve organizational
objectives and individuals’ expected results. It includes:
organization of work and workforce planning, performance
management, recruitment and appointment, staff
movement, attendance and leaves, conduct and discipline,
exit from the Civil Service and means to motivate civil
servants.

Human Resources Development

Refers to the processes and practices to increase the
capacity of civil servants through developing their
knowledge, skills and abilities and through gradually
changing their attitude and behaviour in order to increase
work effectiveness today and better prepare for the future.

Position descriptions

Position descriptions highlight the responsibilities and tasks
associated with a particular position. They will initially be
prepared for all management positions from Director
General down to bureau chiefs and for priority target
groups such as teachers, health professionals or
researchers. The HR Manual will specify procedures and
templates to develop and update position descriptions.
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Merit

Merit based processes and practices determine in a
transparent way the relative competency of staff or
candidates (knowledge, skills, abilities and behaviour) in
relation to a specific category, grade, level or position.

Performance

Performance is the degree to which civil servants achieve
expected results effectively.

Workforce plans

Workforce plans identify current and future HR
requirements to achieve a ministry’s operational priorities.
They are linked to ministries’ strategic and operational
plans. They help ministries and institutions to manage and
control overall needs for human resources required to
meet objectives in the most optimal way. The HR Manual
will specify the steps, procedures and the timeline for
establishing plans and implementation of these plans (e.g.
recruitment, deployment, development, retirement, etc.).

Competency

Competency is the mix of knowledge, skill, ability and
personal characteristics necessary to accomplish expected
results. Competencies are acquired overtime through
experience.
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Competency profile

The profile lists the specific knowledge, skills, abilities,
experiences and personal characteristics that are required
to perform a job successfully. It wusually groups
requirements in terms of level of education, years of
related experience, specialized training, demonstrated skills
and abilities, personal characteristics (team player,
flexibility, interpersonal relations...).

Engagement

Engaged employees are fully committed to their work, are
proactive to achieve assigned responsibilities and expected
results effectively. Engaged employees typically are the
result of effective leadership and effective communications
and feedback.

Cost-effective

The relationship between the amount of resources used
and the tangible result generated. The more benefits are
generated with a given amount of resources used by a
process, the more this process is cost-effective.

Classification system

A classification system accurately and objectively defines
the categories, grades and levels of jobs and/or civil
servants and related qualification conditions. The current
classification system is a career system as determined by

the Common Statute and the Particular Statutes. In career
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systems, initial entry into the Civil Service is generally based

on academic credentials and subsequent career
progression is emphasized. Category A groups senior
managers and staff with a minimum of a high school
diploma plus four years of study with a degree. Category B
groups mid-level staff with high school diploma plus two
years of study with a degree. Category C groups operating
staff with a high school diploma. Category D groups,
administrative agents with no schooling diploma.

Ethic

Ethic is the combination of moral standards which guide
the actions and behaviour of personnel in carrying out its
work.

Provide the right staff

Civil servants are assigned based on their knowledge, skills,
abilities and attitude to meet operational needs.
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