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PROCEDURE FOR APPLYING INCENTIVES
TO LOCAL SELF-GOVERNMENT EMPLOYEES

Abstract. The purpose of the article is to describe the procedure for applying incentives to the employ-
ees of local self-government bodies and identify the shortcomings of the procedure. Results. A managerial
decision is defined as the professional performance of the authorized person aimed at ensuring the effi-
cient functioning of the managed system. We argue that the procedure for applying incentives to local
self-government employees is directly related to the consistency of making certain managerial decisions.
It is underlined that the main indicators (conditions) for awarding bonuses to the employees of the Vil-
lage Council apparatus are: 1) the implementation of the activities envisaged in the Office’s work plans;
2) rational and efficient organization of the work of the team and conscientious performance of the job
responsibilities; 3) effective managerial decisions, high performance; 4) timeliness and quality of prepa-
ration of background and analytical materials for draft legal regulations for consideration at sessions
and meetings; 5) closer cooperation with the public, the relevant services of the district, the village, enter-
prises and entrepreneurs; 6) timely and effective execution of the orders, recommendations of the high-
est authorities, tasks and commissions assigned by the leadership of the village council; 7) creativity,
initiative, professionalism and application of effective working methods; 8) quality and timely prepara-
tion of documents; 9) quality and effective processing of citizens’ letters and appeals; 10) additional time
worked; 11) performance of duties that are not part of the post in accordance with the job description;
12) constant self-improvement, professional development; 13) proper maintenance of the workplace, pres-
ervation of the property of the village council and its rational and careful use; 14) compliance with labour
legislation, labour regulations, labour and financial discipline, occupational safety and health and fire safe-
ty. Conclusions. Therefore, the procedure for applying incentives to employees of local self-government
bodies has been rather superficially regulated, and the corresponding regulatory provisions are scattered
in numerous legal regulations of different legal force, that in turn leads to ambiguous interpretations.
The shortcomings of this procedure include: a) the absence of clear criteria to be taken into account in
determining who should be rewarded; b) the insufficiently regulated procedure for formation and issu-
ance of the Incentive Order, its content and structure; ¢) the unregulated issue of supervising and con-
trol the implementation of managerial decisions related to applying incentives to local self-government
employees.

Key words: management, control, function, implementation, documentation, indicators.

1. Introduction

A clear procedure for applying the incen-
tives to local self-government employees is
important in order to ensure that they are used
in accordance with the principles of legality
and fairness. Moreover, legal literature defines
the concept of “procedure” as a certain sequence
of actions. V.O. Navrotskyi argues that the pro-
cedure is a correct, well-arranged state, the loca-
tion of something; the state at which everything
goes as it should be; when nothing acts wrong,
the regime of something. Further, the author
reveals the social relations, which arise towards
management, through naming their structural
elements (Navrotskyi, 2011).
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The aim of the article is to describe the pro-
cedure for applying incentives to employees
of local self-government bodies and identify
the shortcomings of the procedure.

2. Application of incentives to employees
of local self-government bodies

Therefore, the review of the above-men-
tioned scientific positions establishes that
the procedure is a clearly determined sequence
of actions defined by law, which must be per-
formed by authorized persons for the law-
ful and rational application of incentives to
employees of local self-government bodies.
Thus, it should be noted that the application
of incentives is directly related to manage-
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rial decision-making. A managerial decision is
the initial and main point in the organization
of the activities of each manager. Consequently,
the managerial decision can be considered as
the core of the managerial process and an impor-
tant tool for a systematic approach to the man-
aged object. Each enterprise is not only a man-
ufacturer of products but also an integral part
of society. Therefore, managerial decision-mak-
ing must take into account not only the eco-
nomic aspect of the activity but also the totality
of social, ideological, moral and other relations
(Ruliev, Hutkevych, 2011).

