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FINAL REPORT
 

Introduction
 

This project is part of the broader effort to strengthen
 

leadership training for representative political institutions, in
 

this case focused on mc.-nagement of municipal government. The
 

primary objective of the project was to create sustainable capacity
 

in existing institutions for local government training in the Czech
 

and Slovak Federal Republic. The project was planned as a unified
 

project under 
which the same team would work in Prague and
 

Bratislava, and the work in the latter would begin after testing in
 

the former. After project start-up, in December 1991, events
 

moved rapidly that required the project to be split into two
 

distinguishable parts, with faster 
than planned movement in
 

Slovakia. In June, 1992, the full-time in-country project manager,
 

who is Czech, was reassigned to work only in the Czech Republic and
 

a new approach was organized to coordinate work in Slovakia,
 

combining leadership by the director and a part time coordinator on
 

the staff. By January 1993, our trips between Bratislava and 

Prague were international trips between the Czech Republic and 

Slovakia, two independent nations. 

The two institutions with which IPA worked--the 
Slovak
 

Institute of Public Administration (SIPA) and the Czech Institute
 

of Local Administration (CILA)--were organizations of the republic
 

governments at the beginning of the project and organizations of
 

the respective national governments at the end of the project. They
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are both independent entities under the respective ministries of
 

interior. This status gave them institutional problems to overcome,
 

but it also gave them substantial advantages for becoming essential
 

and useful sources of local government assistance and training in
 

the long run. IPA's project set out to help them build on their
 

advantages. In this, the project was successful. They both had new
 

leadership, adopted new local government 
training curricula,
 

entered into cooperative relationships with university faculties,
 

and trained trainers who continue in the field. The project also
 

met and exceeded the benchmark targets for training delivered set
 

forth at the beginning of the grant.
 

The Institutional Resources
 

CILA and SIPA were at the beginning of the project the only
 

institutions in the two republics with established budgets,
 

facilities, and mission for local government training. They have
 

fine residential training facilities in good physical shape, able
 

to accommodate 100 participants in Bratislava and 40 in the SIPA
 

training center at Duchonka; and 200 participants at Benesov, the
 

CILA training facility. (IPA team members stayed in residence at
 

these facilities during weekdays when in the field). These
 

facilities are normally used for resident training programs ranging
 

from 2 days to three weeks. CILA is concentrated on local 

government and district administration; SIPA's local self

government program is organized within its broader public 

administration scope. They both have competent staffs for
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financial accounting, and facilities management. They have stable,
 

if minimal, budgets from respective ministries of interior. They
 

have continuing relationships with selected university faculties
 

and new ministry officials who provide part-time faculty/trainers.
 

The project set out to build on these strengths and to
 

overcome weaknesses. The weaknesses included: lack 
 of
 

understanding on the part of newly elected local officials of the
 

role and usefulness of training; lack of adequate full-time
 

faculty; traditional reliance on lectures and preparation for
 

technical qualifying exams; lack of equipment needed for effective
 

adult learning and international exchange (from flipcharts and
 

overhead projectors, fax and copying machines, to computer software
 

and simultaneous translation equipment); traditional emphasis on
 

district administration (a unit similar to a prefecture); and
 

inexperience with the roles of locally elected officials and
 

democratic community relationships.
 

None of these weaknesses has been completely over come in the
 

16-month project, but all have been substantially reduced by
 

improvements that are capable of being sustained and are already
 

having positive effects on local government training. The project
 

has achieved beginning accomplishments that should be continued
 

with steady international exchange'and assistance from the U.S. and
 

Europe.
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PROJECT COMPONENTS
 

Curriculum Development
 

The project set out to help create new elements in the
 

training curriculum of both institutions, courses or modules that
 

would utilize adult learning techniques (work shops, exercises,
 

case studies, discussion formats), in order to: 1) develop content,
 

including comparative international experience with democratic
 

government and concepts of active professional local management;
 

and 2) demonstrate the usefulness of the institutes' offerings to
 

local government managers and officials. This was done prii.arily
 

through development, testing and adaptation of a course in town
 

management, with flexible modules that provide for fcur (4) 2.5-Day
 

sessions. Modules on contracting out and citizen participation
 

were developed separately and then integrated into the course, as
 

were presentations on new republic laws and other comparative
 

experience. (See Appendix A for the basic, English-language version
 

of the town management course and Appendix B for examples of added
 

local components. The basic course was adapted and translated into
 

both Czech and Slovak.)
 

The expanded course on town management has been adopted as an
 

official component of CILA and SIPA curriculum offerings, and at
 

CILA has been delivered in 4 one-week segments, the most recent in
 

June 1993, without direct IPA/U.S. participation. British and Swiss
 

experts took over the roles of the U.S. participants in the course
 

offerings in June, 1993.
 

The project has definitely succeeded in creating a viable and
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dynamic Czech course in town management which combines
 

international experience with essential information on evolving
 

local government responsibilities and intergovernmental relations
 

based upon new Czech laws. Adaptation will continue, and the
 

result, as intended, will be a uniquely Czech course. It has
 

definitely been a successful catalyst for developing local
 

government training in the Czech Republic.
 

In Slovakia, selective components of the town management
 

course were delivered in November and February. The course is
 

officially part of the SIPA curriculum. But more collaborative
 

work, particularly in the development of local cases and training
 

of trainers is needed to bring it to the same level of successful
 

institutionalization as was achieved in the Czech Republic.
 

Also in Slovakia, at the request of SIPA, IPA conducted an
 

External Needs Assessment to provide information about the market
 

for local government training to form the basis of SIPA's
 

curriculum development in this area. Structured surveys in Slovak
 

were sent to 2800 local mayors. In addition focus groups were
 

conducted in four districts, in connection with delivery of the
 

town planning modules to locally elected officials. The results are
 

reported in Appendix C. The purpose of this analysis was three
 

fold: to begin systematic collection of information about perceived
 

training and assistance needs of local self government officials in
 

Slovakia; to 
assist SIPA and other providers of local government
 

training to develop curricula, training methodologies and
 

materials, staffing patterns and marketing that could effectively
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meet the needs of new local governments; and to help the local
 

officials participating in the training clarify their needs and the
 

place of training in meeting them. 
A total of 383 officials
 

participated in the survey and/or focus groups, between 70 and 80%
 

of them elected mayors. The combined results provide some important
 

insights into Slovak local government and appropriate responses to
 

its training needs, as reported in Appendix C.
 

Local governments in Slovakia are predominantly small (96% of
 

the 2800 have less than 5000 residents and 60% of them have less
 

than 500 residents). While new regional structures are being
 

considered, it is clear that intermediary institut±ons such as SIPA
 

and the Association of Towns and Communities, are necessary to
 

develop and deliver training and technical assistance effectively.
 

The needs for training are enormous but ill defined, and the
 

potential instability in local government leadership 
that was
 

revealed by the survey underscores the importance of continuing
 

training opportunities. One surprising pattern in the responses was
 

the number of statements such as "I am too old", or "I am not going
 

to run again" given as reasons for not attending future training.
 

Issues of public finance--revenues/taxation and financial
 

management--are high priorities both as 
issues faced by local
 

officials and as future training needs. 
For training needs
 

specifically, legislation and management head the list, the first
 

indicating the need for explication of new laws, procedures, and
 

intergovernmental relations. Infrastructure 
 (mainly for water
 

supply, sewerage and waste disposal) was the top issue perceived by
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mayors but was low on the 
list of training needs, reflecting the
 

perception that technical means were known, but money was lacking.
 

There was broad agreement on the need for information sharing among
 

local governments, and 94% of respondents said they would allow
 

employees to attend training during working hours, particularly for
 

one-day and 2-3 day sessions. Finally, it is clear that a broader
 

range of training methodologies, moving away from reliance on 

lectures is required. 

In summary, in both countries there is pressing and widely 

recognized need for courses focusing on municipal revenue 

development and financial management. Both countries have 
new
 

local revenue and finance laws, including incremental application
 

of property taxes, 
on which the efficacy of democratic local
 

government will depend. A combination of interpretation and
 

implementation planning of the new local government financing laws
 

with sharing of international experience in property tax management
 

should be the next focus of curriculum development in CILA and
 

SIPA, and will require international assistance.
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TraininQ of Trainers
 

In order to adapt to local needs and conditions, and to carry
 

out IPA's partnership approach, training of trainers took two
 

different directions in the Czech Republic and Slovakia. In the
 

Czech Republic the leading strategy was to support the development
 

of PhDr. Karel Lacina, who was selected by CILA to become leader
 

and trainer of trainers for the local government program. Lacina
 

has a doctorate in comparative local government, and was assigned
 

as project manager by agreement between IPA and CILA. This has
 

allowed him to devote full time to local government training for
 

CILA, a role that is continuing. He was project manager for the
 

AID/IPA project; is leader of the town management course, which he
 

co-taught with IPA Associate Graham Watt and 
other team members
 

during the project term; and is the continuing trainer of trainers
 

for CILA.
 

Each of the course deliveries (See Table 1) at Benesov (the
 

locale of CILA's training facility) included participation of both
 

part-time faculty-in-training and members of district and municipal
 

offices. In addition, IPA Associates Watt and Spiegel led evening
 

workshops for faculty when they were in residence at Benesov.
 

Twelve district and municipal officials completed four weeks of
 

training and are prepared to lead training in their jurisdictions.
 

The following have been awarded certificates from both CILA and
 

IPA:
 

JUDr. Danuse Hulkova; MVDr. Vaclav Cerveny; JUDr.
 

Vladislav Prokupek; 
 Ing. Zdenek Grus, Ing. Gustav
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Hillebrand, Mgr. Josef Kopic, Ing. Miroslav Novotny,
 

JUDr. Jiri Opsal, Ing. Josef Volenec, Ing. Karel Fojtik,
 

Ing. Milan Hermanek, Jan Jurca.
 

They have been introduced to non-lecture adult-learning
 

methods, to elements of pro-active, democratic town management, and
 

to the techniques and equipment for training and adaptation of
 

training to emerging local government needs. Most important, they
 

have become interested in training as a continuing part of their
 

careers.
 

In Bratislava, the leadership of SIPA asked for assistance in
 

strengthening internal organization, attitudes and aptitudes 
to
 

prepare a comprehensive plan for faculty and curriculum
 

development. Dr. Deborah Cutchin led an organizational development
 

project within SIPA, in partnership with SIPA Director Anton Goga.
 

SIPA has a small full-time faculty, which it supplements with
 

external faculty. The strategy that was formed combined workshops
 

for internal faculty with joint course deliveries with other
 

institutions.
 

Internal faculty workshops began with application of the "Self
 

Development Guide" (Human Synergistics, Life Styles Inventory,
 

1988) and a series of faculty interviews. This was followed by two
 

deliveries of a full 
day workshop entitled "The Achieving
 

Organization: Municipal Executive Development," which aimed to
 

develop strategy for the Institute to fulfill its local government
 

training mission. On the basis of these activities, IPA drafted a
 

set of recommendations for organizational development, which were
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subject to further consultation and revision resulting in a
 

strategy adopted by the director. (See Appendix D)
 

SIPA internal faculty also participated in the IPA course
 

deliveries, including special TOT sessions, and in IPA workshops on
 

learning materials and computer applications.
 

To develop joint course deliveries, IPA team members had
 

continuing discussions with counterpart leadership at the City
 

University of Bratislava (CUB), Association of Towns and
 

Communities in Slovakia (and its affiliated Fund for Assistance to
 

Local Democracy, which is funded by PHARE, the assistance program
 

of 'he European Community); and the Academie Istropolitana
 

Bratislava (AIB). The results were the beginnings of a network of
 

organizations with activities related 
 to local government
 

development. The project arranged a joint delivery of training
 

sessions, led by Graham Watt, sponsored by SIPA and CUB in February
 

1993, and IPA presentations by Deborah Cutchin at CUB in March
 

1993. Another result is that both AIB and CUB have requested in
 

writing IPA technical assistance, which unfortunately we cannot
 

supply due to lack of funding.
 

Delivery of Training
 

The IPA team delivered training at the two institutes and in.
 

the field to local officials in the Czech Republic and Slovakia on
 

the topics of town management, citizen participation, contracting
 

out, training methodology, and computer uses in local government.
 

Table 1 shows the schedule of training delivered. In total, 958
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participant days of training were delivered 
to a total of
 

approximately 783 participants.' As mentioned above, in the
 

interests of sustainability, the sessions had several purposes:
 

* 	 To deliver useful training to lccal participants that
 

would be practical in terms of their immediate roles in
 

developing effective democratic local government in
 

economies making the transition to the marketplace.
 

0 	 To enhance the capacity of the participants to provide
 

continuing leadership in management and on-the-job
 

training in thir jurisdictions. This approach is based
 

on the fact that management and training are closely
 

linked, particularly in changing and learning
 

institutions.
 

0 	 To use the training sessions as training needs assessment 

opportunities as well, providing the data and feed back 

to help CILA and SIPA design their curricula and develop 

their faculty to meet the real and immediate needs of 

elected officials and employees of new local governments. 

* 	 To demonstrate to local participants value in and
 

usefulness of training for future priority.
 

The 783 participants include repeat attenders and therefore
 
do not necessarily represent 783 people. The total number of
 
people involved was about 400.
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The lessons learned from the training delivered were several.
 

First, because of the rapidly changing body of new laws and
 

procedures for 2ocal government, explication by experts and
 

ministerial officials remained an important function of local
 

government training to be mixed in with experiential adult learning
 

in democratic local government. It was crucial to have 

participants from Czech or Slovak government who could not only 

clarify new laws and procedures but also could respond 

pragmatically to specific questions. Participants were quick to
 

express frustration when this function was not being performed
 

satisfactorily. 
 They had come to training for "answers". It is
 

crucial that the training offerings of both institutions combine
 

the "how to" guidance in the context of fast changing laws with
 

adult learning in management and problem solving.
 

Second, there is a enormous need for international exchange of
 

information and experience. As doctors, lawyers, engineers,
 

scientists, teachers, and so forth, move into new roles in
 

democratic local government, they have great interest in hearing
 

from counterparts in U.S. and European local government. Third,
 

a behavioral transition from order taking to problem solving, from
 

hierarchy to pluralistic political dialogue, is the core training
 

need for the development of effective local government. There is
 

a tradition of loca' government in the Czech Republic and Slovakia
 

to be built upon, but it was interrupted by a generation of order
 

taking through the centralized communist party structure and of
 

authoritarian "training". If SIPA and CILA are 
to prove their
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value to emerging and somewhat instable local government
 

leadership, they must provide adult learning training experiences
 

that enhance leadership, problem solving, public communication
 

skills, and democratic practices, as well as conveying information.
 

This requires a large shift from the traditional perspective of the
 

formal training institution as comprised of "lecturers and
 

listeners".
 

Fourth,and following from the above, there is a pressing need
 

for brief case study material that can help make the transition
 

from the general to the particular in practical local terms. The
 

IPA team began this process with field trips and local workshops
 

and surveys, including one field trip in each republic by William
 

Shore to produce a slide show on local development issues for use
 

in teaching cases on local development issues. In the future,
 

cooperation among local people skilled in photography, local
 

development, environmental issues, and community relations could be
 

combined into a team to produce teaching case materials with great
 

impact.
 

Fifth and finally, there are a number of technical subjects
 

that are particularly suited for cross-national training and
 

technical assistance. Examples include environmental improvement
 

management (eg., water and sewerage management), personnel
 

management (beginning merit-based job classification, pay systems,
 

recruitment and training); contracting out and other forms of
 

public-private partnerships, including joint project financing;
 

property tax administration; land management and planning in the
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transition to private ownership; emergency management (including
 

local roles in fire and rescue services); and information systems.
 

These are examples of areas in which exchanges across cultural and
 

national boundaries can be effective and on which the efficacy of
 

new elected local governments depend.
 

An example of meeting these needs is the training workshops on
 

local government computer applications lead by IPA Associate Bruce
 

Egan: "Professional Communications Training for Local
 

Administration Officials". Request for this training module came
 

from a joint effort of CILA and the District of Kromeriz. Hands-on
 

training in word processing, spreadsheet applications and Harvard
 

Graphics was provided for 5 days in Kromeriz for 40 participants
 

and 2 days in Bratislava for 20 participants. Emphasis was on
 

micro-computer hardware and software tools typically used in U.S.
 

local government with adaptation to local data and equipment.
 

Workshop evaluations (enthusiastically positive) and sample
 

documents produced in the workshops are provided in Appendix E.
 

There is great interest in this area of training, which should be
 

expanded through out the Czech Republic and Slovakia. Computer
 

applications for local budgeting, accounting, and property tax
 

administration should receive high priority in technical assistance
 

and training.
 

In association with these training deliveries, consultants
 

were conducted with republic officials concerning utilization of
 

existing computer equipment to provide local and regional
 

information and with local officials on town and regional planning
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issues.
 

In addition to the training in the Czech Republic and Slovakia
 

listed in Table 1, the project provided a study tour for Dr. Karel
 

Lacina and Dr. Pavel Zarecky in the United States. This provided
 

the Czech project leadership with direct experience with local
 

government training methods and content in the United States
 

through special seminars organized by IPA and through guided
 

participation in training activities at the of
Institute 


Government, University of North Carolina-Chapel Hill, and the Carl
 

Vinson Institute of Government, University of Georgia-Athens. This
 

study tour encompassed 16 person training days for 2 persons. 
Dr.
 

Zarecky, who was then Czech Deputy Minister of Interior for Local
 

Administration and Government is 
now Deputy Director, Office for
 

Legislation and Public Administration of the Czech Republic.
 

All of the training delivered owes great credit to the Czech
 

and Slovak participants who worked with the IPA team to adapt
 

training modules to local contexts 
and to deliver the training.
 

Particularly important were the following:
 

In the Czech Republic:
 

Dr. Karel Lacina, full time project coordinator and lead
 

trainer, who continues to organize and deliver modules of the
 

town management course which are now integrated into the CILA
 

curriculum (As of 1994, Lacina is 
one of two CILA department
 

heads, leading training of mayors, deputy mayors, and district
 

officials from throu bout the Czech Republic);
 

Ing. Evzen Sykora, CILA Director, who co-teaches the town
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management course and supervises curriculum development.
 

In Slovakia:
 

Ing. Anton Goga, SIPA Director, who directed the effort and
 

was co-leader for training of trainers and development of
 

local government training strategy.
 

Dr. Jana Cechova, project coordinator, translator, and
 

curriculum advisor.
 

Mgr. Rudolf Kemeny, SIPA faculty leader, who with Watt and
 

Capcova, developed the Slol'ak adaptation of the town
 

management course and will continue to teach it;
 

Ing. Sona Capkova, Csc., Institute of Regional and Municipal
 

Development, Banska Bystrica, who also co-authored the Slovak
 

town management training course (See Appendix B) and will
 

continue to apply 
it. (Note that the library and training
 

materials supplie.d by the project to Slovakia were supplied in
 

duplicate for use in both Eratislava and Banska Bystrica.)
 

Dr. Benedict Fronc, Education Director, City University of
 

Bratislava, who co-sponsored the Feb. 24-25 seminars.
 

Dr. Lubomir Mojto, staff project coordinator for SIPA.
 

Dr. Krokovicova, SIVA library director, who helped develop the
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list of materials in English to be acquired, and is organizing
 

them for use in the training programs.
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Table 1
 

Training Delivered with U.S. Trainers, February 1992-March 1993
 

Date 	 Czech Republic 


March 1, 1992 	 Benesov: Training Methodology
 
& facilities planning; 15;
[153
 

April 6-11 	 Olomoc, Kromeriz, Hodonin,
 
Kutna Hora; half day

workshops, town management;
 
30 mayors plus district
 
officials; 50 [25]
 

April 14-24 	 Benesov: TOT; 52 (52]
 

April 27 	 Benesov: Town Mgt. & Partic.
 
60 [30] 

April 29 


April 30 


May 6 	 Benesov: Town Mgt.; 12 (12]
 
May 25 	 Prague: Local Participation;
 

20 [10]
 
June 9 Benesov: Town Mgt: 30 [30]
 
July 1-3 	 Benesov: Town Mgt.; 29 [58] 


July 7-9 	 Benesov: Town Mgt.; 36 [90] 


July 1-15 	 Benesov: evenings TOT; 67 

[33] 


July 8 	 Benesov: Local participation
 
21 [10]
 

July 10 	 Jicin: Town Mgt. & Partic. 15
 
[15]
 

Sept. 22, 26, 

29, Oct. 1
 
Nov. 4-10 
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Slovakia
 

Town Mgt./TOT 38 [19]
 

Eastern Regional
 
Institute; TOT. 12 
[12]
 

Slovak participation at
 
Benesov
 

Slovak participation at
 
Benesov
 

Slovak participation at
 
Benesov
 

Bratislava: TOT; 30 [46]
 

Duchonka, Cadca, Zvolen,
 
Bratislava; TOT/Town

Mgt./Partic.; 52 [52]
 



--

Nov. 16-20 	 Benesov: Town Mgt. & Partic.;
 
__ _4-day 	 course; 18 (72] 

Nov. 22-24 


Nov. 23-24 	 Benesov: Public/Private
 
Partnerships & Partic. 28
 
[56]
 

Nov. 26-30 	 Kromeriz: 5-day course, Info.
 
Mgt. for L. G.; 
40 [200]
 

Feb. 8-12, 	 Jindrichuv, Hradec, Cenovice,
 
1993 	 Vlasim, Prevov, Naratovice,
 

Benesov; Town Mgt. & Partic.;
 
80 [50]
 

Feb. 15, 16, 

17, 19 


Feb. 24, 25 

(in a snow 

storm!)
 

March 13, 20 


Bratislava: Information
 
Mgt. for Local Gov't. 20
(20]
 

Bratislava: TOT (Slovak
 
course preparation); 6
 
[24]
 

Bratisiava: Tn. Mgt.; 10
 
[20]
 

Bratislava: CUB; Local
 
_Gov't. Training; 30 [15]
 

Note: numbers indicate number of trainee participants; numbers in brackets
 
indicate number of parcicipant-training days (ie., if half day sessions, the
 
number in brackets would be approximately half the number of participants, if
 
2.5 day session, the number in brackets might be more than double the number
 
of participants.
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Training Equipment and Materials
 

In conformance with the original project proposal and
 

benchmarks, training equipment and English language materials were
 

provided to both institutes. Lists of equipment purchased and
 

materials transferred are in Appendices E and F.
 

Equipment purchased was based on consultation and t':aining by
 

IPA Associate Bruce Egan, whose reports are in Appendix E. Egan
 

worked with faculty and staff of both institutes to improve the
 

identification of equipment directly relevant to the training
 

function; to prepare specifications; to organize bidding; to check
 

service availability, equipment compatibility, and potential for
 

future expansion. This consultation process provided
 

institutional training on contracting and procurement, in addition
 

to assuring that the equipment purchased with project funds was
 

effective for training, was competitively superior, and fit the
 

needs and capabilities of the people involved in the training.
 

On the same trips Bruce Egan delivered training on computer
 

applications to local government, a very successful exercise,
 

particularly at Kromeriz (See Appendix E). [Hewlett Packard in
 

Prague lent some of the equipment used in these courses.) The
 

simultaneous translation equipment at Benesov has facilitated
 

continuation of the Town Management Course with varying expatriate
 

contributors, including those from several European countries since
 

the ending of the USAID support in March 1993. The purchases
 

include fax and copying machines, overhead projectors, simple class
 

room equipment, and personal computers for classroom use.
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The English language tapes, manuals and books purchased and
 

shipped with project funds provide both institutions with a basic
 

practical collection suitable for use by both students and faculty.
 

(See Appendix F.) The IPA library prepared a preliminary
 

list,checked for availability and price, which was discussed in
 

detail with institute faculty and librarians in both Prague and
 

Bratislava. This input in the field was extremely important, and
 

definitely shifted emphasis to materials with immediate practical
 

application. In the Czech Republic, the materials are available
 

at the CILA training facility in Benesov. In Slovakia, they are
 

available both at the SIPA training facility in Bratislava and at
 

the Institute for Regional and Local Development at Banska
 

Bystrica.
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Table 2
 

IPA Team: Expatriate Person-Days in the Field
 

Name Czech Republic 	 Slovakia
 

Cutchin 
 7/5-7/10/92
 
9/20-10/4/92
 

11/2-11/20/92

3/5-3/21/93
 

Edmond 	 2/2/93-2/14/93
 

Egan 2/29/92-3/5/92 3/6/92-3/8/92
 
11/25/92-12/2/92 11/19/92-11/24/92
 
1_ 2/11/93-2/14/93
 

Keane 	 2/5/92-2/8/92
 

5/25/92-5/26/92
 

Maney 	 6/8/92-6/10/92
 

Orrick 	 11/25/92-12/2/92 11/19/92-11/24/92
 

Shore 	 11/12/92-11/24/92 11/4/93-11/11/93
 

Spiegel 	 4/3/92-4/27/92 4/28/92-5/1/92
 
6/29/92-7/15/92
 

Walsh 	 1/12/92-1/15/92 1/16/92-1/18/92
 
2/10/93-2/14/93 2/6/93-2/9/93
 

Watt 	 4/3/92-4/27/92 4/28/92-5/3/92
 
5/4/92-5/9/92 11/3/92-11/11/92
 
6/29/92-7/15/92 11/7/92-11/9/92
 
11/12/92-11/25/92 2/12/93-2/26/93
 
1/28/93-2/11/93 
 1 

Total Person-Days in the Field: 293
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Table 3
 

Person Days on the Project 
Inception - March 30, 1993 

PROFESSIONAL STAFF 


H. Mantel 

D. Ink 

A. Walsh 

A. Zikova 

S. Unger 

P. Bigelow 

T. Thomas 


Total Professional Staff 


Clerical & Support Staff 


CONSULTANTS
 

J. Keane 

G. Watt 

H. Spiegel 

A. Maney 

B. Egan 

E. Rieser 

D. Cutchin 

W. Shore 

A. Orrick 

J. Cechova 

A. Edmond 

F. Klatil


fTotal Consultants 

TOTAL THROUGH MARCH 31, 1993 


HOST COUNTRY STAFF, REIMBUESED
 

K. Lacina 

L. Mojto 


Total 


GRAND TOTAL, PERSON DAYS CHARGED 


DAYS
 

4.28
 
13.00
 
84.50
 

106.57
 
23.43
 
35.72
 

.50
 

268.00
 

66.89
 

4.00
 
122.00
 
44.75
 
8.00
 

34.38
 
12.00
 
85.00
 
24.50
 
16.75
 
19.57
 
15.50
 
3.38
 

389.83
 

724.72
 

294.00
 
84.00
 

378.00
 

1102.72
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Table 4
 

FINAL BUDGET REPORT
 
AID GRANT NO. EUR-0018-G-1090-00
 

Institute of Public Administration
 
Czech Republic and Slovakia: Local Government
 

Expenditures Charged

Amended to grant, Iiueption-


Labor and Fringes: 


Travel and Per
 
Diem Costs: 


Other Direct Costs: 


Cooperating
 
Organizations
 
(CILA & SIPA) : 


Overhead (65% of
 
Labor & Fringes): 


Contract Budget 


$162,075 


71,874 


19,349 


91,353 


105,349 


$450,000 


3/30/93
 

$172,960
 

49,188
 

24,403
 

91,026
 

112,423
 

$450,000
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tOWN MANAGEMENT IN A DEMOCRATIC CONTEXT
 

Preface
 

In April and July, 1992, Institute of Public Administration
 
Associates Graham W. Watt and Hans Spiegel conducted 
numerous
 
meetings and intervicws with mayors, district heads, staff persons,

educators, trainers and others to determine speciric training neeus

for those engaged in providing local government services in the
 
Czech Republic and Slovakia. High among the needs identified was
 
that of providing professional management training to top elected
 
and appointed local and district government officials.
 

Discussions with the Director of the Czech Institute for Local
 
Administration (CILA) and the Director of the Slovak Institute for
 
Public Administration (SIPA) resulted. in the decision that each
 
Institute would prepare such a training program to be offered first
 
in late 1992 or early 1993. The Institute of Public Administration,

under its project funded by the US Agency for International
 
Development (AID) providing support to the two Institutes, agreed

to prepare basic training materials. CILA determined that it would
 
offer four weeks of professional management training beginning in
 
November 1992.
 

Institute of Public Administration Associate Graham W. Watt,

himselC a distinguished city manager and experienced trainer,

prepared the detailed syllabus entitled Town Management in a

Democratic Context. The first four units of the training program

were pilot tested at CILA's training facility in Benesov, in July

1992. Institute Director Evzen Sykora and Czech Project Coordinator
 
Karel Lacina participated in the pilot test and subsequently agreed

to add to the basic materials additional information and case
 
studies drawn from Czech environment and experience. Subsequently,

Sona Capkova and Rudolf Kemeny of SIPA worked with Watt to develop
 
a shortened course for Slovakia.
 

Town Management in a Democratic Context is intended for a

minimum of 128 classroom hours of training to be delivered in four
 
weekly sessions which may be spread over a period of several
 
months. (Four weeks of delivery were completed at Benesov in July

1992-June 1993) 
 The syllabus is divided into an introduction and
 
sixteen modules units, plus exercises, case studies, and suggested

discussion questions. Qualifications to teach the course should
 
include knowledge of both local and generic or comparative local
 
government organization and practice. It is recommended that those
 
teaching the specialized units such as public works, personnel

administration and f~nance administration should have 
special

expertise in the administration of those functions. The abilities
 
to lead open discussion and to answer factual questions are
 
important. 
Each point made in each unit can be used as a starting

point for discussion.
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This syllabus should serve both as a guide for the course
 
instructors (to be enriched from their own experiences and through
 
their ability to draw upon the knowledge and experience of the
 
manager-trainees) and as a useful resource and reference to be
 
taken by the trainees from the classroom to their towns and
 
offices. It is suggested, too, that the syllabus be considered an
 
evolving product, with additions and revisions made as they seem to
 
be appropriate. In the Czech Republic and in Slovakia, units
 
explicating laws affecting local government and intergovernmental
 
relations have been added as have presentations on local government
 
history. In addition, the framework has been used by CILA with
 
participation by European consultants after funding for the IPA
 
team ceased.
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INTRODUCTION AND PURPOSE
 

PROFESSIONAL MANAGEMENT IN TOWN GOVERNMENT
 

Governments are organized and divided to serve the needs of
 
the people of the nation as a whole and the needs of people in
 
local communities. Because systems of government must serve both
 
national and local needs for a wide range of governmental

functions, they necessarily involve complex relationships between
 
the national and local governments and among different units of
 
local government.
 

The Czech Republic and Slovakia are in the process of changing

the basic roles, responsibilities and relationships of their
 
governmental institutions. The future promises more changes in the
 
organization of government, the relationships of local governments
 
to the national government, the system of taxation, and the
 
allocation of responsibilities for administration and finance among

units of government.
 

For any system of government to be effective, the agencies and
 
institutions comprising that government must perform their
 
individual roles competently, and they must be linked together so
 
that the system as a whole functions effectively to serve both
 
national and local needs and objectives.
 

In the recent past, centralization of government authority

made national government responsible for both administering and
 
financing public services. Local government had little or no
 
responsibility for deciding what and how much was to be done, for
 
the administering of public services, or for the financing of those
 
services. Changes in this system, initiated in 1990, are
 
continuing, and it is clear that local government, and local
 
officials, are to have much greater responsibility for
 
administering and financing of services to their citizens.
 

Mayors and council members, elected locally, are the
 
foundation for democratic practice in the Czech Republic's and
 
Slovakia's new democracy. These officials are to be held
 
accountable to local citizens for satisfying many of the needs of
 
the town. It is important that they be provided the authority, the
 
financial resources, and the professional expertise required to.
 
fulfill this awesome responsibility. It is the purpose of this
 
introductory module to explain why professional administration is
 
an essential component of local government, the relationship of a
 
professional administrator to the elected officials, and to suggest
 
a division of functions between the mayor and council on the one
 
hand and the professional manager on the other.
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Professional Administration in U. S. Towns
 

1.1 Town government is closest to the people. Town services
 
are a part of everyday life. Town officials are friends and
 
neighbors who hold elective office on a temporary basis. Town
 
officials are accessible for the citizens to express their
 
needs, interests, and demands.
 

Comment: Mayors tend to be socially active people. The
citizen-voters knew them to be competent people, saw them as
trustworthy, and placed their confidence in them to lead their 
communities by voting for them.
 

1.2 Town officials are responsible for the management of many

services important to the citizens. How town management is
 
carried out determines the effectiveness of local government

and the viability of local democracy.
 

1.3 In the U.S.A., by the late 19th century, local government

in many towns was corrupt, dishonest and dominated by self
seeking politicians. But urban growth, new technologies and
 
universal education produced demands for local 
government

reform. The need for professionalism was expressed by reform
minded citizens, many of whom were business people familiar
 
with the organization of large corporations and private

businesses which developed in the late 19th century.
 

Comment: The early reformers agreed that government must be

both practical and efficient and they determined to change the
 
conditions which prevent good government, to simplify organization,
 
to strengthen free expression and citizen participation, and to
 
professionalize public administration.
 

The Council-City Manager Form of Local Government
 

2.1 In the U.S.A., the Council-City Manager form of local
 
government was designed to incorporate the kind of
 
professional management found in private enterprise into local
 
government. (Show or draw chart 
of the organization of
 
Council-Manager government.)
 

2.2 After World War II, this form of local government became
 
the most popular form in medium and large towns.
 

Comment: The Council Manager form has parallels in many other

countries including Great Britain (Town Clerk), Ireland, Germany

(Oberstaadtdirektor), Canada, Australia, New Zealand, and others.
 

2.3 Some towns prefer to employ a professional manager as the
 
chief administrative officer reporting to a strong mayor; many

counties have created county administrator positions filled by

professional managers.
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2.4 Town managers are selected by vote of the mayor and

council solely on the basis of executive and administrative
 
(not political) qualifications. The manager need be a
not 

resident of the town when appointed, and he or she serves for
 
an indefinite term: at the pleasure of the council.
 

