TRAINING NEEDS
ANALYSIS OF LOCAL
GOVERNMENT IN
CYPRUS

REPORT

FOR LOCAL GOVERNMENT REFORM
© 2017

/‘ CENTRE OF EXPERTISE
{7

TRAINING NEEDS
ANALYSIS of LOCAL
GOVERNMENT IN
CYPRUS

REPORT

Delivering Good Governance

developed by: 2017

Cezary Trutkowski,
Daniele Del Bianco,
Eleftherios Loizou,

for the

CENTRE OF EXPERTISE
FOR LOCAL
GOVERNMENT
REFORM

COUNCIL OF EUROPE

A ( =,
UNION OF CYPRUS MUNICIPALITIES

CONSEIL DE L'EUROPE



TRAINING NEEDS
ANALYSIS OF LOCAL
GOVERNMENT IN
CYPRUS

Report

Authors:
Cezary Trutkowski
Eleftherios Loizou

Daniele Del Bianco

Project coordination:

Kalia Martides

for the:
CENTRE OF EXPERTISE

FOR LOCAL GOVERNMENT REFORM

Council of Europe






The opinions expressed in this work are the
responsibility of the authors and do not necessarily
reflect the official policy of the Council of Europe.

All interested bodies are encouraged to use the
tools, provided that the copyright is respected,
qualified and certified by the Centre experts are
used, and the Centre is informed. The Centre can
provide assistance in the tools’ adaptation, !
implementation and training of national experts. '

Council of Europe
Centre of Expertise for Local Government Reform

https://www.coe.int/en/web/good-
governance/centre-of-expertise

© Centre of Expertise for Local Government
Reform, 2018 '



CENTRE OF EXPERTISE FOR LOCAL GOVERNMENT REFORM

Since its inception, the Centre of Expertise has operated in a rapidly evolving context of decentralisation and
local government reforms: the transfer of functions from the national to the local and/or regional levels has
advanced in most member states, and decentralisation policies have captured increasing attention. The tools
and methods of the Centre have developed over the course of its mandate to reflect these changes and emerging
issues.

In this context, the Centre’s capacity building programmes and legal assistance activities support the on-going
process of reform of local government but are increasingly aimed not only at local but also at regional and central
authorities. The Centre is now in a position to offer cutting-edge expertise on multi-level governance to its
partners and beneficiaries.

The practical and impact-oriented “specific projects” are implemented in cooperation with local, regional,
national and international stakeholders and are aimed both at improving the legislation and at strengthening the
institutional capacity of all tiers of government.

The Centre is uniquely placed to balance the needs of central and local authorities to support multi-level
governance. While maintaining an approach that focuses on understanding the needs of local governance actors,
the Centre’s connection to the Council of Europe’s intergovernmental Committee on Democracy and Governance
(CDDG) offers it ready access to high-level government officials from the 47 member states with a reservoir of
knowledge and expertise in governance reforms.

Today, the Centre of Expertise aims to promote the relevant European standards such as the European Charter
for Local Self-Government, and the 12 Principles of Good Governance through legal and policy advice, and
through implementation of benchmarks, evaluation instruments and innovative methodologies (“tools”).

MINISTRY OF INTERIOR, REPUBLIC OF CYPRUS

The Ministry of Interior shapes and implements the central government’s human-centered policy. The
anthropocentric action of the Ministry of Interior is based on the following policy axes:

a. Qualitative upgrading of the services provided to the citizen, which is the main pillar of its policy with a
particular emphasis on securing and consolidating meritocracy, objectivity, good administration and
transparency.

b. Deterioration of the housing problems of the displaced population and of the financially weaker classes
of the society.

c. Upgrading the role and restructuring of the Local Government with a systematic gradual expansion of
its powers while at the same time ensuring financial independence in order to be able to respond
effectively to modern requirements and to contribute efficiently to the collective effort of the state in
the development of both urban and rural areas.

d. Intensifying the efforts to modernize and simplify the procedures that prove to be inadequate to meet
the modern requirements and needs of the citizens and to inhibit the main areas of competence of the
Ministry (Urban Planning, Land use, Immigration, Asylum, etc.) with the simultaneous decentralization
of powers.



UNION OF CYPRUS MUNICIPALITIES

The Union of Cyprus Municipalities is the association of Municipalities in Cyprus on national level. Its core
functions are to contribute to the development of local government autonomy, as well as to act as spokesman
of local government interests vis-a-vis the central government and other national institutions. It also takes an
active stand in the relations between Cyprus and the European Union.

UNION OF CYPRUS COMMUNITY COUNCILS

The Union of Cyprus Community Councils is the association of Community Councils in Cyprus on national level.
Its main objectives are the promotion of the members' powers, interests, rights and privileges and, in general, of
the independence and self-sufficiency of community councils, the promotion of their cooperation, the expression
of opinions to any Authority, Body or Organization aiming at the development and expansion of the local self-
government system and the participation and in International Organizations, Congresses or Fora of Local Self-
Government for representing its members.
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EXECUTIVE SUMMARY

A Training Needs Analysis (TNA) was performed in the April-December 2017 period in order to:

e Provide independent and reliable field research into LSGs training that will allow the
training to be developed in response to the needs and expectations of LSGs staff and
appointed officials,

o Identify the training necessary for LSGs to properly fulfil their obligations.

The research developed through four main phases, during the April — December 2017 period:

Data Validation

Explorative phase Quantitative phase Qualitative phase phase

e April-June ¢ July-November *October-November ¢ November-December
Figure 1 - Project phases and time-table

At the preliminary stage of the project (The Explorative Phase), meetings were organised between
Council of Europe experts and significant local stakeholders of the local government system in Cyprus:
representatives of the Parliament, the Ministry of Internal Affairs and local government unions. Those
meetings enabled proper development of research methodology and the research tools used.

The Quantitative Research Phase implemented an on-line survey distributed among all LSGs. Through
the on-line survey 106 valid responses were gathered. Out of this number, by the executives of 27
municipalities (90% of municipal councils), 55 communities with staff and 24 of communities without
staff (22,5% of community councils).

The Qualitative Research Phase allowed for 18 individual in-depth interviews and 1 group interview
with total of 22 participants.

Finally, in December 2017, data were validated at a Group meeting with representatives of the Ministry
of Interior, the Union of Cyprus Municipalities and the Union of Cyprus Communities as well as during
a Final Conference held on 15 December 2017 in Nicosia. The Conference’s objective was to present
the results of the survey about the perceptions of elected and executives members of LAs, the
discussion of these results with the participants in the conference and the exploitation of the
conclusions of the discussion for the formation of the of the final project’s deliverable entitled "Report
on Training Needs’ Analysis of Local Government of Cyprus". The conference was attended by 65
people (elected and executive members of Cypriot Local Authorities - LAs), representing the main
institutions dealing with the Cyprus Local Government system, i.e. Municipalities and Communities,
Union of Municipalities and Union of Communities, District Administrations and the Ministry of
Interior.

The following report provides an overview of the local government system in Cyprus (Chapter 1), the
assessment of the local government system (Chapter 2), the management and operation of local
government units (Chapter 4) and the training experience and needs (Chapter 5) as identified by LSGs.
CSOs.

In order to define training needs, it is first necessary to identify the institutional and operational
challenges faced by LSGs.
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When looking at the sources of greatest difficulties, LSGs representatives consistently highlighted the
following as most relevant:

a. High level of dependency from the central government and extensive bureaucracy leaves
limited space for decision-making power and autonomy;

b. Municipalities and local communities are under-staffed (both in number and in capacities);

c. Not sufficient financing for the responsibilities entrusted to the local authorities.

It should also be noted, that citizens’ participation in policy making is limited. Civil engagement is
mostly limited to direct contact with apical positions in the local administration. Nevertheless, the
survey results do not indicate that local government representatives would attach any particular
significance to citizen activation.

The findings from individual interviews held with local government leaders were confirmed in the
results of systematised surveys but they indicate a somewhat different hierarchy of problems. At the
first place of the list, they mentioned ‘staff shortages in local administration’. Further on, they
mentioned ‘legal limitations of discretion in decision-making of local government in some areas’ and
‘no adequate financing of commissioned tasks’. What draws attention is a different perception of the
importance of problems in municipal and community councils. The importance of staff shortages is
slightly higher in the latter, while absence of adequate financing of tasks pursued by local government
becomes particularly critical in municipal councils.

The data indicate that when asked about the most important specific needs related to the
implementation of the local government responsibilities, the respondents mentioned particular
attention to cleanliness and order in public places. This issue is of particular importance in municipal
councils, followed by the need to invest in road infrastructure and to support local economic growth.
In smaller units, additional importance is attached to issues such as space management and land
management as well as ‘activities of cultural institutions and upkeep of greenery.

The analysis of survey data reveals a structural differentiation of development priorities: what comes
to the fore in community councils are basic problems related to infrastructural deficiencies and the
need to focus on day-to-day governance challenges (presumably this need arises from the generally
limited resources). The priority in major centres is the effort to improve the quality of public services
offered.

The interviewed Mayors and Presidents of community councils believe, in general, that, despite all the
difficulties they face in the operation of their local government unit, their municipality or community
council manages to offer good and quality services to their citizens (according to the responsibilities
that fall within the law). However, the positive opinions on the performance of local government units,
as presented during the interviews, should be largely viewed as an emanation of individual feelings or
an effect of respondents’ everyday observations which are, by their very nature, subjective. Indeed,
survey data indicate that formalised reflection on the performance of local government units is a rare
practice.

The collected answers indicate that in the case of municipal units, the areas of fundamental problems
in the implementation of tasks include: ‘Local public transport and local roads’, ‘wastewater and solid
waste management’, ‘agriculture and rural development’ and ‘European integration’. In community
councils, problems related to ‘wastewater and solid waste management’ and ‘local economic
development and investment attraction’ come to the fore. The latter is the most important area in the
smallest local government units., i.e. community councils employing no staff.

TRAINING NEEDS ANALYSIS IN CYPRUS @
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Our analyses enabled us to identify a relationship between the assessed efficiency of local
administration and the sources of difficulty in local governance indicated by the respondents. In both
types of units (municipal and community councils), the key issue that negatively affects the self-
assessment of performance is the ‘lack of competent staff’. However, according to the interviewed
mayors and presidents of community councils, the improvement of performance in the operations of
their local government unit relies on increased employment rather than on increasing their staff’s
competence. Moreover, extremely stringent job descriptions included in the collective public
contracts, limit the possibility to have any flexibility in the work of the local authority’s staff. This
couples with the legal limits on incentives and sanctions, making it hard to count on a dynamic,
motivated and result-oriented workforce.

In the quantitative study, the problem of insufficient competence of local government employees was
identified, although the data do not indicate it as a fundamental issue. Worth noting is that
competence problem seems to be more important in municipal councils than in community councils.

According to respondents’ declarations in the 2016 survey, representatives of over 76% of municipal
offices, nearly 70% of community councils and a half of offices employing no staff participated in
various external training events and courses.

The interviewed LAs’ leaders admitted that there does not seem to be an adequate mechanism for
developing the competence of their staff. Training needs’ assessment or analysis tools are not being
used systematically for identifying the training needs of their staff. At the same time there is a general
acknowledgement by the interviewees that it is necessary for training and capacity building to be
provided to the staff of their municipalities or community councils through a more structured and
targeted method.

Through the interviews, a variety of soft and hard skills training requirements were identified, although
the need for soft skills was highlighted by many of the interviews’ participants as key. The following
list includes all the training postulates mentioned during the interviews:

e Soft Skills: (general management and communication skills, mind-set change, HR
management, performance management, time management, leadership, ethics,
communication with the public, customer satisfaction, conflict management, increasing
productivity, coaching and counselling, budgeting, motivating and planning)

e Hard skills (legislation, ICT (basic and specialised software programs), e-government,
accounting, responsibilities of elected representatives, taxation, EU funds)

It is important to bear in mind that the diagnosis of training needs should help to identify the
discrepancies between the current knowledge of potential training participants and the knowledge
which is required or desirable for some reason. Therefore, the training postulates submitted by the
research participants were verified in relation to the declared problem areas in the work of local
government offices.

Data analysis has shown that the most important training needs for the staff of municipal offices (at
least in relation to the difficulties experienced by local government units) include training in the
following areas: ‘work time management’, ‘managing human teams, team work techniques, conflict
resolution’, ‘European integration’ and ‘local public transport and local roads’. At the same time the
most important training needs of community council employees include training in ‘local economic
development and investment attraction’, ‘wastewater and solid waste management’, ‘services to
elderly’, “agriculture and rural development’ and ‘European integration’.
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1. INFORMATION ABOUT THE RESEARCH PERFORMED — A METHODOLOGICAL NOTE

1.1. INTRODUCTION?

A training activity in the life of an organisation means that there is a striving need to achieve a
different—and, by definition, better—and desirable state of its operation. Training needs arise from
deficiencies related to constraints or imperfections in human activity, primarily deficiencies in
knowledge or skills. In this sense, they should be distinguished from other factors, which exert
influence on the functioning of organisations. Notably, it is rare that actual developmental constraints
would result from insufficient competences of people who are part of the organisation. The condition
of that organisation may deviate from the expectations due to various legal, institutional or historical
considerations. This discrepancy may also be connected with the social or political context or limited
availability of human or financial resources. Therefore, in an assessment of training needs, the issue
that comes to the fore is not the subject-matter of training (i.e. its content, target recipients, manner
of organisation) but, rather, the reasonability of training under the existing circumstances.

A Training Needs Analysis (TNA), therefore, should offer an answer to the question on whether it is
indeed the educational effort that will help the organisation to attain the desirable state of affairs.
After all, it might well happen that mayors, heads of administration, or other officials do have the
necessary knowledge and skills to act but legal regulations or other systemic constraints prevent them
from performing their tasks efficiently.

It is important to realise that specific training needs always correspond with specific institutional
challenges. With a minimalist definition of expectations, the required skills will be different versus a
situation where goals are defined comprehensively and broadly. Therefore, the assessment of training
needs helps to identify the discrepancies between the knowledge held by potential targets of
educational efforts and the knowledge, which, for some reason, is required or desirable.

In this spirit, we can talk about two ways to identify training needs:

e Description of training-related expectations (or desires), OR
e Identifying the required competences (or, in other words, providing a prescriptive definition of
training needs).

In the former case we are dealing primarily with training-related wishes (desires) of specific individuals
whereas in the latter case we are talking about a systemic necessity of (need for) training. The key
challenge is to know how to separate desires from needs. In the case of public administration system,
officials’ training-related wishes are constrained by their awareness levels and their motivation for
personal growth whereas needs stem mostly from the way the system is organised and from reform
programmes developed by political leaders.

1 Adapted from Training Needs Assessment for Local Government in Malta (2014), by C. Trutkowski, Council of Europe

Expert, Poland, and Appointed Expert to the project MT04/1 “A Partnership for Creative Governance” pp 8-10. (2014)
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1.2. TNA: OBJECTIVES

The key objective of the TNA was to identify training-related expectations of local administration staff
as well as the needs with regard to further strategic training of LSGs staff in Cyprus.

The research aimed at identifying:

The existing status of knowledge and previous experience of key groups of local government
staff and elected representatives;

The need for improved knowledge and professional skills;
Attitudes towards training;

LSGs willingness to participate in training and the affordability of training.

1.3. RESEARCH IMPLEMENTATION

The aforementioned objectives of the TNA necessitated the implementation of a relatively extensive
research endeavour consisted of four components:

Explorative phase - April-June 2017

In order to carry out an assessment of training needs, an in-depth consultation with significant
stakeholders of decentralised public administration is required. Such consultations help to
develop proper research tools, adapted to local conditions, and to devise a proper research
execution plan, taking account of the local context.

At the preliminary stage of the project, meetings were organised between Council of Europe
experts and significant local stakeholders of the local government system in Cyprus:
representatives of the Parliament, the Ministry of Internal Affairs and local government unions.
Those meetings enabled proper development of research methodology and the research tools
used.

Quantitative phase - July - November 2017

Surveys are the main component of the training needs assessment. According to the general
methodological assumptions that have been adopted, surveys provide systematic data,
representative for the population of local government units in the country concerned.

Two independent surveys were conducted under the project:

— A study based on a paper questionnaire conducted among mayors during the conferences
organised by the Union of Cyprus Municipalities (a total of 23 completed questionnaires were
collected, which corresponds to 90% of municipal councils);

— Anonline study (Computer Assisted Web Interviews) carried out in local government units:
= 27 in municipalities (90% of municipal councils);

= 55 in communities with staff and 24 in communities employing no staff (which
corresponds to 22.5% of community councils).
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Graph 1: Information about survey respondents: participation of local government units in the study, by type

Information about survey respondents

Quantitative survey: +23 short

55 questionnaires with
Mayors

Number of questionnaires received
by the type of local government unit

24

Municipality Community with staff Community without staff

Graph 2: Respondents’ positions in local administration

Information about respondents - Position

Type of local government unit 00% 100% 20,0% 30,0% 40,0% 50,0% 60,0% 700% 80,0% 90,0% 100,0%

Mayor/President*

Municipal Secretary / Community Council
Secretary*

Officer

Staff member at a lower level

Head of department*

® Municipality (n=27)

Deputy mayor/ Vice President

m Community Council with staff (n=55)
Other

Member of Municipal/Community Council ® Community Council without staff (n=24)

e (Qualitative phase - September- October - November 2017

As a rule, qualitative studies are conducted to complement extensive surveys. Qualitative studies
are employed to get an in-depth insight into the milieu of public service provision by local
government units, to identify the conditions that determine the actual responsibility of
administration for the effects of service implementation and a more contextualised needs
identification in the area of competence development among local government personnel.

In Cyprus 21 LGSs (municipalities and community councils) were selected in order to allow for
diversity in terms of geographical distribution, size and level of socio-economic development.

TRAINING NEEDS ANALYSIS IN CYPRUS @



1214

In September and October 2017, 19 in-depth interviews (IDIs) were conducted with key
stakeholders representing the following groups:

— Municipalities - 14 Mayors
— Communities - 7 Presidents of the Council

— District Office - 1 District Officer

e Data Validation phase - November — December 2017

The validation phase enables a more in-depth analysis of the obtained research results. It also
paves the way to a discussion over the accumulated data and to the development of
recommendations that would be useful from the perspective of strategic planning of personnel
development for local government needs.

The key element of this stage of the project (apart from a number of bilateral discussions held)
was a conference organised on 15 December 2017 in Nicosia, where the preliminary conclusions
from the training needs assessment were presented and discussed.

® Report
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2. THE LOCAL GOVERNMENT SYSTEM IN CYPRUS

The Republic of Cyprus has an integrated system of local government that includes municipal councils
(mainly in urban areas) and community councils (mainly in rural areas). Since 1974, almost 37% of the
territory of Cyprus remains under Turkish occupation. The following analysis deals with the local
government operating in the part of the island under the control of the internationally recognized
government of the Republic of Cyprus.

The territory of Cyprus is divided into six administrative districts: Famagusta, Kyrenia, Larnaca,
Limassol, Nicosia and Paphos. In fact, these administrative districts fall under the central government’s
direct control. They are run by District Officers, who are senior civil servants appointed by the
government. Administrative districts constitute a lower deconcentrated level of the central
government’s operation. The main function of the District Officers is to coordinate the activities of the
central ministries in their area of jurisdiction, operating under the direct control of the Ministry of
Interior. Moreover, they oversee the legality of the works of the Community Councils.

Although there is a single-tier system of local government in Cyprus, local authorities are divided in
two types: municipalities (mainly in cities with more than 5,000 inhabitants) and communities (for rural
areas). They have a different legal and administrative status and a different range of powers and
responsibilities when it comes to the level of delivery of services.

2.1. BASIC LEGAL FRAMEWORK, COMPETENCE, POWERS AND SERVICE DELIVERY

The legal framework: an overview

The 1960 Constitution recognises local authorities only in an indirect way requiring, on the one hand,
that single municipalities must be established in the five largest towns of the Republic, namely in
Nicosia, Limassol, Famagusta, Larnaca and Paphos for both the Greek and the Turkish communities.
In fact, the focus of the Constitution was not to lay down the very basic rules of local government, but
rather, to regulate the relationship between the Greek Cypriots and Turkish Cypriots Communities
providing that the composition of municipal bodies must be based on the proportional representation
of the two communities.

Furthermore, the Constitution does not define the basic rules of local government; rather, it regulates
the relationship between the Greek Cypriot and Turkish Cypriot Communities, providing that the
composition of municipal bodies should be based on proportionate representation of the two
communities. The Constitution also provides for separate taxation at local level for the two
communities, as well as separate responsibilities for the issuance of permits relating to building
infrastructure, sites’ or construction works or for the development of town planning.

2 Republic of Cyprus (1960), Constitution of the Republic of Cyprus, Article 173
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The legal and administrative status of municipalities is governed and determined by Law No 111/1985
on municipalities’. This law has been amended more than fifty times since its entry into force and is
undergoing a complete revision at present, as a long-term process or attempt to reform the local
government system in Cyprus is in progress. Each municipality is a legal entity governed by public law,
which means that it can sue and be sued under its own name and interest.

The legal status, organizational issues, duties and functions of the community councils are governed
by the Communities’ Law of 1999%, which has also been amended several times.

There are 30 municipal councils and 350 community councils fully operating. Additionally, 9 municipal
councils and 137 community councils officially exist although their area of intervention is in the
occupied area. In theory, all occupied municipalities and community councils retain the status of a local
government’s unit; nevertheless, since they are outside the government-controlled area, their main
functions are mostly limited to organizing cultural events.

Competencies and powers

Municipalities have much greater powers and responsibilities and larger budgets than communities.
There is a considerable variation among municipalities and communities on powers, responsibilities
and budgets on their executive level of operations. In general, Community Councils and Municipal
Councils, according to the two above mentioned Laws, have a general competence, which means they
can manage all local affairs and exercise all the powers provided by the law. The councils and the mayor
or president of community council, exercise the powers and tasks of the local government. Tasks and
powers not defined within the two specific Laws or other laws fall within the remit of the central
government departments. In spite of the specific provision of the law on the general competence of
local governments in local matters, the same laws define their main obligatory tasks and functions,
nevertheless, on operational level, specific procedures contribute in notable distinctions in regards to
the level of control which is exercised by the central government between the functioning and
delivering of Municipalities and Community Councils. The main difference in this aspect arises from
the fact that any action put forward by the Community Councils lies under the legitimacy check of the
District Officer. On the other hand, Municipalities do not have such restrictions and therefore, they
may initiate in practice any of their decisions.

Delivering Authority

Service Central e - Remarks
Municipalities Communities
Government

GENERAL ADMINISTRATION

Local authorities
Police, Fire protection, Civil protection may appoint traffic
police

Criminal justice

Civil status register

Statistical office

EDUCATION

Pre-school (kindergarten & nursery),
Primary, Secondary

Vocational, technical and adult education
Higher education

5 Republic of Cyprus (1985), The Municipalities’ Law, (N. 111/85)
4 Republic of Cyprus (1999), The Communities’ Law, (N. 86(1)/99)
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SOCIAL WELFARE

Local authorities
Family welfare services may establish and
run nursing homes

Welfare homes
Social security
PUBLIC HEALTH
Primary care
Hospitals
Health protection
HOUSING & TOWN PLANNING
Housing
Town planning
Regional planning
TRANSPORT
Roads
Transport
Urban roads, Ports, Airports
ENVIRONMENT & PUBLIC SANITATION
Water & sanitation
Waste collection & disposal
Cemeteries, crematoria and Slaughterhouses
Environmental protection
Consumer protection
CULTURE, LEISURE & SPORTS
Theatre & concerts
Museums & libraries
Parks & open spaces
Sports & leisure
Religious facilities
UTILITIES
Gas services, District heating, Electricity
Water supply
ECONOMY
Agriculture, forests & fisheries
Local economic development/promotion
Trade & industry
Tourism
Table 1 - Government, Municipalities and Communities: Competencies and powers®
Sole responsibility service Joint responsibility service

The Municipalities’ Law assigns municipalities the task of urban planning. In Cyprus, this power is
mostly limited to issuing building permits. In fact, urban planning responsibility seems to be an
authorized state administrative task because, as the law implies, a municipality can exercise any
planning responsibility “that the Minister can transfer to it”. Another important function of
municipalities is water supply. Municipalities provide the construction, maintenance and operation of
water systems of their own local area. In addition, they maintain drainage systems in the municipal
area. Municipalities are responsible for street maintenance, construction of public roads and bridges,
street lighting and cleaning of public spaces. They are also responsible for the collection and disposal
of waste. They also operate public cemeteries, baths, lavatories and other sanitary facilities.