According to Ye.Yu. Petrunia, the con-
cept of “managerial decision” must be distin-
guished from “decision” in general. A person
makes a lot of decisions during the life: in pro-
duction, in purchasing goods, in personal rela-
tionships, etc., but they are not all managerial.
The author argues that the managerial decision
is characterized by: objectives (the manager
does not make decisions on the basis of own
needs, but rather on the basis of the problems
of the particular organization); impacts (deci-
sions made by a high-ranking manager can have
a significant impact on the state of the man-
aged object); the division of labour (there is
a division of labour within the organization:
some workers are engaged in problem analysis
and decision-making, and others implement
decisions made); professionalism (to make deci-
sions in an organization, the manager must have
relevant knowledge, skills, work experience)
(Petrunia et al., 2011).

According to the study by M.V. Dzhafarova,
to date, the category of “managerial decision”
have several meanings, such as: 1) the choice
of the activities related to the development
of an adequate response of the organization to
the impact of any external environmental fac-
tor; 2) an option of the manager’s impact on
the executor of a decision (object managed);
3) an activity in the management subsystem
that involves the preparation, finding, choice
and adoption of certain options, according to
existing circumstances, the interests and needs
of the environment; 4) an optional impact
of the management subsystem on the managed
one; 5) an administrative and practical activity
of the manager in the managed system (actions
of the lower level manager to implement
the decision (commission) of the higher level
manager. In addition, the scientist formulates
the following general specificities of manage-
rial decisions: a) a managerial decision implies
the availability of options and the choice of one,
according to objective circumstances, inter-
ests and needs; b) the choice and adoption
of the option are the result of a conscious men-
tal and psychological activities; c) the need for
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and substantive content of the managerial deci-
sion are determined by and oriented towards
the achievement of the objective; d) the man-
agerial decision has a catalytic and organizing
power (Dzhafarova, 2008).

The process of managerial decision-making
involves the following components:

1. A decision-maker is a person or group
of people who have the necessary decision-mak-
ing power and are responsible for it.

2. Controllable variables are the set of fac-
tors and conditions that give rise to a problem,
which can be managed by a decision-maker.

3. Uncontrollable variables are situations
that may not be managed by a decision-maker,
but that may be managed by others. When
combined with controllable variables, uncon-
trollable variables can influence the out-
come of the choice, forming the background
of the problem or its environment.

4. Constraints (internal and external) on
the value of controllable and uncontrollable
variables that together define the tolerance
range of a decision.

5. Criterion (or criteria) for evaluating
alternative decisions. The criterion may be
quantitative or qualitative (in terms of individ-
ual preferences or in terms of fuzzy logic).

6. A decisive rule (or system of decisive
rules) is the principles and methods of deci-
sion-making that result in recommendations or
a registered decision (although the final choice
depends on the decision-maker).

7. Alternatives (possible results) can depend
both on the qualitative or quantitative value
of the controllable and uncontrollable variables
and on the choice itself.

8. The decision can imply at least two alter-
natives to conduct (otherwise the problem
of managerial decision does not arise due to lack
of choice).

9. Possibilities exist for implementation
of the decision (Bilinska, Kovbasiuk, 2011,
pp. 58-59).

Therefore, the managerial decision is
the professional performance of the authorized
person, aimed at ensuring the efficient func-
tioning of the managed system. We argue that
the procedure for applying incentives to local
self-government employees is directly related
to the consistency of making certain manage-
rial decisions. In this context, we consider it
appropriate to identify the following stages
andsub-stagesinapplyingincentivesforlocalself-
government employees:

1) preparation for a managerial decision.
This step includes: a) identification of employees
and their merits, i. e. the appropriateness of incen-
tives;b)determination of theamount of funds that
are in the bonus fund which can be used to reward;
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¢) determination of the amount of the award
(for example, the amount of the bonus);

2) the adoption of a managerial decision
accompanied by the issuance of an order, that
is, its legal form;

3) the implementation of a managerial deci-
sion that provides for the direct award (direct
accrual and payment of bonuses);

4) control of the implementation of the man-
agerial decision.