Show the International City Management Association video on
 
Council-City Manager government.
 

Benefits of Professional Management in Local Government: Points for
 
discussion
 

3.1 A professional manager brings to town government:
 

Technical competence based upon his or her special
 
education and experience;
 

Knowledge of contemporary trends and their impact upon

community governance;
 

Political neutrality: the manager does not identify with
 
any political party or interest group;
 

Dedication to serving the public.
 

3.2 Where the town manger is chief administrative officer of

the town, he or she is responsible for the administration of
 
all town affairs placed in his care by law or by action of the
 
council, including:1
 

3.21 To appoint and remove all town employees;
 

3.22 To direct and supervise administration of all
 
departments of the town government;
 

3.23 To attend all meetings of the council; to
 
participate in debate but to have no vote;
 

3.24 To see that all are
laws and acts of the council 

faithfully executed;
 

3.25 To prepare and submit to the council an 
annual
 
budget and plan for capital improvements;
 

3.26 To report annually on the financial and
 
administrative activities of the town;
 

1 See "Model City Charter", published by the 
National
 
Civic League, Denver, CO.
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3.27 To make reports required by the council concerning

operations of town departments subject to his or her
 
direction;
 

3.28 To keep the council fully informed as to the
 
financial condition and future needs of the town;
 

3.29 To make recommendations to the council concerning
 
affairs of the town;
 

3.210 To provide staff support to the mayor and
 
council;
 

3.211 To perform such other duties as may be
 
required by council.
 

3.3 The elected town officials are the foundation of
 
representative democracy in local government because:
 

3.31 They are elected because of their personal contacts
 
in the community and because they are known, respected
 
and trusted
 

3.32 Their competence may not be in the technical aspects

of running a government, but on their ability to express

community interests and to work with residents to build
 
support for needed programs;
 

3.33 All local powers are vested in the elected mayor and
 
council, but the manager may leave delegated
 
responsibility to make appointments, direct
 
administrative operations, enforce laws, prepared and
 
administer the budget, and advise the mayor and council
 
about policy matters.
 

The Manager's Code of Ethics
 

4.1 The town manager is continuously responsible to the mayor
 
or to the local council, the elected representatives of the
 
people. In the U. S., town managers are bound by a well
established Code of Ethics which in part refers to the
 
relationship between the manager and the elected officials: 2
 

"Be dedicated to the concepts of effective and democratic
 
local government by responsible local officials and believe
 
that professional management is essential to the achievement
 

2 Quoted from the Code of Ethics published and enforced
 
by the International City Management Association, Washington,
 
D. C.
 

6
 

I,
 



of this objective.
 

"Be dedicated to the highest ideals of honor and integrity in
 
all public and personal relationships in order that (he or
 
she) may merit the respect and confidence of the elected
 
officials, of other officials and employees, and of the
 
public.
 

"Submit policy proposals to elected officials; provide them
 
with facts and advice on matters of policy as a basis for
 
making decisions and setting community goals; and uphold and
 
implement municipal policies adopted by elected officials.
 

"Recognize that elected representatives of the people are
 
entitled to the credit for the establishment of municipal

policies; responsibility for policy execution rests with the
 
manager.
 

"Refrain from participation in the election of members of the
 
employing legislative body, and from all partisan political

activities which would impair performance as a professional
 
administrator.
 

"Keep the community informed on municipal affairs; encourage

communication between citizens and all municipal officers;
 
emphasize friendly and courteous service to the public; and
 
seek to improve the quality and image of public service."
 

Knowledge and Skills Required in a Professional Administrator
 

5.1 Professional town management requires knowledge and skill
 
in many different subjects:
 

5.11 Structure and functions of government, federal,
 
state and local
 

5.111 Laws relating to local government. The powers

and authority of municipalities are derived from
 
national laws and their powers may be enlarged,

abridged or completely withdrawn by the national
 
government. The national government may also
 
specify standards for local administration
 
regarding such matters as personnel administration,
 
finance, and environmental protection. It is
 
important that local officials remain familiar with
 
such laws.
 

5.112 Intergovernmental relations.
 
Intergovernmental relations refers to ways that
 
governments interact with each other. Relationships
 
may occur between the national government, regions,

districts, and municipalities, or between two or
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more municipalities. These relationships may be
 
formal (established by legislation or by contract)
 
or informal (agreements reached between officials
 
which may be oral or reduced to "memoranda of
 
understanding").
 

Intergovernmental agreements among towns may help
 
to expand critically inadequate resources,
 
supplement local revenues, or improve the efficient
 
provision of services.
 

5.113 Principles of democratic practice; decision
 
making and citizen participation. Management in the
 
public sector is unique in its public
 
accountability, political character, and breadth of
 
responsibility. Public administrators need to be
 
conversant with and dedicated to systems of
 
extensive formal and informal participation in
 
public decision making.
 

5.12 Professional administration. Professional
 
administration means effective implementation of public
 
policies and management of public services. Effective
 
public management involves the application of specialized
 
knowledge and a variety of skills, many of which are
 
listed below.
 

5.121 Organizational design including formal and
 
informal structures. Organizational structure and
 
management effectiveness cannot be separated.
 
Organizations should be designed so that employees
 
working together share common objectives and that
 
resources will be used efficiently. Managers must
 
also be aware of informal organizations based upon

employee friendships, or common characteristics
 
such as technical specialty (lawyers relating to
 
other lawyers) or age.
 

5.122 Employee supervision. Professional management
 
is crucial to excellence in local government;

however, it is but one side of a relationship. The
 
other is employee performance. As with leaders,
 
employees' values, attitudes and goals influence.
 
their behavior. Modern supervisory practices are
 
based on the perception that employees who are
 
involved in deciding matters relating to their work
 
are more highly motivated and productive than
 
employees whose performance is directed in an
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autocratic manner. 3
 

5.123 Management control and coordination. The
 
professional manager will maintain systems for
 
measuring the output resulting from the resources
 
which he or she manages, i.e., the amount and
 
quality of services actually delivered to the
 
citizens. Control systems provide management
 
information used to modify, change or redirect the
 
effort of employees and departments. Individual
 
performance appraisal is used to involve employees
 
in setting objectives and standards for job
 
performance.
 

5.124 Motivation and productivity. Compensation and
 
direct monetary incentives remain important factors
 
for employee motivation; however, other reward
 
systems are commonly used as well, including

promotion, training, and educational opportunity,
 
flexible work hours, and special recognition

(certificates, medals). A comprehensive approach to
 
employee motivation will include participation in
 
decisions affecting employees and their work and
 
other motivators including the work itself,
 
responsibility, achievement, recognition and
 
growth..
 

5.125 Organization development. Professional
 
managers must create a motivational environment for
 
their staff. Employees who are self-motivated
 
toward the goals of the organization will be more
 
productive and enjoy higher morale than those for
 
whom "this is just a job." To receive the best
 
performance from employees, the manager must know
 
what motivates them. 6
 

3 See "Effective Supervisory7 Practices", International City

Management Association, Washington, D.C., 1984
 

4 See "Performance Evaluation - A Manager's Guide to Employee

Development" (Leader's Guide and Handbook), International City

Management Association, Washington, D.C., 1987
 

5 See Chapter 5: Creating Conditions for Excellence in
 
"Effective Local Government Manager", International City Management

Association, Washington, D.C., 1987
 

6 See "A Practical Guide to Employee Motivation" (Leader's
 
Guide and Handbook), International City Management Association,
 
Washington, D.C., 1987
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5.13 Management Theory and Practice
 

5.131 Finance administration 7
 

5.132 Budgeting
 

5.133 Personnel Administration; managing a diverse
 
work force; employee communication; building
 
effective work teams 8
 

5.134 Labor-management relations
 

5.135 Management of change
 

5.14 Customer Service: quality of service; employee
 
attitudes; feedback. Managers and employees share
 
responsibility for citizen (customer) satisfaction with
 
services provided by their municipal government. Special

training programs may be utilized to develop particular
 
appreciation among employees for the importance of
 
meeting customer desires and to impart particular
 
customer service skills. 9
 

5.15 Service Functions. As part of the education and
 
training of professional town managers, they must learn
 
the objectives, methods and good practice for a wide
 
range of functions performed by municipalities (Listed

below are many of the more common functions) in order to
 
direct, control and evaluate the management of these
 
functions by their respective departmental
 
administrators. 10
 

7 See "Management olicies in Local Government Finance", 

International City Management Association, Washington, D.C., 1987
 

8 See chapter 13: Personnel Management in "Small Cities and 
Counties - A Guide to Managing Services", International City 
Management Association, Washington, D.C., 1984 

9 See "The Citizen As Customer" (Handbook and User's Guide),
 
International City Management Association, Washington, D.C., 1989
 

1°See the publ.cations in the International City Management

Associations's Municipal Management Series ("Managing Human
 
Services", "Housing and Local Government", "Government Finance",
 
among others.
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5.16 Common service functions:
 

Economic development
 
Housing
 
Human services
 
Public works
 
Sanitation
 
Environmental protection
 
Land use
 
Parks, recreation, and culture
 
Community Safety
 

Professional Leadership Promotes Professional Performance
 

6.1 Professional leadership at the top of the organization

promotes increased professional competence down through the
 
government. Departments and sub-departments are increasingly

headed by persons with professional education and experience

and by holders of certificates of professional competence.
 

6.2 The emphasis on professionalism started with the town
 
management profession, but today it embraces people in all
 
local governments, including department heads and departmental

staff, planners, and operating officials such as engineers,

health officers, social workers, police officers, fire
 
fighters, code-enforcement officers and recreation directors.
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SMALL GROUP EXERCISES
 

Divide the group into smaller discussion committees of not
 
more than ten persons each. Assign one of the following questions
 
to each committee. The committee should select a chairperson who
 
will be the spokesperson for the group. For 15 minutes, each
 
committee should consider and discuss its question and list
 
responses.
 

The chairperson will be asked to report to the full group the
 
results of his or her committee's discussion.
 

QUESTIONS
 

1. What are the obstacles to increased professionalism in local
 
government in the Czech Republic (Slovakia)?
 

2. What are some of the factors which now contribute to
 
professional administration in towns in the Czech Republic
 
(Slovakia)?
 

3. What actions are available now to improve professional
 
management in local government?
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UNIT NO. 1
 
PRINCIPLES OF TOWN ORGANIZATION
 

1.1 Local governments exist under national law and their
 
activities, authority and discretion are largely dictated by

that law.
 

Discussion Questions: What are the requirements of national
 
law relating to (1) the creation of towns; 
(2) the form of local
 
governmental organization to be employed; (3) the powers conferred
 
on local government, and (4) the restrictions on local government

activities? Discuss the following hypotheses in 
terms of current
 
local government law.
 

1.2 Municipalities are legal entities expected to perform

basic governmental functions. They have established
 
boundaries, elected leaders, with defined and limited
 
authority, and taxing and regulatory powers.
 

1.21 Towns are "general purpose" governments, responsible

for providing many public services and exercising a
 
variety of regulatory powers, all for the purpose of
 
promoting the health, welfare and safety of the people

living in the town.
 

1.22 Town governments are close to the people and their
 
problems. Towns are able to tailor programs to local
 
needs and conditions. Towns can respond quickly and
 
effectively to new problems and changing conditions.
 

1.23 The response capability of town governments may be
 
constrained by the requirement that they adhere strictly

to the provisions of national law, by a lack of
 
resources, or by local political factors which deny

consideration to specific neighborhoods, ethnic groups,
 
or other minority interests.
 

2.1 The basic organization of town government separates the
 
legislative from the executive and administrative components.

Figure 1-1 shows the mayor and council as the legislative

authority and the typical operating departments. The position

of executive officer may be filled by a town manager or, if
 
there is no town manager, by the mayor or by the mayor and
 
council acting collectively.
 

2.11 The legislative authority of the town rests solely

in the mayor and council (or Assembly); however, the town
 
manager's training and experience and his/her perspective
 
on local problems resulting from his full-time
 
employment, make him a useful advisor in 
the policy
making process. He may recommend new policies, changes in
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TYPICAL TOWN ORGANIZATION 
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existing policies, and alternative courses of action as
 
well as providing useful data and information to the
 
elected officials and advising on the probable
 
consequences of specific policy proposals.
 

2.12 The elected officials have an appropriate

involvement in administration, as well. Since the
 
citizens will hold the elected officials ultimately

responsible for the effectiveness of town government and
 
services, they must determine that the executive (manager
 
or mayor) is performing his managerial responsibilities

satisfactorily. They must not, however, involve
 
themselves in administrative details which are properly
 
the responsibility of the executive.
 

Show Video: "Good Government at Work" (12 minutes)
 

Discussion Questions: (1)List several "legislative" functions
 
of the elected officials and several "administrative, functions of
 
the executive. (2) Describe situations in which elected
the 

officials may become improperly involved in administrative details.
 

3.1 A major concern of modern administrative science is how
 
to design and manage rational organizations that will serve
 
effectively and efficiently without frustrating and alienating

their members or interfering with the goals set for (or by)

the organization.
 

3.11 Effectiveness means the degree of mission
 
accomplishment. (Sometimes said to be "doing the right

things.")
 

3.12 Efficiency is measured by the resource inputs

required to produce output; the fewer inputs needed to
 
obtain a given level of output yield, the greater the
 
system's efficiency. (Sometimes said to be "doing the
 
right things right.")
 

3.2 Large organizations are almost universally hierarchic in
 
their organization; that is, they are divided into units which
 
are subdivided into smaller units, which 
are, in turn,

subdivided again. Hierarchal organizations are found in many

complex systems: biological, chemical, cosmological.
 

3.21 The line organization (see Figure 1-2) is the oldest
 
and simplest form of organization. It is a pure chain of
 
command system in which each executive or subexecutive is
 
in direct charge of his subordinates and subject to the
 
higher command and coordination authority of his
 
immediate superior. In practice, each of the divisions or
 
groups performs somewhat different functions. The line
 
form is most appropriate where large numbers of
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LINE FORM OF ORGANIZATION
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FUNCTIONAL FORM OF ORGANIZATION 
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workers, all equally proficient are performing the same
 
basic tasks and for small single purpose agencies such
 
as a small municipal parks department or a division of a
 
public works department.
 

3.22 When organizations are functionally or
 
technologically complex and multipurpose, the line
 
organization is usually inadequate and gives way to the
 
line and staff organization (Figure 1-3). The
 
distinguishing feature of the line and staff form is the
 
presence of officially constitute' offices of expertise.

These experts presumably exercise no direct authority
 
over the line, their role being consultative and
 
advisory, and they are located to the side of the top-to
bottom lines of authority. In practice, however,
 
authority of expertise usually conflicts with authority
 
of rank.
 

3.23 The functional form, (Figure 1-4) like the line and
 
staff form, develops from the need for specialization.
 
Functional systems find the staff expert brought into the
 
main body of the organization and delegated authority
 
over all phases and operations of the function in which
 
he possesses expertise. Here, the organization is divided
 
into its major operating components and each function is
 
headed by a specialist who has three responsibilities: to
 
serve as line head of his functional grouping, as staff
 
advisor to the chief executive, and substantively

responsible for the performance of his function
 
throughout the entire organization. The potential
 
conflicts found in this form of organization may be
 
resolved by clear specification of each employee's

operating superior and the requirement that instructions
 
and directions relating to another function be
 
transmitted through the chain of command.
 

3.24 In designing an organization, several time-honored
 
principles should be observed:
 

3.241 Span of control. An executive whose work is
 
largely mental, dealing with intangibles and
 
abstractions should not be expected to manage more
 
than three to five subordinates. A supervisor whose
 
activities are largely physical and mainly

concerned with control of current operations should
 
not be called upon to manage more than 15 to 20
 
immediate subordinates.
 

3.242 Unity of direction. This principle holds that
 
each person in an organization should be directed
 
by only one superior. With the growth of technical
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complexity in organizations, demanding increasing

numbers of experts, a formal authority-functional

authority conflict arises leading to communications
 
problems and interpersonal difficulties. The
 
presence of two superiors, one in the chain of
 
command and one a functional head, results in
 
confusion over priority of assignments, sources of
 
appeal, absence or confusion over responsibility

for subordinates' training, performance evaluation,
 
and many other difficulties.
 

3.243 Departmentalizing by purpose, process,
 
persons, or place. These categories illustrate how
 
a task can be divided organizationally in a number
 
of ways. None is mutually exclusive and two or more
 
may be used in structuring the same organizational
 
component. "Purpose" refers to the ultimate
 
objective or objectives toward which efforts are to
 
be directed, such as road maintenance or wage

equity. "Process" is the means by which ends are
 
accomplished, especially where specialized
 
activities such as engineering or payrolling are
 
concerned. "Persons" refers to the clientele with
 
which the organization deals such as welfare
 
recipients or motorized equipment. "Place" refers
 
to the geographic area where a service is provided,
 
such as a road maintenance district or refuse
 
collection.
 

3.244 Flat organizations are superior to deep

organizations. To facilitate communication between
 
the levels of the organization and to encourage

full participation and involvement in
 
organizational decision making, organizations
 
should be designed with the least possible number
 
of levels, i.e., flat. Deep organizations have too
 
many layers of supervision and review.
 

Assignment: Draw an organization chart of your town (or

district) government. What form of organization is it: line, line
 
and staff, or functional? What changes would you consider making?
 

Discussion Question: What actions should the manager take to
 
minimize the problems resulting from conflicting command and
 
functional authority?
 

4.1 Regardless of the form of organization, organizations need
 
to be flexible in order to adapt to the dynamic and fluid
 
environment of today's society. Towns must organize

themselves in such a way that their members voluntarily will
 
embrace the organization's prime purposes and will freely
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offer their best efforts.
 

4.11 Discussion Question: Traditional forms of
 
organization facilitate autocratic direction of
 
subordinate units and individuals whereas the need today
is to instill democratic leadership in organizations

which can sense and respond to the changing features of
 
an urban society.
 

Review of Unit No. 1
 

Local governments: * exist under and are governed by
 
national law
 

* exist to promote the health, safety and
 
welfare of citizens
 

" are able to respond directly and
 
quickly to local needs
 

We have considered legislative and administrative functions
 
(i.e., policy making and policy implementation) They are
 
theoretically separate 
but practically intermixed. Professional
 
management (competence) is essential.
 

Design of the organization is but one factor in creating

effective local government.
 

There are three basic types of organization: line, line and
 
staff, and functional.
 

Four principles of organization design:
 

1. Span of control
 
2. Unity of direction
 
3. Departmentalize by purpose, process, persons or place

4. "Flat" organizations are preferred over "deep"
 

organizations
 

17
 

2'
 



UNIT NO 2.
 

RESPONSIBILITIES OF THE MANAGER
 

1.1 Town managers may carry a variety of titles: manager,

administrator, secretary, clerk. They are appointed by and
 
serve at the direction of an elected governing body. They

direct role in the democratic process, carrying out the
 
policies set by the governing body elected by the people. The
 
effective manager is one who causes the organization which he
 
or she heads to achieve the results, goals, and objectives

that have been set for it and who causes the organization to
 
achieve these goals and objectives on time and with optimum
 
efficiency.
 

Responsibilities to the Governing Body
 

2.1 The elected members of the governing body and the
 
appointed executive have concurrent responsibilities. The
 
council has a direct obligation to serve the electorate. The
 
manager has a subordinate relationship to the council. Both
 
bear the burden of making the hard choices between what people
 
say they want at the moment, and what is best for people over
 
the longer term. The highest priority for the town manager is
 
to help the governing body to be effective.
 

2.2 There are four measures of effectiveness for a local
 
governing body:
 

2.21 Does the policymaking body make decisions which are
 
a basis for action?
 

2.211 Policies determine the nature and extent of
 
government involvement in the community, the
 
allocation of a community resources, and the
 
provision of public services. They determine how
 
and where behavior is to be regulated and services
 
are to be provided. Policies determine who will be
 
recipients of governmental action and who will
 
finance such action through payment of taxes,
 
licenses, fees, etc.
 

2.22 Is policymaking a deliberative process?
 

2.221 There are six elements to the policymaking
 
process:
 

(1) Policy initiation - conceiving and developing a
 
proposal for governmental action - from many
 
sources.
 

(2) Policy deliberation - formally considering and
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debating a policy proposal, including resolving

conflicts, disagreements, and trade offs among
 
objectives.
 

(3) Policy determination - formally deciding
 
policy, through open, legal procedures.
 

(4) Policy adoption - formally legislating or
 
authorizing the implementation of a policy decision
 

(5) Policy implementation - gathering resources and
 
issuing directives to administer a policy decision
 

(6) Policy feedback - monitoring and evaluating the
 
implementation of policy decisions to determine
 
whether the results are in accord with the original
 
intent.
 

Discussion Questions: What do we mean by "deliberative
 
process"? How does the democratic deliberative process differ from
 
the classic 'problem solving" process?
 

2.23 Does the governing body exercise its primary role of
 
formulating policy and overseeing its execution?
 

2.231 Policy formulation and oversight. In theory,
 
the governing body (Councilor Assembly) assumes
 
responsibility for formulating policy and delegates

responsibility for its execution to the mayor or
 
manager. In practice, policymaking is a shared
 
responsibility of the governing body and the
 
manager. Managers play a significant role in policy

formulation and governing bodies do exercise
 
careful oversight and sometimes intervene directly
 
in policy execution.
 

2.24 Does the governing body get sufficient information
 
to initiate policy successfully?
 

2.241 Local government policies are initiated in
 
response to perceived needs or identified problems.
 
Input comes from special interest groups, citizen
 
advisory bodies, individual constituents, and the
 
observations and insights of individual council
 
members. The manager and staff are the primary
 
source of information for both policy initiating

and oversight of policy execution. An effective
 
policy maker must maintain three levels of
 
awareness:
 

(1) Knowledge about the local government and its
 
operation
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(2) Understanding of trends in local government and
 
of events elsewhere that provide a needed
 
perspective on the local scene
 

(3) Awareness of socil and political changes

taking place in society.
 

2.3 The manager can support the policymaking capabilities of
 
the governing body by:
 

2.31 Proposing goals to guide decision making;
 

2.32 Assuring that those goals and related decisions are
 
addressed Li the budget process;
 

2.33 Making information available from diverse sources;
 

2.34 Relieving the council of as much routine business as
 
possible;
 

2.35 Creating an annual policy calendar;
 

2.36 Providing a base of operations for the council;
 

2.37 Keeping in touch with individual council members;
 

2.38 Providing orientation to new members;
 

2.39 Aiding in evaluation of appointed officials.
 

Discussion Question: Identify at least three specific ways the
 
manager can address each of the nine actions to support

policymaking (above).
 

2.4 Developing the council-manager relationship. The
 
foundation of this relationship is confidence. Confidence is
 
institlitionalized in European countries where the prime

mini.ster serves only so long as he or she enjoys the
 
confidence of Parliament. Following are techniques for
 
developing and maintaining the confidence of the council:
 

2.41 Prepare good agendas;
 

2.42 Identify alternatives including objective pro and
 
con arguments;
 

2.43 Develop special review techniques: special meetings,

neighborhood briefings, retreats, visual aids, etc.;
 

2.44 Avoid peaks and valleys; balance the workload among
 
meetings;
 

20
 



2.45 Withdraw from the final decision;
 

2.46 Respect council decisions;
 

2.47 Lose gracefully; try twice hard to
as implement

policies you did not recommend;
 

2.48 Be generous with credit;
 

2.49 Take the heat;
 

2.410 Pay attention to timing; pick the 
time to press

hard, to pull back, and to move on;
 

Discussion question: Consider each of the confidence-building

techniques (above) and discuss why each is important and how each
 
may be implemented by the manager.
 

Managing for Service Delivery
 

3.1 Managing for service delivery involves getting the right

things done (effectiveness), accomplishing them in the right
way (efficiency), and limiting the 
use of scarce resources
 
(economy).
 

3.2 Elements of effective management:
 

3.21 Formulate policies
 

(1) Set goals, objectives, and priorities in terms
 
of available resources and results to be
 
accomplished in a given time;
 

(2) Develop plans for accomplishment of results;
 

3.22 Implement plans
 

(1) Assign responsibilities, delegate authority,
 
and allocate resources;
 

(2) Use functionally oriented management systems to

coordinate organizational resources 
 and.
 
performance;
 

(3) Involve people in productive activity through

shared performance targets and work processes and

through training and reinforcement of positive job

related behaviors.
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3.23 Evaluate results
 

(1) Evaluate outputs and outcomes in terms of
 
effectiveness (including quality), efficiency and
 
economy;
 

(2) Generate and implement improvements in
 
objectives, results, and administrative processes

(to increase productivity through improved

technology, better utilization of people, etc.).
 

3.3 Managers must balance their concern with results (outputs)
 
and their concern for resources (inputs). Traditional
 
bureaucratic managers focus largely on inputs and overlook
 
results. Results, in turn, need to be measured against goals

and objectives, i.e., are we doing the right thing?
 

Discussion Question: Identify at least three measures of
 
output effectiveness for services provided by your local
 
government.
 

3.4 Management control techniques useful in service delivery:
 

3.41 Workrules. Explicit rules to establish limits on
 
behavior are required, generally to meet legal or
 
technical requirements. Three guides in development of
 
work rules:
 

(1) They need to be kept current and at a minimum;
 

(2) They should be functional;
 

(3) When possible, they should be guides to
 
behavior, not limits on action.
 

3.42 Performance targets. Useful in production or service
 
delivery management when applied to work groups. When
 
applied to individuals, they may be useful as indicators
 
of training needs, for motivational and disciplinary

feedback, and as a basis for reward systems. Caution:
 
when applied to individuals, performance targets can
 
result in counterproductive behavior and limits on
 
managerial discretion.
 

3.43 Work processes. Work processes, in direct service
 
delivery, are generally defined largely by those who
 
perform the work. Routine production work may be
 
engineered more uniformly by management. Managers should
 
focus on work modules and work groups rather than on
 
individual workers.
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3.44 Tracking progress. Tracking activities and results
 
is a continuing managerial activity. Periodic reports
 
are a simple monitoring device which may be supplemented

with random audits. Simple paper and oral reporting
 
systems can help track intermediate progress toward end
 
results.
 

3.45 Evaluation of results is needed to help managers and
 
elected officials improve the implementation of policies

and programs, allocate and limit use of scarce resources,

and decide among programs and policies and levels of
 
various activities. There are three evaluation activities
 
found in government:
 

(1) Internal management evaluation, focusing on
 
resource utilization, operating methods and
 
workload accomplishment, discussed above as 
an
 
aspect of implementation;
 

(2) Performance measurement, an ongoing management

responsibility using uncomplicated and regularized

procedures: departmental records, ratings by

trained observers, and citizen surveys. Consider
 
measures of output, of input and efficiency

analysis based on that input and output data.
 
Comparisons over time, among internal units, with
 
external organizations, and with standards will be
 
useful.
 

(3) Program evaluation, a managerial process which
 
assesses the content, implementation and effects cf
 
particular policies, how they impact on real life
 
conditions. It seeks to measure the achievement of
 
intended results, unintended impacts, current and
 
projected future impacts, and direct and indirect
 
costs. Implementation problems identified may

include complexity and excessive clearance
 
requirements, confusion, incompatibility, or dis
placement of goals, inadequate resources,

unenthusiastic or non-performing subversive
 
administration, public misuse or subversion.
 

3.5 Productivity improvement can be accomplished using three
 
techniques:
 

3.51 Capital and technological investment; if cos
 
savings cannot be anticipated, the capital investmer
 
probably is unwise;
 

3.52 Work redesign: work arrangements tend to become
 
obsolete and management must encourage continued search
 
for improved work methods and procedures;
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3.53 Work force improvement: improving the quality of the
 
work force and encouraging greater productivity through

motivational techniques employed by management.
 

Discussion Question: What things may a manager do to improve

the productivity of a particular work unit (Identify the work unit
 
and its assignment, then discuss specific steps or actions
 
available to the town manager to secure productivity improvement)?
 

What are other responsibilities of the town manager, such as
 
to the citizens, and in intergovernmental relations?
 

Review of Unit No. 2
 

In this unit, we have discussed the responsibilities of the
 
governing body and the manager.
 

Although the manager is subordinate to the governing body, he
 
or she has great responsibility to help make the governing body an
 
effective policy maker.
 

Policy makers often must make hard choices between that which
 
is momentarily popular and the best long-range interest of the
 
town.
 

The governing body should:
 

" make decisions that are a basis for action
 
" be deliberative
 
• provide oversight
 
" secure and use information from all sources
 

The manager supports policy making in many ways (discussed).
 

The manager and the governing body must build a relationship
 
of confidence and trust (discussed ways to accomplish this).
 

The manager is responsible for the delivery of town services:
 

Effectively = The right thing 
Efficiently = Done right
Economically With limited, scarce resources
 

Management controls:
 

Work rules
 
Performance targets
 
Work simplification
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Improve productivity through:
 

Capital investment (new technology)
 
Work redesign
 
Worker development (training and motivation)
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EXERCISE: DEFINING THE MISSION 

DEFINING THE MISSION OF THE ORGANIZATION 

Excellence in local government requires widespread understanding and acceptance 
of the basic mission of the organization. Mission should be stated in broad terms, but it 
should be practical and employees should be able to see how their efforts contribute to the 
accomplishment of the organization's mission. Mission statements may be city-wide, 
departmental, or sub-departmental. 

Mission Statement 

As a group, consider the basic purposeor reason for your organization's existence. 
Why was it created? What needs or problems is it expected to deal with? Then, write a 

brief, one or two sentence, statement of that mission. Share your statement with the others 
and respond to their questions or comments. 

Your organization's mission statement:The mission of the (name of the orgauzation) 

is 

City Motto 

Many local governments have incorporated their mission in a statement called a 
"city motto". Preparing a city motto helps to articulate an understood, but perhaps unstat
ed, mission. 

As a group, consider your mission statement and then write a brief (not more than 
one sentence) motto which reflects your mission and expresses it in such a way as to cap
ture the attention of employees and citizens. 

Your organization's motto: 

City Seal 

The seal of the city may portray the most significant features of the city, those of 
which the citizens and their leaders are most proud. 

As a group, draw a new city seal containing the three or four characteristics of your 
city by which you would like it to be known. Share your drawing with the others and re
spond to their questions and comments. 



UNIT NO. 3
 

MANAGERIAL LEADERSHIP 
11
 

Unit No. 2 dealt with organizational

leadership: moving the organization to pursue

goals and objectives. This Unit considers 
leadership in terms of 
subordinates and employees. 

working with 

1.1 LEADERSHIP DEFINED 

1.11 Leadership is the activity of influencing people to
 
cooperate toward some goal which they come to find desirable.
 

1.12 The town manager is required to lead subordinates in the
 
organization. He/she is expected to offer guidance and 
direction - leadership - to the elected officials. Citizens 
expect him to play a leading role in the execution of public
policy. His peers expect him to provide leadership in dealings
with other municipalities and other levels of government.
 

1.13 Leadership is a relationship between the leader and those
 
who are led. It is a two-way relationship that enriches and
 
benefits both parties. Leadership cannot exist without
 
followers. It consists of the leader-follower interaction.
 

Discussion Question: What are the sources of a leader's power
 
or effectiveness?
 

1.14 Followers give the leader whatever power he may have. A
 
leader's ability to direct de~ends upon his follower's
 
willingness to respond in the desired manner. Formal authority
 
means little if people will not respect that authority.

Although a superior may be able to compel obedience through

the threatened use of sanctions (such as dismissal), obedience
 
secured under threat of sanctions is far less productive than
 
obedience which is voluntarily given. Effective leadership is
 
that which maximizes the enthusiasm with which directions are
 
accepted by followers.
 

Discussion Question: How does leadership differ from the use
 
of authority in directing the efforts of subordinates?
 

11 For additional discussion of 
managerial leadership, see
 
Chapter 5, Creating Conditions for Excellence, in "The Effective
 
Local Government Manager, International City Management

Association, Washington, D.C., 1983 and Chapter 5, Leadership

Styles and Strategies, in "Managing the Modern City", International
 
City Management Association, Washington, D.C., 1971
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2.1 LEADERSHIP STYLES
 

2.11 Leaders may employ one of several styles of leadership,

being employee centered, production centered or team leaders.
 
Leaders who are extremely employee centered or extremely

production centered are likely to be ineffective. Team
 
leaders, on the other hand, have a balanced concern for people

and production.
 

2.12 Successful managers are leaders who want to get the right

things done right, and on time. However, they are strongly

people oriented, benefiting from interactions with individuals
 
and groups. They understand that people are resources, but
 
they feel that they are much more.
 

2.13 Managers as leaders are inventive, good at problem

solving, and able to seize opportunities as they arise. That
 
is why people come to them for the interactions that establish
 
the foundations of leadership. Followers learn that the leader
 
can be counted on to redefine unworkable situations, to
 
adjudicate disputes reasonably, to act on opportunities, and
 
to share in social exchanges.
 

2.14 Leaders recognize several key variables in their
 
relations with followers:
 

(1) The degree of sharing in decision-making
 

(2) The rigidity with which rules are enforced
 

(3) The concern manifested for the needs, problems, and
 
personal welfare of subordinates
 

(4) The nature of sanctions, positive or negative,
 
employed to secure subordinate compliance with directives
 

(5) The psychological response of the subordinates to the
 
exercise of leadership
 

Discussion Question: Discuss each of the foregoing variables,

drawing upon the experience of members of the group in applying

each variable in their work environment.
 

3.1 LEADERSHIP FUNCTIONS
 

3.11 The principal function of a leader is to coordinate the
 
work of his subordinates toward the achievement 
of defined
 
objectives. This general function may be divided 
into four
 
major responsibilities of the leader:
 

(1) Communication of Goals to Subordinates. The
 
subordinates must understand the goals toward which they
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are to direct their efforts. The greater this
 
understanding, the better they are able to allocate their
 
time, make decisions, and interpret orders. Worker
 
satisfaction is increased when the workers perceive
 
themselves as accomplishing well-defined and articulated
 
objectives.
 