Certain supervisory and regulatory powers of municipalities are also laid down by the law, such as the
control of all bakery products, the regulation of the “breeding or keeping of any animals and birds”, or

> Source: Loizou E. (2017), Methods and Policies of Social Development and Cohesion in the Local Authorities of Cyprus, PhD
Thesis in Public Administration, University of Nicosia, Cyprus
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the establishment, maintenance and operation and control of slaughterhouses. Municipalities can
issue gas station licenses and ad serving licenses, sales licenses for alcoholic beverages and tobacco
and permits for dog possession. Urban planning permits are only issued by the municipalities of
Nicosia, Limassol, Larnaca and Paphos®. In fact, it is a responsibility of the state administration that has
been entrusted by the central government to large urban centres. In addition, municipalities are
responsible for certain economic tasks and functions, such as regulating local businesses and
commerce, as well as local markets.

In addition, municipalities can promote, according to their financial means, a wide range of activities
and events, including arts, education, sports and social services. However, when reviewing municipal
responsibilities and functions, it is impressive how many local public affairs are not regulated and
managed by municipalities. Essentially, most local public services, such as social welfare, public health,
education, housing, public transport and environmental protection are not fulfilled by them, but by
the central state administration. It is also noteworthy that the Cypriot municipalities have only
mandatory duties, which means they do not have the power to undertake voluntary tasks and
functions or initiatives on behalf of the local population.

Focus on Local development

Local authorities have a strictly limited role in the design and implementation of local development
projects. Although the Municipalities’ Law, allows municipalities to carry out such projects (e.g.
construction of municipal buildings / facilities, construction of roads etc.), they need prior approval of
the central government for both the technical aspects of the project and in terms of financial data,
including the loan for the project. For municipalities, almost all local developments are planned and
managed by the central government. The operation and functions of communities are relatively similar
to those of municipalities. The main difference is that for any action, community councils need to be
checked for legitimacy (and therefore approved) by the District Officer.

Focus on Human Resources Management

In order to understand the conditions for the management of human resources in the Cypriot LAs,
their multi-level dependence on the central government should firstly be explained. The main reason
is that Cypriot municipalities, and (even more so) community councils, have limited sources of revenue,
which adds to the aforementioned dependence.

Municipalities directly recruit staff, but the relevant regulatory framework for the municipality needs
to be approved in prior by the central government. In particular, the municipal council determines the
positions of the municipal service. Consequently, it issues relevant municipal regulations (after
approval by the Council of Ministers) which are published in the Government Gazette’. These positions
include the "senior posts" such as those of the Municipal Secretary®, the Municipal Engineer, the
Municipal Cashier, the Municipal Doctor, the Municipal Health Inspector and the head of any

"independent" department” . The municipal Council also appoints staff in the "lower positions"'°.

the four central or ‘metropolitan’” municipalities

Republic of Cyprus (1985), The Municipalities’ Law, (N. 111/85), Article 53
the City Manager, in private entities the CEO

Republic of Cyprus (1985), as above, article 54

10 as above, article 55

0 ©® N o
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In practice, these provisions of the law are implemented as follows. Municipalities submit their budgets
to the Ministry of Interior on an annual basis. These budgets include needs in staff. More precisely,
they include the necessary qualifications, the expected wage matching on the scale and an explanatory
memorandum; a justification on the need to create the proposed position, as well as the outline of the
position. The Minister of Interior with the assent of the Minister of Finance approves the budget..
Employees are appointed either as permanent (with a probationary period) or on contract (fixed-term
employees).

The career path of the staff in the local government is similar to the Public Administration’s. The salary
scale is a sixteen-step scale. A typical public officer corresponds to A8!! (initially) and reaches, on
average, within a decade to A10'?, completing his retirement (usually) on the A11%3 salary scale. It is
worth noting, however, that the (particularly strong and influential) Municipal Secretary usually
corresponds to the A15 salary scale.

According to the law, the municipal council has full disciplinary powers, imposing disciplinary penalties
ranging from simple reprimand to forced retirement and dismissal (which, however, the latter require
a majority of 2/3). In order to promote optimal utilization of staff, employees may offer their services
(or part of them) in other municipalities, if they naturally consent!’. The responsibilities of the
municipalities include the establishment of a pension fund for municipal employees, the contribution
to the welfare fund of the municipal employees and their insurance.

Correspondingly, the conditions are quite similar in community councils for their employees, as well
as the broader framework for recruitment and placement with some, however, substantial variations.
More specifically, the budget, including proposals for new staff posts, is submitted to the District
Officer. The latter proposes in this regard, while the final decision (whether or not to create the
position) is taken by the Ministry of the Interior. It is worth noting, of course, that the community
councils are practically deprived of staff.

According to the Statistical Service of the Republic of Cyprus, in 2016, 3.144 persons were employed
in municipalities and 1.120 persons were employed in community councils'®. The following table
provides the yearly number of employees in local government in the period 2006-2016.

11 According to the list for Personal Emoluments and Pensions currently in force the entry Gross Annual Salary (13 months)
is: €26.539,37, more information at:

http://www.treasury.gov.cy/treasury/treasurynew.nsf/All/6A65FBE342C54324C22580FB002242EB?OpenDocument

12 as above:€37.136,84

13 as above:€43.898,14

14 as above: €70.106,27

15 Republic of Cyprus (1985), as above, article 61

16 Statistical Service of the Republic of Cyprus (2017), Employment in the wider public sector: Yearly data, available at:
http://www.mof.gov.cy/mof/cystat/statistics.nsf/All/7DEA0AQE3FEA7D76C22577AC0040F37D/Sfile/LAB-
PUBLIC SECTOR-A95 16-EL-230317.xIs?OpenElement
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Year Number of Employees in Local Government
Total in Municipalities in Community Councils

2016 4.264 3.144 1.120
2015 4.267 3.127 1.140
2014 4.359 3.219 1.140
2013 4.642 3.502 1.140
2012 4.854 3.714 1.140
2011 4.796 3.516 1.280
2010 4.677 3.397 1.280
2009 4.612 3.332 1.280
2008 4.435 3.165 1.270
2007 4.333 3.083 1.250
2006 4.209 2.972 1.237

Table 2 - Number of Employees in Local Government
(Source: Republic of Cyprus, Statistical Service)

In the area of human resource development and education, there is a relative lack in the local
authorities of Cyprus. There is a need for an empirically based training, which should be in line with
modern administrative models and be able to contribute to the achievement of a self-governing
culture based on management-by-goals. Some training and educational seminars are being carried out
in municipalities, as well as seminars aimed at executives providing services to municipalities and
communities; nevertheless they are not provided based on a training needs’ assessment within the
local authority, but only upon offer. Training seminars are usually offered by the Cyprus Academy of
Public Administration (CAPA), the Human Resource Development Agency (HRDA) of Cyprus, academic
institutions, other private entities or NGOs.

2.2. LOCAL FINANCES

The main sources of revenue of municipalities are municipal taxes, fees and duties (professional tax,
immovable property tax, hotel accommodation tax, fees for issuing permits and licences, fees for
refuse collection, fines etc.), as well as state subsidies. Taxes, duties and fees represent the major
source of revenue while state grants and subsidies amount to only a small percentage of the income.
The central government, however, usually finances major infrastructure projects undertaken by the
municipalities, but this largely varies for each project.

On the other hand, Community Councils have very limited financial resources. Basically these minimum
resources come from taxes based on the provisions of the Communities Law, such as the exercise of a
profession tax, dog holders’ tax, water supplies tax, fines, license fees, collection fees and state
subsidies, which in many cases reach the 90 % of their total income.
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Focus on Budget procedures

LAs have their own annual budget, which includes all their revenues and expenditures. The yearly
budgets of municipalities are submitted to the Council of Ministers for approval and their accounts are
audited annually by the Auditor General of the Republic. Municipal loans also need to be approved by
the Council of Ministers. The Community Councils’ yearly budget must be sent to the Ministry of
Interior as well as to the District Officer for being checked, and then it is submitted to the Council of
Ministers. These are not just formal processes, since the central government has a significant influence
on the content of local budgets. Local authorities should also submit financial reports to the central
government. After the end of each financial year, the municipalities must prepare accounts for the
implementation of their annual budget and submit them to the Auditor General for auditing. Following
his audit, the Auditor General submits the audited accounts together with his report to the House of
the Representatives (Parliament) and to the Minister responsible for the organization of the official
issue. Respectively, the community councils submit their draft budget to the District Officer in order
to follow the same process.

Focus on Sources of Revenue

More than 55% of the main revenue sources of local authorities are ‘own revenues’, that is, local taxes,
as well as fees, tolls, duties and fees levied and collected in accordance with the provisions of the law.
In addition, local authorities may receive income from rents and gains resulting from municipal /
community councils’ property, as well as from fines and penalties imposed by the local authority. As
described above, part of local government revenue comes from central grants. The Municipalities’ Law
states only that “the budget of each Council's revenue is subsidized annually” with central grants after
a proposal by the Council of Ministers and with the approval of the House of the Representatives
(Parliament). The law does not include any principle or rule for the calculation or allocation of these
grants, since there is no reference to the types of government subsidies. The percentage of general
government budget subsidies amounts to about 40% of the total local government revenue (see table
below), but their percentage may be different in the different municipalities. State subsidies are
broken down into different titles, such as a subsidy for operating costs (current expenditure) or a loss
of business tax. In addition, community councils receive a subsidy for street lighting.

The share of state
sponsorship in total
local government
revenue in %
Table 3 - Share of state sponsorship in total local government revenue in %
(Source: Republic of Cyprus, Ministry of Finance)

575 498 452 458 533 556 589 56.1 389 393 412

In addition to the annual sponsorship, the central government provides also special grants to local
authorities for development projects. The amount of these subsidies varies according to the approved
projects and the financial situation of the respective local authority. In practice, most sections of such
local development projects are funded from the state budget, as local authorities (particularly
communities) do not have sufficient capital expenditure for this purpose. Although there is no
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standardized share of the central contribution to local development projects, according to estimates,
usually 70-90% of all investment costs come from the state’s budget.

LAS have the power to levy local tax on any property within their geographical boundaries. The law
determines the tax rate, which is 1.5% of the value of the property. The tax must be paid by the owners
of the respective real estate. The law empowers local authorities also to impose a business tax on legal
persons exercising any business, industry, craft, labour, trade or occupation within the local
authorities” boundaries as well as taxes on all payments made by any person to enter any public
entertainment. The law sets the maximum tax rate. In addition, municipalities can impose sewerage
taxes and waste taxes.

According to the Municipalities” Law, municipalities may receive loans, from the bank holding their
account, any amount or amounts not exceeding the estimated revenues of the respective local
authority unit over twenty per cent. For each loaning, municipalities must obtain the prior approval of
the Council of Ministers. Under the Communities’ Law, community councils are also in a position to
obtain a loan, with the consent of the District Officer and the approval of the Minister of Finance.

Local authorities receive grants from the central government proposed by the Council of Ministers and
approved by the House of the Representatives.

2.3. LOCAL GOVERNMENT REFORM

Currently, administrative reform’s plans are being discussed extensively. The whole process was
initiated in 2011 and the main lines of the reform have been developed so far. If the planned changes
are implemented, the range of powers and responsibilities of all local authorities and the way in which
public functions are executed will be deeply impacted.

Prior to the launch of this process, a study by the National Centre for Public Administration and Local
Government in Greecel’ was drawn up in 2009, which for the first time officially demonstrated the
distance between the competences of local authorities in Cyprus and the principles of financial
autonomy, subsidiarity, complementarity and proximity, based on the existing institutional framework
in a number of policy areas.

Subsequently, the government, and in particular the Ministry of Interior, commissioned a new study
on the restructuring of local government in 2014, which was carried out by the National School of
Government International (NSGI) U.K. The final report!®

According to the report, the overall capacity of the local government is very low, namely:

was delivered to the Ministry in April 2014.

a) there is no strategic vision for local government and the relations between central and local
government;
b) local governments should focus more on the citizen as a client;

v National Centre for Public Administration and Local Government (2009), Study for the Reform of Local Government of
the Republic of Cyprus, Study prepared for the Union of Cyprus Municipalities and the Union of Community Councils of
Cyprus

18 National School of Government International - NSGI (2014), Local Government Reform in Cyprus: Final Options Report,
produced upon request of the Cypriot Government, available at:
http://www.crcs.gov.cy/cres/cres.nsf/All/ASA11EF491A77B8FC2257E34002FD5B5/Sfile/Local%20Government_Final%

20Report.pdf
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c) there is a lack of coordination and communication between different parts of the central
government;

d) the central government has too many responsibilities and it is not enough “to allow”;

e) thereisan absence of performance management and improvement culture (both at individual
and organizational level); and

f) there s little practical improvement in terms peering at institutional level.

The Ministry of Interior strategy was based on the positions expressed in the report of the UK experts.
However, following discussions highlighted the diverging position of the representatives of the local
government, namely the two Unions'®. Such standpoints mainly regarded the process of reform, the
new structures proposed and the reduction of the number of local authorities either through abolition,
or combinations, or clustering of services, etc. Eventually, the two Unions, seeking to substantiate their
own views and positions on the consultation process, commissioned a third study, completed in 2015,
to Italian experts?®. This study proposes, as a first step, the creation of clusters, both between
municipalities and communities, or mixed clusters wherever possible. In a second phase, it is proposed
to gradually reduce the number of municipalities through mergers and, in the future, to further
decrease it (the final proposed number of municipalities is 12). This study did not attach much
importance to the analysis of competences and policies, but it was largely spent on defining the steps
to restructure the organizational structure of the local government system in Cyprus.

Therefore, the consultation that followed has mainly dealt with the new proposed organizational
structure of the local government system and the division of existing competences among the tiers of
local government rather than looking at and analysing further competences on the basis of the
International Conventions, which the Republic of Cyprus has ratified.

Finally, three legislative proposals have been drafted: two of them amend the Municipalities’ and
Community Councils’ laws and one refers to the establishment and operation of the 'Provincial
Councils', their competences and other relevant issues. Under the relevant law proposal, five Provincial
Councils are planned to be set up. In fact, they are mandatory local government consortia that
undertake the most costly tasks and functions from municipalities and community councils. They will
function as water management councils as councils with sewerage and waste disposal tasks which will
also fall within the scope of their responsibility. The power of planning and building permits is also
suggested to be transferred to them. These three law proposals were submitted at the House of the
Representatives (Parliament).

2.4. THE SYSTEM OF LOCAL PUBLIC ADMINISTRATION IN THE EYES OF LOCAL GOVERNMENT LEADERS

There seems to be a vast agreement among interviewees (leaders of municipalities and communities)
that the local government system in Cyprus was established according to conditions which existed a
long time ago. The system still operates under the same framework without serving the needs of the
modern society. The system appears, in this perspective, too centralized and not entirely in line with
the European Charter of Local Self-Government. In fact, although the Charter has been ratified by the

19 Union of Cyprus Municipalities and Union of Community Councils of Cyprus
20 The study was elaborated by Notoria International (http://www.notoriainternational.com/home) and led by Mauro
Giorgini and Alessandro Martinelli.
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Republic of Cyprus, its provisions are still not in force. This stated, there seems to be a widespread
agreement that relevant reforms are an urgent matter.

“The Charter provides for autonomous local government units... the autonomy of local
authorities in Cyprus is very limited.... the system is very centralized and remains the same
from the time it was designed...More responsibilities should be moved from the central
government’s competences to the lower level of local authorities which is more proximate
to the citizen... the role of municipalities needs to be modernized in a more business-like
perspective and concept”

As one elected representatives emblematically stated:

“..in Greece, there is local self-government (tomikn auto-6toiknon), whereas, in Cyprus,
there is local-management (tomikn dtoiknon)”.

Overall, interviewed elected representatives shared the feeling that the current operation of the local
government system is more negative than positive, reporting, in this perspective, several elements
highlighting the limited autonomy of local government.

“The degree of freedom for a local authority is very limited. Citizens are expecting from us a lot of
things to provide, nevertheless most of their demands do not fall under the responsibility of a local
authority, they fall under the responsibility of the central government. Under these conditions,
how can we serve the local needs?”
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3. QUALITY OF LIFE ASSESSMENT AT THE LOCAL LEVEL AND PERCEPTION OF
DEVELOPMENT PRIORITIES

Before presenting research results that concern the perception of key problems and challenges faced
by the local administration in Cyprus, it is worth drawing attention to the very positive general
assessment of the quality of life at the local level. Of course, it is important to remember that this
assessment was made by representatives of local government rather than by ordinary residents.
Nevertheless, the consistent tonality of the survey results means that they can be treated as reliable.
The data indicate a slightly greater scale of inefficiencies or problems in the smallest units, i.e. in
‘communities without staff’.

Graph 3: Generalised assessment of the quality of life in local government units

4) What is your overall assessment of your municipality/community AS A PLACE TO

LIVE?

Type of local government unit 0:% 10% 29% 39% 49% 59% 69% 79%

80% 90% 100%

Municipality (n=27)
Community Council with staff (n=55)

Community Council without staff (n=27)

m 1 -very bad m2 m3 w4 5 w6 m 7 - very good

. 0% 10%  20%  30%  40%  50% 60%  70%  80%  90%  100%
Type of local government unit , ; . . . ; . ; , , )

Municipality (n=27)

Community Council with staff (n=55)

Community Council without staff (n=27)

m (1-3) - Bad assessment n4 m (5-7) - Good assessment

3.1. EXPECTATIONS TOWARDS LOCAL GOVERNMENT AND CIVIL ENGAGEMENT

Citizens expect from local authorities to manage the different problems they (as individuals) face. In
addition, usually they do not understand or are informed about the competences of local authorities
(i.e. for which policies and tasks they are responsible and accountable?). Citizens contact their local
authority because it is easier for them to access it directly, instead of getting involved in
communication with the several departments of the central government. Overall, one of the main
shortcomings for local government is that they are not called to perform controls over those central
government’s functions which, however, directly impact on the daily life of the citizens.

“Most citizens do not care for common issues in our municipality. The high number of our
municipality’s people has overwhelmed their interest or care about common issues of our
society. Individualism is more obvious nowadays. They only care if an issue affects them
directly, or if it is a problem that they face in their daily life (for example they come to us
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if they have a problem with their neighbours’ barking dog, or if a tree is blocking their way
out of their house parking etc.)”

“Citizens come to us for several requests. Most of the times we need to explain them that
their request does not fall under the responsibilities of our municipality. Even though, they
expect from us to have an intermediate role and contact the respective central
government’s department for dealing with their issue. They keep coming to us for their
requests because the access is easier, more personal and they believe that we can put
pressure on the central government to manage their requests in less time...”

Citizens’ participation in policy making is limited. Civil engagement is mostly limited to direct contact
with apical positions in the local administration. Nevertheless, the survey results do not indicate that
local government representatives would attach any particular significance to citizen activation. Only
16% municipal units mentioned passivity of citizens as a problem that obstructs the day-to-day
governance of their unit. In community councils, such mentions were even less common. At the same
time, none of the analysed local government units indicated the need to increase citizen participation
in decision-making as a priority for the local government. Moreover, based on the data obtained, one
can conclude that this is also not a factor that would affect the perceived quality of life at the local
level.

Most municipalities have established a ‘complaints office’ or ‘citizens’ office’ to give the opportunity
to citizens to express their needs.

“The municipal secretary, as well as the mayor, is in the front-line when it comes down to
managing and respond to citizens complains. The municipality has, inter alia, established
a hot line for citizens to report specific cases to the administration.”

“In our municipality, we have established a citizens’ complaints office where we receive
numerous of their demands”

Public hearings are held mostly to review the local development plan (which is drafted by the
government centrally but is reviewed locally, for local authorities to provide suggestions). Such
consultation is foreseen by the law but there are cases, where the municipalities organize them
autonomously in case of initiating specific or new projects.

“We organize public consultation meetings, but not very often. We organize them once a
year. In some cases, we organize hearings in smaller groups (e.g. per neighbourhood) in
order to deal with specific issues in that area...”

“Public consultation is used mainly when we intent to implement a new project.
Nevertheless, there is no formal procedure of doing so...”

In terms of civil engagement, experience shows that citizens themselves are often reluctant to accept
changes. Personal meetings of the mayor with the citizens (both outside and inside the town-hall)
represent still the main information sharing and participation tool.

“I have made available one day of the week for accepting citizens in my office in order to
hear about what they have to say. We discuss about their complaints, suggestions, and
needs etc....”
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“When we call for public consultation the participation is limited. Only in cases when a
large number of our citizens are affected (negatively) by a matter, then they show interest
in getting engaged in discussions with the local authority...”

“Personal contact is the only tool we have to awaken citizens’ responsibility and sense of
ownership/love for their municipalities”.

Public consultation and citizen’s engagement is even more limited in the case of the community
councils. There is no use of any official tool for engaging the citizens in the community council works.

“Public consultations are limited. The participation of citizens heavily relies on personal
contacts with the council members, or it is activated on specific projects with given
stakeholders. However, information sharing should be improved”.

Although civil participation is limited in general, there are a few cases where innovative methods are
used for getting the citizens engaged in the operations of the local government unit. For example, a
reported good practice was highlighted, among others, in one interview:

“Each year we dedicate €200.000 from our budget in a fund which is called ‘Development
Budget’. Through this budget we initiate projects, each one with a maximum budget of
€50.000. To decide which kind of projects we should initiate, we ask from the citizens or
local stakeholders to submit their ideas according to their perception or defined needs.
These ideas are published online and then we ask from our citizens to vote for the best
solution. Therefore, this is a process through which projects are being promoted and
initiated only by the citizens”

3.2. STRATEGIC MANAGEMENT AT THE LOCAL LEVEL

Survey results indicate that approximately a half of local government units in each systemically defined
group has an up-to-date development strategy.

Graph 4: Development strategies in local government units

5) Does your local government unit have an
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*The question was not asked in Community Council without staff.
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An interesting insight gathered by the conducted interviews is on strategic planning taking place in the
largest municipalities. The main reason for this is that the central municipalities (Nicosia, Paphos,
Larnaca and Limassol) are eligible for and receive funds from the Structural Funds of the Republic of
Cyprus (more specifically through the Priority Axis 6 - ‘Sustainable Urban Development’ included in the
Operational Program ‘Competitiveness and Sustainable Development’). Through the specific Priority
Axis, infrastructure projects are allowed and therefore, these Municipalities are requested to prepare
and present a strategic plan for their development so that the proposed projects are approved by the
central government.

“We have our strategic plan which was outsourced and prepared by private consultants,
it was submitted to the government and it is now under implementation. We had to
prepare this strategic plan in order to define how we would better spend the money that
we receive from the structural funds”

There is however a more general feeling that strategic planning is not so important and that what
matters is the implementation of different actions according to the needs of the local society.

“Strategic Planning and strategic plans have been extensively discussed in the past. The
municipality, however, is not so concerned with planning but to carry out actions. Like, for
instance, the use of structural funds. Efforts should not be put in theory but in practice,
immediate actions to the benefit of the local community”.

On the other hand, all other local authorities are still not eligible under the specific policy instrument
and, therefore, they seek financing for their projects either in their own resources, or in state’s
subsidies, or in other funding mechanisms. However, the absence of available funds for infrastructure
project’s initiation does not leave room for a more strategical planning, but rather boosts efforts
dedicated to seeking funds for single initiatives or specific projects.