The initial impulse of the decision-mak-
ing process is information about the state
of the object managed, that is, identifica-
tion of the problem situation. The action on
theobject managediscarried outafterthe devel-
opment and adoption of the relevant decision,
which in the form of information is submitted
to the object managed. Therefore, the man-
agerial decision-making process is cyclical,
and its main element is the problem, that is,
the discrepancy of the actual state of the object
managed with the desired or given, with
the established objective or the desired result.
Developing an action plan to address the prob-
lem is the essence of the decision-making
process. The problem is always related to
the combination of conditions or factors that
create the problem situation. That is why
the beginning of the decision-making process
is the description of the problem situation
and the factors that led to it (Morhulets, 2012).

Therefore, the preparation of a managerial
decision, according to A.F. Melnyk, combines:
the identification of an objective (set of objec-
tives); the collection and analysis of informa-
tion on the task to be solved; the identifica-
tion, forecasting of the unfold of the situation
and problems; making of options for possible
managerial decisions; development of criteria
and selection of effective options of managerial
decisions (Melnyk et al., 2003, p. 115).

For example, with regard to the preparatory
phase, the first point to be made is the need to
identify the range of employees and their mer-
its, i. e. the appropriateness of incentives. Thus,
local self-government employees are awarded
bonuses in accordance with their personal con-
tribution to the overall results of the perfor-
mance, within the bounds of the bonus fund,
formed in the amount of three months' fund
for remuneration and savings of the wage fund.
They may also be provided with pecuniary
assistance to solve social and welfare problems
and assistance for convalescence in the amount
of the average monthly wage. Bonuses for man-
agers and their deputies, allowances and supple-
ments to their salaries, and pecuniary assistance
are provided by the higher-level body’s deci-
sion, within available funds for remuneration
(Yarmysh, Serohin, 2002).

With regard to the sources of funding for
incentives, focus should be on para. 2 of part 2
of the Resolution “On streamlining the struc-
ture and conditions of remuneration of employ-
ees of the staff of executive authorities, prosecu-
tors, courts and other bodies” which states that
heads of SGBs shall be entitled to award bonuses
to employees in accordance with their personal
contribution to overall performance, as well as
on public and professional holidays and anni-
versary dates. Moreover, the above-mentioned
bonuses are paid within a bonus fund estab-
lished in the amount of not less than 10 per
cent of the salary and savings of the wage fund.
The savings may arise, inter alia, from vacancies,
sick leave and unpaid leave, and in other cases
(Cabinet of Ministers of Ukraine, 2006).

3. Bonuses and allowances are awarded to
the staff

Bonuses and allowances are awarded to
the staff based on a comprehensive analysis
of the performance of basic duties in accord-
ance with the order of the village head, within
the funds provided for the bonus. The amount
of the bonus for each worker is determined
according to his/her personal contribution to
the overall results of the village council’s activ-
ities. Assessment of the personal contribution
of employees considers competence, initiative,
complexity, quality and speed of the work,
its scope, creative and analytical work, effi-
ciency and productivity of developments, deci-
sions taken and other achievements (Cabinet
of Ministers of Ukraine, 2006).

It should be noted that the main indica-
tors (conditions) for awarding bonuses to
the employees of the Village Council appa-
ratus are: the implementation of the activi-
ties envisaged in the Council’s work plans;
rational and efficient organization of the work
of the team and conscientious performance
of the job responsibilities; effective manage-
rial decisions, high performance; timeliness
and quality of preparation of background
and analytical materials for draft legal regula-
tions for consideration at sessions and meetings;
closer cooperation with the public, the relevant
services of the district, the village, enterprises
and entrepreneurs; timely and effective execu-
tion of the orders, recommendations of the high-
est authorities, tasks and commissions assigned
by the leadership of the village council; creativ-
ity, initiative, professionalism and application
of effective working methods; quality and timely
preparation of documents; quality and effec-
tive processing of citizens' letters and appeals;
additional time worked; performance of duties
that are not part of the post in accordance with
the job description; constant self-improvement,
professional development; proper maintenance
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of the workplace, preservation of the property
of the village council and its rational and careful
use; compliance with labour legislation, labour
regulations, labour and financial discipline,
occupational safety and health and fire safety.