(2) Motivate Workers. Workers must be stimulated to work
 
willingly and even enthusiasticdlly at the tasks assigned
 
to them. This most likely will occur when there is
 
strong, positive rapport between the leader and the
 
followers, then the leader has identified the goals which
 
motivate the workers and when there is a working
 
atmosphere which meets the needs arid expectations of the
 
workers.
 

(3) Coordination of Effort. Coordination, the most time
consuming of the leader's responsibilities, requires (1)

advance planning of the strategies and methods to be
 
employed; (2) training and instruction of workers; (3)

direction and supervision of worker effort; (4)
 
coordination of the activities of the workers themselves;
 
(5) coordination of the work of the leader's agency with
 
efforts of other agencies seeing the same goal; and (6)
 
the tasks of resolving problems, altering plans, changing

directions, and providing the ongoing inspiration needed
 
to maintain the desired level of worker motivation and
 
enthusiasm.
 

(4) Reporting on Accomplishments. The leader must assess,
 
at periodic intervals, the degree of success achieved in
 
realizing the stipulated organizational objectives, this
 
provides important feedback about organizational
 
activities and can be used to generate a sense of worker
 
satisfaction with accomplishments, motivate workers to
 
higher levels of output, and adjust organizational
 
activities to remedy problems and increase proficiencies.
 

4.1 RESOURCES OF LEADERSHIP
 

4.11 Some of the resources of leadership are supplied by the
 
organization; others rely upon the intellectual and personal
 
capabilities of the leader.
 

4.111 Authority. The chief resource supplied by the
 
organization is the leader's authority to issue commands,
 
directives, or orders, with the expectation that they

will be followed and obeyed. Authority may be based in
 
the law, in tradition or in the charisma, the personality
 
and popular appeal of the leader.
 

4.112 Acceptance of authority by followers has four
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different bases:
 

(1) Authority of confidence. Authority is accepted

because of the follower's trust or faith in the
 
person asserting authority, based upon that
 
person's position in the organization, his
 
technical competence, or his charismatic leadership
 
characteristics.
 

(2) Authority of identification. Authority is
 
accepted because the follower identifies and
 
accepts the attitudes and proposals of the leader
 
or other source of authority.
 

(3) Authority of sanctions. Authority is predicated
 
upon the follower's fear of reprisals or
 
punishments.
 

(4) Authority of legitimacy. Authority is accepted

because the follower feels that it is necessary to
 
do so, based upon a need to conform to custom,
 
religious belief, or other inner value 
 or
 
personality characteristic.
 

4.113 The challenge for the leader is to maximize the
 
bases upon which organizational authority is predicated

and the keep the exercise of authority within the
 
followers' zones of acceptance. The more the organization

motivates the employee to pursue its goals, the greater

the employee's zone of acceptance for organizational
 
authority.
 

4.114 Rewards and Sanctions. A second resource is the
 
leaders access to sanctions through which directions can
 
be enforced. Some sanctions are formal: oral and written
 
reprimands, employee evaluation, suspension or dismissal.
 
Others are informal: varying work loads, desirability of
 
work assignments, determining holiday, vacation and
 
overtime work schedules, generally making life within the
 
organization pleasant or unpleasant for the subordinate
 
who chooses not to cooperate. Rewards may include such
 
status symbols as a private office, a private secretary,
 
a personal telephone line, newer office eQuipment,
 
location of desks within an office. Other perquisites

include the right to sit in on and help make policy at
 
higher organizational levels, access to greater

quantities of information about organizational policies,
 
programs and activities, and the influence which the
 
leader has within the organization to promote or hinder
 
or veto the requests made by subordinates.
 

4.115 Intellectual and Personal Resources. These are the
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leadership capabilities brought to the organization by

the individual leader. These include his familiarity with
 
leadership techniques, his ability to communicate ideas,
 
his social grace, his ability to inspire confidence in
 
his ideas, and his ability to relate to other persons.

The person with greater technical skill will be regarded
 
as a leader by his peers.
 

4.116 Using the factors considered previously and
 
considering the motivations of followers, there are ten
 
techniques to promote organizational ends: 

(1) Judicious use of praise, but praise may
overused or misused crudely or without tact; 

be 
it 

must be skillfully given when deserved. 
(2) Public recognition of accomplishments, raising
 

the subordinate in the eyes of his peers.
 

(3) Delegation of more responsibility
 

(4) Development of an atmosphere that suggests
 
productivity and creativity
 

(5) A sincere interest in the people with whom one
 
works
 

(6) Competition
 

(7) Information. People like to know why they are
 
told to do things
 

(8) Money
 

(9) Security. Too much and too little security - of
 
job and income - are equally disastrous
 

(10) Participation. Participation in management

decisions is a positive approach to influencing
 
employees.
 

Discussion Questions: Which of the resources of leadership are
 
likely to be most productive in motivating employees to improved

performance in your town? Why?
 

How does the situation in which leadership is exercised
 
influence the cnoice of resources? (Consider, for example, an
 
emergency situation requiring rapid response and a situation where
 
an organization has a new and unknown leader.)
 

5.1 Leadership is but one side of a relationship. The other is
 
employee behavior and performance, discussed in the next unit.
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Review of Unit No. 3
 

This Unit deals with the role of the manager as a leader of
 
his or her organization.
 

Leadership is defined: the activity of influencing people to
 
cooperate toward the achievement of a goal which they find
 
desirable.
 

Leadership derives its strength (power) from the followers.
 

Successful managers are people oriented even as they work with
 
process (planning and implementing).
 

Four responsibilities of a leader:
 
1. Communicate goals to subordinates
 
2. Motivate workers (see Unit 4)
 
3. Coordinate efforts
 
4. Report accomplishments and correct the course
 

Three leadership resources:
 
1. Authority
 
2. Rewards and sanctions
 
3. Intellectual and personal resources of the leader
 

Ten techniques to promote achievement of the organization's
 
goals.
 

"Leadership is but one side of a relationship. The other is
 
employee behavior and performance, addressed as motivation."
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EXERCISE
 

THE URBAN MANAGEMENT CHALLENGE 

To the Trainer 

The purpose of this exercise is to help participants think about (1) what it means to
be an effective either as a manager or an organization intended to serve specific audiences; and (2) the various factors that contribute to individual and organizational effec
tiveness. 

Tasks: 

1. Brief the group on the rationale for the session and the tasks they are to perform. 

2. Break the total group into four smaller working groups of similar size. Two 
groups are to addrcss the individual dimension or urban management and two 
groups the organizational dimension. All four groups will be requested to carry out 
two specific tasks: 

(a) To define "effectiveness" from either an individual or organizational
perspective; 

(b) To list those factors they believe contribute to individual or organiza
tional effectiveness. 

3. Give each group newsprint and markers, they should have 30 minutes to com
plete the two tasks. 

4. At the end of the 30 minutes, bring the four groups together to report their re
sults. Each group will have approximately 10 minutes to make their presentation
when they return to the plenary discussion. 

The trainer should ask each group to comment briefly on how they worked together
as a team. How did they decide to address each task? Were they frustrated by the tasks
and the way they worked together? If they had to do it again, would they address the task 
differently? 
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EXERCISE 

Compare, to the extent possible, the responses of the two groups working on the same tasks and the differences and similarities in respect to individual and organizationaleffectiveness. 

Training Outcomes Should Include: 

1.A greater awareness of what ismeant by "effectiveness"; 

2. What contributes to individual and organizational effectiveness; 

3. Whether or not the total group sees these two approaches to effectiveness as 
being fundamentally different or the same; 

4. Sc-ne discussion of the consequences of the exercise regarding their work togeth
er during the training. 
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EXERCISE
 

THE URBAN MANAGEMENT CHALLENGE EXERCISE 

Task Assignment 

Groups 1 and 2: 

Your group has two tasks to perform within the next 30 minutes. 

Task 1: Agree on a definition of "Managerial Effectiveness" as it would apply
to an urban situation. 

2. Task 2: List those factors your group believes contribute to the manager's
effectiveness. 

Your group is free to use whatever method you believe will be effective in accom.
plishing the two tasks stated above. 

Task Assignment 
Groups 3 and 4: 

Your group has two tasks to perform within the next 30 minutes. 

Task 1: Agree on a definition of "Organizational Effectiveness" as it would 
apply to an urban situation. 

Task 2: List those factors your group believes contribute to the organiza. 
tion's effectiveness. 

Your group is free to use whatever method you believe will be effective in accom
plishing the two tasks stated above. 
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EXERCISE
 

THE URBAN MANAGEMENT CHALLENGE EXERCISE 
Summarize, briefly, each group's definition of effectiveness. 

GROUP 1: Managerial effectiveness 

GROUP 2: Managerial Effectiveness 

GROUP 3: Organizational effectiveness 

GROUP 4: Orgaaizational effectiveness 
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EXERCISE 

THE URBAN MANAGEMENT CHALLENGE EXERCISE 

Summarize each group's fisg of factors which they believe contribute to 'Manageri
al Effectiveness'. 

GROUP 1 GROUP2 
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EXERCISE 

THE URBAN MANAGEMENT CHALLENGE EXERCISE 

Summarize each group's list of factors which they believe contribute to 'Organiza.
tional Effectiveness'. 

GROUP 3 GROUP 4 

6
 



UNIT NO. 4
 
EMPLOYEE MOTIVATION AND PERFORMANCE
 

Leadership, the subject of Unit No. 3, is
 
crucial to local government excellence, but it
 
is only one side of a relationship. The other
 
is employee behavior and performance.
 

1.1 WHY PEOPLE WORK
 

There are many reasons why people work. The most obvious
 
reason is to earn money with which to purchase the good and
 
services we want. Another reason is to develop our self-esteem
 
and identity. In our society, who and what we are is largely
 
determined by the work we do. It determines our status, where
 
we live, whom we associate with, and where our children go to
 
school. People are different; they have different wants,
 
needs, expectations, goals, ambitions, etc. and their wants
 
and goals change as they become older, as they have new
 
experiences, as their environments change.
 

Discuss findings of IPA Internal Needs Assessment exercise at
 

the Slovak Institute for Public Administration
 

2.1 PERFORMANCE IS THE OBJECTIVE
 

Some employees consistently work harder than others who are
 
equally talented and qualified. The difference is motivation.
 
The importance of motivation may be illustratei:
 

Performance = ability x motivation
 

If an individual has the ability to do a task, but not the
 
motivation, it will not get done. Money, as a single
 
incentive, is not a strong motivator for everyone, probably
 
not even for a majority of workers.
 

3.1 MOTIVATION DEFINED
 

Motivation is derived from the Latin movere, meaning "to
 
move". Motivation is the psychological process that gives
 
purpose and direction to behavior. Motivation is one of the
 
explanations of human behavior, in general, and of job

performance, in particular. Managers turn to motivation in an
 
attempt to get individuals to willingly pursue objectives of
 
the enterprise.
 

4.1 FAULTY ASSUMPTIONS ABOUT MOTIVATION
 

Managers tend to make subjective assumptions about what their
 
subordinates want from their jobs. In one study, employees
 
were asked to rank their personal preferences among ten job
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factors that had motivational characteristics. Their
 
supervisors were then asked to rank the same items as they

believed their subordinates would. The aim was to determine
 
how accurately the supervisors perceived the needs of their
 
subordinates.
 

Managerial Misconceptions of Employee Wants
 

Employee Supervisor

Ranking Ranking
 

What People Want from Their Work
 

1 Interesting work 5
 
2 Full appreciation of work done 8
 
3 Feeling of being in on things 10
 
4 Job security 2
 
5 Good wages 1
 
6 Promotion and growth in the organization 3
 
7 Good working conditions 4
 
8 Personal loyalty to employees 7
 

Exercise: Identify the significant differences in the rankings

above; discuss whey they are so different. The subordinates' top

three choices were ranked fifth, eighth and tenth by their
 
supervisors.
 

This example shows that supervisors often misjudge what their 
subordinates want from their jobs. Four traditional motivational 
tools -- fear of unemployment, strict supervision, money, and 
reliance on the work ethic -- are inappropriate for almost half of 
the work force. Rather, the alternatives of flexible work 
schedules, opportunities to develop one's mind and body,
personalized feedback, broader distribution of symbolic privileges,
and job enrichment present enormous opportunities for improvement
in productivity and quality of work. 

5.1 MOTIVATIONAL THEORIES
 

There are many different theories of motivation, but three are
 
the most popular. Each approaches the motivation process from
 
a different perspective, each has supporters and detractors,
 
and each teaches important lessons about the motivation to
 
work.
 

5.11 Abraham Maslow and the Needs Hierarchy Theory
 

Widely known today is Abraham Maslow's needs hierarchy theory

proposing that people are motivated by a predictable five-step

hierarchy of needs. His message is that people always have
 
needs, and when one need is relatively fulfilled, others
 
emerge in a predictable sequence to take its place. His
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hierarchy includes physiological, safety, love, 
esteem and
self-actualization needs. People are not consciously aware of
these needs; yet we all supposedly proceed up the hierarchy of

needs, one level at a time.
 

MASLOW'S HIERARCHY OF NEEDS
 

Physiological Needs. 
At the bottom of the needs hierarchy,
these needs are necessary for biological functioning and survival:
food, water, sleep, and sex. Fulfillment of these needs permits the
individual to survive and nothing 
else is important when these

bodily needs have not been met.
 

Safety Needs. Once the physiological needs have been largely
satisfied, those in the next class emerge; thus an individual will
take even desperate 
risks if he is starving. However, once the
physiological 
needs are relatively well satisfied, safety needs
will dominate his behavior. These include safety from the elements,
from enemies 
and other threats, including avoidance of the
 
unexpected.
 

Love and Belongingness Needs. A physiologically satisfied and
secure person focuses next on satisfying needs for love 
and
affection. This category is a powerful motivator of human behavior.
People strive hard to achieve a sense of belonging with others,

warm, supportive associations.
 

Esteem 
Needs. People who perceive themselves as worthy
individuals are said to possess high self-esteem. Included in this
group are needs for achievement, mastery and 
competence, selfconfidence, independence and freedom, reputation, recognition and
appreciation. It is important for those who are 
expected to help
achieve organizational objectives 
to have their esteem needs
relatively well fulfilled. But according to Maslow, esteem needs
cannot emerge if lower-level needs remain unattained.
 

Self-actualization Neods. At the top of the hierarchy is man's
need for self-fulfillment. Maslow defines this as 
"the desire to
become more and more of what one 
is, to become everything one is
capable of becoming." One may self-actualize by striving to become
a better plumber, a better musician, a better parent, 
a better
manager. Self-actualization 
is the full use of one's talent3,
capabilities, and potentialities.
 

5.12 Implications of Maslow's Theory for Managers
 

This theory has many implications for managers. The first is
that the major strategies currently 
used by managers to
motivate employees 
-- money, fringe benefits, job security -satisfy 
needs in the physiological and 
safety classes.
However, the of
majority employees 
have already satisfied
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these needs; therefore, these strategies are no longer
 
incentives for improved performance.
 

Secondly, love arid belongingness needs are difficult to
 
satisfy in the work place. Work can be designed so that people
 
can more easily interact and managers can be trained in human
 
relations skills.
 

The level.s which seem to provide the greatest potential for
 
increasing workers' motivation are the fourth and fifth
 
levels: esteem and self-actualization. Self-esteem arid self
respect are more likely to be a function of the kind of work
 
done rather than the conditions surrounding the job.
 
Interesting, challenging and meaningful work provides a base
 
for increasing the full use of one's capabilities. Managers
 
seeking to respond to these needs try to enrich jobs, to
 
design work so that it is challenging, varied and interesting.

It can also involve employees in determining how a job is to
 
be done; letting them exercise quality control; having them
 
correct their own mistakes, determine their own work pace,
 
etc.
 

Maslow's most important lesson for managers is that a need
 
fulfilled does not motivate an individual. Applying Maslow's
 
theory in real life points up some deficiencies. Practical
 
evidence points to a two-level rather than a five-level
 
hierarchy. In this competing view, the physiological and
 
safety needs are arranged in hierarchical fashion, as in
 
Maslow's theory. But beyond that point, any one of a number of
 
needs may emerge as the single most important one, depending
 
upon the particular individual. In fact, most people seem to
 
be simultaneously motivated by several of the same-level
 
needs.
 

5.2 Frederick Herzberg's Two Factor Theory of motivation
 

In the 1950s, Frederick Herzberg proposed a theory of
 
motivation based on satisfaction. His theory implied that a
 
satisfied employee is motivated from within to work harder
 
than the dissatisfied employee who is not self-motivated.
 
Herzberg's research uncovered two classes of factors
 
associated with employee satisfaction, and so his concept has
 
come to be called Herzberg's two-factor theory.
 

Herzberg's theory was formulated on the basis of interviews
 
with engineers and accountants, who were asked to recall
 
specific incidents in their recent work experience that made
 
them feel particularly good or particularly bad about their
 
jobs. Analysis of their replies revealed a consistent pattern:
 
there is a set of job factors or conditions that, when
 
present, tend to result in high levels of motivation and job

satisfaction. They are the "motivational factors":
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MOTIVATIONAL FACTORS
 
1. Achievement, successful task accomplishment
 
2. Recognition for achievement
 
3. The work itself, interesting, challenging work
 
4. Advancement or growth
 
5. Responsibility
 

Thus, if these factors are present in a job, they tend to
 
build high levels of motivation. However, if they er not
 
present, they do not necessarily cause dissatisfaction.
 
Dissatisfaction is caused by the absence of another set of
 
factors which are called "hygiene factors":
 

DISSATISFIERS OR HYGIENE FACTORS
 

1. Company policy and administration
 
2. Supervision
 
3. Interpersonal relations with peers, superiors, and
 
subordinates
 
4. Working conditions
 
5. Salary
 
6. Status
 
7. Job security
 
8. Personal life
 

According to Herzberg, the opposite of job satisfaction is not
 
dissatisfaction but, rather, NO job satisfaction. And the
 
opposite of job dissatisfaction is not job satisfaction but NO
 
dissatisfaction. The core of the motivators is the nature of
 
the work or task. (Note that the motivator factors are
 
congruent with Maslow's two classes of and
esteem self
actualization.) The hygiene factors operate in the
 
environment of the work or task. If they not present in
are 

the job situation, they can be significantly demotivating.
 
Herzberg's solution to motivational problems is to deal with
 
the design of the work itself. Herzberg concluded that
 
enriched jobs were the key to self-motivation. In other works,
 
the work itself, rather than pay, supervision, or other
 
environmental factors, is the key to satisfaction and
 
motivation.
 

5.3 Victor Vroom's Expectancy Theory
 

Both Maslow's and Herzberg's theories contribute to our
 
understanding of human motivation, but both are criticized for
 
making unsubstantiated generalizations about what motivates
 
people. Experience tells us that different people are
 
motivated by different things at different times. Victor
 
Vroom's expectancy theory effectively deals with the highly

personalized choices that individuals make when faced with the
 
prospect of having to work to achieve rewards. This theory is
 
based on the assumption that motivational strength is
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determined by the perceived probabilities of success.
 

For managers, this means that employees will work long and
 
hard when they believe that they stand a good chance of
 
successfully completing the job and subsequently receiving

personally valued rewards. Managers must hone their listening
 
skills to discover what particular rewards specific
 
individuals value. Training combined with challenging but
 
attainable objectives will increase an employee's potential
 
for successfully completing the job.
 

5.4 Summary of Usable Motivational Concepts
 

Considering these several motivational theories leads to three
 
sets of common ideas upon which current motivational practice
 
is based:
 

(1) Motivation depends upon the situation, and individual
 
and group differences must be taken into account
 

(2) Goals, objectives and targets provide essential
 
frameworks for improved performance
 

(3) People change and can be changed in motivation and
 
performance.
 

Exercise: Listed below are different characteristics a job

might have. Rank order the characteristics from 1 (most important)
 
to 12 (least important) in terms of how important you think they
 
are to the "average" worker.
 

Ranking

1. Good work companions
 

2. Have a good boss
 

3. Use of knowledge and skills
 

4. Receive recognition for
 
contributions
 

5. Receive a good salary
 

6. Opportunity for advancement
 

7. A position with responsibility
 

8. Job security
 

9. Good working conditions
 

10. Challenging work
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11. Liberal fringe benefits
 

12. Opportunity for growth
 

After you have completed your ranking, compare it with those of
 
others in your group and discuss differences. Can you come to
 
consensus within the group about ranking the top three and the last
 
three items?
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6.0 MOTIVATION THROUGH JOB DESIGN
 

There are three basic approaches to employee motivation:
 
through job design, through rewards and through quality of
 
life innovations.
 

A job serves two separate but related function-. It is a
 
productive unit for the enterprise and a career uniit for the
 
individual. Certain kinds of jobs adversely affect the people

performing them and this, in turn, can adversely affect
 
productivity. The workers and the enterprise would benefit if
 
jobs of this kind were redesigned so as to eliminate the
 
adverse effects. Rising generations in the work force have
 
different sets of values from earlier generations; different
 
economic values about what is an "acceptable" standard of
 
living, what are the necessities and luxuries of life;

different social values about how they spend their leisure
 
time. These values extend to their view of sork and its place

in an overall lifestyle. Thus, job design is a key determinant
 
of individual motivation and ultimately the success of the
 
enterprise.
 

6.1 Fitting People to Jobs
 

Unrealized expectations are a major cause of job

dissatisfaction and low motivation. Managers may create
 
unrealistically high expectations in new hires to entice them
 
to accept the position. Dissatisfaction sets in when lofty

expectations are brought down to earth by dull or tedious
 
work. Realistic job previews, honest explanations of what the
 
job actually entails, have been useful here. Realistic job

previews can reduce turnover and improve job performance.
 

Job rotation, periodically moving people from one specialized

job to another, prevents stagnation. When highly specialized

jobs (which may be repetitive and boring) are unavoidable, job

rotation can help neutralize these adverse characteristics.
 

Another way of coping with a tedious job is to limit the
 
individual's exposure to it, perhaps by allowing employees to
 
earn an early quitting time. This technique, called contingent

time off, involves establishing a challenging yet fair daily

performance standard or quota, and letting employees go home
 
when it is reached.
 

6.2 Fitting Jobs to People
 

A second job design strategy calls for managers to consider
 
changing jobs instead of people Two techniques address the
 
need to improve the fit between people and their jobs so that
 
both high work productivity and a high quality employment
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experience result.
 

Job enlargement is the process of combining two or more
 
specialized tasks in a work flow sequence into a single job.
 
For example, a clerk who normally types a client's name and
 
address on a form may be asked to type in the claim
 
description and disposition as well. A moderate degree of
 
complexity and novelty can be introduced in this way.
 

Job enrichment is redesigning the job to increase its
 
motivating potential. This reverses the trend toward greater
 
specialization. Unlike job enlargement, which merely combines
 
equally simple tasks, job enrichrent builds more complexity
 
and depth into jobs by introducing planning and decision
 
making responsibility, normally carried out at higher levels.
 
Jobs can be enriched by upgrading five dimensions of work: (1)
 
skill variety; (2) task identity; (3) task significance; (4)
 
autonomy; and (5) job feedback.
 

Skill variety. The degree to which a job requires a variety of
 
different activities in carrying out the work, involving the
 
use of a number of different skills and talents of the worker.
 

Task identity. The degree to which a job requires completion
 
of a "whole" and identifiable piece of work, that is, doing a
 
job from beginning to end with a visible outcome.
 

Task significance. The degree to which a job has a substantial
 
impact on the lives of other people, whether these people are
 
in the immediate organization or in the world at large.
 

Autonomy. The degree to which the job provides substantial
 
freedom, independence, and discretion to the individual in
 
scheduling the work and determining the procedures to be used
 
in carrying it out.
 

Job feedback. The degree to which carrying out the work
 
activities required by the job provides the individual with
 
direct and clear information about the effectiveness of his or
 
her performance.
 

Not all employees will respond favorably to enriched jobs.
 
Only those with the necessary knowledge and skills plus a
 
desire for personal growth will be motivated by enriched work.
 
Further, dissatisfaction with factors such as pay, physical
 
working conditions, or supervision can neutralize enrichment
 
efforts. But job enrichment does work when carefully planned,

when management is committed to its success, and when
 
employees truly desire additional challenge.
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7.0 MOTIVATION THROUGH REWARDS
 

Rewards are those material and psychological payoffs for doing

something. They can have a great impact upon how long and hare
 
a person will work. Job performance and satisfaction can be
 
improved by properly administered rewards. Rewards must be
 
administered in a way that (1) satisfies needs; (2) fosters
 
positive expectations; (3)ensures equitable distribution; and
 
(4) rewards results.
 

7.1 Rewards Must Satisfy Individual Needs
 

Neither a pay raise or a pat on the back will have
 
motivational impact unless it satisfies the recipient's needs.
 
Not all people need the same things, and one individual may

need different things at different times. Money is a powerful

motivator but the promise of more money may mean little to the
 
person who is financially sect and seeks ego satisfaction
 
from his work.
 

7.2 One Must Believe That Effort It. Lead to Reward
 

According to the expectancy theory of motivation, an employee

will not try to attain an attractive reward unless it is
 
perceived as attainable. Those with little chance of winning

will not be motivated to try harder than usual.
 

7.3 Rewards Must Be Equitable
 

Something is equitable if we perceive it to be fair and just.

Each of us weighs equity in our heads. Perceived inequity is
 
associated with feelings of dissatisfaction and anger,

3ealousy, or guilt; inequitable rewards schemes tend to be
 
counterproductive.
 

7.4 Rewards Must Be Linked to Performance
 

There should be a direct link between work and rew-rds.
 
Managers should strengthen motivation to worx by making sure
 
that those who give a little extra get a little extra.
 

7.5 Rewazd Systems
 

Monetary rewards, as supplements to regular pay scales, used
 
by governments fall into sevei categories:
 

(1) Permanent merit pay increases to reward high-quality
 
performance.
 

(2) Suggestion award programs to recognize employees who
 
contribute useful ideas to improve performance.
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(3) Performance bonuses paid as one-time financial rewards.
 

(4) Piecework or production bonuses to reward employees'

performance above specified standards.
 

(5) Safety awards to reward employees for their safety
 
records.
 

(6) Attendance awards to reward employees for nonuse of sick
 
leave.
 

(7) Performance pay based on productivity bargaining to buy

out work rules that inhibit improvements or to reward
 
productivity increases through "gain sharing."
 

The most important monetary reward is regular compensation -
the pay and fringe benefits employees receive for performing
work. Pay and fringes 'ould (1) meet employees' basic needs;
(2) incorporate differences to meet individuals' varied needs;

and (3) possess internal and external equity.
 

8.0 MOTIVATION THROUGH QUALITY-OF-WORK-LIFE INNOVATIONS
 

It is increasingly recognized that the greater one's say in
 
the nature, conditions, and scheduling of one's work, the
 
greater the satisfaction with the work condition. Quality-of
work-life is a process by which the organization attempts to
 
unlock the creative potential of its people by involving them
 
in decisions affecting their work lives. Three major quality
of-work programs are flexible work schedules, participative

management, and workplace democracy.
 

8.1 Flexible Work Schedules
 

Flextime is a work-scheduling plan that allows employees 
to
 
determine their own arrival and departure times within
 
specified limits. All employees must be present during a fixed
 
core time. For example, employees required to work an eight

hour day may be permitted to choose their arrival time between
 
7:00 am and 9:00 am and their departure time between 3:30 pm

and 5:30 pm; all employees are required to be present during

the core period of 9:00 am to 3:30 pm.
 

Flextime use in the US has raised productivity as almost
 
always having raised employee morale; reduced tardiness;
 
reduced absenteeism; and reduced turnover.
 

Job sharing is complementary scheduling which permits two or
 
more part time employees to share a single full-time job. For
 
example, two mothers of young children split a job between
 
them, each working three days a week, sharing Wednesday, when
 
they coordinate their activities.
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8.2 Participative Management
 

There are four key areas of participative management.

Employees may participate in (1) setting goals; (2) making

decisions; (3) solving problems; and (4) designing and
 
implementing organizational changes. By being personally

involved in one or more of these areas, employee motivation
 
and performance may be expected to increase.
 

Among the more popular formats for participative management
 
are quality circles: voluntary problem-solving groups of five
 
to ten employees from the same work area who meet regularly to
 
discuss quality and productivity improvement. Typically,

quality circles meet for one hour each week, during regular

working hours. Quality circles attempts to tap the creative
 
potential that every employee possesses. Each circle is
 
responsible not only for recommending improvements, but also
 
for implementing and evaluating solutions.
 

Gainsharing is a form of participative management which links
 
performance with rewards. Under such a plan, employees get

cash bonuses based upon how well the organization performs.

Profit sharing is another term for gainsharing.
 

8.3 Workplace Democracy
 

Workplace democracy encompasses all efforts to increase
 
employee self-determination. There are two major forms: (1)

employee-owned enterprises and (2) workers' self-management.
 

Governments may utilize the process of privatization to create
 
employee-owned enterprises working under contracts from the
 
government for the provision of some essential service or
 
product.
 

Workers' self-management is an option with limited use in a
 
few European countries. Here,the workers and their elected
 
representatives control the enterprise, there seems to be no
 
opportunity for applying this form in the governmental sector.
 

Exercise. Discuss the following questions:
 

(1) What are the qualities a manager should expect from his
 
work force and what should a work force expect from the manager?
 

(2) Does a work group ever achieve optimum performance and how
 
would a manager know when that level of performance had been
 
reached?
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UNIT NO. 5
 

DECISION MAKING AND PROBLEM SOLVING
12
 

1.0. INTRODUCTION TO DECISION MAKING
 

Every day that passes, we see government and the private
 
sector losing untold amounts of productivity from unsolved
 
problems, costly wrong decisions, and plans that go awry from
 
unanticipated problems.
 

Consider that organizations are headed by managers who are
 
responsible for achieving results. All managers become
 
concerned with situations that impact their ability to achieve
 
those results. These situations fall into three categories:
 
"something has gone wrong" (a problem), "some action must be
 
taken" (a decision), and "something might go wrong" (a

potential problem). Each of us is judged by the quality of
 
our results in dealing with these concerns.
 

Most organizations desperately need improvements in the
 
methods used to solve problems, make decisions, and anticipate

potential problems. Too often, managers "fix" what they think
 
is a problem with temporary solutions, only to have the
 
problem reoccur. They waste time deciding between alternative
 
actions without establishing objectives. They hesitate to act
 
for fear of the consequences, or they barge ahead, and just
 
create new problems.
 

Needed are managers who can make more effective use of their
 
information, experience and intelligence; who can cope with
 
change when their experience does not provide the answer to a
 
new situation; who can handle "i,formation overkill" by

sorting out key data that applies to the job at hand. We seek
 
managers who can assess their own problem solving and decision
 
making techniques and improve them; managers who can better
 
manage subordinates who possess complex job knowledge they may
 
not have. These are people who can analytically identify the
 
cause of a problem and not be led astray by side issues. They
 
can develop perma'nent solutions, avoiding patch-ups. Their
 
decisions are based u,)on a systematic analysis of alternative
 
courses of action against specific objectives. They have the
 
expertise to identify potential problems and determine the
 
best actions to deal with them. They use data systematically
 

12For additional information about managerial decision making,
 
see Chapter 6, Making Decisions in "Managing the Modern City",
 
International City Management Association, Washington, D.C., 1971
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to be better managers.
 

When we look at what managers do, we see that a principal

function is to take action-- purposeful action. Managers face
 
the need for taking action in four kinds of situations: to
 
improve the organization and help it adapt to change

(proactive); to respond to crises and "fight fires" 
(reaction); to decide who gets what -- money, time, attention,

and work assignments (resource allocation) and to work out
 
problems, resolve conflicts, develop compromises
 
(negotiation).
 

Ask most managers how they make decisions and they will
 
respond "I don't know how I do it; I Just do it." 
Yet there
 
are techniques which can be employed to assist managerial

decision making and problem solving. The purpose of this
 
training session is to explore those techniques and assist the
 
participant to develop some expertise in their use.
 

2.1 HOW DECISIONS ARE MADE
 

Decision making is the process of identifying and choosing

from alternatives. Some decisions are made frequently, perhaps

several times each day. 
Others are made infrequently,

sometimes only once. We distinguish between these two types of
 
decisions, for each requires a different decision-making
 
procedure.
 

Programmed decisions are those 
which are repetitive and
 
routine. Managers tend to devise fixed procedures for dealing

with these decisions. Examples include hiring decisions in a
 
personnel office, supply reorder decisions in a purchasing
 
agency, pricing decisions in a retail store. Most decisions
 
made on a daily basis are of the programme variety.
 

Exercise: Identify typical programmed decisions made in your

organization. What rules or guidance exists for the decision maker?
 

Decision rules are the basis for programmed decisions. A
 
decision rule is a statement that identifies a situation in
 
which a decision is required and specifies how the decision
 
will be made. Generally, decision ru3es are stated in "it
then" terms. If the supply of pencils in the supply room falls
 
to "X"-level, then order "Y" number of pencils. Behind
 
decision rules is the idea that standard, recurring problems

need be solved only once. Carefully prepared decision rules
 
(often incorporated in written procedures) streamline the
 
decision-making process and 
permit lower level managers to
 
bear the responsibility for programmed decisions.
 

Nonprogrammed decisions are those made in complex, important

and nonroutine situations, often under conditions that are new
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and largely unfamiliar. This kind of decision is made much
 
less frequently than are programmed decisions. Examples of
 
nonprogrammed decisions include deciding whether to begin to
 
offer a new service to the pullic, deciding which of two major
 
streets to widen and repave, and deciding which programs to
 
cut when necessary to reduce expenditures.
 

Managers should consider six questions prior to embarkirg on
 
a nonprogrammed decision:
 

What decision needs to be made?
 
When does it have t% be made?
 
Who will decide?
 
Who will need to be consulted prior to making the
 
decision?
 

Who will ratify or veto the decision?
 
Who will need to be informed of the decision?
 