“No, we do not have a strategic municipal plan. What should we do with such a plan? It is
very difficult to decide and spend money on strategic planning since there are no resources
to support its implementation. We focus our efforts on promoting projects according to
the municipal council’s vision and the citizens’ needs.”

It should be noted that the inclusion of citizens in the drafting of strategy documents is far from a
common practice. In merely 1/3 of local government units which have development strategies in place
those documents were drafted in collaboration with, and with the involvement of, local residents.
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Graph 5: Citizens’ involvement in local development planning

6) Were the of your municipality/community in the work on the

current development strategy?

0% 20% 40% 60% 80% 100%
Type of local government unit \ . . , .

Municipality (n=16)

Community Council with staff (n=35)

>> 5 municipalities (18,5%) >> 13 CC (23,6%#

m Yes, the office worked intensively with the residents to develop the strategy
m The residents did not participate in developing the document, but the draft document underwent public consultation
m No, we developed the strategy without involving the residents

m Don't know / Not sure

The residents were involved in some other way

*The question was not asked in Community Council without staff.

3.3. DEVELOPMENTAL PRIORITIES AT LOCAL GOVERNMENT UNITS AND THEIR IMPLEMENTATION

The interviewed leaders of local government units said that due to the financial difficult conditions,
there is limited space for development. Needs are increasing, nevertheless only limited
implementation takes place.

“Our society is moving very fast and gets modernized every day. The needs increase and
differ from time to time. Nevertheless, our capacities remain stuck on the same levels and
our finances do not allow for acting according to the demand”

The main objectives of local authorities according to the opinion of the interviewees is to keep their
area of intervention clean, to improve the financial capacity of their local authority and to be able to
improve the quality of the services provided to the citizens.

“Under the conditions, we focus our efforts on keeping our municipality clean; we are
trying to meet our responsibilities within the limited space left for extra actions due to the
financial conditions and because of the government’s control. Our objective is to improve
the way we offer the services that our citizens need, that would be to improve the quality
of our services and to reduce the time that the municipal mechanism needs to respond to
our citizens’ requests”

Furthermore, there are specific sectors, where the municipalities need to act upon, such as the
reduction of cost for municipal buildings operation (i.e. energy consumption), reduction of street
lighting costs through upgrading to led lamps, road construction and pavement’s improvement and

promotion of citizens’ engagement?!.

21 APPENDIX IV presents an interesting case study in terms of local initiatives in the framework of the local government’s
system reform
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“We need to turn our attention for actions in specific sectors that would benefit our
financial status, in order to be able to plan better. For example, we pay a huge amount
yearly for street lighting. We need to change all the lamps into led lamps. We need to fix
many pavements along the streets that need maintenance and we were not able to do it
because of shortages in our budget. We also plan to reduce our municipal building’s
energy consumption for saving more money.”

The analysis of survey data reveals a structural differentiation of development priorities: what comes
to the fore in community councils are basic problems related to infrastructural deficiencies and the
need to focus on day-to-day governance challenges (presumably this need arises from the generally
limited resources). The priority in major centres is the effort to improve the quality of public services
offered.

Graph 6: Priorities in the work of local government units

1) What is the PRIORITY of your local government in the current term of office?

0,0% 10,0% 20,0% 30,0% 40,0% 50,0% 60,0% 70,0%

L L L L L L J

Improving the quality of public (municipal/community)
services

Infrastructural investments

Day-to-day governance, responding to problems as
they arise*

Stabilisation of the municipal/community budget

. . . . Type of local government unit:
Social issues, e.g. solving social problems, social

cohesion, mobilization of solidarity networks ® Municipality (n=27)

Citizens’ participation in decision-making*
® Community Council with staff

Another issue important for the locality (n=55)

® Community Council without

Don’t know, not sure staff (n=28)

Worth noting is that the survey revealed a dependency between the perceived quality of life at the
local level and the perception and identification of local development priorities. In municipal centres,
which attach most importance to infrastructural investments and improved quality of public services
(i.e. fairly essential needs), the overall perception of the quality of life is lower. In contrast, in units
where the investment needs and needs related to the implementation of services do not represent a
major challenge, life quality assessment generated higher marks. At the same time, the need to pay
more attention to social issues was mentioned more frequently.
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Graph 7: Relationship between the perceived quality of life and declared development priorities in municipal units
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On the

other hand, responses from community councils indicate a strong relationship between

economicinefficiencies (the need to stabilise the unit’s budget), infrastructural inefficiencies and those

related to the implementation of public services and the assessment of a local government units as a

place to live. It can be said that in many smaller localities one can observe a deficiency of resources at

the disposal of public administration and the possibilities to improve the quality of life of residents. In

this sense, research draws attention to the developmental disproportions between municipalities and

community councils.

Graph 8: Relationship between the perceived quality of life and declared developmental priorities in community councils
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The data indicate that when asked about the most important specific needs related to the
implementation of the local government responsibilities, the respondents mentioned particular

attention to cleanliness and order in public places. This issue is of particular importance in municipal

councils, followed by the need to invest in road infrastructure and to support local economic growth.

In smaller units, additional importance is attached to issues such as space management and land

management as well as ‘activities of cultural institutions and upkeep of greenery.

Graph

9: Hierarchy of importance of tasks entrusted to local government units

3) Which areas do you think should be particularly SUPPORTED in the specific situation of your local

government unit? (Top 10)

0,0% 10,0% 20,0% 30,0% 40,0% 50,0% 60,0% 70,0% 80,0% 90,0%

Cleanliness in the streets and public areas
\\
Road infrastructure*

Local economic development and support to local businesses

Participation of the municipality in urban planning and land
management

Activities of cultural institutions
Greenery

Waterworks and sewage system
Type of local government unit
Welfare services
\\ ® Municipality (n=27)

Health care and prevention
P < m Community Council with staff (n=55)
Sport and recreation m Community Council without staff (n=27)

3.4.

PROBLEMS IN LOCAL GOVERNANCE AND FACTORS THAT UNDERMINE EFFICIENCY

Three general setbacks are defined by the interviewed elected representatives concerning the

functioning of the local government system in Cyprus, which are marked as the main elements that
prevent the local authorities to fulfil their tasks against the needs of local societies:

d.

e.

f.

High level of dependency from the central government and extensive bureaucracy leaves
limited space for decision-making power and autonomy;

Municipalities and local communities are under-staffed (both in number and in capacities);
Not sufficient financing for the responsibilities entrusted to the local authorities.

During the final conference most of the participants strongly agreed with the above mentioned points:

“The dependence of local authorities on the state is absolute and this is demonstrated
through the management method of the industrial areas, the requirement of the central
state for the preparation and approval of PCNs (Project Concept Notes) for each project
that local authorities are promoting and through the audits and budget approvals”.

“The problem of bureaucracy is deep and is further aggravated by the various conflicts
that occur between different governmental departments involved in the same process,
each one having different responsibilities for the same matter”.
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Nevertheless, there was also a limited response, which expressed the following opinion:

“In regards to the wider environment of local government in Cyprus and, in particular the
problems of the ‘level of dependency from the central government', 'under-staffed (in
numbers and capacities)’ and ‘not sufficient financing', further investigation should be
carried out. In depth analysis is further required to draw conclusions and suggestions for
addressing these issues.”

High level of dependency from the central government and extensive bureaucracy leaves limited space
for decision-making power and autonomy

The most important constrain as it was stressed by almost every interviewed elected representative is
that, when it comes to decision-making for issues concerning local development, several approvals are
required from different departments of the central government. This often causes dependency, delays
(due to complex and long-lasting bureaucratic procedures) and limited freedom for direct action,
according to the decisions made by the municipal or community council.

“When we receive a decision for a project, we cannot proceed immediately, because we
first need to get approvals from different departments of the central government...”

“If my council was appointed the competence together with the responsibilities, many
projects would have been implemented in a very short time”

“..a recent road construction intervention (planned and managed by the central
government) was causing distress to the local community since the works were not
performed properly. The municipality could not intervene because such monitoring and
control falls outside its functions...”

“I was calling the director of the Department X from the central government in order to
convince him to deal with a specific demand of the municipality (to issue a permit for a
project that we wanted to implement), that means that | was calling to put pressure on
him to do his job! For two months | was not able to contact or reach this person and | kept
receiving messages from his secretary that he was in meetings or absent from the office...”

One of the elected representatives gave a well-structured and clear example to explain how this
dependency on the central government prevents local authorities proceeding in projects’
implementation, irrespectively of their urgency.

“Some years ago, there was an urgent need, defined by the municipal council as well by
the citizens for constructing a pedestrian overpass at a specific place in the municipalities’
area. This overpass was the only way to give the citizens the opportunity to safely cross a
high speed main road in the municipality. The lives of our citizens were in danger every
day. Our municipal council made the decision immediately. Then we had to inform the
responsible governmental departments about our decision, to convince the Ministry of
Interior and the Department of Public Works of the Ministry of Transport, Communications
and Works about the urgency of the situation, so that they would put it in their priorities
as a project, to be designed, get all necessary approvals and permits, allocate the funds
and then it would be possible to be implemented. This procedures never ended, and after
4 years what was the result? A large private business was built nearby that point of the
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road. It considered that this solution would provide more income to the business since
more people would be able to access easily their store and they decided to construct the
pedestrian overpass through their own resources. In six months the project was already
finished...”

Similar, or even more problematic conditions apply in the case of the community councils.

“When we decide for projects to be implemented in our community according to our local
needs, we need to include this suggestion to the budget we prepare and we submit to the
District Officer. The District Officer checks and approves the budget yearly. It is up to the
District Officer to decide whether this project will be approved or not... We cannot proceed
in any action without the consent and permission of the District Officer”

An interview conducted with one of the District Officers confirmed the perception of the presidents of
the community council.

“Our duty as District Office is to check on the legitimacy of every decision is made by the
community councils according to the law. We represent different central governments’
competences on a lower level (district level) and we provide our support mainly to those
local authorities that do not have any staff for initiating projects according to their needs”

Municipalities and local communities are under-staffed (both in number and in capacities)

Local authorities’ leaders have limited flexibility in hiring and managing staff. Hiring in the public and
the wider public sector (including local authorities) is forbidden except from special cases, due to a
moratorium, entered into force after the decision of House of the Representatives, as a consequence
of the financial crisis. The moratorium regulation is in compliance with the obligation contained in the
Memorandum to reduce the number of public sector employees by 4,500 between 2012 and 2016
through inter alia freezing recruitments. It should be noted, however, that its period of
implementation has been extended and, therefore, it is still in force.

“I need to hire people in order to fulfil my responsibilities as the elected leader of my local
authority. The existing staff cannot meet the increasing demands of the local society, nor
the increased needs for development. | am not allowed because of the moratorium. | am
not allowed to fire personnel as well.”

“There are local authorities without people in crucial positions, such as Municipal
Secretary or Municipal Engineer or Municipal Cashier. Can you imagine the difficulties for
those local authorities to operate? However, they cannot hire... Services provision has been
severely impeded by the financial crisis, limiting the municipality capacity to acquire new
equipment and hire new staff (not even to cover for positions left vacant by retirements).
Thus, the municipality is stuck with inefficient staff, few resources and obsolete
equipment...”

“Presidents of the community council function as the local authority’s CEO, cashier,
secretary etc. in order to fulfil their tasks... In our case, most of my time is spent in
administrative work and there is no much space left for strategic thinking or planning. |
even need to use my own personal resources for carrying out my duties as president of the
community council (use my own car, work during my free time etc.)”
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The interviewees also unanimously highlighted the existing limitations in the termination of staff
contracts. It is even difficult for them to re-allocate their staff in different departments within their
municipality.

“Sexual misbehaviours at the work-place or fraud are about the only two situations when
a municipal worker can be fired... both very difficult situations to be proved officially and
legally”.

“If | decide that | need to move a number of my employees in another department of my
local authority and the employees do not like this change, | will first face the reaction of
the employees, then the reactions of the trade unions representing these employees and
maybe some interventions from political parties”.

Furthermore, it was stressed that due to the above-mentioned setbacks, municipalities turn mainly on
the private sector through out-sourcing specific services, such as the garbage collection, parks and
green spaces maintenance, cleaning of public spaces and infrastructure development, following the
national public procurement legislation.

“Being understaffed, we need to out-source some of our services to the private sector. The
services we out-source are ‘garbage collection, green spaces maintenance, elaboration of
technical studies for infrastructure projects and cleaning”.

The same applies to community councils lacking staff, with the difference that they need to acquire
the prior approval of the District Officer. Community councils out-source responsibilities for basic
services, such as management of their tax collection, citizens’ servicing and technical support.

“The level of out-sourcing is determined by the provisions of the central government and
it is included in the yearly budget which is checked by the District Officer”

“Having not enough employees, we out-source some basic services, such as the
responsibilities of the community council’s financial officer (who we do not have), the
procedure for ‘maturing a project (elaboration of studies, issuing the necessary permits
etc.)...””

There are specific cases where different types of Inter-Municipal Cooperation take place (formally or
informally), in order to cover their staff shortcomings

“We cooperate with our neighbouring municipality for covering specific positions such as
the position of the head of technical department, some positions of the health
departments etc.”

“We cooperate with other municipalities in out-sourcing together some of our services
such as the garbage collection.”

During one-to-one interviews, local government leaders also admitted that except from the above-
mentioned problems, there are also several external factors that intervene and affect the management
of the local government unit, such as the trade unions’ and the political parties’ influence.

“Hiring staff paves the way to party politics. This influence on the hiring process does result
into the selection of not sufficiently motivated and skilled employees. Moreover, it also
implies that if it would be rational to employee only one person, three or four people need
to be employed to satisfy all pressures coming from political parties.”
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“When the council decides that some of our employees need to be moved to another
department of our municipality, because we want to focus on enforcing a specific service
we provide, if the employees do not like our decision, the next day we will have to deal
with their trade union’s representatives and begin a long-lasting discussion and struggle
with them. The worst thing is that we are requested to provide justifications why we made
this decision”

Not sufficient financing for the responsibilities entrusted to the local authorities and restrictions in
forming a budget that corresponds to the local needs

The potential for local development as well as the fulfilment of the responsibilities of local authorities
are directly link to their financial capacities. Most of the local authorities in Cyprus (except from the
ones that collect big amount of taxes and therefore there is a guaranteed and sufficient annual income
— mainly tourism destinations) are highly dependent on the central governments’ yearly subsidy to be
able to meet their objectives. Furthermore, actions taken by different central government bodies
tasked to control the financial policy of local authorities are, in the respondents’ opinion, a source of
major problems in the functioning of local government units.

“Since 2013, due to the fiscal crisis, there is a cut-off in the state’s subsidy at almost 50%.
Some local authorities do not have sufficient own resources and therefore they limit their
operation in struggling to provide the main public services under their responsibility
without any possibilities for further actions for development”

“Each year we struggle to prepare our balanced budget and submit it to the central
government for control and approval”

“Our financial abilities rely on the central government because it approves the
municipality’s budget”

“Local authorities need to gain more financial autonomy to be more efficient. Setbacks
concern the organization of the office, finance depends on the central government, which
is approving the municipality’s expenditure.”

Furthermore, if a local authority decides to allocate more amounts of money in specific budget
categories, there is a restriction for an allowance of a maximum (minus or plus) 10% per budget
category.

“The law allows me to increase by 15-20% my total expenditure but does not really allow
the reallocation of resources across budget items up to a very limited percentage of 10%
(in comparison to previous years)”

The findings from individual interviews held with local government leaders were confirmed in the
results of systematised surveys but they indicate a somewhat different hierarchy of problems. At the
first place of the list, they mentioned ‘staff shortages in local administration’. Further on, they
mentioned ‘legal limitations of discretion in decision-making of local government in some areas’ and
‘no adequate financing of commissioned tasks’. What draws attention is a different perception of the
importance of problems in municipal and community councils. The importance of staff shortages is
slightly higher in the latter, while absence of adequate financing of tasks pursued by local government
becomes particularly critical in the former.
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Graph 10: Major problems in the governance of local government units
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3.5. PROVISION OF PUBLIC SERVICES BY LOCAL GOVERNMENTS

Above all, it should be stressed that the economic situation of the country largely determines the

conditions under which local government units

fulfil their tasks. There is a common understanding that

public services are provided under very difficult conditions. As one of the mayors explained in more

detail:

“Services provision has been severely impeded by the financial crisis, limiting the
municipality’s capacity to acquire new equipment and hire new staff (not even to cover for
positions left vacant by retirements). Thus, the municipality is stuck with inefficient staff,

few resources and obsolete equipment”

Nevertheless, the interviewed mayors and presidents of community councils believe, in general, that,
despite all the difficulties they face in the operation of their local government unit, their municipality

or community council manages to offer good

and quality services to their citizens (according to the

responsibilities that fall within the law). It should be noted, however, that this evaluation arises from
the feedback they reportedly get by their communication with their citizens, as well as by the low
numbers of complaints expressed by their citizens. Nevertheless they all admit that there is room for

improvements.

“We manage, despite the difficulties (financial, under-staffed etc.), to provide to our
people very good services. We manage to keep our area of intervention clean, we organize
several cultural events and in general, we try to meet the needs and demands of our
citizens. The general feeling that we get from our citizens is that they are satisfied with
what we offer under these conditions. But, there is always room and need for
improvements”
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“I think that we manage to provide good quality of services to our citizens. When | talk
with them, they do not complain about the services we provide, they rather express
themselves with satisfaction towards our services”

“If you count the number of complaints that we receive, you may realise that they have
been reduced dramatically in the last years. That means that our municipality satisfies
their needs in regards to provision of services”

Performance appraisal and sources of knowledge about the performance of local government units

The positive opinions on the performance of local government units, as presented during the
interviews, should be largely viewed as an emanation of individual feelings or an effect of respondents’
everyday observations which are, by their very nature, subjective. Indeed, survey data indicate that
formalised reflection on the performance of local government units is a rare practice. Only 11% of
municipal units declared that they carried out some self-assessment of their performance with a
structured tool in the last three years. The situation looks even less optimistic in community councils.

Based on the data obtained from the survey, we can conclude that LAs do not seem to have a formal
and systematic approach to internal performance appraisal, which would evaluate the employees
according to specific targets aiming at improving the operations of the local government unit.

Graph 11: Self-appraisal of performance in local government offices

8) In the last three years, did your municipality/community

using any systematic tool?

Type of local government unit 0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Municipality (n=27) BEEEL 88,9%

Community Council with staff (n=55) REREZ 80,0% 10,9%

mYes m No = Don't know

*The question was not asked in Community Councils without staff.

The absence of systematic performance monitoring among local government units may result from
the lack of conscious needs in this respect. This may be indicated by data whereby more than three
quarters of the respondents positively assess the efficiency of local administration in their respective
units. It is worth noting that we are dealing with a concomitant belief in performance efficiency and
the absence of evaluation practices.
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Graph 12: Assessed efficiency of local administration

10) Generally speaking, how would you of local administration at your
local government unit?
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*The question was not asked in Community Councils without staff.

Regardless of the results of qualitative research which have been presented here and which were,
quite naturally, determined by the content of questions asked, it should be noted that local authorities
fall under the category of the wider public sector and therefore, their employees are considered as
public servants. As a result, the official public performance appraisal system is used for their
evaluation. However, its implementation does not seem to be entirely coherent with the purposes it
should serve. According to respondents, this is dependent to a somewhat ‘informal’ mind-set of many
public servants, the close and personal relations between the employees, as well as the levels of
individual responsibility and deontology of each employee.

“We do not use any specific performance appraisal system. We use the same one that it is
used in the public sector which is useless, not because it is not good, but because of the
way it is used. For example, when it is used, not only in the local authorities but also in the
public sector, everyone is evaluated as ‘excellent’. This happens for many reasons: a)
managers and directors fill it in because they have to do it as an obligation without paying
the proper attention to it, all employees have close and good relations between them and
so the managers do not want to come in conflict with the employees they evaluate. If
everyone is evaluated as ‘excellent’ how can this system be useful for the improvement of
the staff?”.

The official monitoring system used by LAs in order to follow up and check upon the employees work
results, therefore, does not appear totally efficient. Controls and checks are limited to personal contact
(either mainly by the Mayor or by the Municipal Secretary or the Head of the Department) and informal
assessments.

“Once a week | call for a meeting all the heads of the departments in order to be informed
about the development of their work, to set targets and to see if the targets, set during
the previous meeting we had, have been fulfilled. | also organize for the same reason a
general staff meeting once a week”.
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The survey results also enable us to make an additional, interesting observation: in those units where
the declared assessment of efficiency of administration was positive, ‘day-to-day governance,
responding to problems as they arise’ was indicated more often as a priority. Therefore, positive
assessment of the efficiency of local administration was much more connected with a kind of
complacency about the status quo and with concentration on everyday tasks than with attaching high
importance to infrastructural investments, involving citizens in decision-making in the community, or
the need to improve the quality of public services (in this case the correlation was actually negative).

Graph 13: Local developmental priorities — Municipal Councils
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Graph 14: Local developmental priorities — Community Councils
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Considering the presented research results, one may wonder how local government leaders cope with
the identification of threats and problems faced by their units? Absence of systematic assessment of
the effects of their own performance inevitably entails the risk of declining effectiveness of various
activities performed, supervised or coordinated by the local administration and, as a result, a real
possibility of declining quality of public services.

Evaluation of the quality of public services provided

The respondents were asked to assess the effectiveness of the implementation of specific measures
by their respective offices.

The answers indicate that in the case of municipal units, the areas of fundamental problems in the
implementation of tasks include: ‘Local public transport and local roads’, ‘wastewater and solid waste
management’, ‘agriculture and rural development’ and ‘European integration’. In community councils,
problems related to ‘wastewater and solid waste management’ and ‘local economic development and
investment attraction’ come to the fore. The latter is the most important area in the smallest local
government units., i.e. community councils employing no staff.

Graph 15: Major difficulties in fulfilling tasks - Municipal Councils

19) Please, provide a GENERAL ASSESSMENT of your office in terms of the FULFILMENT OF TASKS or PERFORMANCE OF

ACTIVITIES in those areas. ( ) (Top 10)
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® Municipality (n=27) ® Community Council with staff (n=55) ® Community Council without staff (n=25)

On the other hand, the respondents in municipal councils did not generally notice problems in activities
covering areas such as ‘collaboration with non-governmental organisations’, ‘ethics and prevention of
corruption threats’ or ‘public procurement and tender procedures’. In community councils, on the
other hand, the areas of activity that were not problematic included: ‘protection of classified
information and personal data’, ‘audit, internal audit, management audit’ and ‘building relationships
with residents, public consultations, collaboration etc.” It is also worth noting that the topic of gender
mainstreaming seems to be absent in the smallest units.
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Graph 16: Major difficulties in fulfilling tasks - Community Councils

19) Please, provide a GENERAL ASSESSMENT of your office in terms of the FULFILMENT OF TASKS or PERFORMANCE OF
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4. THE MANAGEMENT AND OPERATION OF LAS: A FOCUS ON HR

All interviewees reported that their local authority unit is under-staffed. Furthermore, they
unanimously stressed that when they use the term ‘under-staffed’, they mean both in numbers and in
terms of capacity. Therefore, low capacity and a lower number of employees (than what is required)
form the two most common problems in the local authority units operations. Nevertheless, all of them
admitted that there are some employees who possess very good qualifications and skills.

“The number of our employees has been reduced in the past few years. Needs grow and
the personnel becomes less. High ranked personnel are retiring and there is no
replacement because of the moratorium in hiring, so we need to try and operate with the
remaining staff, even if they do not possess the capacity”

Our analyses enabled us to identify a relationship between the assessed efficiency of local
administration and the sources of difficulty in local governance indicated by the respondents. In both
types of units (municipal and community councils), the key issue that negatively affects the self-
assessment of performance is the ‘lack of competent staff’. At the same time, it is worth noting that
the awareness of staff shortages (understood as the number of employees) does not decrease but,
rather, increases the declared ratings. In the light of statements made by the interviewees in
qualitative research, this fact can be interpreted in terms of appreciation of the efforts made by local
administration employees under the unfavourable conditions resulting from the economic crisis. The
respondents seem to adopt an attitude which can be summarised as follows: ‘despite the insufficient
personnel count, we manage to execute our tasks’.