The next step, as noted above, is the adop-
tion of a managerial decision accompanied
by the issuance of an order, that is, its legal
form. Decision-making is the part of any
management function, as decision-making is
the main product of a manager’s work. There-
fore, understanding the nature of managerial
decision-making is essential for a better under-
standing of the management process in general
(Petrunia et al., 2011).

According to O.N. Yevtushenko, manage-
rial decision-making may be intuitive (own
feeling that the choice is right); be based on
judgment (choice based on knowledge or expe-
rience, that is, the manager uses knowledge
of what has happened in such situations in
the past and chooses such an option, which he
believes will be the most successful); be rational
(decision is based on an objective analytical
process implying the relationship of consecu-
tive stages: diagnosis of problem — formulation
of criteria for decision-making decision — iden-
tification of alternatives — assessment of alter-
natives — choice of decision) (Yevtushenko,
2014, p. 49). In addition, the author argues
that managerial decision-making requires
a high level of competence, time, energy, expe-
rience and responsibility on the part of manag-
ers. Managerial decision-making is an impor-
tant part of the management activities around
which the life of an organization revolves.
Sound and effective managerial decisions by
the head affect the success of the organization
(Yevtushenko, 2014, p. 49).

Finally, managerial decisions should meet
certain requirements: efficiency (to fully con-
tribute to achievement of the organization’s
objective); cost-effectiveness (to contribute to
achievement of the objective set in a cost-ef-
fective manner); timeliness (not only in deci-
sion-making, but also in achieving an objec-
tive); validity (executors of a decision must
understand the reasons for making that deci-
sion); reality (a decision must not be abstract)
(Shcheblykina, Hrybova, 2015). Key ones are
validity, clarity of language, real feasibility,
timeliness, cost-effectiveness (measured by
cost), efficiency (measured by the degree to
which objectives are achieved in relation to
resource costs) (Shcheblykina, Hrybova, 2015).

Therefore, the adoption of a managerial
decision is an important stage in applying
incentives to employees of local self-govern-
ment bodies, since in fact, at this stage the legal
form of the respective actions is carried out

62

by issuing an order. B.I. Sazonov proves that
an order is a legal document that begins a man-
agement cycle, so that an adequate percep-
tion of the information in it is important for
the entire management organization (Sazonov,
1976, p. 112).

The Incentive Order for local self-govern-
ment employees must contain the following
information: a) the list of persons to whom
the incentive is applied; b) grounds for grant-
ing the incentives; c¢) the type of incentives;
d) time for which an incentive must be granted;
e) in addition, the order must contain all details
necessary for the said documents.

Another stage in applying incentives for
local self-government employees is the imple-
mentation of a managerial decision. The imple-
mentation of the managerial decision is directly
related to the implementation of the accrual
and payment of bonuses of incentives to local
self-government employees. For example,
the monthly bonus for public officials of a pub-
lic authority is paid not later than the date
of payment of wages for the month in which
the bonus is accrued, and the quarterly bonus
not later than the date of payment of wages
for the last month of the quarter, in which
the bonus is accrued.

The final stage, which should be underlined,
is the control of the implementation of the rele-
vant managerial decision. Traditionally, control
is the process of ensuring that the objectives
set are met (Bandurka, 1998). According to
Yu.O. Tykhomyrov, control is the verification
of compliance with and fulfilment of the tasks,
plans and decisions, set according to law, that
is, the beginning of a cycle devoted to the eval-
uation of the ongoing process. In this context,
the author emphasizes: first, the functional
assignment of control, second, that it arises
at a certain stage of the management process,
and third, that control is exercised by all public
administrators (Tykhomyrov, 1998, p. 58).

As a management function, control is
the continuation of planning and regulatory
functions and accompanies the implementa-
tion of managerial decisions. Control involves
identifying and documenting actual indica-
tors (outcomes of decision implementation)
and comparing them with indicators planned
to measure organizational performance. Con-
trol also includes comparing the expected
and actual implementation rates of plans, verify-
ing the admissibility of underlying assumptions
and control of the methodological and substan-
tive consistency of management implementa-
tion plans. Moreover, control includes a set
of actions to analyse potential deviations from
planned indicators. Comparison and analy-
sis stimulate new decision-making processes,
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which in turn initiate remedial actions and pro-
vide long-term learning effects (Trofymova,
Trofymov, 2012).