Considering these questions will help the manager to more
 
sharply focus his decision-making efforts.
 

Exercise: Discuss why each of the above questions is
 
significant to the manager facing the need for a nonprogrammed
 
decision.
 

Once the manager has established that a decision is required,

he should determine whether or not the situation is routine.
 
If it is routine and there is an appropriate decision rule,

then the rule is applied. If it is a new situation demanding
 
a nonprogrammed decision, then comprehensive problem solving
 
begins.
 

Problem solving is the process of reducing the difference
 
between an actual situation and the desired situation. A
 
problem, therefore, is the difference between an actual state
 
of affairs and a desired state of affairs. Problem solving

seeks to close that gap. For example, a person in Prague who
 
has to be in London in 24 hours has a problem. The problem is
 
not in being in Prague (the actual state of affairs), nor is
 
it being irt London in 24 hours (the desired state of affairs).
 
Instead the problem is the 1014 Ilometers between Prague and
 
London. Considering the 24-hour time constraint, flying is the
 
only practical way of solving the problem (closing the gap).

If more time were available, other modes of transportation
 
could be considered.
 

Managers need to define problems in terms of the gaps between
 
the actual and the desired situations. For example, you should
 
concentrate on the gap between the present level of weekly

production and the desired level rather than complaining about
 
the current low productivity or wishfully thinking about high

pzoduction. The challenge is discovering a workable
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alternative for closing the gap between actual and desired 
production. 

While much daily problem solving is done on a haphazard,
intuitive basis, the rational manager will 
look to a more
 
systematic problem-solving process for dealing with difficult
 
and unfamiliar nonprogrammed decision situations. Management

theory has given us a general decision-making model, a logical

series of steps that managers can follow when making

decisions. Following each step improves the quality of the
 
final decision.
 

We have already described the preliminary analysis which
 
should precede actual decision making (the six questions

above). Only then are we assured that a decision needs to be
 
made.
 

3.1 SIX STEPS IN THE DECISION MAKING PROCESS
 

We can identify six steps in the decision-making process:
 

1. Recognition of a problem

2. Identification of significant factors
 
3. Identification of alternatives
 
4. Weighing and testing alternatives
 
5. Choice
 
6. Implementation of choice
 

Perhaps a seventh step is to examine the suitability of the
 
choice and to determine whether additional action is needed
 
or, even, to begin again to find a more suitable answer.
 

3.11. Recognition of a Problem
 

The decision-making process begins when we become aware
 
of a situation in which it is possible to act -- one way
 
or another, or to choose inaction. When we become aware
 
that something is wrong, that there is deviation from the
 
desired situation, then we face a problem which calls for
 
action based upcn a decision we face making.
 

Too often we believe that we know what the problem is,

when in fact, we misperceive it. To avoid the waste of
 
seeking solutions to the wrong problems, we must develop
 
a carefully analyzed statement of the problem. Identify

specifically what the problem is and what it is not. Why

is it a problem? When did it become one? What has
 
changed that creates this problem (its cause)?
 

A good decision is dependent upon rec.gnition of the
 
right problem if we are so intent upon jumping to the
 
right answer, we may fail to look first for the right
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question.
 

There are three common errors in attempting to identify
 
problems:
 

1. Defining the problem according to a possible

solution. Don't rule out alternative solutions by

how you state a problem. For example, a manager
 
plagued by high absenteeism may say, "We have a
 
problem with low pay, thus preventing management

from discovering that tedious and boring work is
 
the real cause. The problem solver should focus on
 
closing The gap between actual and desired
 
attendance, rather than on the issue of low pay.
 

2. Focusing on narrow, low-priority areas.
 
Successful managers separate out relatively minor
 
problems and reserve their attention for problems
 
that really make a diffe-ence. The goals and
 
objectives of the organization provide useful
 
criteria for determining the priority of various
 
problems. Why be concerned with waxing the floor
 
when Lhe roof is caving in?
 

3. Diagnosing problems in terms of their symptoms.
 
Treating symptoms rather than underlying causes may
 
be appropriate in the short run. In the longer run,
 
however, symptoms tend to reappear and problems

tend to get worse. There is a simple test for
 
discovering whether one has actually found the
 
cause of a problem: "If I introduce this variable,
 
will the problem (gap) disappear?" of "If I remove
 
this variable, will the problem (gap) disappear?"
 
Causes are the variables that, because of their
 
presence or absence from the situation, are
 
primarily responsible for the difference between
 
the actual and the detsired conditions.
 

3.12. Identification of Factors
 

This continues the problem analysis by asking such 
questions as: What matters in this situation? Who wants 
what? What are the significant material elements 
available resources, technical problems, financial 
considerations? Whc will be affected and how? 

It is almost never possible to have all the facts. The
 
problem-solving manager must be persistent, imaginative

and questioning of those who have knowledge of the
 
situation.
 

The manager must decie who should be involved in the
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decision. Generally, decisions should involve those who
 
are impacted by them, those who have a stake in the
 
solution to a problem. Differing points of view,
 
represented by a diversity of persons involved, will
 
enrich the analysis. You should hear from all those who
 
will have a major role in carrying out the decision.
 

3.13 Identification of Alternatives
 

Once a problem and its most probable cause(s) have been
 
identified, attention turns to generating alternative
 
solutions. This is the creative step in problem solving.
 
The natural response to a problem is to try to get rid of
 
it by finding an answer, often taking the first answer
 
that occurs and pursuing it because we are reluctant to
 
spend the time and the mental effort needed to develop a
 
variety of alternatives from which to choose.
 

This step involves decision analysis, beginning with a
 
statement of what it is that is to be achieved as a
 
result of the decision. What is the objective sought from
 
this process? Why is this an objective? It is often
 
helpful to classify objectives into two classes: "musts"
 
and "wants". The "musts" should be realistic, essential,
 
and measurable (for how else will you know if you have
 
achieved them?) Then, and only then, list the alternative
 
actions which are available to deal with this situation.
 

Most problems offer more than one solution. A variety of
 
solutions (alternatives) should be identified and
 
considered. Which makes the best fit? Which addresses the
 
most "musts" and "wants"? Much of the effectiveness of
 
decision making has to do with how well the real nature
 
and extent of the possibilities available are explored
 
and understood.
 

3.14. Weighing and Testing of Alternatives
 

Once alternatives have been identified, the decision
 
maker looks ahead to the likely consequences of each.
 
What is the advantage of one over another. What are the
 
relative costs of each, in terms of time and money,
 
physical difficulties, human opposition?
 

Costs must be considered as well, both short-range and
 
long-range costs. Some costs cannot be measured in money
 
terms: an improper utilization of personnel is expensive.
 
Who will be mad? Who will be glad?
 

3.15. Choosing a Course of Action
 

Out of this research and analysis comes choice, the
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selection of that one alternative (or combination of
 
alternatives) which seems best to fit the problem as it
 
was defined.
 

Which alternative best serves the purposes of the local
 
government and the agency? Will it be supported within
 
the organization? Can it be reasonably implemented? Will
 
it be supported by the community? What will be its
 
incremental costs and savings (compared to the status
 
quo)? Are there objective tests for measuring success in
 
solving the problem? It is sometimes helpful to structure
 
the consideration of alternatives by weighing how each
 
satisfies the "musts" and the "wants", assigning a weight
 
to each of these factors and a score to the alternative
 
to produce a total score for each alternative. This score
 
should 
be used only as a guide and not an iron-clad
 
direction to a single choice.
 

A specialist in managerial problem solving (Russell

Nckoff) says that there are three things that can be done
 
about problems: they can be resolved, solied or
 
dissolved.
 

Resolving the problem. When a problem is resolved, 
a
 
course of action that is good enough to meet the minimum
 
constraints is selected. A badly worn spare tire may
 
satisfice as a replacement for a flat tire, although

getting the flat repaired is the best possible solution.
 
Settling for solutions that are good enough rather than
 
the best possible is said to be satisficing. Satisficing
 
often is a shortsighted and passive technique that
 
emphasizes survival instead of improvement and growth.
 

Solving the problem. A problem is solved when the best
 
possible solution is selected. Managers are said to
 
optimize when they systematically research alternatives
 
and select the one with the best combination of benefits.
 

lissolving the problem. A problem is dissolved when the
 
situation in which it occurs is changed so 1hat the
 
problem no longer exists. Problem solvers are to
said 

idealize because they actually change the nature of the
 
system in which the problem resides. The replacement of
 
assembly line welders with robots dissolves the problem
 
of costly absenteeism among workers in that job category.
 

3.16. Implementation of Choice
 

This is the step which produces action. This is where the
 
manager's decision meets the ultimate test of reality. A
 
good decision furthers the accomplishment of the
 
objectives set forth in step 3 as well 
as those broader
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goals of the organization. It should correct the cause of
 
the deviation from the desired state. It should be cost
effective. It should not result in the creation of 
new
 
problems needing correction.
 

If a decision is not accomplishing what was intended, it
 
should be reviewed and changes made. The manger must
 
monitor closely the impact of his decinion and be
 
prepared to implement corrective steps if needed (no

decision is so perfect as to be change-proof.)
 

A systematic approach to decision making assures 
the
 
manager that all the necessary factors have been taken
 
into account. Formal structures for decision making will
 
not be used in every instance, of course, but practice in
 
following a logical and structured approach to problem
 
solving will accustom the manager to systematically and
 
analytically approaching his decision making
 
responsibilities.
 

Time is the true test of any solution. Until a solution
 
has had time to prove its worth, the manager can only

rely upon his or her judgment concerning its
 
effectiveness and efficiency. Ideally, the solution will
 
eliminate the difference between the actual and the
 
desired. Should the gap fail to disappear, two options
 
present themselves. If management remains convinced that
 
the problem has been correctly identified, they can
 
recycle to step 3 to try another solution that was
 
identified earlier. If the gap persists despite several
 
attempts to find a solution, they it is advised to
 
recycle to step 1 tG redefine the problem and engage in
 
a new round of problem solving.
 

4.1. GROUP-AIDED DECISION MAKING
 

Decision making, like any other organizational activity, does
 
not take place in a vacuum. Typically, decision making is a
 
highly social activity with committees, study groups, panels
 
or task teams contributing in a variety of ways.
 

There are five aspects of decision making which can be
 
assigned to groups:
 

1. Analyzing the problem
 
2. Identifying the components of the decision situation
 
3. Estimating components of the decision situation
 
(determining probabilities, feasibilities, time
 
estimates and payoffs
 
4. Designing alternatives
 
5. Choosing an alternative
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There is a strong case for using groups when making decisions.
 
Keep in mind the difference, however, between group-aided
 
decision making and group decision making. In the first
 
instance, the group does everything but make the final
 
decision. Although the decision made by a group will reflect
 
the collective wisdom and experience, personal accountability

is lost. For managers who want to maintain the integrity of
 
personal accountability, there is only group-aided decision
 
making.
 

When a manager brings others into the decision-making process,
 
positive and negative factors will be encountered. Managers

should strive to avoid the disadvantages such as minority
 
domination and pressures to conform while taking advantage of
 
the greater pool of knowledge and varying perspectives
 
represented in the group. Individual decision making tends to
 
be faster but group-aided decisions usually are of higher

quality and more acceptable to those affected.
 

Exercise: In group dis:ussion define 3 simple problem

situations from participants, experience. Divide into 3 groups,

each of which is assigned a problem and chooses a group leader.
 
(Short, one-page cases can be used instead of participant problem

definition.) Each group should in one hour work through the 5
 
steps identified above, with results recorded on 5 large poster

boards or flip charts sheets. The full group convenes; the leader
 
of each subgroup describes the process, and open discussion of the
 
results is encouraged.
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UNITS NO. 1 TO NO. 5
 
ADDITIONAL DISCUSSION QUESTIONS
 

1. List the factors which most constrain the ability of town
 
governments to respond to the needs of citizens. Be as specific as
 
you can.
 

2. Describe an experience of yours which illustrates effective
 
management performance.
 

3. Describe an experience of yours which illustrates efficiency in
 
the management of resources.
 

4. From your experience, select a decision you are familiar with
 
and describe how it was processed through the deliberative steps:
 

How was the problem defined?
 
What alternatives were considered?
 
How was the preferred alternative selected
 
Who approved (authorized) action?
 
What happened when the solution was implemented?

Was there feedback? What kinds of information? What
 
changes were made, if any, as a result of feedback?
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UNIT NO. 6
 
ETHICS IN LOCAL GOVERNMENT
 

This Unit is based upon current law and
 
practice in the United States. Although legal

requirements may differ from country to
 
country, it is believed that the principles

stated have near universal application.
 

1.1 Ethics are often confused with morals, but there is a
 
difference. Ethics are standards or rules for a group.

Morals involve individual behavior. Morals may be the
 
practice of ethics; the person who violates an ethical
 
standard acts immorally. Many professions, including that of
 
town managers, prescribe ethical codes for their members and
 
some, including town managers, have procedures for enforcing

those codes. See Figure 6-1 for the ICMA code of Ethics.
 
Figure 6-2 is the Code of Et-,s of the American Society for
 
Public Adminiscration. (Discuss)
 

1.2 Codes of ethics for professional associations provide

standards, guidelines, procedures, opinions and sanctions.
 
They are not statutory codes with criminal and civil
 
penalties, but they can be powerful tools when a person

violating them can be denied the right to practice or engage

in his or her profession.
 

1.3 Codes of ethics provide useful guidelines for managers and
 
other professionals to follow. They are of greatest value in
 
circumstances where ethical decisions are the least obvious.
 
Professionals know that you should 
not lie, cheat or steal.
 
Yet they bring to public service individual values and
 
judgment and a strong sense of social consciousness which they

apply to their actions and decisions.
 

1.4 Standards of conduct in the public service 
are more
 
effectively applied by the individual's consciously

confronting his values and taking responsibility for
 
consequent behavior. One way to build value consciousness into
 
daily work is to consider three questions:
 

(1) To what extent do you consciously consider the value
 
premises of your recommendations, decisions and actions?
 

(2) To what extent have the value assumptions been an
 
articulated part of the policy development dialog with
 
elected legislative officials, citizens and subordinates?
 

(3) To what extent have you accepteJ the definition of
 
public interest values as a desirable and needed
 
dimension of training and development for yourself and
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others?
 

1.5 Several tssts can be applied to make ethics an integral
 
part of your daily work:
 

(1) In handling an incident, are you willing to talk
 
about it with family and friends? In extreme cases, are
 
you willing to testify in administrative or judicial
 
hearings?
 

(2) Can you maintain the integrity of the management
 
process. Can you sustain your professional effectiveness
 
without compromising your values? Can you balance the
 
ideal and the expedient without losing your self-respect?
 

(3) Can you maintain the respect of your professional
 
peers and your associates where you work?
 

(4) Can you handle information equitably, in terms of
 
both disclosure and of privacy?
 

(5) Can you evaluate every proposal, issue, and decision
 
on the basis of your public responsibility?
 

2.1 Managers are exposed to numerous situations with high

ethical pressures, including:
 

2.1.1 Political activity. Managers are expected to be
 
nonpartisan in their jobs. to not let partisan political

considerations influence their decisions or
 
recommendations.
 

2.12 Conflict of interest. Public officials may not use
 
their public office for private gain. Public contracts
 
tainted by self-interest may be held invalid. Officials
 
should disqualify themselves from acting on matters where
 
their public actions may be affected by or come in
 
conflict with their personal interests.
 

Public officials should avoid situations that although
 
legally permissible, appear to place them in a conflict
 
of interest situation.
 

2.13 Real property ownership. The temptations and
 
opportunities in land development are almost unlimited in
 
some towns, but nothing undermines public confidence as
 
much as conflict of interest. Managers are advised to
 
restrict real property ownership to their own home.
 

2.14 Development recommendations. Do not make development
 
recommendations which are obviously contrary to your

professional standards or judgment. When the threat of
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dismissal accompanies pressure to make a recommendation
 
contrary to your judgment, remcmber that your reputation

is one of your most valuable assets.
 

2.15 Full time employiaent. Devote your working time to
 your employer. If you have outside employment interests,

restrict those activities to evenings and your employer
should be advised of all outside employment which you
 
engage in.
 

2.16 Truth in resumes. Be truthful 
in preparing a

professional resume. Although it may be tempting to
inflate experience or misrepresent education, such
 
matters are easy to verify and if discovered, they will

jeopardize present and future employment.
 

Discussion Questions: Identify additional areas of activitywhich hold the threat of ethical conflict. How should you deal with 
each of these?
 

What is meant by the term "the public interest"? How does thepublic interest differ from private or special 
interests? Who

defines "the public interest"?
 

Identify from your own experience or observation a situation
which presented problems of an ethical nature. How did you handle
 
those problems? What was the outcome?
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3 Assoca"b Coas " Byta*s 

Figure 6-1 

iCMA Code of Ethics
 
with Guidelines
 

As Aoptea by ite CMA Executive Bod in May 1990 

The purpose of ICMA is to increase the proficiency of city managers, county managers, and other municipal 

administrators and to strengthen the quality of urban government through professional management. To further these 

objectives, certain ethical principles shall govern the conduct of every member of ICMA, v'ho shall: 

1. Be dedicated to the concepts of effec- ployer makes fundamental changes in terms 5. Submit policy proposals to elected 
tive and democratic ko government by of employmant. officials; provide them with facts and ad
responsible elected officials and believe Credentials. An application for employ- vice on matters of policy as a b3sis for 

that professional general management is ment should be complete and accurate as to making decsions and setting community 
essential to the achievement of this objec- all pertinent details of education, expenence, goals; and uphold and implement munici
tive. and oersonaJ hlstory. Members should recog

adopted by elected offils.both omissions and inaccuracies 
must be avoided. Guideline 

Professional Respect. Members seGde. 

nize that 

2. Affirm the dignity and wforth oi the 
show Conflicting Roles. Members who serve 

services rendered by government and ing a management position should 
multiple roles-worlung as both city attorney

maintaln a constructive, creative, and Professional respect for persons formerly 
same community,pa aattitude toward urban affairs d holding the position or for others who might and city manager for the 

pactica senle towal r bi as a be applying for the same position. Profcs- for example-should avoid pIripating in 
a deep sense of socal respon.nsiblit as a sional respect does not preclude honest matters that create the appea'arv.e of a 
trusted public servant. dirferences of opinion; it does preclude contlict of interest. They should disclose the 

so 
Guideline order to be appointed to a position. that other opinions may be solicited. 

Advice to Oiicials of Ot Municpl- Confdentiality. Members should not 

. When members advise and res d to discuss or divulge information with anyone 

attacking a person's motives or integnty in potential conflict to the gov3rning body 

,jines from elected or appointed officials about pending or completed ethics cases, 6. Recognize that elected representa
of other municipalities, they should inform the except as specifically authonzed by the tives of the people are enutled to the credit 
administrators of those communities. Rules of Procedure far Enforcement of the for the establishment of municipal polioes;

Code of Ethics. responsibility for policy execution rests 
Seeking Employment. Members with the members. 

should not seek employment in a community 
3. Be dedicated to the highest ideals of having an incumbent administrator who has 
honor and integrity in all public and person- not resigned or been officially intomned that 
al relationships in order that the member his or her services are to be terminated. 7. Refrain from partiapation in the elec
may merit th respect ana confidence of tion of the members of the employing 
the elected officials, of other officials and legislative body, and from all partisan 

employees, and of ft public. political activities which would impair per
4. Recognize that the chief function of formance a.c a professional administrator. 

Guidelines locai government at all times is to serve 
the best interests of all of the people. Guidelines 

Public Confilence. Members should 
conluct thenrselves so as to maintain public Guideline Elections of the Governing Body. 
confidence in ther profession, thei local Members should maintain a reputation Ifr 

government, and in9h performance of the Length of Service. A.minimum of two serving equally and imparially all riembers of 

pubic trust. years generally is considered necessary in the goveming body of the municipality they 
Impression of Influence. Members order to render a professional seivie to the serve, regardless of party. To this end, ty 

should conduct the official and personal municipality. A shcort tenure should be the should not engage in active participation in 
aftairs insuch a manner as to give the clear exception rather than a recurng experience. the election campaign on behalf of or n 

impression that fty cannot be improperly However, under special circumstances 1i opposition to candidates Ic the governing 
influenced in the perfoalance of their official may be in the best interests of the municipal- body 
duties. it' and the member to separate in a shorter Elections of Elected Excutives. Mem-

Appointnent CommiWment. Members time. Examples of such circumstances would bers should not engage in the election 

who accept an appointment to a position include refusal of the appointing authority to campaign of any candidate lor mayor or 

shl not fad to report for that position. This honor commitments concerning conditions elected county executive. 
"nes not preclude the posqdity of a mem- of employment, a vote of no confidence in Other Elections. Members share wih 

consKrn several offers or seekiN tPie member, or severe personal problems. It ther tellow ctizens the nght and responsib--i. 
.dvera positions at the same time, but once is the responsibility of an applicant for a ty to exercise their franchise and voice Ue 
a bona fide offer ol a position has been position to ascertain conditions of employ. opruon on public issues. Hnwever, in order 
accepted, that commitment should be hon- ment. Inadequately determining terms of not to impair thei effectiveness on behalf of 
ored. Oral 3cceptarce of an employment employment prior to amva does not justify the municipalities they serve, they should not 
offer is considered binding unless the em. premature termination participate in election campaigns for repre
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sentatrves from their area to county, school, 
state, and federal offices, 

Elections on the Council-Manager 
Plan. Members may assist in prepanring and 
presenting materials that explain the council. 
manager form of government to the pubic 
prior to an election on the use of the plan. If 
assistance is required by another community, 
members may respond. All activities regard-
ing ballot issues should be conducted within 
local regulations and in a professional man-
ner 

Presentation of Issues. Members may 
assist the govarn;ng body in presenting 
isEues involved in referenda SLch as bond 
issues, annexations, and similar matters 

8. Make it a duty continually to improve 
the member's professional ability and to 
develop the competence of associates in 
the use of management techniques. 

9. Keep the community informed on mu-
nicipal affairs; encourage communication 
between the citizens and all municipal 
uffies: emphasize friendly and courteous 

service to the public; and seek to improve 
the quality and image of public service, 

10. Resist any encroachment on profes-
sional responsibilities, believing the e-

ber shoul be free to carry out official 
policies without interference, and handle 
each problem without discrimination on t 
basis of principle and justice. 

Guideline 
Information Sharing. The member 

should openly share information with the 
governing body while diligently carrying out 
the member's responsibilities as set forth in 
the charfer or enabling legislation. 

11. Hand)e all matters of personnel on the 
basis of merit so that fairness and impar- 
tiality govern a member's decisions, per-
taining to appointments, pay adjustments, 
promotions, and discipline, 

Guideline 
Equal Opportunity. Members should 

develop a positive program that will ensure 
meaningful employment opportunities for all 
segments of the community. All programs, 
practices, and operations should: (1) provide 

equality of opportunity in employment forall 
persons, (2) prohibit discrimination because 
of race, color, religion, sex, national origin, 
political affiliation, physical handicaps, age. 
or mariial status: and (3) promote continuing 
programs of affirmative action at every level 
within 'he organization, 

It should be the members' personal and 
professional responsibility to actively recruit 
and hire minorities and women to serve on 
prolessional staffs throughout their organiza-
lion. 

12. Seek no favor: believe that personal 
aggrandizement or profit secured by confi-

dential information or by misuse of public 
time is dishonest. 

Guidelines 

Gifts. Members should not directly or 
indirectly solicit any gift or accept or receive 
any gift-whether it be money, serAces, 
loan, travel, entertainment, hospitality, prom-
ise, or any other form-under the following 
circumstances: (1) it could be reasonably 
inferred or expected that the gift was intend-
ed to influence them in the performance of 
their official duties. or (2) the gift was 
intended to serve as a reward for any official 
action on their part. 

It is important that the prohibition of 
unsolicited gifts be limited to circumstances 
related to improper influence. In de minimus 
situations such as tobacco and meal checks 
for example, some modest maximum dollar 
velue should be detemined by the member 
as a guideline. The guideline is not intended 

to isolate members from normal social prac-
tices where gifts among friends, associates,
and relatives are appropriate for certain 
occasions, 

Investments in Conflict with Official 
Duties. Members should not invest or hold 
any investment, directly or indirectly, in any 

financial business, commercial, or other pn. 
vale transaction that creates a conflict with 
their official duties. 

In the case of real estate. the potential 
use of confidential information and knoM-
ege to further a member's personal interest 
requires special consideration. This guidelin 
recognizes that members' official actions 
and decisions can be influenced ifthere is a 
conflict with personal investments. Pur. 
chases aid sales which might be interpreted 
as speculation for quick profit ought to be 
avoided (see the guideline on Confidential 
Information"). 

Because personal investments may 
preludice o may appear to influence officia 
actions and decisions, members may, in 
concert with their governing body, provide 
for disclosure of sucn investments prior to 
accepting their position as municipal adminis. 
trator or prior to any official action by the 
governing body that may affect such invest. 
ments. 

Personal Relationships. Members 
should disclose any personal relationship to 
the governing body in any instance where 
there could be the alppearnce of a conflict 
of inter.st For examp!--, if the manager s 
spouse w.xks for a dekveloper doing busi
ness with the local government, that fact 

should be disclosed. 
Confidential Information. Members 

should not disclose to others, or use to 
further their personal interest, confiden!ial 
information acquired by them inthe course of 
their official duties 

Private Employment. Members should 
not engage in,soicit, negotiate for, or prom. 
ise to accept private employment nor should 
they render services for private interests or 
conduct a private business when such em
ployment, service, or business creates a 
conflict with or impairs the proper discharge 
of their official duties. 

Teaching, lectunng, writing, or consult. 
ing are typical actvtes that may not involve 
corifict of interest or impair the proper 
discharge of their official duties. Prior notifica
tion of the appointing authonly is appropnate
in all cases of outside employmernt.

Representaton. Members should not 
represent any outside interest before any 
agency, whether public or private, except 

with the authorization of or at the direction of 
the appointing authonty they serve. 

Endorsements. Members should not 
endorse commercial products by agreeing to 
use their photograph, endorsement, or quo
tation inpaid o,"other commercial advertise
ments, whether or not ior compensation. 

Members may. however, agree to endorse 
the following, provided they do not recerve 
any compensation: (1) books or other publi. 
cations; (2) professonal development or 
educational services provided by nonprofit 
membership organizations or recognized ed
ucational institutions: (3) products and/or 
services in which the local government has a 
direct economic niicesl. 

Members' observations, opinions. and 
analyses -of cwimercial produc:s used or 
tested by their municipalities are appropnate 
and useful to the profession when included 
as part of professional articles and reports. 
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ASPA's Code of Ethics
 

Due to space restrictions, what follows is ASPA's Code of Ethics 
without the implementation guidelines. While the code is impor-tant, the implementation guidelines are equally important. Contact 
ASPA for a complete copy of the Code of Ethics and 
Implempntation Guidelines. 
Dem-: rate the highcst standards of personal integrity, truhifulness, honesty
and fortitude In all our public activities in order to Laspire public confidence and 
trust In public insttutdons. 

Serve In such a way that we do not reasize undue personal gain from the perfor-
mance of our official duties, 

Avold any Interesi or activity which Is In conflict with the conduct of our official 
diuties. 

Sapport, implement, and promote merit employment and programs of afirma-
live action to assure equal employment opportunity by our recruitment, selection,
and advanceumet of qualified person from all elements of society. 

Eliminate all forms of Illegal dicrInmnatIon, fraud, and mismanagement of publicfunds, and support coillugues if they are In difficulty because of responsible 
efforts to correct such di'criminlation, fraud, mismanagemen: or abuse. 

Serve time public with respect, concern, courtesy, and responsiveness, recognizinPg 
that service to the public is beyond service to oneself. 
Strive for personal professional excellence and encourage the prufessional devel
opment of our associates and those seeking to enter time field of public admnistra
(ion. 
Approach our organization and operational duties with a positive altitude and 
constructively support open communication, creativity, dedication, and compas
sion. 

Respect and protect the privileged information to which we have access In tie 
course of official duties. 

Exercise whatever discretioinry authority we have under law to promote te pub
lic interesL 

Accept as a personal duty time responsibility to keep up to date on emerging issues 
and to administer te public's business with professional competence, fairness, 
Impartiality, efficiency, and effectivenss. 

Respect, support, study, aid when necessary, work to improve federal and stateconstitutions and other laws which define the relationships among public agen
cies, employees, cl!ents, and all citizens. 
ASPAs ('odc of Eihjcs and Inmplementatmion Guitlincs was adopted by ASPA National Council Marh 27.1985 1lie ociginal Code ul Etaics was appioved by ASPA's Nalional Counci Apntl 8. 1984. 



UNIT NO. 7
 

PERSONNEL ADMINISTRATION - RECRUITMENT AND SELECTION13
 

The personnel function is one of the most
 
important in local government. Wages and
 
salaries account for a major share of the
 
town's annual budget. Personnel management is
 
a critical determinate of the quality of
 
government service delivery. Thus, personnel
 
administration is one of the prime
 
responsibilities of the town manager and his
 
department heads. This Unit presents the
 
principles of a merit-based personnel system
 
and outlines the steps in recruitment and
 
selection, the first two steps in the
 
employment process. Subsequent Units will deal
 
with Employee Development and Training,
 
Compensation and Performance Appraisal.
 

1.1 Merit-Based Personnel Systems
 

1.11 Merit-based personnel systems were developed to protect
 
public employees from being judged except on the basis of
 
competence in the jcb. In the United States, such systems are
 
commonly referred to as "civil service". Merit systems require
 
managers and supervisors to select, retain and reward those
 
employees most able to perform particular jobs.
 

1.12 A merit system should include these features:
 

(1) Employees are recruited, selected and promoted on the
 
basis of their relative abilities, knowledge and skills,
 
the entry-level jobs open to all qualified applicants.
 

(2) Compensation is equitable and adequate.
 

(3) Employees are given whatever training is necessary to
 
assure optimum performance.
 

(4) Employees are retained on the basis of the adequacy
 
of their performance, are given opportunities to correct
 
inadequate performance, and are discharged only when
 
inadequate performance cannot be corrected.
 

13For a comprehensive presentation of contemporary
 
municipal personnel practice see "Local Government Personnel
 
Administration", International City Management Association,
 
Washington, D.C., 1976
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(5) Fair treatment of applicants and employees is assured
 
in all aspects of personnel administration, without
 
regard to political affiliation, race, color, sex, or
 
religious creed, and with proper regard for their privacy
 
and rights as citizens.
 

(6) Employees are assured protection against coercion for
 
partisan political purposes and are prohibited from using
 
their official authority for the purpose of interfering

with, or affecting the results of, an election or a
 
nomination for public office.
 

1.13 The chief executive (mayor or manager) is responsible for
 
carrying out all phases of a merit system, which may be
 
outlined in local law. The task may be delegated to a
 
Personnel Department in larger communities, or to an assistant
 
or other official in smaller communities.
 

1.14 The administration of a merit system and the conduct of
 
employees should be governed by a series of personnel rules
 
and regulations; the formation of these rules requires great
 
care. Once adopted, they should be applied uniformly and
 
consistently.
 

1.15 The system should provide a grievance procedure whereby
 
every employee may settle - expeditiously and equitably - any

grievances that arise during the course of employment. The
 
rules should define procedures for hiring new employees and
 
procedures dealing with dismissal.
 

1.16 A personnel system which is fair to employee interests
 
and is supported by sound rules and procedures can provide a
 
basis for a positive working relationship between managers and
 
employees. It can foster productivity and improve labor
 
relations.
 

Discussion Question: To what exte.nt are these merit principles
 
to be found in existing town personnel systeams?
 

Are there laws or requirements which restrict the application

of a merit system of personnel administration in local
 
government?
 

What are the present legal requirements regarding personnel
 
administration which must be complied with by local
 
governments?
 

2.1 Employee Recruitment
 

2.11 The act of placing an employee on the payroll of a local
 
government comes after a two-part sequence of recruitment and
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selection. Recruitment involves 
 seeking out potential

employees for a specific job or for a class of job.
 

2.12 Institutional Barriers to Effective Recruitment
 

(1) Low prestige of government employment;
 

(2) Low salaries and inadequate fringe benefits;
 

(3) Shortage of needed skills;
 

(5) Lack of a career system;
 

(6) Barriers based on race, religion, sex, age or
 
physical handicap;
 

(7) Fragmentation of local jurisdictions;
 

(8) Complicated administrative procedures;
 

(9) Residency requirements.
 

Discussion Question: Consider each of these barriers; what can

be done to eliminate them or minimize their impact on recruiting

for government service?
 

2.13 Attractions of Local Government Employment. These factors
 
can be established and should be found 
in local government
 
employment:
 

(1) Healthful, creative environment;
 

(2) Opportunities for development through training and
 
promotion;
 

(3) Teamwork in solving problems and delivering services;
 

(4) Mission communicated to and shared by employees.
 

2.14 Sources for recruitment. Most local governments rely on
the local labor market as source for new employees. There are
 
a number of ways to access that market:
 

(1) Current employees qualified for promotion;
 

(2) Former employees previously laid off;
 

(3) Employee referrals;
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(4) Persons seeking employment on their own initiative;
 

(5) Educational institutions.
 

2.15 Recruitment techniques:
 

(1) Advertising;
 

(2) Posted job vacancies and examination announcements;
 

(3) Mailing lists (persons previously referred or making
 
inquiry);
 

(4) Special events: visits, displays, open houses;
 

(5) Cooperative work-study prograns with schools;
 

(6) Professional associations fcr high level technical
 
positions.
 

Discussion Question: Outline a r',cruiting campaign using

several of these methods to secure qualified applicants for a mid
level supervisory position in your local government.
 

3.1 Employee Selection
 

3.11 Merit principles, when applied to employee selection,
 
include the following:
 

(1) All appointments and promotions must be made solely
 
on the basis of merit and fitness as determined by

competitive examinations which are practical in
 
character, but not necessarily written examinations.
 