Graph 17: Major difficulties in day-to-day management of LG units - Municipal Councils
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Correlation with: 10) Generally speaking, how would you assess the EFFICIENCY of local administration
at your local government unit? - 1 - very bad - 9 - very good (n=27)
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Graph 18: Major difficulties in day-to-day management of LG units - Community Councils
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*The question was not asked in Community Council without staff.

4.1. EVALUATION OF TASKS PERFORMED BY LOCAL GOVERNMENT STAFF

In the light of the survey results presented above, a question arises as to the impact of insufficient
competences of local government staff on the activities undertaken by local government offices.
Unfortunately, the research data do not lead to unambiguous conclusions in this case.

Above all, it should be noted that the survey respondents gave a very positive assessment of officials’
work and, secondly, positive ratings were generally more frequent in community councils than in
municipal councils.

Graph 19: Assessment of tasks performed by officials — Municipal Councils
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*The question was not asked in Community Council without staff.
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However, the data presented in the graph above also illustrate an important problem raised during
individual interviews with local government leaders, namely the lack of commitment, motivation or
striving for personal growth among some of the staff.

The interviews’ participants often emphasized that local government creates a friendly and relatively
safe employment environment, which comprises fixed working hours, a friendly atmosphere in the
office, limited requirements or, in some cases, little control from superiors and a good and guaranteed
salary.

The complexity of the bureaucratic procedures existing in the local government’s operations and the
tardiness of the administrative apparatus hinder the management capacity and performance (in
comparison to the private sector). Generally speaking, even when employees perform at good levels,
they are still not expressing at their full potential mostly because of traditional mind-sets.

“The moratorium implies that you cannot hire any new manager. Disciplinary measures
are very difficult (i.e. they imply lengthy legal processes). ...Firing is impossible... Personal
communication skills based on empathy and social/human reciprocity is the only way that
we can get things done..., ...we are depended on employees’ “@iAdTiuo’>? to get a job done;
so, many times we need to approach them in a very friendly and polite manner to convince
them to do the job...”

Moreover, extremely stringent job descriptions included in the collective public contracts, limit the
possibility to have any flexibility in the work of the local authority’s staff. This couples with the legal
limits on incentives and sanctions, making it hard to count on a dynamic, motivated and result-oriented
workforce.

“As a mayor, you are dependent on your managers, who are permanent employees and
often do not share your vision”

“Promotions can be given but in accordance to the collective public contract.
Municipalities have little room for negotiation on personnel contracts which are agreed —
as a framework contracts — between trade unions and the central government. Such
contracts even limit intra-department mobility of staff...”

To some extent, the survey results seem to confirm the belief expressed by one of the leaders during
an individual interview. He said that ‘the only motivation for our staff is their direct and personal
contact with the mayor’, although obviously the situation is not as clear as this. Other factors that play
an important motivating role include opportunities for professional advancement in municipal councils
or the level of remuneration, which is important for most respondents. When analysing the data, it is
worth noting that the respondents from community councils attached more importance to issues such
as the sense of influence on matters concerning the local community, ‘a high degree of independence
in performing one’s tasks and a ‘sense of mission of the local government’. At the same time, the
relatively low significance of these factors in the declarations made by representatives of municipal
councils may be of some concern.

22 ‘GO0’ is a Greek word which describes a situation where someone proceeds in an action not because of his/her
duty or responsibility, but due to particular, increased sensitivity, as an element of his/her character in relation to
his/her personal honor, his/her dignity and, more generally, his/her image to others.
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Graph 20: Sources of motivation for local government officials
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B Municipality (n=27) ® Community Council with staff (n=55)

*The question was not asked in Community Council without staff.

The motivation of local administration staff was discussed during the final conference, where
participants said that:

“Motivation tools should be decided and offered to the LAs officials for ensuring their
participation in training and capacity-building programs”.

“The mind-set of the executives of LAs is the biggest problem. Provision of education and
training should become mandatory”.

4.2. ATTRACTIVENESS OF EMPLOYMENT IN LOCAL GOVERNMENT UNITS

Working at local government offices was perceived by the survey respondents as very attractive. Only
some respondents from the smallest units (communities without staff) expressed different opinions in
this respect.
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Graph 21: Attractiveness of local government jobs
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As regards factors that determine the appeal of local government jobs, the following two should be
primarily mentioned: ‘job stability’ and ‘working time, working hours’ (the latter factor was particularly
important in community councils). Additionally, what positively adds to the appeal of jobs offered by
community councils is the ‘proximity between workplace and home’ whereas ‘good reputation of the
employer’ is also important in the smallest units. In municipal councils, the respondents were far less
likely to mention aspects such as ‘opportunities to improve one’s competencies (skills, knowledge,
etc.)’ or the ‘possibility to keep a balance between career and private life’ whereas in community
councils the lowest importance was attached to ‘interesting challenges involved in fulfilling job
responsibilities’ and ‘opportunities for career and professional advancement’.
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Graph 22: Assessment of factors determining the appeal of local government jobs
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Graph 23: Key factors contributing to the appeal of local government jobs
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In addition, it is worth noting certain differences in the importance of various factors contributing to
the attractiveness of jobs in local government units. As already mentioned, job stability is generally the
most important element here, yet different issues seem to be least important in municipal councils,
i.e. ‘possibility to work with interesting people’ and ‘opportunities for career and professional
advancement’.
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Graph 24: Importance of factors contributing to the appeal of local government jobs — Municipal Councils
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Graph 25: Importance of factors contributing to the appeal of local government jobs — Community Councils
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5. TRAINING EXPERIENCE AND NEEDS

According to the interviewed mayors and presidents of community councils, the improvement of
performance in the operations of their local government unit relies on increased employment rather
than on increasing their staff’'s competence. Additionally, the introduction of a qualitative and efficient
performance appraisal system would support the improvement of their provided services.

The opinions expressed in the interviews were only partially confirmed in the survey results. Although
the data collected indicate that the need to strengthen the competences of local government staff
came only fourth among the postulates expressed in municipal units, it was also the most important
issue raised in community councils.

Graph 26: Perceived methods to boost the performance of local government offices
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*The question was not asked in Community Council without staff.

The participants of the qualitative study, i.e. leaders of local government units, believe that the vast
majority of employees in local authorities have the capacities and skills to implement their job’s tasks.
Even in cases where no adequate qualifications exist, the employees’ working experience enforces and
improves their capacities. Nevertheless, lacking skills or competences are not the main problems
according to the interviews feedback: the main problem seems to be the mind-set of the staff.

“Overall competences are not always adequate for the tasks staff and managers need to
perform. However, especially with managers rather than of competences, it is a matter of
mind-set, which is even worse when they know they are “untouchable” — because of trade
unions and party-politics”.

“If I could, | would fire at least half of my managers and supervisors and hire other people
that would be more qualified and, most importantly, more willing to do their job...”
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“We have a lot of competent and skilled people, but we have a huge lack of managers - in
the sense of performing like in the private sector”

In the quantitative study, the problem of insufficient competence of local government employees was
identified, although the data do not indicate it as a fundamental problem. Worth noting is that this
issue seems to be more important in municipal councils than in community councils, although there
are some special situations where the problem of insufficient knowledge and skills is a fundamental
challenge.

“I have a very small number of employees (2-3), who were hired because of several reasons, and
especially not because of their competences...these employees cannot cope with their duties or
their responsibilities, therefore, most of the times, | am forced to do their job or to ask and pay
for external services...”

Graph 27: Problems in the work of administration that result from insufficient knowledge or insufficient skills of officials

20) Can you see any in the work of your office

skills of officials at your local government unit?
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*The question was not asked in Community Council without staff.

5.1. PARTICIPATION IN TRAINING

According to respondents’ declarations in the 2016 survey, representatives of over 76% of municipal
offices, nearly 70% of community councils and a half of offices employing no staff participated in
various external training events and courses. In most cases, those were free-of-charge open training
courses organised under projects involving local government units. Paid training is less popular, but
officials from almost a half of municipal offices take part in such events.

The data reveal a variety of training providers of training services used by local government officials.
In the case of municipal councils, training was most commonly organised by private entities. Further
on, the respondents mentioned ‘national/district public institution’ and the Union of Cyprus
Municipalities. The situation is slightly different in relation to training addressed to representatives of
community councils. Here, the Union of Cyprus Communities was mentioned as the main provider,
followed closely by private actors and NGOs.
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Graph 28: Training experience of local administration staff
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Graph 29: Stakeholders of the local government training sector
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The themes or subjects of training offered vary, therefore mayors and presidents of community
councils usually choose in which seminars or workshops they will give permission to their staff
members to participate. The choice is made out of the local government unit leader’s perception of
the importance of each thematic subject offered. The cost for participation is also a significant element
that affects this decision.

“There are a lot of training and capacity building seminars offered by different
organizations. We choose where to participate according to our needs and according to
the cost for participation”.

TRAINING NEEDS ANALYSIS IN CYPRUS @



52 1

The chart below presents the most popular training topics for local government officials in 2016 (as
provided by the survey respondents). It is worth emphasising that the list of training topics is not
particularly extensive, as the main topics are those related to ‘public procurement and tender
procedures’ and the use of ICT in the work of offices.

Graph 30: The most popular training topics in 2016
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*The question was not asked in Community Council without staff.

Concerning the community councils, the District Officer organises and offers specific training seminars,
targeting to improve the understanding of the elected representatives about the laws around the
operation of their local government unit. According to the interviewed District Officer:

“We have organized training seminars in the past for the elected members of the
community councils to inform them about the Public Procurement Law, the Communities
Law, the Law on general principles of administrative rule and also several training
seminars and workshops about the functioning of public services of general interest such
as fires’ prevention, floods, civil defence etc.”

The local authorities rarely organize internal training for their employees, they rather prefer to send
their staff to participate in training seminars and workshops organized by other bodies, such as the
Cyprus Academy of Public Administration (CAPA), the Human Resource Development Agency (HRDA)
of Cyprus, academic institutions, other private entities or NGOs. Furthermore, a wider belief exists that
training and capacity building is always good and beneficial.

“On staff competences, the Human Resource Development Agency (HRDA) and the Cyprus
Academy of Public Administration (CAPA) responds to training needs and provides both
general and specific training (which are decided by the municipality)”.

“It is always good to get trained or invest in capacity building, if there is time and money
available”
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Graph 31: Organisation of internal training at local government offices
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*The question was not asked in Community Council without staff.

The interviewed LAs’ leaders admitted that there does not seem to be an adequate mechanism for
developing the competence of their staff. Training needs’ assessment or analysis tools are not being
used systematically for identifying the training needs of their staff. Furthermore, they acknowledged
that within their framework of operation little attention and budget are set on training and capacity
building.

While almost 40% of the survey respondents confirmed that their offices do analyse the staff’s training
needs, the responses nevertheless indicate that such analysis does not take the form of formalised
practices or procedures.

“We do not have a formal tool for defining our training needs. Our staff’s training needs
are defined through our daily contact with our employees”.

Graph 32:Training needs analysis at local government offices
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*The question was not asked in Community Council without staff.
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Graph 33: Procedures employed for training needs analysis
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*The question was not asked in Community Council without staff.

On the question “are your employees interested in participating in training seminars or capacity
building activities?” the responses were not unanimous. However, some LAs leaders implied that most
of their staff members are not truly motivated to improve their qualifications. Some interviewees went
as far as arguing that in case staff shows interest to participate in training seminars, they chose to go
because they will spend some time out of the office...

“Of course they are happy to participate in such activities. It is an opportunity for them to
spend some time out of the office, meet some of their friends working in other Las, have
their coffees and have fun during the breaks” (7)

“They do not care for participating in training courses. They consider such activities as a
waste of time or they inform us that they have a lot of work and they need to catch up
with delayed work objectives” (5)

On the other hand, a feeling exists, in some cases, that training activities are unnecessary because of
the low level of autonomy, mostly in community councils.

“Why should we send out staff to training? Why this extra knowledge or improved skills
would be beneficial for the operation of our LA, since our autonomy is limited? Could some
training assist us in designing our development strategy on our own? No. It still needs to
be checked and approved by the central government. Could this training bring more
income to our LA? No, because our revenues’ sources are limited and specified by the
central government.”
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5.2. TRAINING NEEDS

There is a general acknowledgement by the interviewees that it is necessary for training and capacity
building to be provided to the staff of their municipalities or community councils through a more
structured and targeted method.

“Definitely this initiative for training needs assessment by the Ministry and the two Unions
is a very good initiative which will benefit the operation of local authorities in our country”.

“There are specific training areas both horizontal and more specialized in which our staff
members should increase their skills and capacities”.

Furthermore, the participants of the Final Conference pointed out that:

“The executives of LAs should be referred for training on a thematic basis, depending on
the required expertise at their position. There is a need to provide specialized training
within each local authority according to the competencies of each department.”

Feedback received from the interviewed leaders in regard to the training requirements, highlighted
the need for soft skills’ improvement on their staff, especially the managerial staff. According to the
mayors’ opinion, training should be provided on subjects such as computer literacy (basic skills and
more advanced software programs use), but also more targeted capacity building should be provided
for specific staff members (e.g. managers) on improving their soft skills such as leadership and
modern/innovative mind-sets. In addition, they stressed the importance of provision on training about
the legal framework which is continuously changing.

“In terms of immediate training needs, | can define the following subjects: capacity
building to promote a change of mind-set (the way staff manage their work), performance
management (leadership, target settings), technology, IT, etc....”

“Training is needed about the legislation surrounding the operation of LAs. For example,
the public procurement law’s provisions are being renewed or changed regularly. Our
staff’s needs to keep up with these changes in order to be able to do their job”

“Managers and supervisors should be the main target group.”

According to the presidents of the community councils, as well as to the District Officer, training should
be provided to elected representatives about the legal framework of LAs operations in order to be able
to understand better their role, competencies and functions.

“Community council members need to be more knowledgeable about the existing legal
framework. Awareness rising is necessary because they are held accountable on what they
sign. The community council needs to know what are their responsibility and the
boundaries of their functions”.

“Because of the continuous communication and cooperation of the president of the
community council with the District Officer, training should be provided only on the legal
framework. There is no further need for training to be provided to community council
members or staff”.

TRAINING NEEDS ANALYSIS IN CYPRUS @
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During the survey, the respondents were also asked to assess the training needs of their respective
offices. In the vast majority of cases, the respondents directly supervised the performance of specific
organisational divisions of their offices, and thus, had the best awareness of deficiencies in staff’s
knowledge or skills. The responses were used to create a list of training postulates or expectations. It
is clear from this list that larger entities tend to indicate topics concerning the daily operations of their
offices: customer service, organisation of work and use of IT tools in administration. In the smallest
community councils, on the other hand, topics related to project implementation, addressing the
needs of senior citizens and rural development are particularly important.

Graph 34: Municipal Councils — the most popular training requirements

25) Which of the areas of training listed below would you consider to be MOST NEEDED for your

STAFF in the current situation?

0,0% 10,0% 20,0% 30,0% 40,0% 50,0%

4 1 1 1 1 1

Work organisation at the office
Work time management
Implementation of e-administration and computerization of the office
Public procurement and tender procedures*
Development and management of projects
Audit internal audit, management audit
Services to customers of the office, organisation of the secretarial office,..
Computer/IT training, use of IT tools
Managing human teams, team work techniques, conflict resolution etc
General administrative procedures
Protection of classified information and personal data
Strategic management of the local government unit
Managing the finances of the local government unit, local taxes and..
Environment protection

Social policy, social inclusion, activities of welfare institutions

Graph 35: Community Councils with staff — the most popular training requirements

25) Which of the areas of training listed below would you consider to be MOST NEEDED for your

STAFF in the current situation?

0,0% 10,0% 20,0% 30,0% 40,0% 50,0%

Work organisation at the office
Work time management
Implementation of e-administration and computerization of the office
Computer/IT training, use of IT tools
Development and management of projects
General administrative procedures
Public procurement and tender procedures*
Audit internal audit, management audit
European integration
Services to customers of the office, organisation of the secretarial..
Services to elderly*
Strategic management of the local government unit
Local self- government system

Building relationships with residents, public consultations,..
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Graph 36: Community Councils without staff — the most popular training requirements

(COMMUNITY COUNCILS without staff - Top 10)

0,0% 10,0% 20,0% 30,0% 40,0% 50,0%

Development and management of projects
Services to elderly*

Agriculture and rural development*

Work organisation at the office

Computer/IT training, use of IT tools

Audit internal audit, management audit

Services to customers of the office, organisation of the secretarial..
Managing human teams, team work techniques, conflict resolution etc
Strategic management of the local government unit

Building relationships with residents, public consultations,..

Work time management

Implementation of e-administration and computerization of the office

Managing the finances of the local government unit, local taxes and..

Through the interviews, a variety of soft and hard skills training requirements were also identified,
although the need for soft skills was highlighted by many of the interviews’ participants as key. The
following list includes all the training needs mentioned during the interviews:

e Soft Skills: (general management and communication skills, mind-set change, HR
management, performance management, time management, leadership, ethics,
communication with the public, customer satisfaction, conflict management, increasing
productivity, coaching and counselling, budgeting, motivating and planning)

e Hard skills (legislation, ICT (basic and specialised software programs), e-government,
accounting, responsibilities of elected representatives, taxation, EU funds)

To a certain extent, the choice of preferred training topics made by the survey participants may be
surprising. First of all, those topics include quite fundamental issues and, as such, they raise doubts
about the positive assessment of the performance of the local administration declared by the
respondents and discussed earlier in this report. Secondly, the respondents fairly frequently
mentioned topics corresponding to those areas of work which, according to the respondents’
statements discussed earlier, do not address the most important sources of problems in local
governance.

Data analysis has enabled us to identify a whole array of topics which, although often reported, are
not always reflected in the problems that affect the performance of local government offices. Of
course, this does not mean that the training postulates submitted by the respondents should be
neglected: after all, they reflect the beliefs of the survey participants and, consequently, possible
intentions to train staff in those areas. However, it is worth remembering that the usefulness of these
training courses in the offices will not necessarily be very high.

When interpreting these data, it should be noted that the diagnosis of training needs should help to
identify discrepancies between the knowledge held by potential training participants and the
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knowledge required or desired for some reason. It turns out that in many cases expectations or training
requirements presented by potential participants of the training process differ from the actual needs
of the office. There are many reasons for this, such as unawareness of insufficient competence,
incorrect identification of the causes of problems, or a stereotypical approach to the choice of training
topics. Therefore, identification of training needs means that one must identify the causes of the
problems and specify which ones can be resolved by acquiring knowledge or developing the skills of
officials, and which ones require other actions or specific changes. It is worth remembering that
uncritical acceptance of all submitted demands may expose offices to unnecessary burdens (financial
and organisational costs) or even entail unfavourable consequences for the office (when the
knowledge that is actually needed has not been obtained).

In view of the above comments, the training postulates submitted by the survey participants were
verified in relation to the declared problem areas in the work of local government offices. Of course,
one should not assume that this procedure is sufficient for a real diagnosis of needs: after all, the work
of a local government office is also influenced by systemic factors (discussed in the first part of this
study), or management practices applied by leaders. However, one must recognise that at least some
of the reported problems are caused by the lack of staff’s competence in offices represented by the
respondents.
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Graph 37: Areas of major difficulties in the execution of tasks versus reported training postulates (Municipal Councils)
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Areas of major difficulties in execution of tasks
(% of LGUs which mentioned this area)

= 1-Work organization at the office = 27 -HR management, HR policy
= 2-Work time management = 22-Llocal Economic Development and Investment Attraction
= 3-Implementation of e-administration and computerization of the = 23 - Public property management
office = 24-Integration of refugees/migrants
= 4-Managing human teams, team work techniques, conflict = 25-Services to elderly
resolution etc. = 26 - Creation of youth policies at the local level
= 5-Services to customers of the office, organization of the = 27 -Inspection control in various areas
secretarial office, customer service center etc. = 28-Social policy, social inclusion, activities of welfare institutions
= 6-Auditinternal audit, management audit = 29-Disaster and crisis management
= 7-Public procurement and tender procedures = 30- Language training, selected foreign language
= 8- Development and management of projects = 31 -Planning and implementation of infrastructural investments
= 9-local public transport and local roads = 32-Protection of minority rights
= 10 - Environment protection = 33-Childcare
= 11 - Strategic management of the local government unit = 34 - Ethics and prevention of corruption threats
= 12-Computer/IT training, use of IT tools = 35-Building relationships with residents, public consultations,
= 13- General administrative procedures collaboration etc
= 14 - Protection of classified information and personal data = 36 - Urban/spatial planning and management of real property
= 15 - European integration = 37 - Activities of cultural institutions, implementation of cultural
= 16 - Managing the finances of the local government unit, local taxes policy
and fees, financial and accounting issues = 38-Management of preschool and primary school system
= 17 - Agriculture and rural development = 39- Collaboration with non-governmental organizations
= 18- Gender mainstreaming in LSG
= 19-Inclusion of Roma or other minorities
= 20 - Wastewater and solid waste management

Data analysis has shown that the most important training needs for the staff of municipal offices (at
least in relation to the difficulties experienced by local government units) include training in the
following areas: ‘work time management’, ‘managing human teams, team work techniques, conflict
resolution’, ‘European integration’ and ‘local public transport and local roads’.
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Graph 38: Areas of major difficulties in the execution of tasks versus reported training postulates (Community Councils)

50,0% - . )
5 (1) Work organisation 1 1
‘B 450% - at the office : |
o
- ] |
0 40,0% - | |
< . | |
0 3 35,0% -| (2) Implementation ofi ]
e e-administration | :
S . 30,0% - (13) Work time 1 !
% € I
[} . ]
-4 8 25,0% - management ®4 1 (3) Services to elderly
g *5 : :
— V) 100 e e e e e e e e e e e e e e e o o o o - - - - o - - - - - - - o - - - - - - - .
c 2 20,0% ] 1 1 (6) Cocal Economic
3 25 M ! ! Development and
= 5 150% - = = - - e o _____ &5 - — - — = PSR IR P P ,
=) b 3% | *38 *7 Investment Attraction
3 100% - * 2] : :
‘S ® 28 | 19 @14 (9) Wastewater and solid
o ® 20 2 *
R 50% - ° 124 18 & 17 I waste management
=~ $H ¥ ¥23 *16,
38 37 35 X .
0,0% %39—'—[—?—043%—'—'%
0,0% 50% 36 34< 10,0% 15,0% 20,0% 25,0%
Areas of major difficulties in execution of tasks
(% of LGUs which mentioned this area)

1 - Work organisation at the office

2 - Implementation of e-administration and computerisation of
the office

3 - Services to elderly

4 - Development and management of projects

5 - Computer/IT training, use of IT tools

6 - Local Economic Development and Investment Attraction

7 - Agriculture and rural development

8 - European integration

9 - Wastewater and solid waste management

10 - Public procurement and tender procedures

11 - Services to customers of the office, organisation of the
secretarial office, customer service centre etc.