In the context of the topic, it should be noted
that the control of applying initiatives has not
been sufficiently regulated to date, in particu-
lar with regard to its procedure and the actors
authorized to carry it out. Control of decision
implementation involves the establishment
of a control mechanism to detect changes in
the external and internal environments in which
organizations operate, the location of problems,
and the need for additional decisions to achieve
the objectives of the system. The control mech-
anism should consist of two parts: control
of changes in the external environment (system
input) and internal (in organization and system
outputs) (Trofymova, Trofymov, 2012).

4. Conclusions

Therefore, the procedure for applying incen-
tives to employees of local self-government
bodies has been rather superficially regulated,
and the corresponding regulatory provisions are
scattered in numerous legal regulations of dif-
ferent legal force, that in turn leads to ambig-
uous interpretations. The shortcomings of this
procedure include:

a) the clear criteria to be taken into account in
determining who should be rewarded are absent;

b) the procedure for formation and issuance
of the Incentive Order, its content and struc-
ture are not sufficiently regulated;

c) the issue of supervising and control
the implementation of managerial decisions
related to applying incentives to local self-gov-
ernment employees is not regulated.
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INOPA/TIOK 3ACTOCYBAHHA 3AOXOYEHD /10 ITPAIIIBHUKIB
OPT'AHIB MICIIEBOT'O CAMOBPAAYBAHHA