(2)Open, competitive examinations should be used to test
 
the relative fitness of applicants for entry into local
 
government service
 

(3) Public announcement of examinations should be made
 
sufficiently in advance to inform all interested citizens
 
of the opportunities for employment
 

(4) Names of candidates eligible for appointment and
 
promotion should be listed in order of their relative
 
excellence in ccmpetitive examinations
 

(5) Persons standing highest on the eligibility lists
 
should receive appointments.
 

3.12 The basic model of the selection process includes these
 

steps:
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(1) Determination that a vacancy exists, or may occur,
 
for which no eligibility list is available;
 

(2) Analysis to determine minimum and desirable
 
qualifications for the position, including education,
 
experience, and specific knowledge, skills and abilities.
 
Seniority may be a factor in promotions.
 

(3) Competitive examination may be:
 

" Written or oral;
 
" Performance or practical;
 
" Physical;
 
" Evaluation of training, experience and personal
 

or interpersonal skills;
 
" Performance ratings (for promotional
 

examinations);
 

Written tests are useful for evaluating technical knowledge

and writing skills. Most written employment tests do not
 
evaluate a candidate's personal skills, attitudes, or level of
 
motivation, additional factors which affect job performance.
 
Interviews, background checks and certain psychological tests
 
are additional ways to determine the candieite most likely to
 
succeed in the position.
 

(4) Recruitment of applicants, administering test(s)
 

(5) Conduct evaluation interviews. The interviewer must
 
be familiar with the job: its salary, duties,
 
requirements in terms of education, experience, skills
 
and personality. Questions may he prepared on su,3h areas
 
as work experience and personal attitudes and training,

and should always be work-related. The interviewer seeks
 
to uncover fault and shortcomings as well as strengths.
 
Problem-solving exercises can be a useful interviewing

technique. After the interview, the interviewer records
 
his or her impressions and assigns a rating to each
 
candidate.
 

(6) Prepare eligibility list. Candidates are listed in
 
order of their scores.
 

(7) For every vacancy, the appointing authority is given
 
a choice of certified eligible candidates. In most
 
systems, the appointing authority will interview the
 
persons referred to him from the examination and will
 
make his selection from among the top scoring group (a
 
group of from 3 to 10 top scorers). If the appointing

authority feels that none of the persons referred is
 
qualified, he may return the names with his reasons 
for
 
rejection and request the -eferral of additional names.
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(8) Because testing is a limited tool of measurement and
 
an applicant's personality and performance on the job

should be evaluated, a three, six or twelve month
 
probationary period is frequently used before an
 
employee's status becomes permanent. Written ratings and
 
performance reports are used to evaluate an employee
 
during his probationary period. Employees dismissed
 
during their probationary period generally are given the
 
right of a hearing or appeal.
 

4.1 Small Communities
 

4.11 A small community may have few employees and less
 
complicated personnel selection procedures, but its employees

deserve the same basic considerations and protections as
 
workers in larger governments.
 

Discussion Questions: How should the personnel function be
 
organized in your jurisdiction?
 

Where can you get assistance in job analysis and test
 

Local Case Studies (prepared in local lanQuaQe) should be
 
inserted here:
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UNIT NO. 8
 

POSITION CLASSIFICATION AND EMPLOYEE COMPENSATION 14 

1.1 Position Classification
 

The foundation for equitable administration of personnel
 
matters is position classification. This is a system whereby
 
similar positions are grouped under common job titles on the
 
basis of the kind of work performed, the level of difficulty
 
and responsibility involved, and the qualifications required.
 

1.11 "Position" means a group of duties and responsibilities
 
assigned to one employee.
 

1.12 "Class" is a group of positions that (1) are similar in
 
duties and responsibilities, (2) require the same
 
qualifications in education and experience, (3) can be filled
 
through similar testing procedures, and (4) can be assigned
 
the same job title and salary range. The description of
 
duties, responsibilities, and qualifications of positions in
 
a class is called the "class specification"'15 . The
 
classification as a whole takes in (1) all the classes and
 
class titles that have been established, (2) the specification
 
of each class, and (3) the procedures for maintaining the
 
plan.
 

1.13 Properly prepared class specifications are essential to
 
the setting of pay scales; recruitment, selection and
 
promotion procedures; training; performance evaluation, and
 
labor-management relations. Class titles and specifications
 
provide a uniform terminology for discussing positions,
 
keeping records, and preparing systematic budget requests for
 
personal services. They identify positions for promotion and
 
transfer and provide information needed to compare rates of
 
pay internally and with other jurisdictions.
 

1.14 Position classification is a specialized technique which
 
should be performed by persons trained and experienced in
 
making such studies. Typical steps for completing a good
 

14For additional discussion of systems of employee
 
compensation, see pp.260 ff in "Small Cities and Counties".
 
International City Management Association, Washington, D.C.,
 
1984.
 

15 Exhibits 1 and 2, attached, are examples of class 
specifications written for (1) a Secretarial Specialist and 
(2) an Accounting Clerk
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position classification system:
 

(1) All employees receive a questionnaire 16 that asks
 
in detail about every aspect of their work. Exhibit 1 is
 
such a questionnaire to be filled in by an employee and
 
reviewed by the employee's supervisor.
 

(2) Completed questionnaires are analyzed and grouped

into common classes on the basis of reported duties and
 
responsibilities.
 

(3) Representative work audits 
are made to clarify and
 
verify facts about the positions and to determine the
 
exact organizational relations.
 

(4) A preliminary allocation of positions is made to
 
appropriate classes, and specifications are written for
 
each class. Each specification contains (1) a descriptive

title, (2) a description of the nature of the work, (3)

examples of the work, (4) a summary of duties 
and
 
responsibilities, and (5) a statement of the required

qualifications. Exhibits 2 and 3 are samples of position
 
specifications.
 

(5) Meetings are held with supervisors and the department

heads to discuss the specifications and to review the
 
tentative allocations of positions to the respective

classes, and necessary adjustments are made. Individual
 
positions are allocated to the appropriate classes on the
 
basis of existing duties, responsibilities and
 
hierarchical relations.
 

(6) Individual employees notified of
are the proposed

allocation of their positions to classes and are provided

opportunity to comment.
 

(7) The classificr.tion plan is adopted by executive 
or
 
legislative action.
 

1.5 Rules for interpretation and maintenance of the
 
classification system cover such things as the definition of
 
terms, allocation of positions to classes, amendment of
 
classes and class specifications, and procedures for changing

personnel and financial records to conform with 
 the
 
classification plan. An appeals procedure is essential to
 

16 Exhibit 3 attached is a comprehensive questionnaire used to
 
document and analyze jobs for 
purposes of classification and
 
writing class specifications.
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protect the integrity of the plan and each employee must be
 
provided opportunity to appeal his or her job allocation.
 

1.6 No classification plan can be expected to remain static.
 
Class specifications need to be reviewed, evaluated, and
 
revised periodically to ensure that the requirements are job
related and do not discriminate against women, minorities, or
 
other groups. Changes in organizational structure and in the
 
scope and level of services provided will affect the
 
classification plan.
 

1.7 Experts recommend a qomplete reclassification study every

five to seven years, supplemented by periodic review of the
 
plan, particularly when revisions of an accompanying pay plan
 
are contemplated.
 

Discussion Question: How can a position classification plan be
 
completed and maintained in your community?
 

2.1 The Pay Plan
 

The pay plan is a listing of all the position classes in the
 
government, together with pay rates or ranges assigned to each
 
class. The orderly grouping of positions resulting from the
 
position classification plan enables management to develop a
 
systematic and equitable salary structure. Exhibit 4 is an
 
excerpt from a pay plan showing position titles, current and
 
proposed salaries and pay grades within the comprehensive pay

plan.
 

2.11 The objectives of a pay plan:
 

(1) To set salaries that are equitable in relation to the
 
complexity and responsibility of the work performed;
 

(2) To make sure that pay ranges do not discriminate
 
against anyone on the basis of sex, race, or other
 
factors unrelated to the duties performed;
 

(3) To maintain a competitive position in the employment

market so as to attract and retain competent employees;
 

(4) To provide data needed for budgeting, payroll

administration, and other management activities;
 

(5) To wake information on pay rates and practices
available to employees and other interested persons;
 
(6) To provide an orderly program of salary policy and
 
control.
 

2.12 A pay plan consists of a series of different pay ranges,
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with each range including a minimum or hiring rate, a maximum
 
or top rate, and several intermediate steps providing a basis
 
for merit raises. 17 The range structure should be realistic,
 
with an adequate spread between the minimum and maximum salary

to differentiate between performance levels. Other factors to
 
consider include the relation of the pay scale to general pay

levelr in the community, the type and cost of fringe benefits
 
that are provided, and the present and future ability of the
 
government to finance additional pay 
and fringe benefits.
 
Exhibit 5 i.s a portion of a typical pay plan. Note how the
 
grades relate to those shown in Exhibit 4.
 

2.13 Considerable time of the manager is required to prepare
 
a pay plan; a consultant may be used.
 

2.14 Once the decision is made to prepare or revise a pay

plan, full participation by department heads and supervisors

should be encouraged and explanation to the employees should
 
include what the study will accomplish and how it will be
 
conducted. The governing body should 
 be asked for
 
recommendations about the plan.
 

2.15 Plan preparation begins with a pay survey, gathering data
 
on existing pay ranges. A questionnaire should be prepared to
 
gather information on pay rates for a representative group of
 
jobs. The questionnaire is distributed to other local
 
governments, businesses and industries in the area (or for
 
professional positions, outside the area).
 

2.16 Information gathered from the pay survey is 
used to
 
construct the pay plan. Each title is reviewed and assigned a
 
tentative salary range. Class specifications, providing

information about the complexity of the specific job, play an
 
important role in assigning ranges.
 

2.17 Analysis of pay ranges is facilitated by arranging them
 
according to occupational group. All titles in the particular
 
group, such as secretarial, maintenance, 
engineering, and
 
laboring, are put together in hierarchical order along with
 
their pay ranges. This arrangement will quickly show the pay

levels within the various groups and whether the same pay

range has been assigned to both supervisory and subordinate
 
positions.
 

2.18 Next, the cost and budgetary effect of the plan should be
 

1 Exhibit 5 is an example of a pay plan with three steps
within each range. Many pay plans contain five steps within 
each range, with each step four or five per cent higher than
 
the preceding step.
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determined. The cost will depend upon how the pay plan is
 
implemented. Written rules are essential for fitting all
 
salaries into the new ranges. Special concern must be given to
 
current salaries that fall below the new minimum or above the
 
new maximum. Matters to be covered by rules and regulations:
 

(1) Recognition for outstanding service;
 

(2) Education-incentive pay;
 

(3) Overtime rates;
 

(4) Pay rates for part-time or Eeasonal employees and for
 
temporary assignments;
 

(5) Pay rate adjustments necessitated by transfers,
 
promotions and demotions.
 

2.19 Pay plans must be kept current. If they fail to address
 
changes in the economy brought about by inflation, competitive
 
wage rates, changes in the nature and scope of jobs, and
 
market demands, they become unrealistic. Experts suggest a
 
complete review every five to seven years.
 

Discussion Question: What alternatives, if any, are available
 
to set and maintain fair rates of pay for your employees?
 

Consider how your system for establishing pay for each

governmental position compares with the system described above.
 

3.1 Employee Benefits
 

Closely related to the pay plan is the schedule of employee

benefits. Employee benefits include all payments in cash or in
 
kind in excess of the base rate for time worked.
 

3.11 Protection benefits include sick leave and other paid

leave, life and medical insurance, retirement pensions, and
 
workers' compensation. Benefits of this type help make
 
employees more productive by freeing them from worry about
 
possible mishaps.
 

3.12 Income supplement benefits include paid time for wash up,

reporting in and longevity in a job. These benefits, resulting

in higher pay, may help to attract applicants, however, a
 
smaller increase in the visible paycheck may be more
 
beneficial.
 

3.13 Some benefits may constitute a tax break, including

tuition payments, deferred compensation, meals, uniforms, car
 
allowances, expense accounts, and employer-paid life and
 
medical insurance.
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3.14 Overtime premiums, standby pay and shift premiums provide

a direct increase in the visible paycheck, but relatively few
 
employees benefit.
 

3.15 Quality of life benefits include vacations, holidays,
 
rest breaks and recreational programs.
 

3.16 Identity-type benefits such 
as service awards and
 
uniforms encourage employees to work together as a team.
 

3.17 Officials need information on fringe benefits to make

decisions on budgets and collective bargaining. Efforts should
 
be made to use benefits as a tool to attract and hold the best
 

available in your jurisdiction. What other benefits would attract
 

employees. 

3.18 An employee handbook is frequently used to inform 
employees about their benefits. 

Discussion Question: List all employee fringe benefits 

and hold good employees? Can they be afforded?
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Exhibit 1. 

LONG ASSOCIATES JOB CONTENT QUESTIONNAIRE 

Please read the entire questionnairo first 

The purpose of this form is to aid you Indescribing your present position in terms of its essential functions, 
responsibilities, and qualification requirements. This form WILL NOT be used to evaluate your work 
performance or your individual quaiiflcatlons. 

This questionnaire will provide a factual, objective basis for analyzing the essential functions of your job. 
Therefore, itIsCRITICAL that you provide detailed ar exacl Informatlon about the duties and responsibilities 
of your position. ItIs best to complete this questionnaire away from the Job site at a quiet place. Feel free to 
attach any additional Information you feel would be helpful In describing your job. 

Name: W.rk Site: 

Department: Division: Telephone #: 

Official Position Title: Usual Working Trde: 

How long have you worked for this organization? 

How long have you worked inyour present position? 
(Yeamuordal 

What are your normal working hours? How long are your meal/rest breaks? 

Who is your-immediate supervisor?_ 
(Namel 	 (T'aI 

SECTION I1: 	 If you do not supervise any employees, write "NONE" below and go directly to 
Section III, page 2. 

What position(s) (filled or vacant) do you 3upervise? Please give the name of each employee you supervise 
and his/her job title. Where muiltiple positions are supervised, please give the job title and the number of 
positions supervised. 

Names (or # of Employees) 	 Job Tie 

Number of employees reporting directly to you:
 

Do you complete perfor'ance evaluations for thes employees? Yes No
 

Peas Indicate the toa number of employees you supervise, both direcdy and Idiecly_
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SECT;,ON II-For Supervisors (continued)
 

Please give examples of specific assignments you give to your subordinates:
 

How do you review the work of your subordinates? How often? Please give examples. 

SECTION III - To be completed by everyone.
 

How does your Immediate supervisor assign your work?
 

How does your immediate supervisor review ycur work?. How often? 

What guidelines, rules, or pI:lcies do you follow in performing your work? 

What education, training, or certifications are REQUIRED to adequately perform your job? 

What other education, tiulrng. or cmrflca ns do you fee SHOULD BE REQUIRED to perform your job? 

How much prior job-related experience do you feel Is needed to adequately perform your job? (Check one) 

No previots experience required Three to five years oi experience 

Less than six months of experience Five to seven years of experience 
Six months to one year of expedence Over seven years of experfence 

One to three years of experience 
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SECTON IV - For All Employees 

SUMMARY OF THE JOB 

Please describe the primary purpose(s) of your job. Tell us how you would describe your job to a stranger,
Indicating what you believe are the major contributions of your work efforts. 

USTING OF ESSENTIAL FUNCTIONS 

PLEASE READ THESE INSTRUCTIONS CAREFULLY 

In the space provided on page 5, please list the ESSENTIAL tasks and duties involved in the performance of 
your current job. Describe each task Ina dear, concise statemenL BEGIN EACH STATEMENT WITH AN
ACTION VERB (For example: drives, conducts, repairs, files, types, answers, summarizes, prepares). Avoid 
ambiguous words like: coordinates, handles, and participates. Continue on additional sheets ifnecessary. 

SPECIFIC INSTRUCTIONS: 

In the first column, list all of the essential tasks you perform inyour job, beginning with the most critical duties. 
After carefully reviewing each essential function, mark each column based on the following guidelines: 

FREQUENCY: How often do you perform the task? Mark the column: 

0-Daly W-Weekly M-MontNy A-Annually 

MOST IMPORTANT: Place a check mark (N/) In this column for the FIVE tasks you consider most important. 

MOST TIME-CONSUMING: Place acheck mark (V')Inthis column for the FIVE tasks that require the moit ct 
your time. 

PHYSICAL, ENVIRONMENTAL, AND SENSORY DEMANDS: Itis necessary to describe the ESSENTIAL and 
SIGNIFICANT physical, environmental, and sensory requirements of the work for each task you identify as 
essential to your job. Such requirements as unusual or prolonged physical exertian special manual dexterity,
hand ad eye coordination, visual or audio acuity, fast response or reaction, and delicate and deliberate 
manipulations should be considered. 

Mark the columns Physical, Envronmental, and Sensory with te appropriate code according to the following
definitions: 
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PLEASE NOTE: Indescribing the physical, environmental, and sensory requirements of your work. considera.tion should be given to the NORMAL or TYPICAL work environments and demands, not the higNy unusual or
atypical. 

Physical Requirements: 

CODE DEFINmON 

1 
 Task isessentially sedentary, with occasional walking, bending, light lifting, or other restncted physical activiies. 

2 Task involves some physical effort, i.e. some standing and walking, or frequent light lifting (5-10 ounds); orminimal dextery inthe use of flngers, ambs, or body inthe operation of shop or office equipment. Task may
Involve extended peros of time at a keyboard. 

3 Task involves frequent walking; standing; some lifting and arrying objects of moderate weight (12-20 pounds);and/or the operation of vehicles, office, shop keyboard, or hand iools inwhich manipulative skills and hand-eyecoordination are imporlant ingredients of safe and/or productive operations. 

4 	 Task involves the regular, and at times sustained, performance of heavier phys3-aJ tasks such as walking overrough o uneven surfaces, bending, stooping, working inconfined spaces, and ifng or carrying moeraelyheavy (20-50 pound) items and occasionally very heavy (100 pounds or over) items; or may Involve the complexoperation of gasoline, electric, or diesel-powered machinery or stop equipment requiring the manipulation ofmultiple controls, fine adjustments or both; or the sustained operation, on a production basis, of such devices 
as offset presses with associated equipment. 

5 	 Task involves the frequent use of coordinative and manipulative skillsinperforming avariety of tasks with the full range of hand and power tools and shop equipment; or the skilled and complex operation of heavy equipmentcalling for ajherence to exacting standards of depth, grade, dimensions, and contours. 

6 	 Task involves the continuous operation of hand and power toots and the full range of shop equipment to veryexacting tolerances, calling for full coordination of sensory and manipulative ability in order to achieve fullproduction to acceptable standards. Task may involve occasional heavy lift"ng or xvn, 	 but the emphasis is 
place 	 upon the coordination and manipulation skills. 

EnvironmentalRequirements: 
1 Task is regularly performed without exposure to adverse envrironmental conditons (e.g., din, cold, rain, fumes).
2 Task may require infrequent exposure to adverse environmental conditions.
 
3 
 Task may require frequent exposure to adverse environmental Conditlons.
 
4 Task requires that work be performed inadverse environmental conditions
 

Sensory Requirements 
1 	 Task requires no special sefzsq demnuds. 
2 Taski jquims color perception and dlscrftVm Ln.
 
3 Task requires Sounrd perception and liscrimi m
 
4 
 Task requires taste pereptn and discnminatlon.
 
5 Task requires odor perception and tfsinion.
 
6 Task requires form perception and dis7rlmniakx
 
7 
 Task requires tetn perception and dwscrinxmL
 
& Task requires depth perception and ftcrUrhwon
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ESSENTIAL FUNCTIONS
 



CONTROL OF ASSETS 

Do you have responsibility for the preparation and control of a budget? Yes No 

IfYes, please Indicate the current dollar amount of that budget: 

Do you handle money Yes No__ How much annually?_ 

EQUIPMENT AND TOOLS 

What machines, equipment, or tools do you use, operate, maintain, or repair In the course of your work?
Examples include mechanic's tools, shovel, truck, mower, computer, adding machine, and drafting tools. 
Please include the percentage of your time spent In the OPERATION, MAINTENANCE, USE, or REPAIR of 
each. The total of percentages should not exceed 100. 

RECORDS AND REPORTS 

Does your work require responsibility for any type of records or reports? Yes No
 
IfYes, please describe the types of records and reports for which you have responsibility and include how you
 
are involved with them (filling out forms, checking, validating, proofreading, filing, analyzing, interpreting,
 
summarizing).
 

POL.CY AND METHODS
 

1) What types of decisiorts do you normally have to make in your work each day/week?
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2) Give examples of the types of significant errors a person in your position might make and describe how 
difficult itwould be for others to catch your errors. What would be the Iiely consequences of such errors? 

3) Describe problems that arise during the course of your work and the manner inwhich you respond to them. 

WORKING CONDITIONS 

Describe any unusual and/or difficult conditions you encounter in your job. Include comments about the
physical surroundings of your work area, unavoidable hazards and/or physical harm you are exposed to, and 
so forth. 

JOB DEMANDS 

Describe the degree of mental stress and pressure that is required in the perfornance of your job. Examples
Include frequent deadlines, working witn dosa tolerances, extended periods of concentration, and so on. 

SAFETY 

Does your position have responsibility for the safety or health of others (other than your subordinates), or for 
the enforcement of the laws and standards of public safety or health? Yes No IfYes, please
describe your responsibiltes. Ifyou were careless in your work, coUd other be hurt? How seriously? 
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PERSONAL CONTACTS 

Indicate below the persons or organizations inside and outside your section that you deal with direcidy in the 
course of your normal duties. Also describe the purpose and frequency of such contacts (daiy, weekly,
monthly). Do not Incude your supervisor. 

Title of Contact Agency Purpose Frequency 

Employees, please Indicate any other comments or concerns you may have.
 

LONG ASSOCIATES would like to thank you for your participation.
 

The above responses are my own and are correct to the best of my knowledge.
 

08. 
 Em4Ow's S~gnaf 

Supervisors, please indicate any comments or concerns you may have. 

I have reviewed this form and agree with the statements made herein unless noted above. 

ow SUP- ,o sw-ft 

o=, o,,pmmwe H*W's Wki,ai 
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Exhibit 2 

HOUSING AUTHORITY OF THE CITY OF LOS ANGELES
 

CLASSIFICATION SPECIFICATION
 

TITLE: Secretarial Specialist II
 

CHARACTERISTICS OF THE CLASS: 
 Under general supervision of an
assigned department director/manager, performs clerical work of a

broad nature. Incumbent responds to inquiries and explains de
tailed policies and procedures, prepares memoranda, reports, and

related documents, and performs related tasks specific to 
area
of assignment. Incumbent may be responsible for interpreting

policy in the absence of the supervisor. Employee receives

assignments from the supervisor, who defines objectives, priori
ties, and deadlines and assists the employee with unusual situa
tions that do not have clear precedents.
 

EXAMPLES OF ESSENTIAL FUNCTIONS: 

Prepares 
letters, charts, reports, petitions, pleadings,

stipulations, and memoranda; proofreads typed material; main
tains accurate and current records, both manual and computer
based.
 

Screens office and telephone callers wishing to speak to

supervisor; responds to inquiries, whether in person or by

telephone; explains detailed department policies proand 

cedures; refers inquiries to appropriate party.
 

Records and transcribes minutes at public meetings; may

organize and direct the work of other clerical or secretarial
 
workers in a department or office.
 

May receive money for activities of assigned department;

issues receipts; verifies cash reports; receives and monitors
 
payroll reports received from contractors.
 

Works within a broad ranga of procedures and methods;

handles 
a large volume of work; assists department clerical
staff 
in their duties. Maintains up-to-date departmental

logs.
 

Performs related tasks
clerical specific to area of
 
assignment.
 

MINIM(UX R IR.MaTS: High school graduation or equivalent;
supplemented by three of
(3) years responsible clerical work

experience in area of assignment; or an equivalent combination of
 
training and experience.
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Secretarial Specialist II
 
Page 2
 

PHYSICAL CLASS: "2" - Light 

FLSA STATUS: Non-exempt 

EEOC CLASS: Administrative Support
 

EFFECTIVE DATE: 11/1/91 



EAhibit 3 

HOUSING AUTHORITY OF THE CITY OF LOS ANGELES 

CLASSIFICATION SPECIFICATION 

TITLE: Accountinq Clerk II 

CHARACTERISTICS OF THE CLASS: Under the general direction of a
 
departmental supervisor, performs responsible clerical accounting
 
work in the preparation, processing, and maintenance of account
ing records, including accounts receivable, accounts payable, and
 
employee payroll. Supervision may be exercised over subordinate
 
clerical accounting employees. The employee receives assignments
 
from the supervisor, who defines objectives, priorities and
 
deadlines, and assists the employee with unu3ual situation. that
 
do not have clear precedents.
 

EXAMPL'PS OF ESSENTIAL FUNCTIONS:
 

Supervises subordinate clerical accounting staff to deter
mine the accuracy of daily operations including invoice
 
billings, purchase order conformity, contracts, general
 
ledger coding and adherence to general accounting practices
 
and procedures.
 

Cross references trial registers with journals to determine 
accuracy of registers before final registers are generated. 
Prepares end of month accruals and activity reports. 

Communicates with outside vendors, suppliers, agencies,
 
owners, advisers and management in the resolution of account
 
discrepancies; researches and documents all transactions in
 
dispute.
 

Verifies all employee personnel transaction reports includ
ing salaries, leaves, benefits, retirement, and increases to
 
determine the appropriate compensation for the employee for
 
the designated period. 

Opens, verifies, controls, balances, and adjusts accounts 
and other financial records requiring the use of independent 
judgment. 

Posts, assembles, tabulates, and compares financial data;
 
prepares and reviews regular, periodic, and special fi
nancial reports from the assembled data.
 

Maintains and controls input documents in preparation of
 
payroll; updates payroll files as needed; provides payroll
 
related information to employees.
 

Matches documents and prepares vouchers for check and in
voice register; troubleshoots payables and receivables
 
problems.
 



Accounting Clerk II
 
Page 2
 

May plan, assign, supervise, and review the work of subor

dinate accounting clerical employees.
 

Performs other related duties as assigned.
 

MINIMUM REQU: High school graduation or equivalent; 
supplemented by five (5) years of clerical accounting or book
keeping experience; ability to operate a 10-key adding machine
 
by touch, computer, and typewriter; or an equivalent combination
 
of training and experience.
 

PHYSICAL CLASS: "2"1 - Light 

FLSA STATUS: Non-exempt 

EEOC CLASS: Administrative Support 

EFFECTIVE DAT: 11/1/91 
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CITY OF SOUTH DAYTONA
 

PROPOSED PAY PLAN TABLE III
 

PAY POSITXON CURRENT SALARY PROPOSED SALARY 
GRADE TITLE MINIMUM - MAXIMUM MINIMUM - MAXIMUM 

101 13,000 - 18,851 

Custodian (101) 12,714 - 18,814 
Office Assistant I (101) 12,714 - 18,814 

102 13,650 -- 19,794
 

Accounting Clerk I (101) 12,714 - 18,814
 
Office Assistant II (103) 13,995 - 20,712
 

14,333 - 20,784103 
Parks Maintenance Worker (102) 13,342 - 19,748

Utility Maintenance Worker 1 (102) 13,342 - 19,748
 

104 15,049 - 21,823
 

Accounting Clerk II (105) 15,401 - 22,800
 
Office Assistant III (105) 15,401 - 22,800
 

105 15,802 - 22,914

Dispatcher (104) 14,675 - 21,724
 
Drafting Technician (105) 15,401 - 22,800
 
Recreation Specialist (102) 13,342 - 19,748
 

Uti'ity Maintenance Worker II (104) 14,675 - 21,724
 

106 16,592 - 24,060 

Accounting Clerk III (107) 16,950 - 25,091 
Office Assistant IV (107) 16,950 - 25,091 
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CITY OF SOUTH DAYTONA
 
PROPOSED PAY PLAN TABLE IiI
 

PAY POSITION 
 CURRENT SALARY PROPOSED SALARY 
GRADE TITLE 
 MINIMUM - MAXIMUM MINIMUM - MAXIMUM
 

107 
 17,421 - 25,263 
Community Development Assistant (113) 22,534 - 33,356 
Lift Station Mechanic (106) 16,151 - 23,910 
Mechanic (106) 16,151 - 23,910 
Parks Maintenance Supervisor (107) 16,950 - 25,091 
Police Service Aide (106) 16,151 - 23,910 

108 
 18,292 - 26,526 
Electrician (109) 18,669 - 27,636 
Water Systems Technician (107) 16,950 - 25,091 

109 
 19,207 - 27,852 
Building Inspector (111) 20,559 - 30,433 
Code Enforcement Officer (108) 17,799 - 26,347 
Firefighter/EMT (109) 18,582 - 27,504 
Investigative Clerk (106) 16,151 - 23,910 
Office Assistant/Firefighte-/EMT (110) 19,497 - 28,868 
Office Assistant V (110) 19,497 - 20,868 
Streets Maintenance Supervisor (110) 19,497 - 28,868 

110 
 20,167 - 29,245 
Equipment Maintenance Supervisor (110) 19,591 - 29,005 
Fire Inspector/Firefighter/EMT (110) 19,497 - 28,868 
Police Detective (110) 19,497 - 28,868
 
Police Officer (110) 19,497 - 28,868
 
Utility Maintenance Supervisor (110) 19,591 - 29,005
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Exhibit 5 

CITY OF SOUTH DAYTONA 
PROPOSED PAY PLAN
 

Grade Min imum Mid-Doint Max imum 

101 6.25 7.53 9.06
 
250. 00 301.05 362.52 

13000.00 15654.60 18851.27 

102 6.56 7.90 9.52 
262.50 316.A0 380.65
 

13650.00 16437.33 19793.83
 

103 6.89 8.30 9.99
 
275.63 331.91 399.68
 

1433.2. 50 17259.20 20783.52 

104 7.24 8.71 10.49
 
239. 41 348.50 419.67 

15049.13 18122.16 21822.70 

105 7.60 9.15 11.02
 
303.8:3 365.93 440.65 

15301.58 19029.26 22913.84 

106 7.90 9.61 11.57 
319.07 384.22 462.63 

16591.66 19979.63 24059.53 

107 8.38 10.0v 12.15 
335.02W 403.44 4:35.82 

17421.24 20978.66 25f6-. 0 

108 8.79 10.59 12.75351. 78 423.61 510.11 

1:3:92.31 22027.59 265^5.63 

109 9.23 11.12 13.39 
369.36 444.79 535.61
 

19206.92 23126.97 2'7851.91
 

110 9.70 11.68 14.06 
387.83 467.03 562.39 

20167.27 24215.42 29244.51 
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HANDOUT FOR USE WITH UNITS 9 AND 10
 

FINANCING LOCAL GOVERNMENT IN THE UNITED STATES
 

This document was developed in response to
 
requests from participants in Czech and Slovak
 
training for information on U.S. systems of
 
local finance. It can be used as a hand out,
 
preferably with a visitor who can answer
 
questions. The remainder of the training day
 
may be explication of local laws impacting
 
municipal finance and small group sessions to
 
identify revenue and expenditure issues in the
 

sovereign 


local governments represented by the 
participants. 

LEGAL BASIS 

The United States' Constitution divides the functions of 
government between a sovereign central qvernment and 

states. It enumerates the powers of the central
 
government and reserves to the states all powers neither
 
delegated to the federal government nor prohibited to the
 
states.
 

States have a relatively free hand to draft their
 
constitutions, limited only by provisions of the U. S.
 
Constitution and the willingness of the voters in each state
 
to approve proposed constitutional provisions.
 

Local governments are not mentioned in the U.S. Constitution.
 
They are created in accordance with state laws. Each state
 
constitution contains provisions regarding local government.

Local governments have no inherent powers and are creatures of
 
the states in every sense of the word. State laws impact upon

local governments in four areas: (1) the organizational
 
structure provided or allowed; (2) the functions and duties
 
with which they are charged or which they are permitted to
 
carry on; (3) the ectent to which territorial adjustments to
 
population growth or decline are permitted; and (4) the
 
revenue sources authorized for their use.
 

In some states, local governments are granted wide
 
discretionary powers to act unless preempted by state action.
 
At the other extreme are some states where the powers of local
 
government are closely constrained by constitutional and
 
statutory provisions. In some states, notably California and
 
Massachusetts, during the 1980s, voters acted to place limits
 
on local and state increases in taxation and spending.
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Over the years since 1789, powers of the states vis-a-vis the

federal government and local governments have changed even as
 
the role of government itself in American society has changed.

For 30 years following the end of World War II, state and
 
local spending and federal grants-ir-aid to state and local
 
governments increased rapidly but in the mid-1970s 
these
 
trends weakened and in the 1980s they ceased.
 

Local governments are constrained by their state governments

regarding sources of revenue and tax rates. State 
laws can
 
speci'.y which 
taxes and fees will be available to local
 
governments and may limit the rate which local governments may

impose.
 

THE PROPERTY TAX
 

During most of the history of the U.S., the property tax was
 
the most important tax revenue source. Over time, it has 
become a local tax. 

Property taxes are imposed upon the owners of property,
calculated on the basis of property value. They include taxes
 
on real property (land and buildings), personal property

(automobiles, household furnishings, etc.), tangible property

and intangible 
property (stocks, bonds, certificates of
 
indebtedness, etc.).
 

School districts rely most 
heavily upon the property tax,

which provided 97% of their tax revenue. Municipalities derive
 
approximately 50% (in 1987) 
of their tax revenues from this
 
source.
 

Property taxes are not popular with citizens, and have been

the basis for taxpayer revolts in many communities.
 
Nevertheless, they remain the predominant component of local
 
financing.
 

Property taxes tend to remain reliable in good times and bad,
 
more stable in revenue produced than almost any other tax
 
source. They would be difficult to replace as a major source
 
of revenue. The property tax will remain as a major source of
 
revenue for many years to come.
 

The most serious potential problem with the general property

tax is inaccurate or unfair assessment of property values.
 