12 - Audit internal audit, management audit

13 - Work time management

14 - Activities of cultural institutions, implementation of cultural
policy

15 - Strategic management of the local government unit

16 - Local public transport and local roads

17 - Urban/spatial planning and management of real property
18 - Language training, selected foreign language

19 - Creation of youth policies at the local level

20 - Environment protection

21 - Managing the finances of the local government unit, local
taxes and fees, financial and accounting issues

22 - General administrative procedures

23 - Collaboration with non-governmental organisations

24 - Planning and implementation of infrastructural investments
25 - Building relationships with residents, public consultations,
collaboration etc

26 - Managing human teams, team work techniques, conflict
resolution etc

27 - Disaster and crisis management

28 - Protection of classified information and personal data

29 - Social policy, social inclusion, activities of welfare institutions
30 - Public property management

31 - Childcare

32 - Inclusion of Roma or other minorities

33 - Ethics and prevention of corruption threats

34 - Inspection control in various areas

35 - Management of preschool and primary school system

36 - Gender mainstreaming in LSG

37 - Protection of minority rights

38 - Integration of refugees/migrants

39 - HR management, HR policy

Data analysis has shown that the most important training needs of community council employees (at

least in relation to the difficulties experienced by the units) include training in the following areas:

‘local economic development and investment attraction’, ‘wastewater and solid waste management’,

‘services to elderly’, ‘agriculture and rural development’ and ‘European integration’.
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6. ANNEXES

6.1. AN INITIATIVE FOR AMALGAMATION

One of the interviewed Mayors, when asked about the efforts and methods they put forward in order
to improve their Municipalities operational performance, he mentioned that there is an innovative
initiative under development in their area, which is applied in the wider framework of the discussions
for the local government system’s reform. According to the Mayor:

“We are in discussions with another municipality and other seven community councils in the
nearby area with the following objective: to form a new entity - a new municipality that would
embody all the involved (in the discussion) local authorities. We are talking about unifying our
forces and through amalgamation to create a new large municipality which will have strong
competences and increased level of autonomy. The Minister of Interior is aware of our initiative
and supports our efforts. Both Mayors and the Presidents of the involved Community Councils are
positive towards this objective and have agreed to proceed.

Our unification will be applied by the power that the Minister of Interior is granted by the
Communities Law, hence to decide on political Acts in regards to Community Councils. According
to the law, the Minister of Interior has the power, under specific conditions to order the unification
of two or more Community Councils, to abolish a Community Council or to order a Community
Councils to merge with a Municipality.

The Mayors and the Presidents of the Community Councils will remain in their positions until next
elections. Then, they will become representatives of their local societies or communities, as
members of the new Municipality’s Council with one vote each. Therefore we are also suggesting
a different electoral system to be applied in our case.

In our discussions with the Minister of Interior, we have been assured that the new municipality
will be granted the competence of being a town planning authority for its area of intervention. We
will create a specific department for that. In addition, we are claiming the competence of
becoming also the civil registry responsible for our citizens.

Financially, the new municipality will be completely autonomous without the need for receiving
any grants by the central government. Some new taxes will be levied for the new Municipality by
the central government, such as the property tax (currently the money of this tax goes 50% to the
LAs and 50% to the central government - in our case the entire amount of money collected through
this tax will be received by the new municipality). The same will be applied in regards to the
jurisdiction of the industrial area. Currently half of it is governed by my municipality and the other
half by the central government. The new municipality will acquire the governing of the entire
industrial area, and therefore all taxes collected from the industries operating there, will be
collected by the new municipality. Finally, in the sector of education, we will demand that the
School Committees’ competences, which are responsible for the smooth operation of local schools,
will be transferred to the new Municipality.”

Currently, we (all elected representatives involved) have come to an agreement about these
matters and the next step is to acquire the consent of our local councils, through an official
decision. We well then proceed to the procurement of a feasibility study and then submit it to the
Minister of Interior so that the process will be initiated officially.”
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6.2. INTERVIEW GUIDELINES

The research findings should help to:

% Identify the key problems in the activity of local administration associated with the competence
gaps/kills gaps among local government officials

% Outline the scope and type of needs related to the acquisition of knowledge and skills by local
government officials, and explore the attitudes towards participation in training

& Assess the usability of previous training experience among main groups of local government
officials working for municipal administration

Introduction — general assessment of the operations of local government at the municipal level and

residents’ expectations

What is your overall perception of the activities of the local government in this municipality?

What are the strengths and weaknesses of the local government and its operation? What is most missing
and most needed for local government to operate seamlessly? What are the strengths and what are the

weaknesses?

Are there any spheres in the operations of local government which pose particular problems for the
management of the local government unit (the entire unit, not just the local government office)? Which

spheres are those?

What do the problems consist in? What are the consequences of those problems? Has anything changed in
this respect in recent years? If so, what has changed and when?

Where do these problems stem from? What are their sources and causes? (probe in detail about
local/translocal causes of problems)

How do the authorities of the local government unit address those problems? How successful are they in
overcoming those problem? What is the outcome?

How is the performance of the local government reflected in public opinion? To what extent can the local
government take credit for successes (if any)? To what extent have the failures (problems) been caused by
the activity of the local government?

What are the residents’ expectations towards local government? How do you view those expectations? Are
they justified? Do local authorities take those expectations into consideration when planning their activities?

What is the picture of collaboration between local government authorities and the residents? To what extent
are residents involved in the local governance affairs/public affairs? Do residents show interest in the affairs
of the municipality? How is that interest manifested?

Local / national problems

How would you generally assess the current operation of local government in Cyprus? What is a success and
what is a failure?

Would there be a need for any reform of local government that would improve its performance? What would
such a reform involve? (probe about reasons for postulated reforms!)

Who are the most important external partners of the local government? What determines their
role/importance? What does the collaboration with those partners look like? How would you assess this
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collaboration? What kind of postulates can be formulated with respect to this collaboration?

How can the relations between local governments and central institution be assessed?

What is the picture of the collaboration between the local government and external institutions/other local
government units? What does that collaboration involve? What are the purposes and drivers of this
collaboration? How would you assess it?

Performance of administration and management of the office of local government unit

How would you assess the performance of the municipality administration (as a unit/office of public

administration)? |s the administration efficient in fulfilling the tasks within its area of responsibility? What
kind of factors influence this performance? Which elements enhance/constrain the performance of the
office?

Are there any problems in the supervision over the operations of the organisational units? What kind of
problems are those? What are their causes? How are those problems solved? How would you assess the
effectiveness of local government in addressing those problems?

Is the performance of the administration assessed/monitored in any formal way? How is this done? (probe
in detail)

How do local authorities identify problems related to the operations of the municipality? What kinds of
methods (formal/informal) are used for such identification?

How do the municipal authorities cope with the difficulties in managing the administration? Are they able
to overcome those difficulties? Why? What kinds of factors determine the success/failure of those
measures? What kind of factors influence the effectiveness of local authorities in solving those problems?

Have there been any significant changes in the operations of the administration? If so, what did they involve?
Why were they introduced? What were the outcomes of those changes?

Do you see the need for any changes in the operations of the administration? What would such changes
involve? What would be the purpose of those changes? Are/will those changes be introduced? (if not, why
not?)

What are the key intentions and key goals of the local government unit? What are the priorities in local
government operations in the next few years?

Does your municipality have a current development strategy? Does the strategy cover the performance of
local administration or effectiveness of its activities? (If so, probe on how this is included in the strategy,
what specific provisions there are and whether they are executed.)

Is the administration effective in fulfilling the tasks and plans formulated by local authorities? Which factors
play a role here/influence the effectiveness?

Are there any practices to co-ordinate the activities/implement the policies with the neighbouring local
government units? What do those practices involve? What are the practical aspects of this co-ordination?
How is this collaboration carried out on a daily basis?

Staff’s motivation and engagement — capacity building factors at the LGU

What is your view on the motivation of the staff at the local government office and their engagement in
their work? What kinds of factors most strongly influence the level of motivation and engagement and how?

Does the management of the administration take any actions aimed to improve the staff’s motivation and
engagement? What kinds of activities are those? Why are those activities undertaken (or why are no
activities undertaken)?
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Is there any monitoring of the staff’s needs related to the tasks they fulfil (If not, why not? Is there perhaps
no need to do so?)? How does the office obtain information about the staff’s needs related to their job
responsibilities? Is there a systematic approach to identification of staff’s needs related to their work? (/f so,
what does it consist in?) How is the information used?

Previous experience of training and attitudes related to training

How would you assess the competencies of the staff at your local government office? Are there any
knowledge gaps and/or skills gaps? What are they? What is the importance of those gaps? How do they
affect the performance of the office?

What is the staff’s attitude towards participation in external training? What kinds of training are more
appreciated than others? Why is that? Are there any examples of training that the staff do not want to
undertake? What are those?

How would you describe the benefits of staff’s participation in training? What is the most important element
for local administration management? What is crucial for the management of the local government office?

Does the participation of staff in training really translate into improved performance of the office? Does the
staff training translate into improved quality of services offered by the office? How? What are the tangible
benefits for the operations of the office?

Are there any disadvantages/problems related to staff’s participation in training? What are they? How
bothersome are they? Can they be prevented in any way? How does your office address them?

Perception of training needs

What kind of training is needed in terms to improve performance of municipality? How and by whom should
this training be organized? Who should be trained and what should be the scope of training?

What training for local government employees and council members is the most valuable in terms of using
the acquired knowledge to improve local government management?
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6.3. PAPER QUESTIONNAIRE DISTRIBUTED DURING CONFERENCES

J0G EUXOPLOTOULE VLA TNV OVTATIOKPLON 0OC VO CUMUETACXETE OTNnV mapoloa £peuva Tiou Ste€dyetal amno
10 ZUpBoUALo TG Eupwring o€ cuvepyaoia Le To Ymoupyeio Ecwtepkwy tng Kumplakng Anpokpatiag, Tnv
‘Evwon Anpwv Kompou (EAK) kat tnv Evwon Kowotrtwy Kumpou (EKK). Oa BéAape va oag umevOupicoupe
OTL N mapouca £peuva eival anoAUTw avwvupn. OL amavtnoelg oag Ba xpnolponotnfouv amokKAELOTIKA
KOl LOVO yLa TNV ETOLLOOI0 CUYKEVTPWTLKWY OIMOTEAECUATWY, N avAAUCn Twv omoilwv Ba odnynoeL ota
ovayKkaio CUMMEPAOUATA KaL ELONYNOELC yLa evioxuon tou Beopou tng T.A otnv Kumpo.

1) Nowa eivat n kate§oxAv MPOTEPAIOTHTA tou/tn¢ AfRpnou/Kowvdétntag cag otnv
noapoloa Onteia;
Mapakadw emiAééte EQS 2 ATTANTHIEIS ATO tov akdAoudo katdAoyo:

O EmnevdUoelg o UTIOSOUES

Kowwvikd Intipata, m.x. EMAUcn KOWWVLKWY TIPOBANUATWY, KOWWVLKH CUVOXT, KLvnTomoinaon
Siktiwv oAMnAgyyung

Ytabepomnoinon tou dnUoTikol/KoWoTIKoU PoUnmoAoyLopoU
KaBnpepivr AtakuBEpvnon KoL QVTILETWITLON TWV TPOBANUATWY OTwG TPOKUTTOUV
JUMMETOXN TwV TIOALTWY otn Stadikacia Adng anodpdoswv

BeAtiwon tng oot tag Twv dnuociwv (6NUoTLkwv/KOWVOTIKWY) UTINPECLWY

auaaa a

Aev E€pw, bev eipal BERatog/n

O AM\o (8teukplviote)
2) O vopog anattel and tn Anpotikn/Kowvotikg Apxfi va ektedel tavtoxpova moAAanAd
kKafnkovta. Kavéva kabnkov 8ev unopei vanapaBAedpOei, aAAd kanota €§ avtwyv
ULTOPOUV VO OVTLULETWNLOTOUV WG MEPLOCOTEPO ONHUOVTLKA KOTA TRV KATAPTLON TOU

npoUmnoAoyltopov. Katd th yvwun oag, molot Topeic npénel va YMNOZTHPIXOOYN
WoLattépweg otn 6ebopévn kKataotaon tov/tng Aqpou/Kowvotntag cag;

MNapakadw entAééte we o onuavtikous EQS TPEIS ano toug katwdt TouElg:
O ®povrida madlwv cupunepA\apBavouEVWY EEWOXOALKWY TUNHATWY yLa ta tondLd
ApaotnpLOTNTES TIOALTLOTLKWY POPEWV
YroothplEn 6paotnpLOTHTWY TTOU AVATTTUCooVTaL artd TOTUKES Kn-KuBepvntikég OpyavwoeLg
TOTTKI) OLKOVOLKI) OVATITUEN KAl UTIOOTNPLEN TWV TOTILKWY ETUXELP CEWV
Yninpeoieg Mpovolag
ABANTLIOpNAG Kat avauxi
@povtida uyeiag kat tpdAndin
MepLoxég mpaocivou
KaBaplotnta og 5popoug Kot og SnUOCLOUG XWPOUG
YroSouEg 08LKWY £pywv
Y&POVOULKA £pya KOL OITOXETEUTLKA GUOTH LOTA
JUMMETOXN TNG Anpotikrg/Kowvotikic ApXnG oTov ToAeodouLKO oxedlaoud Kat otn Slaxeiplon yng

guauauogauoaoaaa

MoAwtikn Mpootaocia Kot SLoXelpLon KPLOEWV (EKTAKTWY KOTOLOTACEWV TLY. TIUPKAYLEG)

a

AAN\OG TOpEQG

3) O/H Afpog/Kowvotnta oag npoéPn o aUTOoA§LOAOYAOELG XPNOLULOTIOLWVTOG
OTMOLOSNTOTE CUOTNATLKO EpYaAEio KATA TNV TEAEUTALO TPLETiQ;

MopakoAw emAEETE HOVO Uia amdvinon
O Na d ox O Aevé&pw
4) Tevikd, nw¢ Oa afltoAoyoloate tnv ANOTEAEZMATIKOTHTA tn¢ toiknong oto/otnv
ARpo/Kowétnta oog;
ToAU kakn (1) 2 3 4 5 6 7 8 (9) moA¥ koA
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5) Kata tnv npoocwniky oag anoyn, pia 0éon epyaciag otnv tTomikr avtodtloiknon ivat
EAKYZITIKH ] OXIl cuyKpLTLKA HE AAANEG EUKOLPLEG EMAYYEARATLKAG oTtadlodpopiacg;

KaB®dAou gAkuotiki (1) 2 3 4 5 6 7 8 (9) Onwoédrnote eAkuoTIKA

6) Kata tn yvwun oag, motog 6a ATOV 0 MLO MOS0 TLKOG TPOMOG EVIGXUONG TWV
enb6oewv tov/tng Afjpou/Kowvotntag oog;

MNapakadw emtAééte Ewg SUo uedodouc kAetdia

O BeAtiwon Twv LKAVOTATWV TOU IPOCWTTLKOU

Al¢non Twv anolafwv Tou TPOCWTILKOU

guaoauoaaaaa

Aev E€pw, bev eipat BERatog/n

a

Kamolog aA\og tpdmog (Steukpviote)

7) AramioTWVETE MPpoBARLATA OTH
Slekmepaiwon tng epyaciag otnv
unnpeoia ocag ta onoia opeilovrat
Kupiwg otnv eAAtn yvwon 1 tig eAALnelg
6£€L0TNTEG TWV oTEAEXWV TOU/TNG
Afpou/Kowvétntag;

MNapakadw emiAééte uia udvov amdavrnon
Nat, BeBaiwg (--> epwtnon 21)

Nay, iowg (--> epwtnon 21)

Oy, owg Oy (-> epwtnon 22)

'Oyt oiyoupa OxL (-> epwtnon 22)
Aev gipon BEBarog/n (--> epwtnon 22)

aaaaa

Avadlopydvwon tng Asttoupyiag oto/otnv Afjpo/Kowdtnta oag
AUEnon twv Béoewv epyaociag oto/otnv Afjuo/Kowdtnta

BeAtiwon tou tpomou e Tov onoio SteuBuvetal n epyacia Twv UTKAANAWY
Melwon twv Béoswv gpyaociag oto/otnv Afpo/Kowotnta

AAN\ayr) 0TOUG KAVOVEG TIEPL ATTOAABWY TOU TPOCWITLKOU 0aG

BeAtiwon Twv ox€oewv PeTafl TwV LEAWV TOU TPOCWTILKOU

Elcaywyn ocuotpatog afloAdynong eMSO0EWY TOU MPOCWITLKOU/TWV UTINPECLWV

8) NapakaAw mepLypaPte v cuviopia
auUTa ta mpoBAfpata:

9) XETE EVTOMIOEL KATMOLEG LVAYKEG
eknaideuong yla To MPOCWNLKO 0OG;
MNapakaAw entAééte puia uovov anavinon

O Nat(--> epwtnon 27)

O ©Ox (-> epwtnon 28)

O Aev&pw (--> epwtnon 35)

10) NepypaPte ev ouvtopia tTLg, €V
AOYyW, EKMALSEVUTLKEG OLVAYKEG:

Télog, Ba OéAape va oag OECOUNE OPLOMEVEG EPWTNOELS VLA OTATLOTIKOUG Adyouq. Oa BéAape va oag
unevBupicoupe 6tL H NAPOYZA EPEYNA EINAI AMTOAYTQZ ANQNYMH.

11) ® VAo
O Tluvaika O Avdpag

13) Exnaiéevon
ErmAééte pia uévo anavrnon
O Npwrtofabuia
O Aeutepofabuia
O TpwroBdaduia
O MSc Metantuylakog tithog ornoudwy
O PhD Awsaktoptkog Tithog omoudwv

15) TUMOG opyaVLIOHUOU TOTILKNAG
auvtodloiknong

O Adpog

O Kowoétnta

® Report

12) HALKLO 220 ceece e e et et et et et e e e e e v e

14) O@fon
Eru\éSte pia katnyopia mou avtamokpivetal otn
Béon oag:

0 Adupapxog/Kowotdpxng
Avtidnpapxog/Avtunpoedpog Kowvotikol
SupBouliou
Anpotkog/n Mpappatéag / Mpoappatéag
KowotikoU ZupBouliou

d
d
[ AMn (8eukpiviote):
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6.4. CAWI SURVEY QUESTIONNAIRE



Dear Participant,

Thank you for agreeing to participate in this survey
conducted by the Council of Europe, in
collaboration with the Ministry of Interior of the
Republic of Cyprus, and Administrative
Reconstruction and the Union of Cyprus’
Municipalities (UCM) and the Union of Cyprus’
Communities (UCC) We would like to remind you
that this survey is completely anonymous. Your
answers will only be used to prepare aggregate
analyses and summaries.

e To go to the survey (and, each time, to
move to the next question), please click
on "NEXT" (bottom of the page).

e You can interrupt the survey at any time
(by clicking on "Postpone", in the top
right corner) and return to the survey at
any moment to answer the remaining
questions.

1) What is the PRIORITY of your local
government in the current term of
office?

Please choose UP TO 2 ANSWERS FROM the
following list:
O Infrastructural investments

Social issues, e.g. solving social problems,
O social cohesion, mobilization of solidarity

networks

a Stabilisation of the municipal/community
budget

a Day-to-day governance, responding to
problems as they arise

3 Citizens' participation in decision-making

a Improving the quality of public
(municipal/community) services

O Don't know, not sure

O Another issue important for the locality

AyamnToi ZUPUETEXOVTEG,

20G €UXAPIOTOUME yla TNV avIamoKpLlon oaG va
OUMUMETAOXETE OTNV  Tapoloa  €PeEuva  TIOU
Sie€ayetal andé 1o XupBouAhio ¢ Eupwring oe
ouvepyaoia pe to Ymoupyeio EowTteplkwv NG
Kumplakn¢ Anuokpatiag, tnv Evwon AQuwv
Kumnpou (EAK) kat Tnv ‘Evwon KowotAitwv Kimpou
(EKK). @a Béhape va cac umevBupiooupe 6Tl n
napovoa épeuvva gival amoAuTw¢ avawvupn. Ot
ATTAVTHOELG oag Ba xpnotpomotnBouv
QIMOKAEIOTIKA KAl MOVO yld TNV EToldacia
OUYKEVTPWTIKWY ATTOTEAEGUATWY, N AVAAUON TWV
omoiwv Ba 0dnyroel ota avaykaia cupnepdcpata
Kal EIONYAOCELG yla gvioxuon tou Beopol g T.A
otnv Konpo.

e [ va petafeite otnv épeuvva (kal yla
petapaon kdBes @opd oTNV €MOUEVN
EPWTNON), TAPOKOAW KAVTE KAIK OTNV
gmoyr «<EMOMENO» (0T0 KATW PEPOC TNG
oghidaq).

e  Mmopeite va SIaKOYETE TNV €peEuva avd
mdoa oTyur (Kavovtag KAIK oTnv emAoyn
«Avapohr», oto mavw Oe€i pépoc NG
0eNidac) Kat va emoTpéPeTe OTNV épeuva
OTIOTE TO EMOUEITE WOTE VA ATTAVTIOETE
OTIC UTTONOITIEC EPWTHOEIC.

1) Mota €ivat n kate§oxnv
MPOTEPAIOTHTA tou/tng
AQuou/Kolvétntag cag otnv mapovaoa
Onteia;
lNapakalw emAeéte EQX 2 ANTANTHZEIE ATTO tov
akoAovBo kardAoyo:

O EnevdUoelg 0g UTTOSOUEC
Kowwvikd {nmpata, 1.  emiluon
KOWWVIKWV  TIPORANUATWY,  KOWWVIKA

0 . ) .
ouvoxn, KlvnTomoinon SIKTOWV
OoAANAEyyUNG

a >taBepormnoinon TOoU
ONUOTIKOU/KOIVOTIKOU TTIPOUTTOAOYIGOU
KaBnuepvi AlakuBépvnon Kal

O avuustwmon Twv TEORANUATWY  OTTwG
TIPOKUTITOULV

a Suppetoxi Twv moAitwv otn dladikacia
AYNC amo@dicewv

a BeAtiwon ¢ moldtnTag tTwv dnuociwv

(6NHOTIKWV/KOIVOTIKWV) UTTNPECIWV
O Aev &pw, Sev sipat B€Ratog/n
O AMo (Sieukpiviote)



2) In your opinion, what are the
sources of the GREATEST difficulties in
the day-to-day management of your
local government unit?

Please choose up to 3 categories

)

)

g aaa a d

a

Instability of the law, changing regulations

Legal limitations of discretion in decision-
making of local governmentin some areas
Mulitple controls over local government
activities

Wrong interpretation of the law by
regulatory bodies

Staff shortages in local administration
Lack of competent staff

Insufficient own revenues

No adequate financing of commissioned
tasks

Passive citizens, their lack of interest in
public affairs

Excessive procedures associated with EU
funding

Conflicts between executive power in the
local government (mayors/presidents of
the council) and the Council

Political pressure, influence of political
parties on how local government works
Unfavourable macroeconomic
phenomena

Not sure

Another source of problems

2) Katd tn yvwun oag, moleg €ival ot

nmnyé¢ twv METAAYTEPQN SuokoAiwv
otnv kabnuepivy Sitaxeipion Tou/TNg
AQpovu/Koivétntag oag;

lNapakalw emAEETe Ewg 3 kKatnyopises

)

Aca@ég Vopikd MAaiolo, eVOMNACOOUEVES
pubuioceig

meploplopoi  otn  SlaKPITIKA
EUXEPEID YO AAYN  amo@ACEWV NG
Tomkr¢ Autodloiknong o€  KAmoloug
TOMEIC

MoA\am\oi é\eyxol emi Twv
Spaotnplotitwy ™me TomkN¢
Autodloiknong

Nouikoi

NavBaopuévn gpunveia Tou vopou amd TIiC
PUOUIOTIKEG apXEQ
EN\eipelc  mpoowmikoU
Autodloiknon

otnv  Tomikn

‘EAAEWYN IKAvOU TTPOCWTTIKOU
Avemapkeig idlol mopot

AVEMaPKAC Xpnuatodotnon TWV
Kabnkoviwv mou avatiBeviat  oTtoug
ARuou¢/Kovotnteg

MaBntikoi TIONITEC, armouaoia

evllagépovTog yla TIC SnudoieC UTTODETELC
MoAUTAOKEC - YPOAPEIOKPATIKEG
O1a81Kaoieg OXETIKA e TN XpnuatodoTnon
amo v EE

JUYKPOUCEIC peTago EKTENEOTIKNC
e€ovoiag (Anudpxwv/Kowvotapxwv) Kat
TWV MEAWV TOU AnuoTikoU/KovoTikoU
JupPouliou, o Tomikd emimedo

MoAITIKEG TMEDELC, EMPPON TWV TTOAITIKWY
KOUMATWY OToV TPOMO Asltoupyiag Tng
Tomikri¢ Autodioiknong

AUCPEVH HOKPOOIKOVOUIKA QaIvopeva
Aev gipat B€Ratog/n

AN TiNyn TpofAnudTwy



3) The law requires that the
municipality/community should fulfil
multiple tasks simultaneously. No task
can be abandoned but some of them
can be treated as more important in
budget planning. Which areas do you
think should be particularly
SUPPORTED in the specific situation of
your local government unit?