AHoranis. AKTyaJIbHICTb CTATTi HOJIATAE B TOMY, 11O /11 BUKOPHCTAHHS 320X0UEHD /10 TIPAlliBHUKIB
OpTaHiB MiCI[eBOTO CAMOBPSAYBaHHA 3 JOTPUMAHHAM IIPUHIUITIB 3aKOHHOCTI Ta CIIPaBe/IINBOCTi BaXKINBe
iX 3acTocyBaHHA B IeBHOMY NOPAAKY. Memoto cmammi € XapakTepuCTUKa IIOPS/IKY 3aCTOCYBAHHS
3a0X0ueHb JI0 IIPalliBHUKIB OpraHiB MiCIIeBOTO CaMOBPSIyBaHHS Ta BU3HAueHHs IHOro HeMOJIKiB.
Pe3ynvmamu. BeranoBIEeHO, O YTIPaBIiHCHKE PillleHHsT — Tie mpodeciiiia AisAbHICTh YITOBHOBAKEHOT
ocobu, crmpsiMoBaHa Ha Te, 100 3abesneuntu edextBHEe (YHKIIOHYBAHHS KEPOBAHOI CHCTEMH.
ITopsiziok 3acTOCYBaHHST 320X04YEHb JI0 MPAIIBHUKIB OPraHiB MiCIIEBOTO CAMOBDSIIyBaHHSI GE3110CEPENHBO
TIOB’AI3aHUH {3 TOCTiZOBHICTIO TIPUIHATTS IE€BHUX YHPaBJiHCbKUX pimenb. Haromomeno na Tomy, 1mo
OCHOBHHMMU TIOKa3HUKaMu (YMOBaMM) 7Sl IIPeMilOBaHHS MPAIliBHUKIB arapaTy CiJbCbKOI Paill € Taki:
1) BUKOHAHHSI 3aXO0/1iB, [IepedavYeHNX IAHAME POOOTH OpraHy; 2) parioHasbHa if eheKTHBHA OpraHisarist
pobOTH KOJEKTHUBY Ta H0GPOCOBICHE BUKOHAHHS MOCAAOBUX OOOB'SI3KiB; 3) MPUIHATTS ehEKTHBHUX
YIPaBJIIHCHKUX PpillleHb, BUCOKA PE3YJNbTATUBHICTH Y POOOTI; 4) CBOEYACHICTb i SAKICTh IMiJATOTOBKH
JIOBIZIKOBUX Ta aHAJITUYHUX MarepialiB [0 IPOEKTIB HOPMATUBHO-IIPABOBUX AKTIB AU PO3IJIALY HA
cecisix i 3acifaHmsIX; 5) HAJATO/UKEHHS TICHOI CIIBIpaIli 3 TPOMAACHKICTIO, BIAMOBIAHUME CITyKOGAME
paiiony, cesa, 3 MiAPUEMCTBAM, TiANPUEMIISIMIE; 6) cBO€UacHe it eDeKTUBHE BUKOHAHHS PO3IOPSI/IKEHD,
peKoMeH/Ialliil BUIIMX OPraHiB BJaJiM, 3aBJaHb i I0pyYeHb, IIOCTABJIEHUX KePiBHUIITBOM CiJIbCbKOI Paii;
7) TBOpYicTh, iHiliaTHBa, MpodeciiiHicTh Ta BUKOpHCTAaHHS eeKTHBHUX MeTOAiB poboT; 8) skicHa
Ta CBOEYACHA ITIIN0TOBKA IOKYMEHTIB; 9) siKicHa il eheKTUBHA pOOOTa 3 IMCTAMU Ta 3BEPHEHHSIMU IPOMAISIH;
10) gomaTkoBO BimmparboBaHuil yac; 11) BUKOHAHHS POOIT, AKi He HaJIeKaTh 0 MOCANOBUX 0OOB'A3KIB
3TiTHO 3 T0Ca/oBOI0 iHCTPYKIi€eto; 12) moctiiiHe caMoOBIOCKOHAJNEHHS, MiABUIIEHHS mpodeciitnoi
kBamidikauii; 13) HamexHe yrpuManHs pob0o4Oro Micis, 306epesKeHHs MaiiHa CiIbChKOI paau Ta HOro
parioHasibHe i GepeskBe BUKOPUCTAHHS; 14) JOTPUMAHHSI BUMOT TPYIOBOTO 3aKOHOJABCTBA, [PABUII
TPYZOBOTO PO3NOPSKY, TPYAOBOI Ta INTaTHO-(HiHAHCOBOI AMCHUMUIUIIHYM, TEXHIKN Oe3IeKH i MOKeKHOi
Gesrexn, 0XopoHu mpaili. Bucnosxu. Ha chorojiHi mopsijiok 3aCTOCYBAHHS 320X04€Hb JI0 TIPAIiBHUKIB
OpraHiB MiCIIeBOTO CaMOBPS/IyBaHHS BPeryJbOBaHUII I0CUTD IIOBEPXHEBO, @ HOPMHU ITPaBa, IKUMU BOHU
PEryJIo0ThCs, PO3IOPOLIEHI B YUCICHHMX HOPMATUBHO-IIPABOBMX aKTaX Pi3HOI IOPMAMYHOI CHJIM, 110
CBOEIO UeProo IIpU3BOUTD JI0 HEOJHO3HAUHOTO iX TIyMaueHHs1. [lo HeJjoMiKiB BKa3aHOIo IOPSIIKY BapTo
Bi[HECTH: a) BiZICYTHICTD YiTKMX KPUTEPIiB, AKi HEOOXIIHO BpaxOByBaTH Iijl Yac BU3HAYEHHS KoJa ocib,
KOTPi 3aCJIyTOBYIOTh Ha 320X0YEHHS; 0) He OCUTh YPEryTbOBaHUI MOPsA0K (GOPMYBAHHS Ta BHAAHHSI
HaKasy IIPO 320X04YEHHsI ITPAI[iBHUKIB, 1070 3MiCT i CTPYKTYPY; B) HEBPeTryIbOBAaHICTb TNTAHHS 3/1iiCHEHHS
HarJIsAy i KOHTPOJIIO 32 peasii3alli€lo ynpaBIiHCbKUX PillleHb, 0B S3aHUX i3 3aCTOCYBaHHAM 3a0X04€Hb
JI0 IIPALliBHUKIB OPraHiB MiCIIEBOIO CaMOBPSLYBaHHA.
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