Unequal assessments produce inequities in tax burden among

taxpayers. Tax exemptions (eg., for homesteads and veterans),

often required by state law, also distort equity in taxation.
 
Other exemptions, such as for religious, charitable and

educational institutions, further erode the tax base.
 
Exemptions are a form of 
subsidy but the benefits of the
 
exemption are denied to members of the class who do not 
own
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real property, and often the benefits are given to those who
 
do, regardless of their need.
 

Administration of the property tax leads to much of the
 
criticism of this revenue source. Market-based assessments
 
(estimating the value of the property if it were sold), and
 
control of abatements and special exemptions would produce a
 
more fair and equitable system; but the ability to pay remains
 
an issue. On average, the effective rate of the property tax
 
(tay payment divided by market value) averages 1.16% with a
 
range of .51% to 2% or more.
 

The reason the property tax is such a significant part of
 
local government revenue is that there are few really

satisfactory alternatives. Local governments have limited and
 
often artificial geographic boundaries so that it is
 
relatively easy for people in urban areas to move beyond a
 
local jurisdiction to escape income taxes. Real property, on
 
the other hand, is fixed and can be taxed by local governments

whoever may be the owner.
 

But this stability also creates substantial differences
 
between municipalities. The "rich" municipality may contain
 
high value business properties for example, while the
 
neighboring "poor" municipality may house low value
 
residential properties and bear the burden of financing the
 
schools for the business' employees.
 

LOCAL GENERAL SALES TAX
 

After the property tax, the general sales tax is the largest

producer of revenue for local government, accounting for about
 
10% of local tax collections. Municipal rates range for a high

of 5% to a low of .5%. The tax is usually imposed on consumer
 
retail purchases, usually with exemptions (such as for food).
 

Most states limit the power of local government to tax sales.
 
Since the sales tax is often used by counties and state
 
governments themselves, in addition to municipalities the
 
overlapping rates often produce total sales tax rates of 7% 
or
 
more. A frequent methods of control it to require a local
 
referendum for the imposition of the tax and for any increase
 
in the rate of taxation.
 

Surveys indicate that the sales tax is seen by most citizens
 
as the least objectionable form of taxation.
 

LOCAL INCOME TAXES 

Local 
local 

income taxes 
tax revenue. 

are the third 
Large cities 

most important source of 
rely heavily upon income 

taxation. 
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The base of income taxation ranges from only wage income to a
 
combination of wage income with other income and the rate may

be either a flat percentage (usually 1% or 2%) or a graduated

rate (from .025% to 5% or more). In two states, the cities may

attach a surcharge to the state income tax, thus simplifying
 
tax administration and assuring more complete coverage.
 

Income taxation by cities is increasing as more states
 
authorize its use and more cities adopt it 
as part of their
 
tax systems.
 

NONTAX REVENUES: USER CHARGES
 

Beginning in the late 19th century, towns moved increasingly

into public ownership or public service industries: especially

water supply, gas, electricity and transit. These 
are
 
"natural" monopolies, meaning that competition in the supply

of such services is not sensible. The choice is either to make
 
the activity a public function or to assign it to a private
 
company which is subject to public regulation.
 

It is commonly held that operation of such public service
 
enterprises should be self-supporting, covering operating

costs plus depreciation and interest. Transit is the notable
 
exception to the self-supporting goal, because low fares
 
contribute to 
 a desirable social goal: inexpensive

transportation for poor people and an attractive alternative
 
to automobile congestion and resulting environmental
 
pollution.
 

Public service enterprises are financed largely through user
 
charges: payments by those who use or consume such services,

generally based upon the amount of use. User charges are most
 
frequently found in the financing of utilities, hospitals,
 
sewer systems and sanitation services. Parks, museums,

swimming pools, and hospitals are financed from user charges

in large part, although often the charge does not cover the
 
whole cost and the community at large subsidizes a part of the
 
operation.
 

Other fees, such as building inspection fees, restaurant
 
sanitation inspection fees and waste dumping permit fees, 
are
 
intended to cover the community's cost of regulating these
 
particular activities.
 

User fees are intended to require those who use or benefit
 
directly from the service to pay for it. Such fees are also
 
utilized to limit consumption to less that it would be if
 
there were no charge (such as fees for curbside parking in
 
congested areas).
 

One form of user charge which is growing in importance is the
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special assessment. This is a mandatory charge levied on
 
property to pay for specific investments that will benefit the
 
property owner and make his property more valuable. Special
 
assessments are used to pay for sidewalks, street paving, fire
 
protection and other municipal services.
 

User charges are the fastest growing component of local
 
government revenues. Continuing demand for local government

services together with the reduction of federal assistance to
 
local governments has forced localities to increase use 
of
 
user charges to finance their operations. The idea of "paying

for what you get" has broad appeal to taxpayers who have
 
expressed support for user charges when surveyed for their
 
opinions.
 

FEDERAL INTERGOVERNMENTAL TRANSFERS
 

From the end of World War II through the 1970s, federal (U.S.

government) grants to local governments increased in
 
importance. The number of activities supported by grants
increased from 181 in 1963 to 534 in 1981. Since the early

1980s, however, the number of grant programs and the level of
 
federal funding has declined.
 

Federal grants recognize the need to improve the allocation of
 
resources, improve equity across states, change the
 
distribution of governmental responsibilities within the
 
federal system, and promote innovation and experimentation.
 

The federal government's major sources of revenue the
are 

individual and corporate income taxes, both responsive to
 
economic growth and inflation. State and local governments, on
 
the other hand, rely primarily upon property and sales taxes,
 
which are much less "elastic". As demands for public goods and
 
services increases for local governments, federal grants help
 
to close the gap between demand and fiscal resources.
 

Grants are used to support a large variety of functions, the
 
most important being highways, transit, education, economic
 
development, aid to the aged, the poor and to families with
 
dependent children.
 

The most common form of federal aid is the categorical grant,

designed to achieve well-defined goals of the national
 
government. Categorical grants provide funding for activities
 
ranging from community development and health research to
 
urban beautification and recreation. The two basic types of
 
categorical grants are project grants, in which the federal
 
agency selects the recipients, and formula grants, in which
 
all recipients meeting the qualifying criteria are entitled to
 
funds based upon a legislatively-enacted formula. Typically,

the recipient government is required to match as federal funds
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portion of the federal formula grant.
 

"Block grants" have grown in importance in recent years. This
 
form gives the recipient government considerable discretion in
 
the use of funds. Block grants are found in the funding for
 
health services, social services, community development,

education and energy conservation.
 

A criticism of the categorical grant system is that the large

number of grants leads to overlap and duplication of effort in
 
many program areas. For example, within a single program area,
 
separate grants may be made for administration, servicing,

planning, demonstration and training. Local governments also
 
find problems growing out of "crosscutting" regulations which
 
apply to all federal grants. Such requirements relating to the
 
environment, equal access to governmental services and many

other public objectives. While serving worthy goals, they

increase the complexity of the grant system.
 

Project grants may result in placing programs in operation

which, without federal funds might not be a priority of local
 
officials, making priority setting for use of limited
 
community resources difficult to achieve and eroding the
 
decision-making role of local officials.
 

FEDERAL AID FOR HIGHWAYS
 

The federal gasoline excise tax is the major source of funding

of a highway trust fund, from which moneys flow for
 
interstate, primary, secondary and urban roads which 
are a
 
part of the federal-aid highway system. Through this tax
 
highway users fund 95% of federal highway expenditures. The
 
federal contribution to the federal-aid system ranges from 90%
 
of construction costs for interstate highways t 75% for other
 
roads in the system. Funds for maintenance and repair of the
 
interstate system are determined by age and wear; allocations
 
for primary and secondary roads depend upon the area, rural
 
population, and mileage of mail routes.
 

FEDERAL AID FOR TRANSIT
 

As the use of the automobile increased greatly following World
 
War II, private transit operations failed, and bus and trolley

operations were threatened or ceased operation. Federal funds
 
were made available for local governments to acquire these
 
systems and to subsidize the costs of operation. Federal funds
 
pay up to 50% of operating costs and 80% of the cost of new
 
capital equipment for bus and rapid rail systems.
 

Source of funds for transit grants is the federal motor fuel
 
tax. Allocations are made by formula based upon population,

population density, and mail route mileage.
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FEDERAL AID FOR WASTE WATER TREATMENT
 

Since 1956, federal funds have been available for capital
 
costs of water pollution control facilities, mainly waste
 
water treatment. Local governments may receive up to 55% of
 
the cost of constructing conventional treatment facilities and
 
up to 75% of the cost of innovative facilities. Local
 
governments are responsible for the full cost of operating and
 
maintaining these facilities.
 

FEDERAL AID FOR ECONOMIC DEVELOPMENT
 

Since 1949, the federal government has made funds available to
 
local governments for a changing variety of economic
 
development programs. These grants are directed at building

industrial parks and commercial centers, meeting urgent

community needs, providing benefits to low-income households,

and specific programs for jobs development and training.
 

FEDERAL AID FOR PUBLIC ASSISTANCE
 

Grants for public assistance (welfare) began with the Social
 
Security Act of 1935, when the federal government gave grants

to the states to provide for the aged, dependent children and
 
the blind. Amendments in 1972 resulted in 
 the federal
 
government setting both eligibility standards and basic
 
benefit levels, while paying the entire amount of the benefit,

although most states supplement the federal payment amounts.
 

FEDERAL AID FOR HOUSING ASSISTANCE
 

The housing program, established in 1937, is one of the oldest

of the federal assistance programs. While originally

emphasizing construction of public housing for low income
 
families, the focus has changed to subsidizing privately owned
 
low-rent housing. Rental assistance to low-income families is
 
the primary method in use today; tenants are required to pay
 
30% of their adjusted income for rent.
 

FEDERAL AID FOR PUBLIC HEALTH
 

Federal grants are available to support maternal and child
 
health services, public health, and hospital construction. The
 
largest health care program, however, is Medicaid: direct
 
payments to doctors and others for services to persons on
 
welfare, the blind and disabled. State governments may

influence both the number of recipients and the types of
 
services offered, although the federal government requires

that all states provide minimum benefits.
 

STATE INTERGOVERNMENTAL TRANSFERS TO LOCAL GOVERNMENTS
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Because they are of unequal financial strength, many local
 
governments cannot finance even 
a minimum level of service.
 
Through grants and other transfers, the state governments

redistribute aid to localities with low fiscal capacity. Since
 
state governments have a broader tax base than most local
 
governments, these grants help to achieve balance in service
 
delivery.
 

There are two types of state intergovernmental transfers:
 
grants of appropriated funds and shared taxes. For 
shared
 
taxes, when state most to
the is fitted collect a tax
 
efficiently, it sometimes assigns all or part of the
 
collections to local government. For example, the state may
 
assume the sole right to collect taxes on motor vehicles,

promising to 
distribute the proceeds to local governments

according to where the vehicles 
are principally kept. Taxes
 
most frequently shared include income 
taxes, sales taxes,

tobacco taxes and pari-mutuel (betting) taxes.
 

State transfers to local governments help to support general

local government 
as well as specific functions such as

education, highways, welfare. In state
and some cases,

financing of local functions 
is an alternative to the state
 
assuming full responsibility for a particular service. General
 
purpose aid frequently takes the form of per capita grants

ranging from about $50 to over $150 per capita.
 

LOCAL BORROWING
 

Nuch of local government capital expenditure for investment in
 
new facilities (e.g., for transportation, pollution control,

economic development, municipal buildings, etc.) 
is financed
 
by borrowing, which provides money for construction that can
 
be paid back off over the life of the facility. This is done
 
through 
the sale of bonds to the public through private

financial markets. Municipal securities issued usually range
 
from 1-year note to 30-year bonds.
 

There are two kinds of municipal bonds: (1) "general

obligations" bonds, which are paid off from the tax revenues
 
of the local government and legally guaranteed by the local
 
government; and (2) "revenue bonds" or 
"non-guarantee debt",

which are issued for a specific use and which are paid off
 
(principal and interest) from the revenues of a specific

project (usually user 
fees like tolls, fares, and fees, or
 
rent charges). Nonguaranteed revues bonds have grown in use
 
rapidly, now accounting for between two-thirds and three
quarters of local government debt.
 

Guaranteed debt (through the sale of federally tax-exempt

bonds) 
 is used principally to fund construction of
 
infrastructure improvements having a long 
life, such as
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highways and bridges, public buildings, water supply and
 
sewerage plants, and parks. The term of most local debt is
 
tied to the expected life of the asset provided by the debt,
 
most often 20 years. Typically, each year the local government
 
repays a portion of the principal (1/20th) and interest on the
 
debt.
 

Nonguaranteed debt is used most frequently for construction of
 
facilities which are revenue-producing and where a portion of
 
those revenues are pledged to repay the borrowed funds and for
 
the payment of interest. Nonguaranteed debt generally carries
 
a slightly higher interest cost than guarantee debt because of
 
the increased risk involved. Airports, toll roads and bridges,
 
utility facilities and some sports or convention facilities
 
are financed with nonguaranteed debt.
 

Nonguaranteed bonds have been used to aid private enterprise.
 
Local governments have used these bonds to acquire land,
 
buildings and equipment for lease to private firms. The firms
 
pay rent to cover the cost of servicing the debt.
 

Because the federal government does not tax the interest paid
 
on local bonds (and most states do not tax the interust on
 
bonds issued by jurisdictions within that state), the interest
 
cost to local governments is lower than it would be if the
 
interest was taxed. These bonds are considered desirable
 
investments for people who are in the high tax brackets for
 
payment of federal income tax. Principal buyers of local
 
government bonds are commercial banks, high income
 
individuals, and insurance companies.
 

Most state governments establish limitations on the authority

of local officials tu borrow by guaranteed dept. This is
 
intended to protect the solvency of local governments as well
 
as to protect the bond buyers. A common practice is to set a
 
ceiling on local debt as a percentage of the property tax base
 
of the municipality. Many states also require local
 
governments to hold a referendum to authorize the issuance of
 
new debt.
 

LOCAL GOVERNMENT ENTREPRENEURISM
 

Since the end of World War II, local governments have involved
 
themselves financially in housing, urban renewal and other
 
programs aimed at revitalizing central business districts and
 
poor neighborhoods. More recently, local governments have
 
participated on an equity basis (through profit and loss
 
sharing) in economic development projects carried out by
 
public-private partnerships.
 

Entrepreneurial activities include land assembly and
 
disposition, financing of sports and other facilities, 
and
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other equity ventures including shopping malls, central
 
business district redeveloinent (including major office
 
buildings) and industrial plants. Government participation in

such ventures seeks community betterment and increased public
 
revenues in the form of profits.
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UNIT NO. 9
 

FINANCE ADMINISTRATION: REVENUES AND EXPENDITURES 18
 

Local governments live in a world of limited
 
revenues and growing citizen expectations.
 
Professional financial management is essential
 
to responding to these factors. Tight control
 
over expenditures and revenues is needed.
 
Managers must maintain information to ensure
 
(1) timely review of current fiscal status,
 
(2) capacity to evaluate the efficiency of
 
services being provided, and (3) ability to
 
plan services for future fiscal years. This
 
calls for both financial planning and
 
financial management.
 

1.1 Organizing for Financial Management
 

1.12 The local government manager assumes overall
 
responsibility for financial affairs. A director of finance is
 
appointed by the manager and serves at his or her pleasure. In
 
larger cities, the finance director would appoint heads of the
 
principal divisions: accounting, budgets, assessments,
 
purchasing and treasury. In smaller communities, the finance
 
director himself will perform one or more of these functions.
 

Discussion Question: Describe the specific functions of each
 
of the divisions of financial administration: the director,
 
accounts, treasury, budgets, etc.
 

2.1 Government Revenues
 

2.11 Taxes serve three primary functions: (1) generating
 
revenues to finance government goods and services, (2)

redistributing income, and (3) when overall demand is
 
excessive, reducing private income and private spending.

Higher levelz of government are more likely to be concerned
 
with the economic policy factors while local governments are
 
most concerned with the revenue-producing factor.
 

18 For a comprehensive trFJtment of municipal
 
financeadministration, see "Management Policies in Local Government
 
Finance", International City Management Association, Washington,

D.C., 1975, and Chapter 12, Financial Planning and Management in
 
"Small Cities and Counties: A Guide to Managing Services",
 
International City Management Association, Washington, D.C., 
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2.12 The concept of tax efficiency refers to the way a given

tax affects the allocation of resources, the pattern of
 
consumption and saving, and the pattern of work and leisure.
 
An efficient tax would change these choices only minimally.

Tax efficiency also concerns the convenience and compliance

costs to the taxpayers to determine and pay their 
tax
 
liability, in addition to the costs to the taxing unit 
to
 
collect taxes. An efficient tax is one that will not impose
 
excess cost to the taxpayer, and which can be collected and
 
enforced with minimum cost to the taxing unit.
 

2.13 American towns rely primarily upon five sources of major

revenue: property taxes, sales and gross taxes,
receipts

licenses and other taxes, user charges, and grants 
from the
 
federal and state governments.
 

Discussion Question: Using the form provided, identify the
 
major sources of local government revenue and rate each for its tax
 
efficiency (use a scale of 1 to 
5). For each revenue, show the
 
legal authority, the legal limits the amount that can be
on 

raised, if any, and the 
rate or charge currently in use and when
 
that rate or charge was last changed.
 

2.14 Revenues should be forecast for one-year and five-year

periods. One-year forecasts become a part of the budget
 
process, longer range forecasts are needed to guide decision
making and avoid potential crises. Many policy decisions have
 
implications for future expenditures and revenue forecasts can
 
indicate the fiscal feasibility of a proposed policy.
 

2.15 Revenue forecasting methods may be simple or complex,

employing a variety of modeling and statistical techniques.

Even where these specialized skills are lacking, the manager

must use those methods available to him to make relatively

simple forecasts. Such simple methods include "best guess" or
 
expert forecasts (based upon experience), and projection of
 
trends. Often, two or more techniques will be employed and the
 
results of each compared to produce a consolidated forecast.
 

2.16 Most tax revenues are sensitive to changes in the local
 
economy (population, income, and, for property taxes, property
 
assessments. Nontax revenues 
often may be projected using

simple time-trend projections or by relying on estimates from
 
experts.
 

2.2 Issues in Local Government Revenue Systems
 

To develop a municipal revenue system capable of providing the
 
revenues needed to satisfy a growing demand for local public

goods and services, three issues should be considered: the
 
concept of revenue elasticity, the problem of tax overlapping,
 
and the matter of administrative and compliance costs.
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2.21 Revenue Elasticity
 

2.211 The amount of revenue that any tax generates is the
 
product of the tax rate and the tax base. Assuming no
 
changes in the tax rate or in methods of enforcement and
 
administration, tax yields will change only as the tax
 
base changes. Whether a tax is responsive to economic
 
growth depends upon the responsiveness of the tax base to
 
changes in growth. Income taxes are very elastic
 
(responsive), sales taxes are also responsive, but
 
property taxes and death taxes are very inelastic (not

responsive to economic changes). Generally speaking,

local government revenues tend to be more inelastic and,
 
consequently, revenues lag behind growth in expenditures.
 

2.22 Tax Overlapping
 

2.221 It is not uncommon for two or more levels of
 
guvernment (national, state, local) to use the same tax
 
base; they all may, for example, tax personal incomes.
 
Further, many businesses and some individuals may carry
 
on business in two or more towns and thus be subject to
 
taxation in more than one jurisdiction. Both of these
 
situations are known as tax overlapping. Tax overlapping
 
can result in economic inefficiencies and taxpayer

inequities. Efforts should be made to promote tax
 
coordination among various levels of government by

separation of revenue sources or through joint tax
 
administration.
 

2.23 Administration and Compliance Costs
 

2.231 The more that a government must spend on
 
administration of a tax and systems to assure taxpayer

compliance, the less revenue is available from that
 
source for funding other governmental services. Laxity in
 
tax enforcement tends to encourage taxpayers to evade
 
their legal tax obligation. A rule of thumb is that a
 
government should increase expenditures for enforcement
 
and administration as long as the additional revenue
 
obtained exceeds the actual cost of enforcement and there
 
are no negative reactipns which might reduce volumes in
 
the long run.
 

2.232 Governments should also be cognizant of the costs
 
to the private sector of complying with various tax laws.
 
Effort should be made to keep these requirements as
 
simple and inexpensive as possible. When the private
 
sector is required to perform services for the government
 
in the collection of a tax (such as withholding taxes
 
from employee payrolls), government should consider
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reimbursing the private sector for all or a portion of
 

such costs.
 

3.1 Government Expenditures
 

Local governments spend money on goods and services for the
 
presumed benefit of the residents of the local jurisdiction.

Governments also act essentially as private enterprises as in
 
the distribution of water, provision of parking, and
 
maintenance of market areas.
 

3.11 Major expenditure items for American local governments
 
are education, welfare, highways and streets, health and
 
hospitals, police and fire protection and public utility
 
services and employee retirement.
 

Discussion Question: Identify the principal purposes of
 
expenditure of your local government.
 

3.12 The comments made above about revenue forecasting apply
 
as well to expenditure forecasting; forecasts should be made
 
on an annual and a five-year basis.
 

3.13 The most useful approach to expenditure forecasting is to
 
disaggregate expenditures according to type of spending

(personnel, materials, debt service) and then by functional
 
area (program or department) and to project these on the basis
 
of presumed service levels. Population growth, legislated

changes in service levels, capital projects coming on line and
 
changes in wage levels may be factored into such forecasts.
 

3.14 Given the projections of revenues and expenditures, the
 
manager can construct a chart that compares each for the
 
forecast period. Such a chart will focus on projected revenue
 
shortfalls or fiscal "gaps". Using assumptions about economic
 
conditions and revenue and expenditure policies, the manager
 
may note what types of policies are available to close the
 
projected shortfalls. Such policy choices will include
 
increasing tax rates, reduction of town services, changing

debt-service schedules, rescheduling long-range capital

projects or delaying tl-' operating and maintenance costs
 
associated with such projects.
 

3.15 When presenting the results of a forecast, especially if
 
a revenue shortfall is projected, the rationale for the entire
 
exercise should be presented in language easily understood.
 
The assumptions underlying the projections (the future state
 
of the economy, the revenue structure, costs of services,

service levels) should be made clear. If the forecast is to
 
have an impact upon policy-making, it must be shared with the
 
elected officials, but there can be negative impacts if a
 
fiscal crisis is forecast and citizens take this as an
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indication of poor political leadership.
 

Discussion Question: For each of the expenditure purposes

identified in the previous discussion question, what factors or
 
trends are most likely to impact future expenditures over the next
 
five years?
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UNIT NO. 10
 

FINANCE ADMINISTRATION: BUDGETING
 

Budgeting is a public policy process. The annual
 
budget is a financial plan outlining an action
 
program for government services during the ensuing

fiscal year. Almost every decision, activity and
 
program can be expressed in the financial language

of the budget. The budget is a major force in
 
determining which goods and services are to be
 
provided by the collective taxing and spending
 
power of government and which goods and services
 
are to be provided by the private market.
 

1.1 THE ANNUAL OPERATING BUDGET
 

1.11 The Budget Calendar
 

To ensure that the budget is completely prepared,

reviewed, and adopted before the start of each fiscal
 
year, the manager should prepare a budget calendar
 
establishing the key dates in the budget process. The
 
following major steps in the preparation of the annual
 
budget should be scheduled:
 

(1) The manager sends budget policy guidelines,

instructions and estimate forms to the department heads.
 
Budget policy guidelines are prepared with some input

from the elected officials and may include guidelines for
 
increases due to inflation, any cost-of-living wage

adjustments, and a statement of goals and objectives;
 

(2) Department heads responsible for collecting
 
particular revenues, such as utility charges, fines,
 
permit fees, etc., estimate what will be collected;
 

(3) All departments complete expenditure estimates
 
following the manager's guidelines. Departments should
 
budget for their service programs in terms of measurable
 
goals (1) the amount of service needed or demanded, e.g.,

the number of residences needing refuse collection; (2)

the efficiency of the service provided, e.g., cost per

mile of street cleaned; and (3) how effectively a service
 
meets a stated objective;
 

(4) With the revenue estimates in hand, the manager
 
evaluates the departmental expenditure requests. Total
 
demands typically are greater than predicted revenues, so
 
the manager makes reductions in keeping with the budget

policy guidelines and in areas that the department heads
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consider lowest priority;
 

(5) The manager submits the budget to the legislative

body for review, amendment and adoption. Hearings are
 
held, after which the legislature makes any desired
 
adjustments and enacts a final appropriations ordinance.
 

Exhibit 1 which follows is the actual expenditure budget

for the fire department of a medium-size U. S. town.
 

1.12 Budget Formats
 

There are several forms which the annual budget may take
 
reflecting different policy perspectives. The simplest

format is that which sets the proposed items of
 
expenditure against comparable amounts for the current
 
and next previous year. Increases and decreases are to be
 
explained or justified in the accompanying text. This is
 
known as the "line item" format. Another format, called
 
a "program budget", places emphasis on governmental
 
programs reflecting the work which the government expects
 
to accomplish in the year ahead. Still another format
 
shifts the emphasis from incremental increases and
 
decreases to the full justification of every item of
 
proposed expenditure; this format is referred to as "zero
 
based". An extreme form of the program budget is the
 
"performance budget" which utilizes work units and unit
 
costs as the basis for budgeting.
 

The sample budget in Exhibit 1 is a "program" budget in
 
which several of the functions of the fire service are
 
presented as programs with information about purpose,

objectives (in the budget year), measures work
of 

performed and anticipated to be performed, and
 
expenditure requests by major category.
 

1.13 Budget Administration
 

Once the budget ha5 heen adopted, the manager is
 
t
responsible for its administrotion. This entails:
 

(1) Conducting a preaudit before funds are spent to be
 
sure that such expenditures have been authorized and that
 
necessary funds are available;
 

(2) Recording actual expenditures against budget

appropriations, taking steps to ensure that spending will
 
stay within prescribed limits;
 

(3) Reviewing and recommending actions to the legislative

body regarding departmental requests for the transfer of
 
funds between budget line items;
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(4) Maintaining a system of position control that ensures
 
that any full-time position filled has been budgeted and
 
has received the necessary prior approvals;
 

(5) Monitoring actual versus budgeted revenues and, if
 
needed, recommending legislative action to correct for
 
any anticipated deficit;
 

(6) Monitoring progress toward accomplishing the service
 
objectives that were budgeted.
 

In many communities, the budget is formally reviewed
 
quarterly or semi-annually to compare budgeted

expenditures with actual expenditures and to study
 
revenues. Work goals and progress made to date should
 
also be reviewed. Often, a projection is made to the
 
fiscal year-end. This formal review allows time to
 
correct any problems before the end of the fiscal year.
 

1.14 Accounting
 

Once the budget is adopted, it is entered into the
 
accounting system. The government's accounting system

should be organized to simplify and promote, as much as
 
possible, the control and decision-making functions of
 
budget administration. Every financial transaction,
 
whether a receipt, an expenditure, or a commitment to
 
spend money, should be recorded in the accounting system.
 
The record should be made to an appropriate account,
 
where it is matched against a budget appropriation. In
 
this way, a town's funds are properly safeguarded and
 
constant evaluation of the government's performance and
 
financial position is possible.
 

Note: The specific features and procedures for local
 
government accounting are technical and beyond the scope

of this training. Every local government should have an
 
accountant, qualified in governmental accounting (as

distinguished from private or corporate accounting) on
 
staff or available as a consultant.
 

Discussion Question: Review your present procedures for
 
budget preparation and administration and compare them
 
with those outlined above. What changes in your present
 
practice seem to be indicated?
 

2.1 THE CAPITAL BUDGET
 

Many jurisdictions also prepare a budget for capital

improvements. Capital improvements are generally considered to
 
be those expected to provide services over a considerable
 
period of time. A capital outlay is relatively large, compared
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to the size of the operating budget. A capital budget is based
 
on the long-term plans for community development and changes
 
in service delivery patterns. New buildings, remodeling
 
projects, street or utility construction, major equipment
 
purchases, land acquisition, and development of new facilities
 
such as parks, sewage treatment facilities or a new library or
 
school, are typically classified as capital projects.
 

2.11 Requests for capital projects may originate with
 
operating departments, the manager, planners, or interested
 
citizens; however, the responsibility for analysis and
 
evaluation of capital expenditure requests should be
 
centralized in one unit of the local government (town manager,
 
planning staff, or other).
 

2.12 Various statistical methods exist for quantifying the
 
economic value of a proposed capital project (computing net
 
present value, internal rate of return, cost vs. benefit
 
analysis).
 

2.13 Few jurisdictions have sufficient funds to make all of
 
the improvements they consider desirable. Thus, the capital
 
budget must set forth priorities, taking available resources
 
into account. Capital budgeting should have as its foundation
 
the economic base studies, land use reports and maps, and
 
population and migration studies of the planning unit.
 

2.14 Because the capital budget is a forward-looking document,
 
the forecast of the town's resources and responsibilities over
 
a period of years is one of the most important parts. Fiscal
 
resources are projected in terms of normally expected
 
revenues, less normal expenditures and existing debt service
 
costs. The financial impact of the desired capital
 
improvement, given its estimated cost, timing of construction,
 
external sources of revenue such as grants, is measured
 
against the forecast of resources. This provides a picture of
 
how much of The capital need can be supported out of current
 
revenues, how any necessary debt financing can be serviced,
 
and what tax increase, if any, will be required. Capital
 
projects planning generally is extended for six years.
 

2.15 The capital budget will detail the capital items and
 
their costs for the next five or six years. The capital budget
 
should include:
 

(1) A complete list of major capital improvements;
 

(2) Estimates of the total cost of each improvement;
 

(3) Outside sources of financing (grants or private
 
gifts);
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(4) The scheduling of construction starts and annual
 
expenditures;
 

(5) The six-year forecast of operating revenues and
 
expenditures. The difference between the two is the
 
annual cash flow from operations;
 

(6) The annual service charge on existing debt,
 
subtracted from gross cash flow from operations;
 

(7) The net funds, if any, that remain. This is the
 
amount available for service charges on additional debt
 
(bond financing);
 

(8) The net cost of the planned capital improvement
 
program. This figure is subtracted from net cash flow and
 
the result, when negative (which is usually the case) is
 
the amount of new financing required to implement the
 
capital program.
 

Exhibit 2 shows a six-year projection of capital improvement

projects and their cost together with a projection of
 
operating revenues and expenditures, reduced by costs of
 
service on existing debt and the net new financing required to
 
finance the capital projects budgeted above.
 

2.16 There are two approaches to capital projects financing:
 
pay-as-you-go and pay-as-you-use. Pay-as-you-go means that the 
local government will allocate each year a significant portion 
of its operating funds to a capital reserve fund to be used
 
for annual capital improvements or saved until they are
 
sufficient for large projects. The municipality saves the
 
interest charges which would have been incurred on debt and
 
the absolute cost of the improvements will be less over time.
 
However, for pay-as-you-go to function well, capital projects
 
must be evenly spaced over time and large projects must be
 
relatively rare. Projects may be delayed until funds can be
 
accumulated.
 

Pay-as-you-use financing avoids most of the problems entailed
 
in pay-as-you-go. Here, long-range improvements are financed
 
by debt (bonds) issued by the locai government with retirement
 
of the debt scheduled tc coincide with the depreciation of the
 
project. If bond financing is used, the debt-carrying capacity
 
of the community must be determined. Two measures are commonly

used. One is the ratio of outstanding debt to the true or
 
market value of the local property tax base. In the United
 
States, experts suggest that this should not exceed ten
 
percent. The second is the ratio of debt service charges to
 
current revenues. Experts suggest this should not exceed 20
 
percent.
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2.17 Bonds whose debt service payments are to be financed by

charges placed exclusively on the users of the service 
or
 
facility are termed revenue bonds. These are similar to bonds
 
issued by private enterprises. Revenue bonds generally 
are
 
exempt from the legal limits on municipal debt. Further, their
 
financial feasibility will be determined on the revenue
generating characteristics of the particular service or
 
facility, and not upon the financial analysis of the local
 
government generally. Even a poor municipality can borrow for
 
projects if the debt can be paid off from user charges. In
 
most cases, however, revenue-bond financed capital

improvements should be included in the capital budget
 
schedule.
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E.nibit I Fire Administration 

Purpose 

The Administration prmgram isresponsible for administering the total system of fire
prevention, fire suppression, and emergency medical services, including training,

support services, development of programs, record keeping, budget, personnel resources, 
buildings, and apparatus.
 

Objeedves 

. Plan, organize, staff, direct, and nnitor all 
Department functions.
 
- Provide a service system for proper maintenance and repair of buildings, facilities,
 
apparatus, and equipment.
 

-
Maintain an equipment replacenent program.
 

- Provide a central supply service for all 
stations.
 

- Coordinate and maintain records systems.
 

Ii
 

1989 1990 1991 
ACTUAL ESTIMATED PROPOSED 

Number of line personnel 
Nunber of staff personnel 
Population served 
Square miles served 
Total fire stations 
Total response apparatus 

76 
12.75 

55,653 
29.5 

6 
18 

76 
12.75 

55,850 
30.0 

6 
is 

76 
13.00 

56,000 
31.0 

6 
18 

Mutual aid agreements with 
other departments 4 4 4 
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--------- --------

-- -- -- - ----- -- - -- 

Fire Administration
 

Epenmdlturea
 

1990 19901989 
 1990 6-MONTH 12-Mi'Nh 1991
EXPENDITURES ACTUAL BUDGET 
..................... ACTUAL ESTIMATED PROPOSED
''....... 
 .......... 
 - ........ 
 . .......... 
 .. ........ 
 ..... ..... 