Please choose UP TO THREE most important items
from the list below:

Care including extracurricular classes for

O children

O Activities of cultural institutions
Supporting activities performed by local

o non-governmental organisations

a Local economic development and support
to local businesses

O Welfare services

O Sport and recreation

O Health care and prevention

O Greenery

O Cleanliness in the streets and public areas

O Road infrastructure

O Waterworks and sewage system

a Participation of the municipality in urban
planning and land management

O Disaster and crisis management (e.g. fire)

O Another area

4) What is your overall assessment of
your municipality/community AS A
PLACE TO LIVE?

(Please move the slider to the position which best
reflects your views on the matter.)

verybad (1) | =....cneene. (7) very good ‘

3) O vépog anmattel anéd tn
Anpotikn/Kotvotik Apxn va eKTeAEl
Tavtéxpova moAhanAd kabrikovta.
Kavéva kabnkov 6ev pnopei
vanmapaBAepOei, aA\a kamola €§ avtwv
HTTOpoUV VA AVTIHETWTIOTOUV WG
MEPIOOCOTEPO ONUAVTIKA KATA TNV
Katdption tou mpolUmoAoylopol. Kata
TN YVWHnN oag, molol TOpE(C mpémel va
YMNOZTHPIX©OYN 18i1aitépwg otn
6edopévn katdaotaon touv/TNGg
AQpovu/Koilvétntag oag;

lMapakadw emAeéte we mo onuavtikous FQS TPELY
QI10 TOUG KATWO! TOUEIG:
Opovrtida madiwv cvunephapfavopévwy

a , , .
€€WOXOANKWV TUNUATWV yia Ta Tatdid

O ApacTtnpldtnTEC TOMTIOTIKWY QOPEWV

Ynootipién SpaotnploTiTwy TTou
O avantvocovtal and  TOTIKEG un-

KuBepvntikéc Opyavwaoelg

Tomky  olkovoulky  avamtuén  Kai

UTTOCTAPIEN TWV TOTTIKWV ETTIXEIPHOEWV
Yninpeoieg Mpovolag

ABANTIONOC Kal avauxn

®povrida vysiac kat TPOANYN

MNeploxég npacivou

KaBapiétnta og Spoduouc Kat o€ Snuoscioug
XWPOoUC

Yrmodopég oSIKwv €pywv

g o o aagaa a

YSpovoulkd €pya KAl  QATMOXETEUTIKA
ouoTAuaTa
Juppetoxy ™G AnuoTtikn/KowoTiknig
O Apxric otov moAeoSopiko oxeSlaoud Kalt
otn Slaxeipion yng
MoAtiky MNpootacia kalt  Olaxeipon
O «kpicswv (€KTAKTWV KATAOTACEWV  TLY.
TIUPKAYIEQ)
O AMog Topéag

4) Nwg a§loloyeite ouvoAlkda To/TnVv
AQpo/Koivétnta cag wg TOMO T1A NA
ZE|I KAMOIOZ;

(Mapakaldw ueTakiviiote Ttov Képoopa otn Bson
7mov talpidlel kaAutepa otnv dmoyri oag &l Tou
Bsuarog.)

| OO KAKG (1) | e (7) oMU KNG




5) Does your local government unit
have an UP-TO-DATE DEVELOPMENT
STRATEGY (or an equivalent strategic
document concerning your entire local
government unit)?

O Yes

O No (--> skip to question 7)
O Don't know

6) Were the RESIDENTS of your
municipality/community involved in
the work on the current development
strategy?

Please choose one answer only

Yes, the office worked intensively with the

a

residents to develop the strategy

The residents did not participate in
a developing the document but the draft

document
consultation

underwent public

No, we developed the strategy without

involving the residents

Don’t know / Not sure

The residents were involved in some
O other way (please specify):

7) And are you currently doing any
work related to the
development/updating of your
development strategy (or an
equivalent document)?

Please choose one answer only

Yes, we are working on updating the

0 .
existing document
O Yes, we are developing a new document

No, but we plan to develop a strategy in
the coming year

No, and we have no plans to develop such
a document in the coming year

O Don't know / Not sure

5) O/H Arfjpog/Kolvétnta ocag, S1abétel
pia ZYTXPONH ZTPATHIIKH
ANANTY=ZHZX (4 kamoto avdailoyo
oTPATNYIKO KEIHEVO ) OXETIKA PE TO
oUVOAO TNG auTtodIoIKNTIKAG oag
povadag;

O Nat
O ©Ox
O Aev&pw

6) Xuppeteixav ot KATOIKOI tou/tng
Afpou/Kowvotntag cag otig Stadikaocieg
OXETIKA PE TNV Tpéxouoa avantulakn
otpatnytkn tov/tng Afpov/Kowvétntag;
lNapakalw emAEETe uovo pia amavrnon
Nai, n umnpecia ocuvepydoTnKe evtatika
O peTtoug Katoikoug, WOoTe va avamtuyBein
OTPATNYIKA
Ou kdtowkol &gv  ouppeTeixav  oTnV
KATAPTION TOU  OXETIKOU  KEIPMEVOU
O otpatnyikig, alda 1o mpoaoyéSio Tou, v
Aoyw, Kelwévou €1éOn  oe  Snuodoia
SlafovAevon
‘Ox1, avamtu&ape Tn oTpaTnyIKA XWpPIig
OUMMETOXN TWV KATOIKWV
Aev E€pw, Oev eipal BE€PRatog/n
Ol KATOIKOL CUPMETEIXAV UE KATTOIO GANO

O tpomo (rmapakaiw OIEUKOIVIOTE):

7) AcxoAeiote enl Tou MapOVTOG HE

Kamola 8pdon mou oxetiCeTal pe TN

BeAtiwon/tTov EKOUYXPOVIOHS TNG

oTPATNYIKAG 0ag yia tTnv avantuén (4

HE KAMOl0 ouvaQEéG KE(PEVO);

Tapakalw emAEETe uovo pia amavrnon

a Nai, epyalduaoTe yla TNy EMKalpornoinon
TOU UTIAPXOVTOG KEIUEVOU

O Nay, kataptioupe éva véo £yypago

‘Ox1, aA\G eMSIWKOUUE TNV AVATTTUEN piag

OTPATNYIKAG EVTOC TOU EMOUEVOU ETOUG

Oxl, kat dev é€yxoupe kavéva oOxéOI0

O enefepyaoiag KAToloU  TTaPOUOLoU
KEIUEVOU EVTOC TOU EMTOUEVOU ETOUG

O Aev &pw, Sev gipat BéBatog/n



8) In the last three years, did your
municipality/community conduct any
self-assessments using any systematic
tool?
Please choose one answer only

O Yes (--> ask question 9)

O No (--> skip to question 10)

O Don't know(--> skip to question 10)

9) And which tool did you use for the
self-assessment?

Please provide the name or describe the tool
briefly:

10) Generally speaking, how would you
assess the EFFICIENCY of local
administration at your local
government unit?

(Please move the slider to the position which best
reflects your views on the matter.)

very bad (1) | =............. (9) very good ‘

11) In your opinion, what would be the
most effective way to boost the
performance of your
municipality/community?
Please choose up to two key methods

O Improving staff's competencies
Reorganising the work of your local
government unit

)

Increasing employment at  the
municipality/community

Raising staff's salaries

Improving the way the management
manages the work of officials

Reducing employment at the
municipality/community

Changing remuneration rules for your
staff

Improving the relationships between staff
members

Introduction of performance evaluation
of staff/services

a

Don't know / Not sure
O Some other way

8) O/H Anjpog/Kolvétnta cag mpoéfn
o€ avtoa&loAoyRoEIC XPNOIHOTTOLWVTAG
omolo8mote guotTnuatikd epyaleio
Katd tnv televtaia TpleTia;

lNapakalw emAEETe uovo pia amavrnon
O Nat (—> petapeite otnv epwtnoN 9)
O Oxt (-> petaPeite otnv epwtnon 10)
O Aev &pw (--> petaPeite otnv epwtnon 10)

9) Molo epyaleio xpnolpomoljoate yia
Tnv avtoaloldéynon;

Mapakahw avagépate To évoua 1 TEPLYPAYTE
OGUVOTITIKA TO €V AOYW €PYOAEIO:

10) l'evikd, nwg 6a aloAoyoloate Tnv
AMOTEAEXZMATIKOTHTA tng Sioiknong
oto/otnv Anpo/Kowvétnta oag;

(Mapakaldw uetakiviiote Ttov Képoopa otn Bson
7mov talpidlel kaAutepa otnv dmoyri oag &l Tou
Bsuarog.)

MOAU KAk (1) | =..ceeeenene (9) TOAU KOAR

11) Katd tn yvwun oag, motog Oa fjrtav
o mio amodoTIkOG TPOTOG evioxuong
Twv eMbocewv TOL/TNG
AQpovu/Koilvétntag oag;

lMapakadw emAe€re Ewg duo usodous kAgidia
Behtiwon
TIPOCWTTIKOU

Twv IKAOVOTATWY TOU

a
a Avadlopyavwon ™me AerToupyiag
oto/otnv Afjpo/Kowvétnta cag

AU&non twv Béoswv gpyaciag oto/oTnv
Anpo/Kowotnta

AUENoN Twv amoAafwv Tou TPOCWTTIKOU
BeAtiwon Tou TpPOTOU HE TOV oOTOIO
SlevBuvetal n epyacia Twv UTTAAAAAWY
Meiwon Twv Béoswv epyaciag oto/otnVv
Anpo/Kowotnta

ANMayn otoug Kavéveg Tepi amolafwv
TOU TIPOCWTIIKOU 0aG

Behtiwon Twv oxéoewv HETAEL Twv PEAWV
TOU TTIPOCWITIKOU

a&lohéynong
TIPOCWTIKOU/TWV

Elcaywyy  ocuotriuatog
O emdodoewv TOoU
UTTINPECIWV

O Aev &pw, Sev eipat B€Ratog/n
O Kdamolog AAog Tpomog (S1eukpIvioTe)



12) What is your overall assessment of the following at your

municipality/community:

Please choose one answer only in each row

Employees knowledge of their
job responsibilities

Quality of work provided by
officials

Level of officials’ independence
within their responsibilities
Officials’ innovative thinking in
solving problems that arise

Officials’ motivation to improve
their professional qualifications

Staff’s ability to work as a team

Officials’ commitment and their
work motivation

Officials’ integrity in performing
their work duties

Quality of customer service

Officials’  effectiveness in
solving problems that arise

Very
good

)

)

Fairly
good

)

)

Moderate

)

)

Fairly poor

poor

Not
sure

12) Nwg 0a a§ioAoyovoate cuVoAlkdA oto/oTnVv 8fipo/KkotlvéTnTa cag Ta MApAKATW;

MNapakahw emMAEETE pia poOvo amdavtnon o€ KABs ypauun

M'vwon Twv UMTAAAAWY OXETIKA UE
TIC €uBUlveg NG Béong epyaciag
TOUG

Mowdtnta 1TNG €pyaciag mou
TIAPEXOUV TA OTENEXN

BaBuoég aveéaptnaiag TWV
OTEAEXWV OTO  TAQICIO  Twv
APHOSIOTATWY TOUC

IKavoTNTA KAIVOTOMOU OKEYNG TWV
OTEAEXWV KATA TNV €miAuon Twv
TMPOLBANUATWY TIOU TTIPOKUTITOLV
MpoBupia TwWv OTEAEXWV va
BeATiwoouv  TA  EMAYYEAUATIKA
TOUG TPOCoVTaA

IkavoTnTa TOU TIPOOWTIKOU VA
epyaletat opadika

Aéopevon  kat  mpoBupia  Twv
OTENEXWV

MoAv
KaAO

Apketd
KaAO

)

Métplo

MdM\ov
KOKO

)

MoAv
KOKO

Agv

gipat
BéBa
106/n

)



AKEPAIOTNTA TWV OTEAEXWV KATA

NV ekTé\eon Twv enayyeApatikov O
KaBNKOVTWY TouG

Moiétnta efunmnpétnong  Twv a
TIOAITWV

AmoTeAeopATIKOTNTA TWV
otehexwv Katd tnv emilvon tTwv O

TMTPOLANUATWY TIOU TIPOKUTITOLV

13) In your personal opinion, is a job
at the local government office
ATTRACTIVE or UNATTRACTIVE in
comparison with other available
employment opportunities?

(Please move the slider to the position which best
reflects your views on the matter.)

9)
Definitely
attractive

Definitely
unattractive

(1)

a a a a
a a a a
a a a a

13) Katd tnv npoowmnikni cag anoyn,
Mia Oéon epyaociag otnv TOomIKNA
avtodioiknon givat EAKYZTIKH 3 OXI
OUYKPITIKA JE ANAEC EUKAIpIiEG
emayyeApatikig otadlodpopiag;

(Mopakahw UETAKIVAOTE TOV Képoopa otn Béon
mou Talplalel KaAUTepa otnV Amoyry oag i Tou
Béuaroc.)

KaBdéAou
€NKUOTIKN
(1)

9)
Onwaodnmnote
€NKUOTIKN

14) Below is a list of various issues which may make a local government job
attractive. Please, specify if each of them is important or unimportant TO YOU
PERSONALLY in the context of working for local government?

Please choose one answer only in each row

Very

important
Level of remuneration a
Possibility to keep a balance a
between career and private life
Interesting challenges involved a
in fulfilling job responsibilities
Opportunities for career and a
professional advancement
Opportunities to improve one’s
competencies (skills, knowledge, O
etc.)
Good reputation of the employer O
Job stability d
Possibility to  work  with a
interesting people
Autonomy at work a
Varied tasks and responsibilities O
A chance for attractive bonuses a

and pay rises

, Fairly Totally Not
Fairly . .
, unimportan  unimportan  sure
important ;
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a
a a a a



Proximity between workplace
and home

Working time, working hours a

- ASK Q15 only for items marked as ,very important” in Q11

14) Napakdtw Oa Bpeite évav katdhoyo pe empépoug MTUXEG Mov KaBioTouv
eAkvoTIKA Hia 6éon epyaciag otnv Tomik Avtodloiknon. MapakaAw eMIONUAVETE AV n
kaBepia and avtég eivat onpavtikn i 6xt A EXAY MPOZQMIKA oto mAaiclo tng
anmacX6Anong oag otnv Tomik avtodloiknon.

MNapakalw emMAEETE pia povo amdvtnon o€ KABs ypauun

Agv
MoAv Apketd MdAAov Evtehwg gipat
ONUAVTIKO ONUAVTIKO acrjpavto acrjpavto BéBa
10¢/n
Emimebo apoiBrig a a a a 0
Auvvatétnta evappoviong  ng a
gpyaciag pe Tnv mpoowikr {wn
Evélagpépouoec mMpokARCEIC OTO a a a a a
TAQioI0 TNG eKTMARPWONG  TWV
EMAYYEAUATIKWY EVOLVWV
Eukaipieg o*r’aéloclSpoulac Kal a a a a a
EMAYYEAMATIKAG avENENG
Eukaipieg BeATiwong
EMAYYEAUATIKWYV npocoviwy O a a 0 0
(6€10TATWY, YVWOEWV, KATT.)
KaAn ¢Apn tou epyodotn a a a a 0
>1aBepdTNTA TNG EPYATiag a a a 0 0
AvvatétnTa  ouvepyaociag  pe
evllagpépouoeg nepumtwoelg O a a a 0
avBpwnwv
AuTtovoyia Katd tnv gpyacia a a a 0 0
MowiAia ’K(Jer]KOVTU.)V Kal a a a a a
apuodiotiTwy
Eukaipieg HicBoloyikwv
avénoswv Kat ENkuoTikwy mipiy 3 a a a a
(bonus)
EWUTI’,]TG HETGEIU XWwpou a a a a a
€pyaoiag Kal Katolkiag
Xpoévog  epyaciag,  Qpdplo a a a a g

gpyaoiag

- AMANTHXTE THN EPQTHZXH 15, pévo yia ta otolxeia yia ta omoia otnv epwtnon 11 €xel emAeyei n amdvinon
«TTOAD ONUAVTIKO»



15) And which of those factors play the
most important role for you in the
context of your work for local
government?

Please name up to 3 most important factors (only
factors you described as very important have been
selected)

O Level of remuneration

a Possibility to keep a balance between
career and private life

Interesting challenges involved in fulfilling
job responsibilities

Opportunities for career and professional
advancement

a

Opportunities to improve one’s
competencies (skills, knowledge, etc.)

Good reputation of the employer

Job stability

Possibility to work with interesting people
Autonomy at work

Varied tasks and responsibilities

A chance for attractive bonuses and pay
rises

Proximity between workplace and home

uada o aaoaaaa a

Working time, working hours

15) Molog andé Toug Mo KATW
nmapdayovteg dladpapatifel, katd n
YVW@WUN 0ag, TO onUAvTiKOTEpPO pOAO OTO
nhaiolo Tng amacX6Anong oag otnv
Tomiknp Avutodioiknon;

Mapakahw avagépate €wg 3 MOAU ONUAVIIKOUG
TTAPAYOVTEG (éxouv emAeyei pévo ol TaPAyovTEG
TTOU €XETE TIEPLYPAYEL WG TTOAD ONUAVTIKOI)

O Enimedo apoirig
Auvvatdétnta evappéviong Tng pyaciag e

= Vv mpoowikA {wn

a EvSlagpépouoeg mpokAjoeIc oTo TTAAIC10 TNG
EKTTARPWONG TWV EMAYYEAUATIKWY EVOUVWV

a Eukaipieg otadlobpopiag Kal
EMAYYEAMATIKAC aVENIENC

a Eukalpiec  Peitiwong  emayyEAUOTIKWV
MPOCOVTWY (S€€10TATWY, YWWOEWV, KATL.)

O Kol @run Tou epyodotn

O Ztabepotnta ¢ gpyaaiag

a Auvvatétnta ouvepyaoiag HE
EVOIAPEPOUTEC TIEPIMTWOELC AVOPWTTWV

O Avutovopia Katd Tnv gpyacia

O Moikihia KABNKOVTWY Kal apuoSIoTATWY

a Eukalpiec woBoloyikiic avénong  kat

EANKUOTIKWV TIPIU (bonus)
EyyUtnta petall xwpou epyaciag Kat
KATOIKiag

Xpovocg Epyaciag kat Qpdplo epyaciag



16) Which of the factors listed do you
consider to be the most important
ones FOR THE STAFF at your office,
making your office attractive as a
place to work at?

Please name up to 3 most important factors

Level of remuneration

Possibility to keep a balance between
career and private life

Interesting challenges involved in
fulfilling job responsibilities
Opportunities for career and professional
advancement

a

Opportunities to  improve one’s
competencies (skills, knowledge, etc.)

Good reputation of the employer

Job stability

Possibility to work with interesting people
Autonomy at work

Varied tasks and responsibilities

A chance for attractive bonuses and pay
rises

Proximity between workplace and home
Working time, working hours
Don't know / Not sure

uaaogaoa a auogaaga d

Something else is important:

16) Molol andé Toug MapakaTw
mapdayovteg Oewpeite 4TI €ival ol
onpavtikotepol A TOYS
YNAAAHAOQOY3Z oto ypageio cag kal
CUVENWG KablotolV ToVv XWpo epyaciag
0a¢ EAKUOTLIKO;

Mapakahw  avagépate éwg 3 1duaitepa
ONUAVTIKOUC MAPAYOVTEG

O Eninedo apoirig
a Auvvatdétnta evapudéviong NG gpyaciog
ME TNV mpoowikn {wr
Evllagpépouoeg PokARoEl; oto TAdiCLO
O 1n¢ ekMANPWONG TWV EMOYYEAUATIKWY
gvbuvwv
Eukaipieg otadiobpopiag Kal
EMAYYEAMATIKAC aVENIENC

a

Eukaipiec PBeAtiwong emayyeApATIKWY
MPOoOVTIWY (S6€€10TATWY, YWWOEWVY, K.ATL.)
KaAn ¢Apn tou epyodotn

>1aBepdTNTA TNG EPYATiag

Auvvatétnta ouvepyaoiag ME
eVOIAPEPOUTEC TIEPIMTWOELC AVOPWTTWV
AuTovopia katd Tnv gpyacia

Moiki\ia KABNKOVTWV Kal appoSIoTATWY
Eukaipie¢ pioBoloyikng avénong kat
EANKUOTIKWV TIPIU (bonus)

g aa a aa a

Eyyutnta petay xwpou epyaciag Kkai
Katolkiag

Xpovocg Epyaciag kat Qpdplo epyaciag
Aev E€pw / Aev eipat BERatog/n

AN\OC oNMUAvVTIKOG
(mapakolw e&nyriote):

Tapdayovtag

g aa a



17) In your opinion, is a job at your 17) Katda tnv amoyn cag, n amacXoAnon
local government office SATISFACTORY oto/otnv Anpo/Kotwvétnta eivat
for officials who are employed there? IKANOMOIHTIKH yta ta oteAéxn mou

(Please move the slider to the position which best epyalovral exel;

reflects your views on the matter.) (MapakaAw PETAKIVACTE TOV KEPoopa otn Béon
mou Talplalel KaAUTepa otnV Amoyry oag €mi Tou
Béuaroc.)
No Oy, o€
definitely 9  Yes, R ©) "
not (1) Weririnenenne definitely neptTtwon SN
(1) DWeiviiieininn val

18) Below listed are various factors which may MOTIVATE staff to GET ENGAGED and
WORK BETTER. Please, name those which are most important, moderately important
and least important in motivating staff.
Please group those factors, placing each of them in the corresponding window on the right, by dragging them
with the mouse.

Key motivating factors

(1)
Important but not crucial (2)
Without much importance (3)
Difficult to describe/to classify into a group (4)

Opportunities for personal growth and gaining experience  »=.........ccevevevnnenn.

Sense of causality — having an impact on reality TRttt
Positive reputation of the employer b
Good relations with supervisors TRttt
Being appreciated by the management of the office TRttt
Level of remuneration b N
Good co-operation within the office TRttt

A high degree of independence in performing one’s tasks TRttt
Leader’s charisma, respect for the mayor/president of the »=........c.ccceevvininins

council

Supervisors being interested in their subordinates TRttt
Opportunities to get promoted R TR
Financial and in-kind awards TRttt
Sense of mission of the local government TRttt
A good atmosphere at the office TRttt

18) Xtn ouvéxela avapépovtal KAamolol mapdyovteg mov evééxetal va ENOGAPPYNOYN
To Mpoowmiko va XYMMETEXEI nmepicobétepo kat va EPFAZETAI KAAYTEPA. MapakaAw
ava@épate molol €ival ol CNUAVTIKOTEPOL, Ol APKETA onuavTikof{ kal ol Atyétepo
onuavTikoi{ mMapdyovteg otnv mapakivnon kat evldappuvon Tov mMpoowmnikoU.