PERSONAL SERVICES S 347,703 S 380,140 S 183,521 S 380,140 S 428,450 
CONTRACTUAL SERVICES 
 47,505 56,020 25,426 
 53,300 55,540
 
MATERIALS & SUPPLIES 
 8,917 8,130 
 7,461 13,220 10,130
 
FIXED CHARGES/CAPITAL OUTLAY 1,143 2,050 1,501 1,500 11,360 

DEBT, TRANSFERS &OTHER 0 0 0 0 
------- ..-------------------

PROGRAM TOTAL S 405,268 S 46,340 $ 217,909 S 448,160 S 505,480 

Authorlzed Personnel 

AUTHORIZED POSITIONS 1989 1990 1991 
-
 -
 -
Fire Chief 


1.0Fire Secretary 1.01.0 1.0 1.0Special Services Officer 
 1.0 
 1.0 
 1.0
 
Total 
 . .- -- " ---3.0 
 3.0 
 3.0
 

Authorized personnel are reported as the number of full-time equivalent 
positions charged to this program. 
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Suppression & Control
 

Purpose
 

The Fire Suppression and Control Program's purpose is to minimize loss of life and
property during emergency situations. 
The majority of the Fire Department's resources
 
are assigned to this program.
 

Objectives 

-
Control hazards, prevent fires, and minimize potential fire loss through fire safety
inspections, pre-fire planning, and public education. 
Complete advanced training and certification.

Provide a 
three minute or less response time to all calls from each of the six (6)

fire stations.
 

- Perform building maintenance operations daily and apparatus or equipment maintenance 
at scheduled intervals. 

- Respond to special service calls such as hazardous materials handling, airportemergencies, water and scuba rescue, and radiological defense. - Expand use of such components as large diameter hose and deck guns in effort to
deliver more 
water with minimum personnel.
 
- Conduct inspections and public education 
 in their district by each engine company. 

Work Resuts 

1989 1990 1991 
ACTUAL ESTIMATED PROPOSED 
......... .
 ...
--. ........ . .
 .. . . .
 

Total annual Incidents 2,989 3,000 3,000
Actual fire incidents - excludesemergency medical services 357 350 350Hazardous conditions/other calls 775 795 795Training Hours 13,830 14,000 14,000 
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Suppression &?Control 

. 'Expeadltures 

1990 1990 
1989 1990 6-MONTH 12-MONTH 1991 

EXPENDITURES ACTUAL BUGET ACTUAL ESTIMATED PROPOSED 

PERSONAL SERVICES $3,016,550 S3,126,220 $1,448,011 $3,126,220 $3,236,910
 

CONTRACTUAL SERVICES 443,471 420,540 215,085 421,470 109,180
 

MATERIALS & SUPPLIES 52,596 108,600 19,771 107,650 57,320
 

FIXED CHARGES/CAPITAL OUTLAY 18,550 86,900 15,617 86,900 16,680
 

DEBT, TRANSFERS & OTHER 0 0 0 0 0 
..... °.... ......... °o.. .. ..... - ---- ----....--


PROGRAM TOTAL $3,531,167 $3,742,260 $1,698,484 $3,742,240 $3,420,090
 

Authorized Personnel 

AUTHORIZED POSITIONS 1989 1990 1991 

Deputy Chief 1.0 1.0 1.0 
Superintendent of Maintenance 1.0 1.0 1.0 
Battalion Chief 3.0 3.0 3.0 
Fira Captain 3.0 3.0 3.0 
Ambul ance/Fire Lieutenant 6.0 6.0 6.0 
Fire Lieutenant 9.0 5.0 9.0 
Anbulance/Fire Equipment Operator 6.0 6.0 6.0 
Fire Equipment Operator 15.0 15.0 15.0 
Firefighter 25.0 25.0 25.0 

Total 69.0 69.0 69.0
 

Authorized personnel are reported as the number of full-time equivalent 
positions charged to this program. 
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Prevention & Inspection 

- 'ftPurpopse 

The Fire Prevention mission is to reduce life and property loss by the elimination
 
of hazards. This isaccomplished by increasing public awareness through education
 
and training of the public inemergency life saving techniques, fire evacuation
 
drills, inspections, and fire investigations.
 

Objectives 

- Coordinate and conduct inspections of all new and existing structures.
 
. Inspections of all new and existing underground tanks.
 
- Maintain and evaluate fire incident and inspection records along with other data.
 
- Investigate all suspicious and/or major fire incidents.
 
- Process all complaints.
 
- Continuous update of codes and ordinances.
 
- Promote and facilitate fire prevention and fire survival via training of industrial
 
and institutional emergency response teams, media releases, school programs, and
 
general public awareness campaigns.
 

... Wo kR'esults 

1989 1990 1991 
AClJAL ESTIMATED PROPOSED 

Fire Department Inspections 6,453 6,460 6,470
Building/sprlnkker review 165 170 172 
Co-Inspections with other agencies 72 75 80 
Fire tnvesttgatons/complaints 459 460 460 
Educational programs/evacuation 
drills 682 690 700 

Public media/prevention bulletins 707 720 720 
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Prevention & Inspection
 

Expendltures
 

1990 1990
 
1989 1990 6-MONTH 12-MNTH 1991 

BUDGET ACTUAL ESTIMATED PROPOSEDEXPENDITURES ACTUAL 
. ........ ---....... .
.-.. ----.-. ---......... --------- ..... ---.............. 


PERSONAL SERVICES $ 141,098 S 182,590 S 53,017 S 182,590 S 190,620 

CONTRACTUAL SERVICES 3,559 3,560 889 1,720 3,510 

MATERIALS & SUPPLIES 7,846 9,030 3,548 9,180 9,210 

FIXED CHARGES/CAPITAL OUTLAY 817 ISO 129 130 0 

DEBT, TRANSFERS & OTHER 0 0 0 0 0 
.-- ----- --------- -------- ----.... - .... ..... . 

PROGRAM TOTAL S 153,320 S 195,330 S 57,583 S 193,620 $ 203,340 

.... ? l Sfl n n1lfSU fSS 

Authorized Personnel 

AUTHORIZED POSITIONS 1989 1990 1991 
.... -----------------------------. ---- .... .... 

Deputy Chief 1.00 1.00 1.00 
Inspector 2.00 2.00 2.00 
Clerk II 0.75 1.00 1.00 

Total 3.75 4.00 4.00
 

Authorized personnel are reported as the number , full-time equivalent 
positions charged to this prograu.
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Ambulance &?Rescue 

Purpose 

The Ambulance and Rescue Program is responsible for aiding all persons needing medical
assistance because of sudden illness and/or life-threatening emergencies. 

Objectives 

- Provide equipment and staff to respond to emergency medical 
and extrication incidents,

and assist with fire suppression and water rescue emergencies.

- Achieve 100% staff certification as Emergency Medical Technicians (EMT's). 
- Continue EMT-D (defibrillation) success recertification training.
- Expand CPR (cardiopulmonary resuscitation) training and other related program to the

public, in conjunction with Eau Claire County project.

- Provide ET-Intenriediate level advanced life support services 
 including

endotracheal airway insertion. 
- Continue pursuing a higher level of advanced life support inthe delivery of emergency
medical services. 

•. Wo Res ult 

1989 1990 1991 
ACTUAL ESTIMATED PROPOSED 

.................... ------.............. 
Nunber of emergency medical incidents 1,857 1,926 1,926
ENT training hours 2,822 2,938 3,014EJT-I training hours 1,400 1,400 1,400Personnel w/flT certification 64 68 69Personnel w/E1T-D certification 36 40 42
Mutual aid agreements 
 I 1 1
Personnel w/EMT-I certification 0 0 19 
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-------------- - -------------------------

----------- --------- --------- --------- ----

Ambulance & Rescue 

Expenditures 

1990 1990 
1989 1990 6-MONTH 12-MONTH 1991
 

ACTUAL BUDGET ACTUAL ESTIMATED PROPOSEDEXPENDITURES 
-


261,972 S 565,590 S 590,480PERSONAL SERVICES S 543,006 $ 565,590 S 

CONTRACTUAL SERVICES 32,731 5,620 4,155 5,410 36,710
 

MATERIALS & SUPPLIES 13,228 15,560 10,276 15,520 17,060 

FIXED CHARGES/CAPITAL OUTLAY 0 0 0 0 0 

DEBT, TRANSF ERS & OTHER 0 0 0 0 0 

PROGRAM TOTAL $ 588,965 S 586,770 S 276,403 S 586,520 $ 644,250 

Authorl ed Personnel 

AUTHORIZED POSITIONS 1989 1990 1991 
....... ..... ....................... .... ....
 

Ambulance Firefighters 12.0 12.0 12.0
 

Total 12.0 12.0 12.0
 

Authorized personnel are reported as the nwber of full-time equivalent 

positions charged to this program. 
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UNIT NO. 11
 

PURCHASING ADMINISTRATION
 

Purchasing is a tool of management which must be
 
performed professionally. This function is often
 
assigned to the director of finance or to a
 
specialist on the staff of the manager. In any
 
case, it is recommended that purchasing be done on
 
a centralized basis and not by the individual units
 
of the government.
 

1.1 THE PURCHASING FUNCTION
 

1.11 The functions of the person(s) responsible for purchasing
 
are:
 

(1) To be familiar with sources of supply;
 

(2) To understand pricing, business practices and market
 
conditions, increasingly under competitive conditions
 
where judgments must be made in selecting suppliers on
 
the basis of technical and economic criteria;
 

(3) To know the laws or rules that control bidding;
 

(4)To establish a system that ensures that discounts are
 
taken, that quality is tested, that ordered items 
are
 
properly received and stored, and that deliveries are
 
prompt;
 

(5) To deal effectively with salesmen and contractors as
 
well as with the units of the local government;
 

(6) To have authority to obtain bids based on the precise

specifications that the purchasing agent helped 
to
 
prepare.
 

1.12 The purchasing agent circulates notices to suppliers and
 
advertises for bids. The lowest selling price is attraztive
 
only if the quality of the item and the bidding company's

reputation for reliab:Llity in meeting delivery dates and
 
quantities are acceptable. The purchasing agent should be
 
able to expedite ship..ents and reduce transportation costs.
 
He/She needs to know how to get supplies in an emergency.
 

1.13 The purchasing agent eases work for suppliers by

providing them with simple but complete order forms. He may
 
arrange quality testing at the supplier's plant to help avoid
 
costs of returning inferior items. When necessary, he can
 
obtain appropriate terms of credit.
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1.14 The purchasing agent participates in budget planning to
 
anticipate new supply needs 
and to locate suppliers in
 
advance. He may anticipate price inflation by early ordering

if the costs of storage do not more than offset the
 
anticipated savings.
 

2.1 CENTRALIZED PURCHASING
 

2.11 Regardless of the community's size, all purchasing

responsibilities should be centralized within 
an individual
 
or an office. The centralized approach saves money due to such
 
economies as:
 

(1) Overall costs are lowered by buying, on a bulk basis,
 
items that more than one department can use;
 

(2) The number of purchases is reduced. This reduces the
 
cost, in both time and materials, of making purchases;
 

(3) Greater financial control of expenditures will result
 
in more timely payment of bills and in discounts for
 
prompt payments;
 

(4) Inventory records are maintained, thereby reducing
 
the possibility of loss due to theft or misuse.
 

2.12 Centralized purchasing requires close cooperation between
 
the purchasing agent and the operating departments. Serving

the needs of the departments should be the foremost aim of the
 
purchasing agent.
 

3.1 PURCHASING RE01""ATIONS
 

3.11 A sound purchasing program requires appropriate

regulations designed to guide purchasing procedures 
and
 
specify such details as the general duties of the purchasing
 
agent, the ariount over which competitive bids are required,

the conditions under which emergency purchases can 
be made,
 
petty cash fund limits, and procedures for the disposal of
 
obsolete equipment and materials.
 

3.12 The purchasing system should include regulations

governing the preparation of specifications, the solicitation
 
of formal and informal bids, the preparation of purchase

orders, the inspection and testing of goods, the making of
 
payments, and the handling of exceptions to the normal
 
purchasing procedures.
 

3.13 Formal regulations establish a bid limit. Above this
 
amount, competitive bids are required; below this amount,
 
price inquiries are made either by telephone or by obtaining
 
informal quotations. Goods and services that need bids usually
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require specifications to describe the essential qualities the
 

products or services must have.
 

4.1 THE BIDDING PROCESS
 

4.11 If bids are required, all bid requests should contain the
 
information and time for receipt and opening of bids. Bid
 
openings are public, and no changes are permitted after the
 
opening. A tabulation of bids is made, showing the bidders'
 
names and the cost of the item to be purchased.
 

4.12 When goods are received, they should be inspected and
 
tested. If they are as ordered, the receiving department fills
 
out a report certifying receipt. The receiving report is
 
verified against the purchase order and payment is made.
 

4.13 Deviations from the normal procedure occur in the
 
following kinds of purchasing arrangements:
 

(1) Emergency buying;
 

(2) Cooperative purchasing with other governmental units;
 

(3) Purchasing from petty cash;
 

(4) Purchasing 
year under an 

items 
open 

on a continuing basis during the 
purchase order with particular 

suppliers. 

5.1 COOPERATIVE PURCHASING 

5.11 Cooperative purchasing with other governments may be
 
handled in two different ways. In a joint association between
 
two or more governments, a large government can purchase goods

in bulk and then sell those goods to smaller units at prices

that are less than would be the case if the smaller unit had
 
to purchase the same goods individually. A second type of
 
cooperative purchasing occurs when governments join together

to purchase more ano better services. Examples include:
 

(1) Sharing the expense of consulting services - lawyers,
engineers, planners and computer experts - that would not 
be available otherwise;. 

(2) Sharing the cost and use of expensive construction
 
equipment - trenchers, compactors, draglines - that one
 
government cannot afford to buy on its own;
 

(3) Sharing the cost of certain operations - recreation
 
services, landfill operations, a vehicle maintenance
 
garage - that one government cannot fund by itself.
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6.1 RELATED ACTIVITIES
 

6.11 Closely related to the purchasing function are two
 
additional activities, warehousing and inventory control.
 
Warehousing capability is necessary to facilitate purchasing

in large quantities certain common-use items which can be
 
bought, stored, and issued to several agencies more cheaply

than they could be purchased in small lots or by a
 
requirements contract.
 

6.12 Inventory control is more than a record-keeping function.
 
It aims at never running out of anything while never having

too much of anything on hand and never paying high prices

because of buying in small quantities. Inventory is money that
 
is temporarily in the form of materials, equipment, parts or

supplies, but it is money on which the government is paying

interest in the space required, the record keeping, and in its
 
security from loss.
 

Discussion Question: Consider how centralized purchasing may

best be organized in your government. Draw an organization chart
 
showina the location and relationships of the purchasing function
 
to the manager and the operating departments.
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UNIT NO 12
 

PRIVATIZATION OF LOCAL GOVERNMENT SERVICES
 

1.1 INTRODUCTION
 

Although public services are generally performed directly by

governments, numerous alternative delivery systems have been
 
utilized, ranging from franchise of food and recreation
 
services to virtually full-scale "government by contract".
 

Interest in alternative delivery systems has increased with
 
efforts to reduce costs and to differentiate service levels.
 
Local governments facing a choice of alternative services must
 
consider two factors: (1) alternatives for service delivery;

and (2) criteria for evaluating those alternatives.
 

2.1 PRIVATIZATION DEFINED
 

Privatization is a term applied both to outright sale of a
 
public service to the private sector, thereby releasing the
 
public sector from any further responsibility for delivering
 
the service, and to contracting out.
 

Examples of sale of public assets include the United Kingdom's

sale of government industries, such as Rolls Royce, British
 
Aerospace, the channel ferry service, and British Telcom. The
 
sale of stock in state industries by the Czech Republic and
 
Slovakia are also an examples of privatization.
 

In the United States, the term privatization refers to all
 
those activities that would decrease governmental activity,

either by reducing the government's total effort or by

replacing public functions with private activity. Contracting
 
is the major form of privatization.
 

Privatization through contracting out is the purchase of
 
services from another government or a private firm. All or a
 
portion of a service may be involved.
 

Privatization may have three objectives: (1) to reduce public

expenditures; (2) to reform public expenditures by making them
 
more efficient and effective; and (3) to turn more public

services over to private operation.
 

3.1 THREE ORGANIZATIONS PROVIDING GOODS AND SERVICES IN THE
 
POLITICAL ECONOMY
 

The three forms of organizations which provide goods and
 
services are (1) private firms seeking a profit from their
 
effort; (2) non-governmental organizations which do not seek
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to profit (generally referred to as "not-for-profit
 
corporations") and (3) government itself.
 

No one of these can provide all the goods and services society
 
requires; all three are needed, often working together.
 

When a good or service is not essential -- people may choose
 
to have it or not -- the private business is the first choice
 
as provider. Here, an individual or a corporation decide to
 
provide the good or service expecting that it can sell it at
 
a price people will be willing to pay and which will return a
 
profit. If the customer does not want it at the price charged
 
or if another firm offers it at a better price or quality, the
 
first business must adapt or quit.
 

Use a restaurant as an example. You may choose to patronize a
 
restaurant or not. If it provides good service and quality

food at an attractive price, you will use it. If it does not
 
satisfy your standards of service and quality, you will choose
 
to patronize another restaurant which does.
 

But this free enterprise example of a restaurant requires some
 
governmental attention. The customer cannot judge whether the
 
food served is safe to eat, or whether the restaurant is
 
disposing of its wastes by polluting the water, ground or air,
 
or whether its employees are working in dangerous conditions,
 
or whether children are being employed contrary to law. All of
 
these are conditions which government regulates in the public
 
interest.
 

How do we hold the government accountable for protecting us
 
from bad restaurants? If we learn about restaurants violating

the laws, we hold the elected officials accountable. But if
 
only a few restaurants only occasionally serve bad food or
 
pollute or provide dangerous working conditions, it is
 
unlikely that citizens will vote for government to enforce
 
health standards there. More important questions will demand
 
the voters' attention.
 

So how do we hold government accountable for enforcing laws
 
and regulations that do not appear in an election campaign?
 
Mainly through nonprofit organizations.
 

For example, in the US, nonprofit organizations work to
 
protect children from working at too young an age, unsafe
 
working conditions, environmental damage and poor health.
 
These nonprofit organizations try to persuade government that
 
enforcing laws is important. They are watchdogs. If the
 
government is not corrupt -- e.g., collecting money from the
 
restaurant to overlook violations -- or totally uncaring, a 
reminder from a nonprofit organization helps to bring about 
appropriate governmental action. If the government is corrupt 
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or uncaring, an accusation by a responsible nonprofit

organization may mobilize public opinion and affect the next
 
election. If the government does not respond, the nonprofit

organization may mobilize those citizens most concerned about
 
a particular violation to vote against the officials in power,

and even to contribute money to support their opponents.
 

A nonprofit organization may choose instead to provide a good

restaurant (or orphanage, nursing home, training institute,

etc.) and compete with the private ones. By offering better
 
service and publicizing that the service is provided without
 
violation of community standards, the nonprofit may be able to
 
drive the violators out of business without government
 
intervention.
 

The third type of organization providing goods and services in

the political economy is government itself. Services and goods
 
may be provided directly by governments, using their own
 
facilities and employees, or by one or more of several
 
alternative delivery systems, including privatization.
 

4,1 OTHER ALTERNATIVE DELIVERY SYSTEMS
 

Before turning our attention to contracting out, let us first

consider other alternative systems by which public service may

be delivered.
 

Franchising. Franchises are often used by local governments

for services which may be purchased by citizens such as
 
refreshments at a recreation center or services.
taxi 

Franchises are awarded by competitive or negotiated bid to
 
either exclusive or ncn-exclusive service providers.

Individual citizens pay directly for the 
 services and
 
governments charge a percentage of gross or 
net income as a
 
franchise 
fee. Other services frequently franchised are
 
telephone and electric service and cable television.
 

Joint public-private ventures. Public/private activities have
 
been common in community development such as business district
 
revitalization and economic development. Public financing of
 
private commercial activities in the U.S. grew greatly during

the 1980s. Municipal tax-exempt financing (using revenue
 
bonds) is used for function which were traditionally private

sector responsibilities: medical facilities such as hospitals

and private clinics, private industry pollution control
 
facilities, housing, small-scale commercial industrial
and 

plants, sports arenas and stadiums. When engaged in shared

development, local governments seek to share in net profits as
 
well as in the benefits that come from enhanced property

values and increased business activity.
 

Self-help and volunteerism. Self-help and volunteerism are
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important alternatives to direct service delivery. Citizen
 
roles such as hospital aide, school monitor, and fire
 
volunteer are traditional volunteer fireman activities U.S.
 
Facing revenue shortages, local governments have encouraged

volunteer work for neighborhood cleanup and assistance to the
 
mentally ill, physically handicapped and elderly, for example.
 

Reduction of demand. To reduce costs of local government,
 
actions have been taken to reduce demand for services. Fees
 
and charges have long been used for registration of births,
 
deaths and automobiles, property registration and various
 
legal or court-related services. More recently, variable
 
charges have been used to adjust or reduce the public's demand
 
for services. For example, vouchers may be provided to needy

citizens for forced-choice purchase of selected services,
 
while others may be required to pay for or do without
 
particular services such as recreation centers, day nurseries,
 
parks or marinas.
 

5.1 CONTRACTING OUT
 

In an effort to reduce costs and to support development of the
 
private sector, interest in privatization has increased in
 
recent years.
 

Local governments, facing alternatives in service delivery,
 
must consider two factors:
 

1. Appropriate alteL'ative methods of service delivery;
 

2. Criteria for evaluating these alternatives.
 

Outright sale of local government services or property to
 
private entrepreneurs is rare; however, contracting out, or
 
service contracting, is a common method by which local
 
governments utilize the private sector for the delivery of
 
public services.
 

Contracting out is the purchase of services from another
 
government or from a private enterprise. All or a portion of
 
the service may be contracted out. Small governments may gain

advantages of scale and specialization through purchased
 
services.
 

According to a 1982 survey by the International City

Management Association, the service most frequently contracted
 
out were:
 

Vehicle towing
 
Day care
 
Cultural programs
 
Hospital operation
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Legal services
 
Drug and alcoholism treatment
 
Mental health facilities
 
Paratransit operation
 

Governments may choose to sell certain of their services to
 
neighboring governments. Larger governments often will sell

services to smaller places (Examples: computer services, law
 
enforcement, fire services.)
 

Another reason for contracting out is to take advantage of the

competitive forces in the marketplace to cut costs and gain

efficiency. Still another reason is to permit the government

to concentrate its effort on its primary objectives.
 
Use of service contracts in lieu of direct delivery is most
 
affected by three factors:
 

1. Clarity of service standards;
 

Solid waste collection and water service are relatively

easily defined and both are often contracted out.
 

2. Newness of the service;
 

New services, such as day care or drug treatment, may be
 
purchased more readily than traditional activities.
 

3. Uniqueness and frequency of the need for the service.
 

Unique services, such as transportation of handicapped
 
persons or medical care, are commonly provided by

specialized contractors.
 

Services requiring special expertise, such as inspection

of building construction, may be purchased from another
 
government or from a private supplier.
 

5.11 Benefits of Contracting Out
 

There are three reasons why governments con tact out to
 
private firms, nonprofit firms, or other governm nt agencies:
 

Cost-Effectiveness. In most' cases, contracting out is cone
 
because it is seen as more cost-effective. Private employers
 
use their labor force differently than do governments, thereby

reducing costs:
 

Private employers use less labor;
 
Have less absenteeism;
 
Make managers responsible for equipment as well as labor;
 
Use younger workers;
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Use more part-time labor;
 
Terminate more employees;
 
Use more capital equipment.
 

Economies of 
scale reduce costs and a private contractor
 
serving a larger geographic area than one municipality or
 
serving a large number of units in the same area, will
 
normally have lower costs than a single government.
 

Contractors who are large-scale producers can purchase state
of-the-art equipment and materials at a lower price than can
 
small units of government and can use them more efficiently
 
over a larger number of units.
 

Flexibility. Contracting out has the advantage of ensuring

flexibility in adjusting to changes in service demands. Local
 
governments often must change policy directions quickly: 
in
 
response to elections, to changed organizational structures,
 
to new eligibility requirements for funding assistance, 
new
 
citizen demands. Private contractors are more flexible. They
 
are not bound to follow civil service rules and regulations.

Private employees may be rewarded more quickly for good

performance. Large suppliers or contractors can respond more
 
effectively to peak loads by rescheduling crews and providing

back-up crews.
 

Responsiveness and Control. Contracting out maximizes local
 
options. It takes time, money and effort to redirect municipal

employees from an established mission to a new one. Some
 
municipal officials consider a large number of 
municipal

employees to be a hindrance to the true function of a
 
municipality, which is to make policy decisions about the
 
nature of the town. To these towns, a town is a means of
 
providing or arranging for services rather than of producing

them. A service is provided when a basic policy decision is
 
made to make the service available to the public. Producing

the service can be done by government, citizens, private

nonprofit groups or private firms.
 

6.1 TYPES OF SERVICES PRIVATIZED
 

" Services to citizens generally (free or for fee)
 

• Services sold to citizens (optional choice)
 

" 
Services supporting town operations (administrative)
 

* Maintenance and repair services (equipment)
 

* Operating a municipal facility
 

" Build and operate a facility
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" Economic development
 

" Speculative development
 

" Industrial Revenue Bonds
 

7.1 EXAMPLES OF SERVICES TO CITIZENS CONTRACTED OUT IN THE U.S.
 

Refuse collection, street cleaning;
 

Street construction and repair;
 

Landscape maintenance;
 

Prison and jail operations;
 

Wastewater treatment;
 

Solid waste disposal;
 

Fire protection;
 

Security services;
 

Bus operation;
 

Vehicle maintenance, equipment service and maintenance;
 

Child care, elder care;
 

Health services: hospitals and treatment centers;
 

Recreation activities: rides, swimming, golf courses;
 

Concessions: food, equipment rental;
 

Cleaning buildings, laundry service, uniform rental;
 

Airport operations, ports;
 

Computer services;
 

Payment processing;
 

Payroll preparation, tax reporting;
 

Street lighting;
 

Cultural center operation;
 

Pavement marking, signal repair and service;
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Parking facilities, meter money collection;
 

Temporary help (clerical, ticket sales, bridge operation);
 

Public schooling (voucher system);
 

Public housing operation (including maintenance).
 

Exercise: Have participants list any municipal services
 
presently being provided by contractors. Then have them list all

municipal 
 services which they believe are candidates for
 
contracting out.
 

7.1 FORMS OF PRIVATIZATION AGREEMENTS
 

Sale
 

Lease
 

Operating agreement
 

Service contract
 

Build and operate agreement
 

Exercise: For each of the services already identified as

candidates for privatization, determine which of 
the forms of
 
privatization agreements would be the most appropriate.
 

8.1 DETERMINING WHICH SERVICES TO PRIVATIZE
 

Local officials first must determine which of their services
 
are most appropriate for potential privatization. Not all
 
government services should be considered; some functions are
 
exclusively governmental such as taxation and the
 
administration of justice.
 

8.11 Step One: Analyze Existing Services
 

The first step in the long process that ends in the
 
selection of a contractor begins with identifying those
 
activities which might be contracted out. This involves
 
carefully examining what services your ,>vernment

actually provides, breaking them into specific

activities, and 4dentifying the measures which mark
 
effective performance for each activity.
 

This activity provides a careful analysis of the services
 
even before even preliminary decisions are made about
 
contracting. Sometimes, only a portion of the total
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services can be contracted out; sometimes all should be
 
contracted; sometimes none should be contracted out.
 

Examples of activities: Building maintenance: window
 
washing, floor waxing, carpet care, restroom cleaning,

painting Sidewalks: Patching, root cutting, replacement,

construction Swimming pool: Cleaning, lifeguarding, swim
 
lessons, changing rooms, suit rental
 

Once activities have been identified, performance
 
measures for each activity should be listed. These
 
indicators show how the service can be measured and serve
 
as the basis for the actual contract, identifying what
 
the government is buying and how it will be measured.
 

Performance measures show the volume or amount 
of the
 
service provided, for example, highway miles built or
 
hours spent auditing.
 

8.12 Step Two: Deciding Which Services to Contract Out
 

The first question to be asked is: Is the function one
 
which should be performed directly by the Qovernment?
 

Although many local government functions are also
 
performed to some extent in the private sector, some are
 
not and in such cases, efforts to privatize would be
 
futile. Other services, such as law enforcement, may be
 
seen as ones to be performed exclusively by government.
 

Even after a decision is made that a service should not
 
be privatized,consideration nay be given to providing

that service by contract with another government such as
 
a nearby municipality or with a higher level of
 
government.
 

The second question to be asked is Can the crovernment set
 
and enforce standards of service quality to be met by the
 
contractor?
 

Unless officials can determine very specifically the
 
natrre, quality, and timeliness of the services to be
 
performed and be assured that they capable of
are 

enforcing those standards day-by-day, consideration of
 
privatization should be abandoned. This 
is where the
 
performance measures identified in the preceding analysis
 
prove helpful.
 

Writing of service specifications as part of contract
 
documents is an exacting task which becomes the basis for
 
subsequent contract administration of performance 
monitoring. 
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Another question to be asked in the planning process is
 
Does competition exist in the private sector among those
 
who would wish to provide this service?
 

If not, government may want to avoid the risks of
 
contracting with a sole provider. Those risks include:
 
potential for service disruption if the contractor fails
 
in business or suffers labor-management disagreements

(strikes); subsequent price increases not measurable in

the marketplace; dependence 
upon a contractor who 
possesses the only equipment required to perform the 
service. 

Yet another important question is What impact will
 
contracting out have on existinQ staff and equipment?
 

Sometimes a private entrepreneur can be asked or required
 
to offer employment to municipal employees whose jobs

will be lost as a result of privatization.
 

The contractor may also be asked to assume responsibility

for operation and maintenance of municipal equipment and
 
facilities such as refuse collection trucks or buildings

housing operations or processing, such as water
 
purification facilities.
 

Only after thoughtful consideration of these questions,

should a local government proceed with the next phase of
 
privatization.
 

8.13 Step Three: The Feasibility Study
 

Once the preliminary review has been completed, an actual
 
feasibility study should he prepared. This feasibility

study revolves around cost. It is largely a comparison of
 
governmental costs with an estimate of contractor costs.
 

The contractor's costs must be estimated; select several
 
potential contractors and request estimates for their
 
costs of providing the service. Remember that 
the
 
contractor's estimate is not a bid and is 
likely to be
 
low since it is to the contractor's advantage to move the
 
process closer to a decision to contract the service. Be
 
sure that all contractors have complete information about
 
the service to be provided and do not show favoritism
 
toward any contractor in requesting estimates.
 

Next, estimate the government's cost of providing the
 
service. Include only avoidable costs, both direct and
 
indirect. Direct costs include 
salary, benefits, and
 
expenses related to the service. Indirect costs are such
 
items as departmental administration and expenses such as
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rent, utilities and insurance. Estimate agency costs
 
associated with a contracted service, such as monitoring,

letting bids, and preparing documents.
 

8.14 Step Four: Soliciting and Reviewing Bids
 

There are two ways to perform the bidding process. One is
 
by formal invitation to bid (ITB), which involves a legal
 
process of formal bidding announcements, sealed bids,

public openings, etc. ITBs should be used when the
 
service can be defined precisely.
 

The other process, requests for proposals (RFPs) is used
 
when the service cannot be easily defined.
 

9.1 STEPS IN SERVICE CONTRACTING
 

The procedures for selecting contractors must be decided in
 
advance and should become a part of the regulations of the
 
local government.
 

These procedures should provide for
 

Competition to keep costs down and help the government to
 
obtain high quality goods and services. If there is only one
 
possible supplier, then the local officials must carefully
 
assess costs and quality of service and consider whether there
 
are alternative ways of acquiring it.
 

Fairness so that all potential contractors are treated
 
equitably and none is given unfair advantage over the others.
 

Two different procedures help to assure competition and
 
fairness. They are sealed bidding and negotiated contracts.
 

Invitations to Bid (ITBs). This process involves only a few
 
steps, but each 
step must be performed carefully to avoid
 
mistakes that could invalidate the contract.
 

The first step is to prepare invitations to bid. This is a
 
legal notice which includes such information as where the bids
 
should be delivered, when and where the bids will be opened,

specifications for the proposed service, location where the
 
formal bid proposal with all bidding details can be obtained,

the name of the government, and the statement that all bids
 
may be rejected.
 

The bid proposal form that bidders fill out should include
 
such things as bidder instructions, terms and provisions,

service specifications, place for the official bid and price,

information about bonds or deposits that may be required,
 
statements about bidder qualifications, provisions for
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disqualification, and reporting and payment provisions.
 

The service specifications, a vitally important part of these
 
documents, must be quite specific. For example, a
 
specification for grounds maintenance should indicate how
 
often each area is to be mowed, what the height of the cut
 
grass is to be, where the grass cut is to be disposed of, when
 
the lawn is to be fertilized, how often it is to be aerated,

and so on. The following example is an excerpt from a bidder's
 
document for a custodial contract; it specifies instructions
 
for certain areas to be cleaned.
 

Exhibit 1. Specifications of a Custodial Contract
 

Employee lunchrooms, kitchens, lounges, conference room,
 
lobbies, hallways:
 

* Clean chairs with damp cloth: daily
 

* Clean ledges and countertops with damp cloth: daily
 

• Empty wastebaskets (change liners as necessary): daily
 

* Clean tables: daily
 

* Vacuum carpet thoroughly: daily
 

e Damp mop: daily
 

* Clean sink: daily
 

* Damp clean exterior of trash receptacles: daily
 

Usually purchases by public contract should be advertised in
 
a newspaper of general circulation and posted in a public

place for a specified length of time.The advertisement tells
 
where possi ,.e contractors may obtain the detailed
 
specifications and the time and place where bids will be
 
publicly opened and read.
 

After the bid proposal is completed, it is advisable to hold
 
a prebid conference for potential contractors. All bidders who
 
obtained bid proposals are invited. The purpose of the meeting.

is to clarify instructions, answer questions, interpret bid
 
specifications, and anticipate potential problems.
 