MNapakaAw opadomoloTe Toug v AdYyw MAPAYOVTEC CUPOVTAC TOUC JIE TO TTOVTIKI KAl TOTTOBETWVTAC ToV KabBéva
oto avtioTtolyo mapdbupo ota Oe1d.
Baokoi mapdyovteg mapakivnong (1)
Inuavtikoi aAAd OxL Kpioipol (2)
Aveu 181aitepng onuaciag (3)



AUokoho va 1O meplypdpw/evidw o pia  (4)

Katnyopia
Eukaipiec mpoowtikni¢ avéMEng Kal amoKTNoNG EPTEIPLWV b
Epyaocia pe vonua Kat amootolr] — TO OUVAICONUA OTL  Sievveeirivineinenennns
emOPAC pe TN SouAELd Gou 6T SIAUOPPWGN TNE KOIVWVIKAG
TIPAYHATIKOTNTAG
KaAn ¢Apn tou epyodotn TRttt
Kahég ox€oelg e Toug TPoIoTapéVOUG Tttt e
MNpoowmikn ekTipnon amd tn AlevBuvaon ¢ uNPEGCiag B P
Eminedo apoirg b
KaAr cuvepyacia péoa otnv unnpeoia B P
Auénpuévn aveéaptnoia Katd TNV EKTENECN TWV TIPOOWTTIKWY T .uuenrrenenenennennnns
KaBnkovIwv
Hyetiké  xdpiopa KAl  OEBACHOC  TIPOG  TO/TOV  Yiinivvirinirenninenenns
ARQuapyo/Kowvotdpyn
EvOlagépov Twv TPoIloTaRéVWY YIa TOUG UPLOTAPEVOUG b PP
Eukaipieg mpoaywyng b PP
Xpnuatikég avtapolBEg kat avtapolfég oe gidog TRttt
AioBnon amootoAng tng Tomikrig Autodioiknong TRttt
Euxdpioto mepifdAhov otnv unnpecia TRttt

19) Below mentioned are various areas where local government institutions fulfil
their tasks or activities. Please, provide a GENERAL ASSESSMENT of your office in
terms of the FULFILMENT OF TASKS or PERFORMANCE OF ACTIVITIES in those areas.

Please subdivided those areas into ones where: (1) task are fulfilled smoothly and without major obstacles; (2)
there are difficulties in fulfilling tasks but they are resolved;(3) there are major difficulties in fulfilling tasks and
their resolution is highly problematic.

Area where tasks are fulfilled smoothly (M
Fulfilling tasks is somewhat problematic (2)
Major difficulties in fulfilling tasks (3)
Not sure / No experience (4)

=
 Activities of cultural institutions, implementation of cultural policy =
Agricultureand ruraldevelopment
Audit internal audit, management audit =
Building relationships with residents, public consultations, collaborationetc __»
Collaboration with non-governmental organisations =
_ComputerTtraining, useof Ttools
Development and management of projects =
Disaster and crisis management =
“Environment protecton __
_Ethics and prevention of cormuptionthveats
European integration =



HR management, HR policy =
_Implementation of e-administration and computerisation of the office =
“inclusion of Roma or other minorities =
_Inspection controlinvariousareas S
Languagetrammg _s_e_lected foreign language -
Local Economic Development and Investment Attraction S
~ Management of preschool and primary school system =
* Managing human teams, team work techniques, conflict resolutionetc =
~ Managing the finances of the local government unit, local taxes and fees, financial and

accountingissues =
Planning and implementation of infrastructural investments =
Public property management =
Protection of classified information and personaldata S
Protectionof minorityrights =
_Public procurement and tender procedures =
Services to customers of the office, organisation of the secretarial office, customer service

centreetc. =
Soaalpollcysoaalmclusmn activities of welfare institutions =
 Strategic management of the local government unit =
Urban/spatial planning and management of realproperty S
Wastewater and solid waste management =
_Workorganisationattheoffice . S
Worktime management =
_Creation of youth policies atthe locallevel S
" Local public transport and local roads N
Integration of efugees/migrants S
CChildeare =
Senvicestoelderly =

19) Napakdatw mapatiOevtal §tdpopol, Toueic 6mov ot Ajpot/KotvédtnTteg eKMAnPpWVoOUV
Ta kafnkovta N TIg SpactnplotnTég Toug. Mapakalw mpoxwpriote ce NENIKH
A=IOAOTHZH tou/tn¢ ARpouv/Kolvétntag cag o€ 6,T1 apopd tnv EKMNAHPQXZH TQN
KAOHKONTQN i TIZ EMIAOZEIZ TQN APAXTHPIOTHTQN tou/tng otoug, ev Adyw,
TOHMEIG.

Mapakalw Slaxwpiote TOUG TOUEIG 0 auToUg O6mou: (1) Ta KaBrikovTta ekmAnpwvovTal opaAd Kat Xwpic cofapd
gunédia (2) unapyouv cofapd MPoBARLATA OTNV EKTTAPWON TWV KABNKOVTWY aAAd emAvovTay, (3) ulidpxouv
ooBapd mpofAfuata otnv KA PWON Twv KaBnkovtwy, aAd n emiluor Touc sival Idlaitepa TTPoRANUATIK.

Topueig, oToug omoioug Ta KaBRKovTa EKTTANPWVOVTAL OAAd (1)
S XETIKA TTPOBANMATIKN EKTTARPWON TWV KABNKOVTWY (2)
>oBapéc Suokoiec oTnNV EKMARPWON TWV KABNKOVTWY (3)
Aev gipan BeBaiog/n | Aev €xw eunelpia (4)



Katdption otov Topéa Twv  YTOAoOYIoTWV/MANPOPOPIOKWY  ZUCTNUATWY, EPYOAEIWV
TIANPOPOPIKIG

Avamtuén kat Staxeipion épywv =
Mol mpootacia kat Aayeiplon kpicewy =
MpootaciatoumepBaMovioc =
_Aeovioloyia kaimpeAnyn Slagfopsc =
Evpwmaiki ohokMpwon =
 Evowpdtwon TG S1doTaong Tou gUAou oty Tomkn Autodloiknon =
Tevikéc SownTkéG Sodwaciec =
_ Mayeipion AvBpwmvawy Mépwv, MohTik AvBpomvey Nopwy =

‘Evtaén twv Popd i AAAwv pelovotitwy =
Em@edpnon kai é\eyxoc o Sidgopoug Topelc =
TAWOOIKH exmaiSeuon, emheypévn Evn yAoooa =
 TomkA Owovopik AVAmTuén kat Mpooéhkuon Enevévoewv =
 Maxeipion MPOXONKWV Kal OYONKGV EKTaiBeVTIkGy ouotudTwy =

Mtaxeipion opdwv epyaciag, Texvikég OHadIKiiG pyaoiag, emihuon ouykpoUoewy, kAT __—

Owovouikn dlaxeipton tou/tng Afpou/Kovdtntag, Tomikoi popol Kal TEAN, OIKOVOUIKA Kal
AoyloTtikd Bépata

> xedlaopo¢ Kat epappoyr emevOUCEWVY OTIG UTTOSOMES =
Mayeipion Snpéoiag meprovsias =
" NMpootacia anopprTwy MANPOGOPIGY Kal TposwIKGY Sedopévay =
Mpootacia Sikawpdtwy Twv peovothtay =
 Aadikaciec Slaywviop@y Snpociwv cupBacewy kai moBokic tpoogopay =

YTNPEoie¢ TPOC TOUC TIONITEC, OpPYAVWON TNG YPOUMATEIAKAC UMOOTAPIENG, KEVIPO
€€UTTNPETNONG TOAITWVY, K.ATT.

KowvwviKr TTOAITIKE, KOWVWVIKN évTtaén, SpAoelC opyavIoUwyY TTPOVoLag =
_Zrpayin Siaxeipion tou/me Adpov/Kowettas >
MoAeodopia/xwpotadia kat 6[0X£ipl(_5_l’]_ aKlvnTncnsplouolac _______________________________________ & _________
Avpata ke Buayeipuon otepegvamoBMty >
Opydvwon tng epyaaiag o*rnvunnpsota ____________________________________________________________ & _________
_Duageipon touxpovo epyaoias >
XApa€n MONTIKGY yia TouG véoue O Tomikd emineso =
Tomkr Snuéoia suykowwvia kai tomké obiké Sikwo =
‘Evtaén npoocpovwv/pé;ix_\;c_x_o_‘;(i)_\; ___________________________________________________________________ & _________
Opoviamadiy >
Ympeoiecoe NwwBévoe s
20) Can you see any problems in the Please choose one answer only
work of your office caused primarily by 3 Yes, definitely (> ask question 21)

insufficient knowledge or insufficient
skills of officials at your local
government unit?

Yes, probably (--> ask question 21)
No, probably not (--> skip to question 22)
No, definitely not (--> skip to question 22)

agaaad

Not sure(--> skip to question 22)




20) Alamotwvete mpofBAfjpata otn
Sleknepaiwon tng epyaciag otnv
vnnpecia cag ta omoia opeilovtal
Kupiwg otnv EANIN yvwon f TIg
eA\meiq 8€€10TNTEC TWV OTEAEXWY
Touv/tTn¢ Ajuou/Koivétntag;

Mapakaw emAééTe pia pévov amavinon

Nay, BeBaiwg (> petafeite otnv epwtnon
21)

21) Please describe those problems
briefly:

Nay, iowg (-->petafeite otnv epwtnon 21)
'Oy, iowg Ox1 (--> petaPeite otnv epwtnon

22)

g ‘Oxl, oiyoupa oOxt (-->petafeite otnv
EpwTnoN 22)

a Aev gipal BéPatog/n (—>petaPeite otnv

EpwTnoN 22)

21) NMNapakalw meplypAYPTE €V cuvTopia
autd ta mpofAnuarta:



22) Are the officials at your local
government formally required to
improve their professional
qualifications?

Please choose one answer only
3 | Yes, all of them are (-> 24)

Yes, some of them are (please
3 | specify the categories of officials)
(->23):

O | No (= skip to Q25)

Don't know / Not sure (- skip to
Q25)

23) Please indicate the categories of
officials:

24) How is this requirement
formulated?

More than one answer allowed

It is regulated in special clauses of

O employment contracts
a Itis regulated in a special clause in the work
rules
a It is laid down in the provisions of the
Municipalities/Communities Law
Itis requlated by a special ordinance issued
by the management of the office
Don’t know/ Not sure
Other (please
O specify)m .

22) Anatteital emouw¢ and Ta
oteléxn touv/Tng Afjpou/Koiwvétntag oag
va BeATIWVOUV TA EMAYYEAHATIKA TOUG
npooovta;

Mapakaw emMAEETE pia povov andvtnon
3 | Nai, andé 6\a (-> 24)
3 | Nai, and opiopéva (-> 23):

‘Ox1 (= petafeite otnv epwtnNOoN
25)

Aev  yvwpilw / Aev  &ipau
O | BéBaiog/n (= petaPeite otnv
gpwtnon 25)

)

23) MapakaAw ava@épate TIG
Katnyoplieg oteAexwv:

24) Mg dtatunwvetal n amaitnon;
Mrmopeite va emAé€ete meplocoTEPEC amd pia
AMAvVTACELG

PuBuiletail e e1d1kég pritpeg otn cupfBaon
gpyaoiag

)

PuBuiletal pe i8Ik priTpa OTOUC KAVOVEC
gpyaoiag

)

MpofAénetai otic Siata&elc Tou vopou mepi
AQuwv/KowvotAtwy
PuBuiletar pe €dikd kKavoviopd  TOUL
O ekdbébnke amd 1n Sloiknon ToOUL/TNG
ARuou/Kowoétntag
O Aev yvwpilw/ Aev gipat BéBatog/n
AM\o (mapakaw
(0 SIEUKPIVIOTE) ™ e eviviiereeereeeeeeerereaenns



25) Which of the areas of training
listed below would you consider to be
MOST NEEDED for your STAFF in the
current situation?

(indicate in total at least 1 and no more than 5
answers)

Work organisation at the office

Managing human teams, team work technique
Computer/IT training, use of IT tools

Language training, selected foreign language
Work time management

Development and management of projects
Implementation of e-administration and comp
Topics related to the Professional State Exam
General administrative procedures

European integration

Services to customers of the office, organisatio
Strategic management of the local governmen
Protection of classified information and person|
Public procurement and tender procedures
Local self- government system

Childcare

Services to elderly

Creation of youth policies at the local level
Audit internal audit, management audit
Agriculture and rural development

Inclusion of Roma

Disaster and crisis management

Building relationships with residents, public co
Environment protection

Ethics and prevention of corruption threats
Wastewater and solid waste management
Local Economic Development and Investment
Planning and implementation of infrastructura
Urban/spatial planning and management of re
Public property management

Social policy, social inclusion, activities of welfa
Collaboration with non-governmental organiz3
Inspection/ control in various areas

HR management, HR policy

Integration of refugees/migrants

Managing the finances of the local governme
issues

Management of preschool and primary school
Protection of minority rights

a Local public transport and local roads
a Our staff does not need training

d Another area of training

a Not sure / hard to say

25) No1év and tToug mapakAtTw TOHEIG
0a Bswpovoate wg Tov MO ANATKAIO
yta toug YIMMAAAHAOYZX A% otnv

nmapovoa kKataoctaon;
s, conflict resolution etc

(Ave€aptitwg opadag -emAé€te  ouvolikd

ToUAdyloToV 1 Kal éwG 5 amavtioELg)

O Opyavwon NG epyaciac  oto/otnv
Anpo/Kowotnta

pterizatipngfthepffice opaswy  epyaciac, Texvikec
oMadIKAC Epyaciag, emAucn cCUYKPOUCEWY,

KA.
O Kataption otov Topéa Twv
h of the secfEEIAEHRETRRESINOOIEKHE centre etc.
t unit ZuoTnuatwy, xpnon €pYaAEiwv

TIANPOPOPIKIG
O MNwoolk ekmaibeuon, emleypévn Eévn
YAWooa

al data

O Aiayeipion Tou Xpovou gpyaaiag

O Avantuén kai Siaxeipion £pywv

O Egappoyry nhektpovikric Soiknong (e-
administration) kat pnxavopydvwong tng
unnpeoiag

O ©fuata OXETIKA PE TNV EMAYYEAUATIKN

Activities of cultural institutions, implementation of cultuidslisywon opiopévwy e18ikoTTWY

O Tevikég SlokNTiKEC S108IKAOIEC
O Euvpwmnaikfj oAokARpwon
nsultatOnsy rplirlbaratiap6éc. touc  molitec Tou/Tne

AAQuou/Kowvotntag, opydavwon mng
YPOMUMOTEIOKAG  UMOOTAPIENG,  KEVTPO
€€UTTNPETNONG TTOAITWVY, KATL.

A ttracglor;TpaanKr'] Siaxeipton ToU/TNG

investme rétgpou/ Kowvétntag
N propeqtyl'lpoo*raoia’ anoppr']’va TANPOPOPLWV Kal
TPOCWTIKWV dedopévwv
O Awdikacis¢  Slaywviopwv  SnUocIwv
e msmu“%ﬁﬁﬁdoswv Kal UTTOBOARG TPOCYOoPWV
tions Oeopikd  mAaiclo/Zvotnua

Autodloiknong

TomKAg

O Opovrida mabiwv
O Ynnpeoieg og NAIKIWUEVOUC
nt unitdpcak taes RodRES foeRsieh28d a6 URTIRI
eminedo
BYSteM Eguwtepikoc Eheyxoc, ENeyXog Staxeiptong
O Teswpyia kat aypoTikn avantuén

U g aguoaoauaoauauuuuuuuuuuuouuouUuoouooaoaooaaoaaa

Gender mainstreaming in LSG



O Apdosic TOMTIOTIKWV QPOPEWY, EQAPHOYH
TIOAITIOTIKNC TIOMTIKIG

O ‘Evtaén twv Popd

O Nohtiky Mpootacia  kat  Alayeipion
Kpioswv

O Avamtuén Ssopwv PE TOUG KOTOIKOUC,
Onuooieg SlafBoulevoelc, cuvepyaaia, KATT.

O Npootacia Tou EPIBANOVTOC

O Acovtoloyia Kai Bwpdkion evavtia os
@avopueva diagpBopdc

O Abpata kot Sioxeiplon  OTEPEWV
anmofARTwv

O Tomk Owkovouiky  Avamtuén  Kai
MpooéAkuon Enevduoswv

O Ixedlaopog Kal epapuoyr enevéUoswv
OTIC UTTOOOUEG

O MNolesodopia/xwpotaéia kat  Sayeipion
akivnTng meplovaoiag

O Awaxeipion dnudoiag meplovaiag

O Kowwviki TOMTIKH, KOWWVIKH évtaln,
Spdoelc opyaviouwy Tpoévolag

26) Do you see any other training
needs regarding the staff of your
office which have not been mentioned
above?
Please choose one answer only

O Yes(--> question 27)

O No (--> skip to question 28)

O Don't know(--> skip to question35)

27) Please provide a short description
of those training needs:

O Suvepyacia  pE PN KUBEPVNTIKEC
OPYAVWOEIC

O EmBswpnon kai é\eyxo¢ ot S149opoug
TOMEIC

O Awaxeipion AvBpwmvwy Mopwv, Motk
AvBpwmivwv MNopwv

O Evtaén mpoo@uywv/UETavacTtwv

O OwkovouikA Siaxeipton ToU/TNG
Arfjpou/Kovétntag, Tomikoi @oépol Kal TéAN,
OIKOVOMIKA Kal AoyloTikda Bépata

O Aiaxeipion TPOOXONKWY Kal  OGXONMKWY
EKTTAIOEVTIKWY CUCTNUATWY

O MNpootacia SIKAWUATWY TWV UEIOVOTATWY

O Evowpdtwon ¢ didotaocng tou @UAoU
otnv Tomikn Autodloiknon

O TomkA &nuéoia cuykovwvia Kat TOTIKO
001ko6 Siktuo

O To npoowmkd pag Sev  xpedletal
ekmaidevon

O AMoc topéag eknaideuong

O Aev gipat BéBatog/n  /Avokohelopal va
anavtiow

26) Ymapxouv AANeG eKTTAISEVTIKEG
avAaykeg 6cov apopda To TPOCWTTLKO
Tou/tng Afjpou/Kotvétntag oag mou Sev
éxouv avagepOel mapandvw;
EmAé€te pia povo amdvtnon

O Nat (—> petapeite otnv epwtnon 27)

O Oxt (-> petaPeite otnv epwtnon 28)
Ae ywpilw (> petafeite otnv €pwtnon
35)

)

27) NeplypadyPte €v ouvtopia TIG, €V
AOYw, eKTAISEVTIKEG AVAYKEG:



28) What kind of (external) training did
your staff participated in 20167

More than one answer allowed

)

Open paid training for staff of various public

offices, organised by an external provider, W
participation financed by your office

Training organised specifically for the staff]
your office by an external provider, financed
your office

Free-of-charge training organised by an exter

of
by

nal

provider under a project where your office was

not an immediate beneficiary

Free-of-charge  training organised un
project(s) where your office was an immedi
beneficiary

Training paid by the staff who participated i
upon the consent of the office

Her
ate

n it

Staff of our office has not participated in any

training in 2016 = skip to Q37
Don’t know / Not sure = skip to Q31

Other training

pse

SPECH TS et .

28) X€ 11 €idoug mpoypdappata
(e€wTePLKNG) KATAPTIONG CUHUETEIXE TO
MPoowWMIKO oag 1o 2016;

Mrmopeite va emAé€ete meploocdTEPEC amd pia

)

ith QUIAVTAOELG

Avolxté mpoypaupa  Katdptiong  emi
TANPwWUA  yia umaAAjlouc  dnuoaciwv
unnpeowyv, TO0 omoio  Slopydvwoe
e€WTEPIKOG TMAPOXOG, HE XPNHATOSOTNON
TNG CUMHETOXNG MO TO POPEX 0AG
Eknmaideutika ipoypPAppaTA Tou
opyavwBnkav €8IKA yld TO TIPOCWITIKO
Tou/tng ARQuou/Kowoétntag ocag amd
e€wTeplkd TTAPOXO, OAa
Xpnuatodotibnkav amod Tov gopéa oag
Awpedv eknaldeuTiKd poypdupata mou
opyavwOnkav amd efwteplkd mAPOXO,
OTO TAQICI0 TTPOYPAUHATOC TOU OToiov O
opyaviopog oac Oev nAtav  AueEcog
Sikatouyog

Awpedv eknaldeuTiKd poypdupata mou
opyavwlnkav oTo mAaiolo
TIPOYPAUHATOG/TIPOYPAUUATWY TOU
OTIOIOU/TWV OToiWV O OPYAVICUOG Oag
Atav duecog SIKalouxog

Eknaideutiké mpdypaupa 1o KOOToC ToU
ormoiou eMwicONnKe To (610 TO TTPOCWTIIKO,
ME TN ouYKATABEDN TOL OPYAVICUOU

To mpoowikd Tou opyaviopou pag dev
OUMMETEIXE Ot Kavéva  eKTTAUSEUTIKO
npoéypappa 1o 2016 (2 ueraBeite otnv
gowrtnon 31)

Aev  &pw/Aev  eipat  BéPaiog/n (2
petafeite otnv epwtnon 31)

ANa EKTTAIOEVTIKA ipoypdupata
(avapépeTe CUYKEKPLUEVQ):



29) Who was the organiser or those
training events?

More than one answer allowed

)

)

a

aaoaaaad

A local
institution/organisation

government

development agency(ies) on district level

A university/higher educational

institution

National/district public institution (eg.
Ministry, National/District Agencies or
offices, etc). wunrelated to local
government, not a school or university

Union of Cyprus Municipalities
Union of Cyprus Communities

A non-governmental organisation
Donor funded programmes/projects
A private provider, a company
Another provider

Don't know/Not sure

29) Molog ATav o §10pyavwTAG AVTWYV
Twv ekmaldevTikKwV Spdoewy;

Mrmopeite va emAé€ete meploocoTEPEC amd pia
AMAvVTACEL

)

)

aaa a aad

Apxn/Opyaviouog TomkAg
Autodioiknong

Avamtu€lakog Emapylakog gopéag
MNavemotno/Popéag

Ekmaidevong

Avwtatng

EOvikog Emapylakdg Snuociog @opéag
(mx. Ymoupyeio, EBvikoi Emapylakoi
opyaviopoi 1 @opeic, KAm) mou Oev
oxetiCovtat pe v Tomikr Autodloiknon
Kal oUTe gival oxoAgia i mavemotnuia

‘Evwon Afpwv Kompou

‘Evwon Kowvotrtwv Kumpou
Mn-KuBepvnTikry Opydvwon
Mpoypdupata xpnuatodotovpeva amo
SwpnTég

I6iwTikd¢ mMapoyxog, Etaipeia

ANNOG TAPOX0G

Aev E€pw/Aev ipat B€PRatog/n

30) What were the areas of training that your staff participated in throughout 2016?

Please select all applicable areas; More than one answer allowed

I [ [ [ [ [ [y [ [y

Work organisation at the office

Managing human teams, team work techniques, conflict resolution etc

Computer/IT training, use of IT tools

Language training, selected foreign language

Work time management

Development and management of projects

Implementation of e-administration and computerization of the office

Topics related to the Professional State Exam

General administrative procedures
European integration

Services to customers of the office, organisation of the secretarial office, customer service centre etc.

Strategic management of the local government unit

Protection of classified information and personal data

Public procurement and tender procedures

Local self- government system

Childcare

Services to elderly

Creation of youth policies at the local level
Audit internal audit, management audit
Agriculture and rural development



uauoaouoauu U gaguuauouuuouoaouoaoaaaa

Activities of cultural institutions, implementation of cultural policy
Inclusion of Roma

Disaster and crisis management

Building relationships with residents, public consultations, collaboration etc.
Environment protection

Ethics and prevention of corruption threats

Wastewater and solid waste management

Local Economic Development and Investment Attraction

Planning and implementation of infrastructural investments
Urban/spatial planning and management of real property

Public property management

Social policy, social inclusion, activities of welfare institutions
Collaboration with non-governmental organizations

Inspection/ control in various areas

HR management, HR policy

Integration of refugees/migrants

Managing the finances of the local government unit, local taxes and fees, financial and accounting
issues

Management of preschool and primary school system
Protection of minority rights

Gender mainstreaming in LSG

Local public transport and local roads

Our staff did not participate in any training this year
Not sure / hard to say

Another area of training (--> ask Q23a)

30) MNoloug Topeig apopovoav Ta eKMAISEVTIKA TpOoypApaTa, oTad onoia cuppETEiXE
TO MPOOWTIKO oag Katd tn didpkela touv 2016;

EmAé€Te OAOUG TOUC OXETIKOUG TOMEIG MTTopeite va emAEEETE TTEPIOCOTEPEC ATTO Hia ATAVTNOELG

)

Uaoaoaogaoa o auoaoaaaaaaudyd

Opydavwon Tng epyaciag oto/otnv Afpo/Kowvotnta

Alaxeipion opddwv epyaciag, TEXVIKEG OPAdIKNAG EpYAOiag, EMAUCN CUYKPOUCEWY, KATT.

Kataption otov Topéa Twv YoAoylotwv/MANPo@opLakwy uoTnUATWY, XpHon EPYOAEiwV TANPOYOPIKNG
Mwoolkn ekmaidguon, emAeypévn Eévn YAwooa

Alaxeipion Tou xpovou gpyaaciag

Avamtuén kat Staxeipion épywv

Epappoyn nAektpovikng Sloiknon (e-administration) kat pnxavopyavwaong tTng UM PECiag

O£UaTA OXETIKA PE TNV EMAYYEAUATIKE KATOXUPWON OPIOUEVWV EISIKOTATWY

Fevikég SloknTikéC Sladikaaieg

Evpwmaikn oAokAnpwon

YTnpeoieg mpo¢ Toug MoAite¢ Tou/tn¢ Anpou/Kowvdtntag, opydvwon ¢ YPAUUATEIOKAS UTTOOTAPIENG,
KEVTPO €€UTTNPETNONG TTOAITWVY, K.ATT.

Z1patnyikn dlaxeipion tou/tng Afjpou/Kowdtntag

Mpootacia amopprTwv MANPOPOPIWV Kal TTPOCWTTIKWY dedouévwv

Aladikaoiec Siaywviopwy Snuéciwv cUUPACEWY Kal UTTOBOANC TTPOCPOPWV

@eouiké mAaiolo/Z0otnua Tomikng Autodloiknong

Opovrtida maidiwv

Yrinpeoieg og NAKIWUEVOUG
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Xd&pagn TOMTIKWV Yla TOUG VEOUG O TOTIKO eTtinedo

Ecwteptkdg éheyxog, éNeyxog Slaxeiptong

lewpyia kat aypotikr avantuén

ApAoEIC TOMTIOTIKWY POPEWV, EQAPMOYH TTOAITIOTIKAC TTOAITIKIAC
‘Evtaén twv Popd

MoArtikr Mpootacia kat Alaxeipion kpicgwv

Avdantuén dgouwv pe Toug Katoikoug, Snuooteg S1aBouleloEl, CUVEPYATIA, K.ATL.
Mpootacia Tou mepIBaAhovtog

Agovtoloyia kat Bwpdkion evavtia og paivopeva diagbopdc

AUpata kat Staxeipion otepewv amofAfTwv

Tomikr] Okovopikr Avamntuén kat Mpooé\kuon Emevéuoewv

> xedlaopog kat epappoyr emevOUCEWVY OTIG UTTOSOMES
MoAeobopia/xwpota&ia kat Slaxeiplon akivnTng mepLousiag
Alaxeipion dnuodotag meplovoiag

KowvwviKr TOAITIKE, KOWVWVIKN évTtaén, SpAcelC opyaviouwy TPovoLag
Juvepyaoia He U KUBEPVNTIKEC OPYAVWOELC

EmBewpnon kat éAeyxog og S1apopoug TOUEIC

Aayeipion AvBpwmivwv Mépwv, MoArtikr AvBpwmivwy MNMopwv
‘Evta&n mpoo@Uywv/IETavaoTwy

Owovouikn dtaxeipion tou/Tng Afpou/Kovdtntag, TOTKoi 9OpoL Kal TEAN, OIKOVOUIKA Kal AoyloTikd Bépata
Alayeipton TPOOXOAKWV KAl OXOAKWV EKTTAISEVTIKWY CUCTNUATWV
Mpootacia SIKAWUATWY TWV HEIOVOTATWY

Evowpdtwon ¢ didotaonc tou @UAou otnv Tomikri Autodloiknon
Tomikn dnudaia cuykovwvia kat Tomkéd 081K SikTuo

To mpoowmikod pag Sev xpetaletal ekmaidevon

Aev gipat B€Ratog/n /AvokoAebopal va anavtiow

AN\o¢ Topéac ekmmaideuong



31) How often (in general) do the following take part in EXTERNAL training events:

This question refers to your local government unit; Please choose one answer only for each row

Very Quite Very

often often Quite rarely

(several (at least rarely (once in
times per once per (1-2times two Not
quarter) quarter) peryear)  years) sure

Mayor/President of the Community Council,
Deputy Mayor/Vice President and head of O a a a a
local administration

Heads of departments/organisational units a a a a a
Rank-and-file staff members a a a d a
Members of municipal/community Council

31) NMNéoo ouxvda (o€ YEVIKEG YPAUUEG) CUPHHETEXOUV Ol MapakKatw o€ EZQTEPIKEX
ekmaldevTikég Spdoelg:

H epwtnon apopd to/tnv 61k6/n oag Anpo/Kovotnta- EmAéETe pia uévo andavinon os kdBe ypauun

MoAU
ApkeTd omndvia
MoAU ApKeTa omndvia (uia
ouxvd ouxva (1-2 Popd
(apkeTéG  (TOUNAXIOTOV  POPEG KABe
(POpPEC TO  Hia @opd TO  TOV 6vo Aev gipat
Tpiynvo)  TpPipnvo) Xpovo) Xpovia) BéPBatog/n
ARQuapxog/Kowvotdpxng,
AvTtidnpapxo¢/Avtimpdedpog
Kowotikol  ZupPBouliou, Anuotikég O a a a a
lpappatéag/MTpappatéag  Kowvotikou
JupPouliou
Mpoiotduevol TUNUATWY povAadwy a a a 0 0
AmAoi urtdAAnAol Tou opyavicuou a a a 0 0

Méxn  Ttou  Anpotikou/KowvoTikoU
JupPouliou



32) How many officials are employed
at your local government office?

Please specify the number of FULL-TIME
EQUIVALENTS for officials

33) What was the budget of your
municipality/community in 20167

Please enter the VALUE IN EURO without commas,
points etc.

34) How much money did your
municipality/community allocate LAST
YEAR (2016) FROM ITS OWN BUDGET for
the training of its staff?

Please specify the entire cost of staff training
during 2016, excluding internal training, if any.

35) Do you consider the financing of
staff’s training to be adequate?

Please choose one answer only
O No, more funding is needed
O Yes,itis sufficient
O Ithink the cost was too high
O Don’t know / Not sure

1 BEva oobUvapo TAApoug  amacyoAnong

avtotolel oe  évav  UMAMNAo  Ttou/tng
dnpou/kowotntag. Evoouvtal dnA. ol umtdAAnAoL
T\ pOUG anaoyoAnong (e€apolivrat oL
EUPLOKOEVOL OE LAKPOXPOVIEG ASELeg aobEévelag,

32) Néool umaAAnAot anacyxoAholvtal
oto/otnv Anpo/Koiwvétnta mou
epyaleots;

Aleukpwviote Tov aplBud Twv umaA\RAwv o€
tooduvapa mMAnRpoug amacxoiAnong ’

33) Motog ATav o MPoUMOAOYIOHOG
Tou/Tn¢ Ajpou/Koivétntag cag to
2016;

lMapabBsore v A=IA 2E EYPQ ywpls kSuuara,
TeA€isg, KA.

34) Néoa xpripata 81€6goe 10 2016 o/n
AQpog/Kowvoétnta cag AlNO TO AIKO
TOY/THZ MPOYMNOAOTIZMO yia tnv
eknmaidevon Tov MpoowmikoV TOU/TNG;

AIEUKPIVIOTE TO OUVOMKO KOOTOC TNG eKmaideuong

TOU MPOCoWTIKOU To 2016, Xwpig va urtohoyilete 10
KOOTOC TUXOV ECWTEPIKAG ekTTaideuonc.

35 Oewpeite emapkn TN
xpnuatodotnon yia tnv eknaidevon
TOU TPOCWTILKOU;
EmAé€te pia povo amdvtnon
Oy, xpeldletat MeyaiUTEPN
Xpnuatodotnon

Nai, eivat emapkng

)

a

a Nouilw 611 To KOOTOC NTAV UTIEPBOAIKA
uPnAo

O Aev &pw/Aev gipan B€Ratog/n

avatpodrig, kunong, ekmaibeuong KAm.). e

TEPUMTWON PEPLKAG amaoXOAnong f amacyoAnong

pe cuupaon €pyou, umohoyiletal, av sival duvatd,

0 XpPOvoc mou abpoilel o £va LGOSUVAUO TIAPOUG
arntaoxoAnong (6nA. 40 wpeg eBSopadlaiwc).



36) Were any internal training events
organised at your office during 2016?

Please choose one answer only

O Yes, very often (several times per quarter)
Yes, quite often (at least once per quarter)
Yes, a few times (1-2 per year)
Yes, once
No
Don't know / Not sure

aaaaa

37) In which other forms of training
did your staff participate in during
20167

Please choose all applicable categories

a Additional study programmes, e.g. post-
graduate programmes

O Distance learning formats

O Study visits

a Exchange of experience in occupational

groups, e.g. club meetings, forums etc.

Conferences/Seminars/workshops on
local government issues

a

a

None of the above
O Other forms of training

38) Does your office develop a training
plan for its staff?

Please choose one answer only
O Yes
O No
O Don't know / Not sure

36) AlopyavwOnkav to 2016
ECWTEPIKEG EKTTALOEVTIKEG SpAoElg
oto/otnv Anpo/ Kotvétnta oag;

EmAé€te pia povo amdvtnon

Nai, 1OAN0 ouxvd (apKeTég @opéc avd
TPiuNvo)

Nay, apketd ouxvd (touhdxlotov pia gopd
avd tpipnvo)

)

Nai, kamoleg pop&g (1-2 Tov Xpovo)
Nai, pia popd

Oxt

Aev E€pw/Aev ipat BE€PRatog/n

aaaa a

37) & 11 AANov €(doug ekmalSevTIKA
MPOYPAHUUATA CUHUETEIXE TO
Mpoowmniké oag katd tn didpkela tTov
2016;

EmAé€Te ONEG TIC OXETIKEG KATNYOPIES
EmmpdoBeta mpoypappata omoudwy, ..
METOTITUXIOKA TTPOYPAUUOTA

TpoypPAppaTa &€

)

Exkmaidevtika
AmOOTACEWS
EmokéP el peNéTNG
Avtal\ayry  eumElpwv  OTo  TAaiolo
O enmnayyeApotikwv  opddwv, T.X. KUKAOI
Slaoulevcewy, EOPQ, KA.
Juvédpla/Zepvdpla/Epyactripla  OxXeTika
pe (ntriipata tng Tomikrig Autodiloiknong
Kavéva anéd ta mapandvw
ANeC Hop@éc ekmaideuong (MapakaAw
Sleukpwviote):

38) Exnmovel o/n AQpog/Kowvétnta ocag
ekmaldevutikd oxédila yia To mpoowmnikéd
Tov/TNg;
EmAé€te pia povo amdvtnon

O Nat

O ©Ox

O Aev &pw/Aev gipal BéBatog/n



39) Does your office analyse the
training needs of its staff?

Please choose one answer only
O Yes (--> questions)
O No (--> skip to question)
O Don'tknow /Notsure (--> skip to question)

40) Is there a procedure, an ordinance
or a rule which defines how training
needs should be analysed?

Please choose one answer only
O Yes
O No
O Don'tknow / Not sure

41) How often are staff’s training
needs analysed?

Please choose one answer only

O Once in three months or more often
Once in six months
Once a year
Once in two years
Less often than once in two years
Irregularly, depending on the situation

aaoaaaa

Don't know / Not sure

42) Does your municipality /
Community Council cooperate in any
way with other local government
unit(s) in joint service provision?

- yes, regularly

- yes, from time to time

- no, not really

- hard to say

39) AvaAvel o/n Afjpog/Kotvétnta oag
TIGC EKTTAISEVTIKEG AVAYKEG TOU
MPOCWMIKOU TOU/TNG;
EmAé€te pia povo amdvtnon
O Nat (—> petapeite otig epwtnoelg 40 - 41)
O Oxt (—->petaBeite otnv epwtnon 42)
Aev Eépw/Aev eipal BéPatog/n (petaPeite
oTtnV Epwtnon 42)

)

40) Ynapxel kamola étadikacia, kamolo
didtaypa | kKaAnolog KAvoviopd G mou
opilel pe molov TpOMMO MpPémel va
avalvovtal ol EKMAISEVTIKEG AVAYKEG;
EmAé€Te pia povo amdvtnon

O Nat

O ©Ox

O Aev &pw/Aev gipal BéBatog/n

41) Mg mola ovxvétnta avalvovtal ol
EKMAISEVTIKEG AVAYKEG TOU
MTPOCWTMIKOU;

EmAé€Te pia povo amdvtnon

Mia @opd avd TpeIC prveg R Kal
ouxvoTepa

)

Mia @opd avd €€ unveg

Mia @opd Tov xpovo

Mia @opd ava duo xpovia

Aydtepo amd pia popd avd dvo xpodvia
Xwpig OUYKEKPLIUEVN
e€aptatal anmod Tnv katdotaon

ouxvoTnTa,

g a aaad

Aev E€pw/Aev ipat BE€PRatog/n

42) O/H ARpog/Koivoétnta oag
ouvepydadetal Ye OMOLOSHTIOTE TPOTIO UE
aAAn/eg Apxn/ég TomiknAg
Autodloiknong otov Topéa amd Kolvou
MapoXNG UMTNPECLWV;

- Nay, TakTiké

- Nai, aAA@ Ot Too0 cuxva

-'Ox1 oTnV MpaypaTikoTnTa

- Eivat SUokoAo va anavtriow



Finally, we would like to ask a few questions for
statistical purposes. We would like to remind you
that THIS SURVEY IS COMPLETELY ANONYMOUS.
Information from specific, individual
questionnaires will not be made available
anywhere and in any manner, and your local
government unit could not be identified in any
way.

43) Sex
O Female O Male

45) Education

Please choose one answer only

O Primary

O Secondary
O Tertiary

O MSc

O PhD

Télog, Ba Béhape va oag Béooupe OPIOPEVEC
EPWTACELC Yla OTATIOTIKOUC Adyouc. Oa Béhape va
oag unevBupiooupe 6t H MAPOYZA EPEYNA EINAI
AMOAYTQXZ ANQONYMH. Kavévag kat pe kavéva
Tpomo Oev Ba éxel mpdofacn ot TANPOPOPIES
ATTO CUYKEKPIUEVA, MEUOVWUEVA EPWTNUATOAOYIA
kal o Opyaviopég Tomikrig Autodioiknong omou
epyaleote dev Ba umopei og kayia mepintwon va
TautomnolnBei.

43) OVAoO

O Tuvaika O Avdpag

44) Hhikia

45) Exnmaidevon
EmAé€te pia povo amdvtnon
O MNpwrtoBddua
Agutepof3abuia
Tprtofd&Buia
MSc Metamtuxlakog Tithog ormoudwv

aaaa

PhD AibakTopikog TitAog ormoudwv



46) Position

Pease select a category corresponding with your
position:
O Mayor/President

O Deputy mayor/ Vice President

a Municipal Secretary / Community Council
Secretary

O Head of department

3O Officer

O Staff member at a lower level

a Other (please specify):
TRttt et ettt ae i

a Member of  Municipal/Community

Council

47) Service length at local government

Please provide the number of years worked at the
local government, rounded up to full numbers:

48) Type of local government unit
Please choose one answer only

O Municipality

O Community Council

46) ©éon
EmAé€Te pia katnyopia mou avtamokpivetal otn
Béon oac:

O Anpapxog/Kowvotapxng
AvTtidnpapxoc/Avtimpdedpog Kowvotikou

o Juppouliou

a Anuotikoc/ Mpapupatéag / Mpappatéag
KotwvoTikoU Zuppouliou

O MpoicTauevog TUAUATOC

O A&atoupyodg

O  YndAAnAog Katwtepng Babuidac

a AMN\N (S1eukplivioTe):

g Méhoc AnpoTtikoU/KolvoTtikou
>upBouliou
L PP

47) Aldpkela Tng Onteiag cag otnv
Tomik avtodloiknon

MapaBécte Tov aplOpd Twv €TWV MOU
epyaleote otnv Tomikn avtodloiknon,
KAdvovtag otpoyyvAomoinon:

48) TOMOG OopYaAVIOUOU TOTIKAG
avtodloiknong
EmAé€te pia povo amdvtnon

O AApog

O Kowédtnta



49) Capacity of local government unit

Please choose one answer only
Municipality/Community Council

O functioning
autonomously/independently
Municipality/Community Council

O providing administrative support to
another municipality/Community Council
Municipality/Community Council

O receiving administrative support from
another municipality/Community Council
Municipality / community cooperating in

O providing services with neighbouring
municipality / community
Municipality/Community providing

O support in some areas and receiving
support in others

O Hard tosay

50) Characteristic of local government
unit - LOCATION

Please choose ONE answer IN EACH GROUP that
fits your local government unit

Coastal municipality/Community Council -

d
52

a Mountanieous municipality / Community
Council ( 57

a In-land municipality (height below 200 m.)
52)

51) Characteristic of the municipality /
community - mountainous /
municipality (please specify)

Please choose ONE answer IN EACH GROUP that
fits your local government unit

3 height: over 800m.

O height: between 400m. - 800m.

O  height: between 200m. - 400m.

49) I816TnTA TOUL/TNG
AQuou/Kowvétntag

EmAé€te pia povo amdvtnon

a ARuo¢/Kowotnta TIoU
autovopa/aveédptnta

AerTtoupyel

O Afpog/Kowotnta mou mapéxel  OloKNTIKA
unootriptén o€ aA\o/n Arjpo/Kowvétnta

O Afjuog¢/Kowdtnta mou Séxetal  SloKNTIKA
urmootript&n amo d\ho/n Arjpo/Kowvétnta

O Anjpog/kovotnta mou cuvepydletal otnv
TIAPOXH UMTNPECIWV pE 6popo AAupo/Kovotnta

O Anpog/Kowdtnta mou mapéxel UTINPECIEG o€
KAmoloug Topeic kat Oéxetal umootiplén o€
KAmoloug AANOUC TOLEIC

O Avokolo va anavtriow

50) XapakKtnplotiké tTou/TNng
AQuou/Koiwvétntag - TONOOEZIA

EmAé€te pia pévo amdvinon os kABe katnyopia
TIou va avtanokpivetal oto Afpo/Kowoétnta oag
O Napahiakoc-r)/ Anuoc/Kowvétnta ( 52)

O Opsawvoc/i Anuocg/Kowédtnta  (Mmapakaw
Sleukpwviote): (51)

O AAupog/Kowodtnta otnv evdoxwpa (UpoueTpo
KAatw amd 200u.) (52)

51) Xapaktnplotiké tou/Tng
AQuovu/Koivétntag - Opelvog/n
Afpog/Kolvétnta (mapakalw
Slevkplviote):

O vy dpuetpo: 800u. Kat Avw

O vy dpuetpo: amd 400 £we 800

O vy opetpo: amd 200p. €wg 4004,



52) Characteristic of local government
unit - CHARACTERISTIC

Please choose ONE answer IN EACH GROUP that
fits your local government unit
CHARACTERISTIC

X Urban Municipality/ Community Council
(according to Local Plan)

Periurban Municipality/Community
Council (25km away from urban centre)
Rural Municipality/Community Council (

according to Policy Statement):

53) Characteristic of local government
unit - FUNCTION

Please choose ONE answer IN EACH GROUP that
fits your local government unit

Touristic Municipality/Community
O Council (as per the income of Local

Authority)

Industrial Municipality/Community

O Council (as per the income of Local
Authority)

Agricultural and livestock farming
O Municipality/Community Council (as per
the income of Local Authority)

54) Size of your local government unit

Please choose one answer only

O Upto 200 residents
From 200, up to 1.000 residents
From 1.000, up to 15.000 residents
From 15.000, up to 50.000 residents
Over 50.000 residents

agaaad

55) District of your
municipality/community
Nicosia

Limassol

Larnaca

Paphos

Non occupied district of Famagusta

52) Xapaktnplotiké tou/TNng
AQpovu/Koivétntag - XAPAKTHPAX
EmAé€te pia pévo amdvinon os kABe katnyopia
TIoU va avtanokpivetal oto Afpo/Kowoétnta oag
O Aotikog/n 1§ Neplaotikég/ny Anpog/Kowdtnta
(obp@wva pe to Tomko XxéSLo)

X Meplaotikde/nn AAuog A Kowvotnta (amoéotaon
MEXPL 25X amd TO AOTIKO KEVTPO)

O AypoTikéc/n Afjpoc/Kovotnta (cUpgwva PE TN
ARAwon MoAITIKAG )

53) Xapaktnplotiké tTou/TNng
AQupou/Koivétntag - AEITOYPTIA

EmAé€te pia pévo amdvinon os kABe katnyopia
1oV va avtanokpivetal oto Afpo/Kowoétnta oag
O Toupiotikoc-n Anpoc/Kowvédtnta (6oov agopd
Ta £006a TG TomkAg Apxnicg)

O Biotexvikdg/fi Afpog/Kowdtnta (doov agopd
ta é00da ¢ TomkAg Apxnig )

O Aypotkde/i 11 TewpyoKTNVOTPOPIKOG/N
AfRuoc¢/Kowvotnta (éoov agopd T1a €c0oda tng
Tomkr¢ ApXNC)

54) MéyeOog tou/TNng
AQuou/Kowvétntag
EmAé€te pia povo amdvtnon

O ‘Ewg 200 katoikoug
Am6 200 éwg 1.000 katoikoug
Am6 1.000 €wg 15.000 katoikoug
Amo 15.000 £wg 50.000 katoikoug
Avw twv 50.000 Katoikwv

g aaa

55) Emapxia 6mou Bploketal o/n
AQupog/Kowvétnta oag

Nevkwoia

Nepeodg

Ndpvaka

Nagog

EAeUBepn Emapyia Appoxwotou






Centre of Expertise for Local Government Reform
https://www.coe.int/en/web/good-governance/centre-of-expertise

Current tools on Good Governance
https://www.coe.int/en/web/good-governance/toolkits

' The Council of Europe is an international political organisation promoting human rights, democracy,
" and the rule of law. Founded in 1949, it has 47 member states including approximately 820 million
" people. The aim of the Council of Europe is to achieve a greater unity between its members for the
purpose of safeguarding and realising the ideals and principles which are their common heritage.
+ Council of Europe member states commit themselves through legal instruments and co-operate on
' the basis of common values and common political decisions. The most influential instruments of the
' Council of Europe include the European Convention on Human Rights and, in the field of democracy,
the European Charter of Local Self-Government, both ratified by all member states.

The Centre of Expertise for Local Government Reform was established by the Council of Europe in
+ 2006. Its mission is to promote Good Governance through legislative assistance, policy advice, and
' capacity building to public authorities. The Centre currently has a repertoire of about 18 capacity-
" building tools which take inspiration from the relevant European standards and best practice. These
" tools enable the reinforcement and evaluation of the capacities of local authorities with respect to
the 12 Principles of Good Democratic Governance. The Centre’s connection to the Council of
' Europe’s intergovernmental Committee on Democracy and Governance (CDDG) offers it ready access
' to high-level government officials from the 47 member states with a reservoir of knowledge and
| expertise in governance reforms.
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