It is customary to protect the government by requiring bidders
 
to provide bonds. A bid bond guarantees performance after the
 
contract is awarded. The amount 
of the bond should be
 
sufficient to pay the cost of rebidding if the contractor does
 
hot honor his bid.
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A performance bond helps to ensure 
that the contract is
 
completed satisfactorily. It is usually from 10 to 100 percent

of the contract value. Performance bonds which are set too
 
high may preclude small but potentially effective bidders from
 
qualifyng.
 

At the time and place specified, all of the bids submitted for
 
a particular good or service are opened and read aloud in the
 
presence of any persons wishing to attend, including the
 
bidders. At this meeting, the contents 
of the bids are
 
revealed for the first time to the other
government, to 

bidders, and to the public.
 

After opening the bid, the final 
step is to award the
 
contract. Most proposals give the government the right to
 
accept the proposal immediately, but most governments take
 
some time to evaluate the bids. Bid evaluation is performed by
 
a team including a representative of the department that
 
awards the contract (Purchasing Department), a representative

of the using department (parks, public works, health), 
a
 
representative of the legal department, and someone with skill
 
to compare and evaluate costs precisely.
 

The team evaluates the bid (1) to determine if it is in
 
compliance with the requirements (for example, that 
 a
 
performance bond and 
all required documents were included),

(2) to examine the qualifications of the bidders to 
ensure
 
that all are "responsible" bidders, (3) to identify the best
 
bid (presumably 
 the lowest if all the bidders are
 
responsible), and 
(4) to prepare the formal recommendation to
 
the person awarding the contract.
 

Exercise: Select one of the services previously identified for

potential privatization and list as many of the items to be
 
included in the service specifications as you can.
 

Requests for Proposals (RFPs). are the second major way of
 
arriving at contracts. An RFP is a negotiated bid, whereby the
 
contract is entered into after 
both parties have discussed
 
terms, provisions, cbsts, and other elements of the contract.
 
There is no formal bidding process. RFPs are most common when
 
contracting for consulting of other personal services, such as
 
architects or engineers. The major concern in using an RFP is
 
the quality of the product. In the ITB, the concern is
 
primarily one of cost. ITBs focus on minimum qualifications,

while RFPs focus on the evaluation process for potential
 
bidders.
 

RFPs are also used for (1) experimental programs, such as an
 
unusual drug testing program or a new process for treating

solid waste; (2) sole-source suppliers who have special

products such as computer software or special patents; (3)
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emergencies, when there is insufficient time for bidding.
 

The same or a similar group of governmental personnel who
 
review ITB proposals should direct the R1P process. The team
 
searches out potential supplier5.
 

In this process, potential contractors respond to a RFP by

submitting a sealed proposal detailino their qualifications
 
and containing a technical proposal describing how they would
 
provide the desired service. Price may or may not be quoted at
 
this time.
 

The actual RFP proposal is a simple offer for bidders to
 
propose a service for a given price. It contains b-Isic
 
provisions and should ensure equal treatment to all parties

and avoid even the hint of collusion. The specifications,

assuming the service can be precisely defined, should include
 
service and staffing levels, performance bonds, service event
 
schedules (dates that training sessions will be held, dates
 
that software programs will be completed), performance

reporting schedules, and a place where potential conflicts of
 
interest can be identified.
 

The RFP should request price quotations. It should specify

criteria for selecting a provider and the weights to be
 
applied to each criteria. See Exhibit 2 following.
 

Exhibit 2. Weights for Evaluating a Proposal
 

Criteria Weight

Firm or contractor qualifications:
 

Experience 20%
 
Qualifications of persons to be assigned 30%
 

Technical value of proposal:
 
Meets or exceed specifications 20%
 
Ability to clearly present plans 10%
 

Fees:
 
Cost compared to other bids 20%
 

Total 
 100%
 

The contractor response to an RFP should include (1) vendor
 
qualifications; (2)vendor experience on similar or equivalent

jobs; (3) information about costs, charges and fees; (4)

information about the quote and a statement that the quote is
 
not an offer the government can take, but that negotiations
 
will occur.
 

After the responses are received, the original team reviews
 
then and narrows the list of contractors to a final few after
 
applying a formal evaluation system such as that shown in the
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example above.
 

When the list has been shortened, the team (sometimes a single
 
person) negotiates confidentially with the finalists, leading
 
to a final choice of a contractor, with whom a final contract
 
is entered into. This contract should be similar to that of
 
the actual bid awards, including reporting requirements,
 
contractor fees and payment schedules, and penalties for
 
inadequate performance or incentives for high performance.
 

There are two ways of taking cost into account when making

awards under RFP procedures. One is to factor costs formally
 
into the award criteria (as in Example 2). The other is to
 
adopt a two-step bidding process. If this is done, the first
 
submission if for technical qualifications, and approved
 
contractors are then asked to submit price proposals with the
 
lowest bid chosen.
 

The RFP process tends to be judgmental and is subject to
 
corruption. Each step in the process should be performed as
 
openly as possible and all decisions must be fully documented.
 
Most agencies will rank the proposers based upon their
 
technical proposals and then initiate negotiations with the
 
top-ranked contractor. If those negotiations fail, then they

negotiate with the next-ranked firm, and after that, with the
 
third-ranked firm, if necessary.
 

Bidder Qualification. Contracts should be awarded only to
 
those firms found to be "responsible", i.e., found fully able
 
to perform in full accord with the service specifications.
 
Generally, bidder qualification criteria are set forth in the
 
bid document and the contract evaluation team will determine
 
which of the bidders satisfy those criteria.
 

Qualification criteria should relate to the requirements of
 
the service specifications. Remember, these are minimum
 
requirements and should not serve to eliminate a large number
 
of otherwise suitable contractors thus limiting competition.
 

Following are examples of criteria frequently used:
 

Experience. The contractor should have experience and
 
expertise appropriate to the service to be contracted; he
 
should be able to attract and retain a work force stable
 
enough to carry out the contractual obligation. The evaluation
 
team will assess the experience of the firm's principals and
 
the staff responsible for service delivery.
 

References. The contractor should be required to submit
 
references for current and previous contracts similar to the
 
proposed contract in type and scope.
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Financial stability. Contracts with an extended term 
or a
 
requirement for substantial capital outlay should be awarded
 
only to firms with sufficient capital and access to funds
 
sufficient to perform the contract requirements. Request

current financial statements and have them evaluated by those
 
with skill in interpreting such documents and familiar with
 
the ratios which indicate significant financial
 
characteristics.
 

Other qualification criteria. May include information about
 
availability of personnel and the condition and availability
 
of equipment.
 

10.1 TYPES OF SERVICE CONTRACTS
 

There are a number of types of contracts from which to choose:
 

FIRM FIXED PRICE CONTRACT - Usually for one year or less, for
 
services the price of which are not affected by market
 
fluctuations
 

FIXED PRICE WITH ESCALATOR - Primarily multi-year contracts
 
with pricing factors subject to market fluctuation
 

FIXED PRICE WITH INCENTIVE - Single or multi-year contracts in 
which savings could result through increased productivity or 
cost reduction without affecting the quality of the service. 
Both the contractor and the local government can benefit from 
savings effected by the contractor. 

COST PLUS FIXED FEE - Single or multi-year contracts primarily
in the fields of architecture, engineering and other 
professional and consulting services 

TIME AND MATERIALS - Contracts for trades services and other
 
areas in which the time of completion cannot be determined or
 
the agreed-to price is based on hourly rates and materials
 
provided.
 

PERCENTAGE OF REVENUE - Contracts in which the local
 
government receives a portion of the revenue generated by the
 
contract; examples are contracts for concessions and for adult
 
education.
 

11.. CONTRACT MONITORING
 

Once the contract has been signed and the contractor is
 
prepared to begin work, the important work of contract
 
monitoring begins. This effort is essential to the success of
 
the contracting our process. No amount of careful contract
 
preparation or detailed service specifications will ensure
 
adequate performance by the contractor: actual performance
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must be monitored carefully.
 

Contract monitoring is not much different than supervision of
 
services provided by the government itself. The same sort of
 
inspection, attention to citizen complaints, and evaluation of
 
performance reports should take place whether the service is
 
provided in-house or is contracted out.
 

Monitoring has two parts. The first is to see that the legal

obligations of the contract are fulfilled. The second is to
 
ensure that acceptable levels of service are provided.
 

The best way to monitor programs is to establish definite
 
performance standards in the contract and then inspect and
 
spot check often enough to ensure that these standards are
 
maintained by the contractor. Measures of effectiveness
 
involve actual outputs or the impacts of the service on the
 
user or the public. Examples might be the smoothness of the
 
pavement, citizen satisfaction, patient or client
 
satisfaction, reductions ,n the average time to fill orders,
 
etc.
 

Citizen or user surveys are useful tools for contract
 
monitoring. Survey methods include mailed questionnaires,

telephone surveys, and interviews.
 

Contractor Reports is a way the contractor reports progress to
 
date, explains costs, describes problems in providing the
 
service, and certifies that the service is meeting contract
 
specifications. Reports will be required periodically

(monthly). They should be reviewed by the contract manager and
 
verified independently.
 

Inspections and Observations are the traditional methods for
 
determining adherence to contract requirements. For some
 
services, inspection following performance is appropriate; for
 
others, inspection should take place while the service is
 
being performed.
 

Complaints. Relying upon citizen complaints is a common method
 
of contract monitoring but they should not be the only method
 
used. Additionally, the contract should provide a method for
 
resolving these complaints with deadlines for contractor
 
response established.
 

Who Monitors Contracts?
 

There are several arrangements for assigning responsibility

for contract monitoring. There may be central contract
 
managers for one or more contracts. These managers will reply
 
upon line personnel in the department closest to the service
 
for detailed information on contractor performance. Monitoring
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may be assigned to someone in the line department.
 
Alternatively, monitoring may be one of several duties
 
assigned to management or supervisory employees.
 

Centralized monitoring keeps the administration oZ the
 
contract in the hands of those who arranged and awarded the
 
contract and 
know the details of contract administration.
 
Centralized monitoring (by the purchasing department, 
for
 
example) (1) develops specialization in contract
 
administration; (2) maintains a consistent posture toward
 
contractors; and (3) reduces chance of corruption or collusion
 
between the contractor and a line official.
 

Using line officials for contract monitoring is commonplace in
 
local government. It is assumed that they know the service or
 
project better than the contract officers.
 

Contract managers should be prepared to perform these
 
activities:
 

1. Inspect work and correct unsatisfactory work.
 
2. Ensure that required permits are acquired.

3. Monitor work performance to ensure conformance to
 
budget and work schedule.
 
4. Review work performance to ensure conformance to
 
safety rules.
 
5. Review contractor invoices for accuracy and
 
completeness.
 
6. If the contract is fixed price, decide if the
 
percentage of billing is equal to the percentage of work
 
completed.
 
7. Verify and withholding of contractor funds.
 
8. Compare equipment charges for rentals, labor, and
 
material with contract provisions and any change notices.
 
9. Compare invoice labor rates with the contract.
 
10. Verify that services were delivered, material
 
delivered, laborers worked, and equipment used.
 
11. Initiate any necessary changes in the scope of
 
contract (change orders).
 

Contract monitors should maintain close contact with the
 
contractor and provide feedback on performance. He should
 
be prepared to deal with major problems as they arise. He
 
should be prepared to enforce penalties against the
 
contractor for poor or inadequate performance.
 

12.1 CONCLUSION
 

Privatization is increasing worldwide and it appears to have
 
little to do with ideology. In 1986, seventeen of the world's
 
most populous nations were initiating measures to privatize

state-owned industry, relax price controls, or otherwise
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increase competition. Market-based economies 
 regularly

outperform those that are centrally planned. The world is at
 
a 
turning point in economic management. Nations are

increasingly leaving the internal 
workings of economics to
 
market mechanisms. Those that have are reaping rewards.
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UNIT NO. 13
 

PUBLIC WORKS: STREETS AND DRAINAGE
 

The public works function includes the physical

structures and facilities used by government

agencies to house governmental functions and
 
provide water, waste disposal, power,

transportation and similar services to citizens and
 
property owners in the community. Generally, we
 
refer to these facilities as "infrastructure".
 

1.1 PUBLIC WORKS FUNCTIONS
 

1.11 In any jurisdiction, there may be a number of functions
 
organized under the heading of public works. A first task is
 
to systematically review these and 
similar functions to
 
determine the full scope 
of public works. It then becomes
 
necessary to design the organization best suited to the
 
performance of these tasks. Following is a comprehensive list
 
of common public works functions.
 

Streets and highways, Building inspection

construction & repair Building maintenance
 

Street cleaning Custodial service
 
Snow removal Park maintenance
 
Street lighting Cemetery operation

Street marking Radio system

Street signs Parking meter system

Surveying Equipment maintenance
 
Traffic engineering Animal control
 
Traffic signals Computer operation

Water treatment Electric power distribution
 
Water distribution Gas power

Water meter reading Water utility billing

Storm water management Water service
 
Zoning/subdivision Sewage collection system


control Sewer utility billing

Engineering Solid waste disposal

Solid waste collection Street tree
 
Airport services planting/maintenance
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Not all communities will provide all of these functions.
 
Sometimes, some are provided by a utility company and others
 
may be provided by other units of government. In some
 
communities, some services may not be available. In the United
 
States, small communities provide street construction and
 
maintenance, parks, building code enforcement and storm water
 
drainage.
 

Discussion Question: List all of the public works functions
 
for which your town is responsible. Draw an organization chart of
 
your public works department and show where each of the functions
 
you have identified is performed.
 

2.1 THE STREET SYSTEM
 

2.11 The street system includes the highways, streets and
 
roads used to move people and goods within a community. The
 
street system also includes the curbs and gutters, storm
 
sewers, sidewalks, parkway trees and related appurtenances

that are a part of the street right-of-way and that facilitate
 
the movement of people and traffic.
 

2.12 The public works objective is to design, construct and
 
maintain the street system in a manner that will permit full
capacity functioning and facilitate the movement of people in
 
all of their pursuits. The manager in a small town should know
 
about the established criteria for good design of 
a street
 
system and the alternatives in street construction, and be
 
able to evaluate a street maintenance program.
 

2.13 The manager should assign responsibility for the various
 
aspects of the street and highway system to the division most
 
capable of performing the function. Street construction can be
 
accomplished by contract or by personnel in the public works
 
department. Contract construction is generally limited to
 
large projects, whereas departmental workers may be used for
 
minor improvements to the existing system. Street maintenance
 
is assigned to the public works department, as well, and is
 
performed almost entirely by departmental workers.
 

2.14 Most street systems were designed originally to furnish
 
access to abutting property, but now, the emphasis is on
 
moving large amounts of vehicular traffic. Older communities
 
find it necessary to revise street patterns to reflect this
 
change in function. Newer communities, and newer sections of
 
established communities are designing their street systems to
 
accommodate automobile traffic. Future traffic demand on
 
existing sareets will be determined largely by the development

that will occur on presently vacant land. Review and approval

of new development should k) contingent upon a major street
 
plan.
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2.15 Street layouts in new subdivisions should reflect the

topography 
of the area rather than simply extending an

existing grid pattern more characteristic of established
 
communities. This results 
in fewer intersecting streets and
 
reduces the amount of land required for street purposes, even

though travel time may be longer and the route more circuitous
 
than is the case with the grid pattern.
 

3.1 THE MASTER STREET PLAN
 

3.11 One of the primary elements in a municipal plan is the
 
master street plan. The street system can occupy up to thirty

percent of the average developed area and the street system

exerts a tremendous influenca on the patterns of land use,

therefore, the master street plan is an essential component of
 
comprehensive planning.
 

3.12 The master street plan should be officially adopted and

should identify the existing street network, delineating the
 
location of arterial and collector streets in undeveloped

areas. This is to preserve the right-of-way for major street

construction. Subdivision plats should be evaluated by

comparison to this plan and developers should be required to
 
dedicate rights-of-way as shown on the plan.
 

3.13 The master street plan should also include the design

standards for each class of street 
(local, collector and

arterial streets). The street construction criteria will

depend upon soil types and conditions, traffic loads, and
 
materials available for construction. When construction is
undertaken by developers, those standards should be fully

enforced.
 

4.1 STREET CONSTRUCTION
 

4.11 The choice of construction by contract depends 
 to a
 
great extent on the size of the town and the availability of

equipment. In small towns, contract construction is probably

the only feasible way to construct new streets. Even in larger

jurisdictions, unless a large amount of street construction is

planned, the real cost of workers, equipment, and materials is

probably too high to justify a construction work force.
 

4.12 Proper alignment and establishment of grades is necessary

to ensure proper drainage within the roadway and to eliminate
 
drainage problems on adjacent private property. The alignment

and grade should be established by the local government

engineez for all streets, curbs, and gutters.
 

4.13 Actual street 
grading includes clearing and grubbing,

removing existing pavement and old curb and gutter, if
 
present, and excavating and backfilling for culverts, stcG;.
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drains and drainage inlets.
 

4.14 Selection of pavement material depends upon availability

of materials, volume and character of the traffic, climatic
 
conditions, and construction and maintenance costs.
 

4.15 Adequate surface and subsurface drainage is essential for
 
a stable subgrade and a lasting street pavement. Surface
 
drainage is accomplished by crowning the street and gathering

the runoff in curbs and gutters. gutters lead to natural
 
watercourses or paved channels. Subsurface drainage 
 is
 
required when the groundwater level is likely to be near the
 
surface. In such locations, intercepting drains are moisture
 
from reaching the subgrade. Subdrains are discharged into
 
storm sewers or watercourses.
 

5.1 STORM SEWERS
 

5.11 When sufficient runoff is gathered in the curb and gutter
 
to inundate it or retard the flow of traffic, drainage must be
 
gathered by a storm sewer system, which generally consists of
 
reinforced concrete pipe or corrugated metal pipe and is
 
constructed adjacent and the curb and
to behind gutter.

Drainage inlets are constructed either on grade or at low
 
points in the curb and gutter alignment; they channel water
 
into storm sewers and function as junction boxes do between
 
two storm sewer lines.
 

5.12 Storm water management is defined as the collection,
 
conveyance, storage, treatment, and disposal of 
storm water
 
runoff in a manner 
that reduces channel erosion and flood
 
damage and increases water quality.
 

6.1 SIDEWALKS
 

6.11 Where pedestrian traffic warrants their construction,

sidewalks generally are required on town streets. Sidewalk on
 
one side of streets in residential areas is a common standard.
 

6.12 The cost of sidewalk construction is frequently levied on
 
the abutting property and developers of new areas are required

to provide sidewalks. Sidewalk :onstruction criteria should be
 
established by the town government.
 

7.1 STREET TREES AND LANDSCAPING
 

7.11 Trees and shrubbery on a median strip in major arterial
 
streets and shade trees along residential streets soften the
 
appearance and provide a satisfying beauty. They reduce
 
reflected heat from sidewalks and pavement but 
ma.ntenance
 
costs can be high and trees near the edge of the road can pose

hazards to automobiles.
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7.12 Maintenance of that portion of the right-of-way between
 
the curb and the property line is generally left to the
 
abutting rroperty owners.
 

8.1 STREET MAINTENANCE
 

8.11 Maintenance of paved streets depends upon the type of
 
pavement. For rigid pavement, the principal maintenance task
 
is filling cracks and 
joints. Uneve, pavement surfaces and
 
warped pavements may require a bituminous surface course,
 
preceded by correction of settlement conditions. Flexible
 
pavements are subject to potholes, but this condition can be
 
greatly reduced by proper maintenance, including the
 
application of a seal 
coat to fill cracks and create a new,

nonskid surface. A new bituminous surface course adds strength

to the flexible cross 
section, but this should be restricted
 
to streets under which a proper base and subgrade course
 
warrant the expenditure.
 

8.12 Maintenance costs for unpaved streets can be reduced by

(1) installing suitable drainage, (2) bringing streets to a
 
proper grade, and (3) applying a granular material that
 
resists water and rutting.
 

9.1 STREET CLEANING
 

9.11 cleaning is an important aspect of street maintenance. A
 
spring and fall sweeping, plus "on call" sweeping in areas
 
that have large quantities of debris, can lengthen the life of
 
street pavement, minimize sewer maintenance costs, and improve
 
neighbcrhood appearance.
 

9.12 The manager must determine which organizational unit can
 
best manage the street cleaning function. Regular emptying of
 
litter containurs is a part of these duties. Street cleaning
 
may be by mechanized equipment such as sweepers and washers,
 
or by more labor-intensive hand broom and cart.
 

9.13 Street cleaning and waste collection trucks and crews are
 
widely used for snow removal and street salting or sanding

operations in times of snow and ice.
 

Discussion Question: Identify the specific street construction
 
and maintenance functions for which your town is responsible. For
 
which of these do you have 
officially established construction
 
criteria or specifications? For which do you have routine
 
maintenance schedules? How are these responsibilities assigned
 
within your organization?
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UHIT VO. 14 

PUBYIC WORKS: WATER, SEWER, SYSTEMS AND SOLID WASTE MANAGEMENT 19 

A source of water, a means to distribute it
 
throughout the community, and a sanitary sewer
 
system to collect and dispose of liquid waste
 
are among the primary responsibilities of
 
local government. Because these systems are
 
underground and out of sight, citizens tend to
 
take them for granted. Local managers must
 
have a working familiarity with water and
 
sewer system services for neglect of them can
 
lead to their serious deterioration.
 

1.1 WATER SYSTEMS
 

1.11 Efficient water service includes (1) providing a water

supply that is adequate, safe, and potable, (2) maintaining

sufficient pressure and supply for fire-fighting requirements,

and (3) managing the system not only for purification and
 
distribution, but for billing and financing as well.
 

1.12 Water supply engineering is a sophisticated branch of the
 
engineering profession and the small community may rely on in
house engineering expertise, or, more likely, will utilize the
 
services of a consultant as needed.
 

1.13 Primary sources of community water are rivers, lakes and
 
wells. Many jurisdictions contract to purchase water from
 
nearby larger cities. Some well water is of sufficient quality

that little 
or no purification is required. Wells must be 
monitored continuously to ensure a supply safe from 
contamination. 

Lake waters are easily polluted and require purification 
ranging from light chlorination to elaborate filtration.
 
Rivers and streams are also subject to pollution.
 

1.14 In the United States, supply requirements range from less
 
than 40 gallons per capita per day to more than 200 gallons
 
per capita per day; the average is about 140 gallons. Urban
 
communities require large amounts of water for fire
 
protection. Fire hydrants and adequa\n storage are necessary

to ensure availability for fire-fighting demands.
 

19 This unit draws primarily upon ChaVer 6, Public Works, in
 
"Small Cities and Counties: A Guide to Managing Services", Inter
national City Management Association, Washington, D.C., .984
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1.15 Raw water must be filtered, aerated and chemically

treated 
 to make it suitable for human consumption.

Sedimentation is the process by which coagulated or suspended

matter separates from water. Filtration through beds of sand
 
separates suspended materials. Disinfection adds chlorine and
 
ammonia, calcium, ozone, lime, and hypochlorite of sodium or
 
chlorine gas. Control of 
taste and odor involves the use of
 
activated charcoal or potassium permanganate, or the aeration

of water. A technique called superchlorination adjusts the

chlorine concentration to bring about taste and odor control.
 

1.16 Treated water flows by gravity or is pumped to a central
 
pumping station, where the pressure for the water and service
?'n:ins throughout the community is regulated. 
Most often,
 
pressure 
is equalized by elevated storage reservoirs, which
 
also provide the capacity needed for fire fighting.
 

1.17 The distribution system. consists of mains and laterals
 
and sufficient valves for isolating any section for repairs

with a minimum of service interruption. Mains generally are
 
cast iron, and laterals are primarily made of copper.
 

1.18 For good financial management and control of 
water

consumption, it is recommended 
that all water users be
 
metered. When there are no meters, rates
flat provide no
 
incentive for conservation. Further, comparing the amount of
 
water pumped from the plant to the amount 
recorded on

customers' meters gives a good measure of later loss in the
 
distribution system. Water meters should be tested at 
least
 
once every ten years. Sinc- the meter is powered by the water
 
running through it, even the most efficient meter will record
 
less than 100 per cent of the water flowing through it.

Generally, a two per cent under 
recording is considered
 
accurate.
 

1.19 Pzrper management of the water system requires careful
 
record keeping for evaluation. Records shou'd provide reliable
 
daily information as well as 
 data needed for future
 
development of the system. Records and maps of the
 
distribution system is necessary in all communities regardless
 
of size.
 

1.20 Water supply is normally planned thirty to fifty years in

advance. Close coordination is required between the planning

cf water and sewer service2 and all other aspects of the
 
community's comprehensive planning.
 

Discussion Questioi,: Does your community have accurate maps

and records of the water distribution system? If not, what steps

might be taken to collect this data?
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2.1 THE SANITARY SEWER SYSTEM
 

2.11 Contents of the sanitary sewer system normally flow by
 
gravity, although lift stations are sometimes required to
 
elevate the sewage for gravity flow. Because of the gravity
 
system, detailed engineering work is required to assure
 
adequate sizes and grade of the individual lines within the
 
system. Engineering assistance may be by in-house engineers or
 
secured from consultants. Management of the sewer system is
 
generally coupled with that of water service.
 

2.12 Sanitary sewers must be designed and built so that the
 
entire system drains to the sewage treatment plant(s); if lift
 
stations are needed to lift the sewage from one drainage basin
 
to another, the sewer main serving the drainage area receiving
 
the added flow must be sized accordingly. Because capacities
 
of mains are directly dependent upon the grade of the main,
 
topographic maps and engineering expertise are required for
 
sewer design.
 

2.13 Once basic design has been established, government crews
 
with a minimum of engineering effort, can construct parts of
 
the total system as growth needs dictate. Because of the
 
gravity flow, pipe construction is not required to withstand
 
the higher internal pressures found in water system
 
construction. Vitrified clay and concrete pipes are the most
 
frequently used materials. Lift station pressure mains are
 
usually cast iron.
 

2.14 Sewage generation is related to water consumption, and,
 
in the United States, flows of 90 to 120 gallons per capita
 
per day are expected. Peaks and lows occur in the flow and a
 
large percentage of the daily flow can be expected within a
 
period of a few hours. In addition to handling the flow of
 
sewage, the sanitary sewer system must be able to accommodate
 
subsurface water that leaks into the system through faulty
 
joints. Sanitary sewer system efficiency is measured by the
 
system's resistance to such infiltration.
 

2.15 Manholes are placed in sewer lines at places where there
 
is a change in alignment or grade. they provide means for
 
inspecting and maintenance of the system. Manhole spacing

varies from 300 to 500 feet. Lift stations require facilities
 
for temporary storage of sewage of pumping, nonclogging pumps
 
to permit the passage of any object up to tree inches in
 
diameter, and a force main to return sewage to gravity flow.
 

2.16 The cost of sewer system maintenance depends on the age

of the system and the manner in which it was constructed.
 
Systems properly constructed should be relatively maintenance
free for twenty to thirty years. As settlement occurs and as
 
roots and other growth enter the system and infiltration
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reaches a serious level, maintenance of the system will become
 
a major responsibility.
 

2.17 Sewer cleaning, even in small communities, can be accom
plished with sewer rods, root cutters, portable pumps and
 
other devices. A common technique for inspecting the condition
 
of sewers is to pull a television camera through the sewer so
 
that joints, connections and the general condition of the
 
sewer can be monitored. Some sophisticated techniques permit
 
broken sewers to be repaired by remote control.
 

2.18 Crucial to the maintenance of the sanitary sewer system
 
is carefully kept records and maps showing the size and grade

of all sewer mains, the location of every manhole, and the
 
location of all lift stations.
 

2.19 After sewage has been collected and brought to a low
 
point, its disposF.l must be carried out in a way that will not
 
pose a health hazard. Because liquids constitute up to 95 per
 
cent of sanitary sewage, treatment is handled primarily

through a series of settling basins. Suspended solids are
 
removed in the settling basins anc. decomposed through the
 
action of aerobic bacteria. The remaining liquid waste is
 
filtered and chemically treated to permit discharge into
 
natural streams.
 

2.20 Water and sewer systems, as well as treatment and
 
disposal facilities, may be financed through service charges,
 
and capital improvements may be underwritten through the sale
 
of general obligation or revenue bonds. Minor extensions of
 
the system normally are made with funds from the operating
 
budget.
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Discussion Question: Describe as specifically as possible the
 
improvements or extensions required in the sanitary sewer system

serving your community during the next ten years. Do you have a
 
plan for the financing of these improvements?
 

3.1 Solid Waste Defined
 

3.11 Solid waste includes undanted and discarded 'naterials,
 
either degradable or nondegradable, except body wastes, and
 
including garbage, rubbish, ashes, street cleanings, and solid
 
market and industrial wastes, the two major elements of solid
 
waste are (1) garbage, including food wastes, and (2) rubbish,
 
including both combustible and noncombustible wastes such as
 
paper, ashes, tin cans, wood, glass, crockery, or any kind of
 
litter.
 

3.12 Composition of solid waste varies greatly depending upon

the source of the material. Residential and commercial solid
 
waste differs form institutional and industrial solid waste,
 
which can contain hazardous materials. Small communities are
 
concerned principally with residential and commercial solid
 
waste.
 

3.2 Design of a Solid Waste Disposal System
 

3.21 A design of a solid waste disposal system involves the
 
following:
 

(1) A review of the total system - especially with regard 
to the location of disposal sites - and an analysis of
 
disposal methods;
 

(2) Types of collection equipment used or selected;
 

(3) The size, organization, and scheduling of crews;
 

(4) Location of storage points and receptacles;
 

(5) Physical layout of the area;
 

(6) Climatic and geographical conditions within the
 
community.
 

3.22 The manager should require persons directly responsible
 
for solid waste collection periodically to review the entire
 
operation and, if necessary, to redesign the system for
 
maximum efficiency.
 

3.23 The two variables that most affect the cost of collection
 
are frequency of collection and location of containers. In the
 
United States, curbside pickup and 1-3 day per week collection
 
are the most common practice. Changing the size of the
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collection crew (from three persons to two or from two to one)
 
will significantly reduce costs. Mechanized residential pickup
 
is another method for reducing costs.
 

3.3 Collection Methods
 

3.31 Various methods are available for the collection of solid
 
waste. These include the use of municipal employees or private
 
contractors for collection, the use of various types of
 
equipment, and variations in policies regarding waste
 
containers. The town manager must have a basic understanding
 
of the factors that influence collection methods and costs.
 

3.32 Initial responsibility for solid waste rests with the
 
municipal resident who determines how waste is stored until it
 
is collected. The municipality should establish minimum
 
requirements for how solid waste is to be prepared and stored
 
by individual residents. Most cDmmunities require a minimum
 
separation of solid waste for collection: separation of brush
 
from garbage and rubbish. Standardization of waste containers
 
is neressary to protect health, to specify maximum weight

limitations, and to provide the most efficient collection
 
service. Containcrs generally are metal (more recently, heavy
 
plastic) with tight fitting covers and suitable handles.
 
Increasingly popular in the United States are single-use
 
containers such as heavy paper or plastic bags.
 

3.33 Increasing labor costs have led to increased use of
 
mechanical systems through use of a fixed metal container that
 
can be dumped into a compaction collection truck through 
a
 
forklift arrangement on the vehicle. Mechanical containers
 
range in capacity from 3 to 8 cubic yards.
 

3.34 Three types of collection service may be identified: (1)
 
municipal collection, government employees and equipment, (2)
 
contract collection, involving employment of private companies
 
under formal agreements to collect refuse and for which the
 
private contractors are paid by the government, and (3)

private collection, involving collection by individual
 
companies under arrangements made and services paid for by the
 
individual residents. In evaluating alternatives the manager

should remember that responsibility for solid waste collection
 
and disposal rests ultimately with the government whether
 
collection is by government employees or by contract. Studies
 
in the United States conclude that the most satisfactory

results in most communities results from government collection
 
and disposal.
 

3.35 Open top trucks have been phased out by most communities 
because of the difficulty of maintaining the material in a 
sanitary condition, although some communities still use these 
trucks for collection of bulky waste and brush. Truck 
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compaction units compact solid waste to a density of about
 
four times more than that of its uncompacted state. These
 
trucks also have a much lower loading height.
 

3.36 Where disposal sites are long distances from collection
 
areas, transfer stations reduce the total collection and
 
disposal costs. Transfer of solid waste is justified when it
 
is cheaper that the collection and hauling costs. Two basic
 
transfer methods are (1) loading solid wastes directly into a
 
long-haul vehicle, and (2) depositing wastes into a storage
 
area before reloading them into the long-haul trailer. Because
 
compaction of any kind increases transportation efficiency,
 
additional compaction at transfer stations is probably worth
 
the cost.
 

3.4 Solid Waste Disposal
 

3.41 Although small communities should investigate the various
 
means of disposal of solid wasta, including recycling of
 
paper, aluminum, glass and plastic, the sanitary landfill
 
provides the only complete disposal method. Incineration, a
 
volume reduction process, produces residues for which disposal
 
is required. Composing involves processing organic waste 
garbage, paper, etc. - to form a humuslike soil conditioner.
 

3.42 In selecting the means of disposal, the small community
 
should consider the following:
 

(1) Whether the methods are technically feasible;
 

(2) Local conditions that might make some methods more
 
suitable than others;
 

(3) The costs of the various methods;
 

(4) The relationship of disposal methods to the cost of
 
collection;
 

(5) Whether or not the methods can be adapted to changing
 
conditions in the community;
 

(6) Whether salvage or reclamation will pay any part of
 
the disposal cost;
 

(7) What elements are likely to gain public support or
 
meet with opposition.
 

3.43 Sanitary landfills are a method of disposing of refuse on
 
land without nuisances or hazards to health or safety. They
 
are operated by (1) depositing the solid waste in the natural
 
or man-made opening or trench, or at grade level; (2)
 

124
 



compacting it by mechanical means to the greatest practical

density; and (3) covering it with compacted earth in a
 
sanitary manner. An adequate site must be selected and
 
prepared, including arrangements for control of drainage, and
 
control of windblown papers, odors dust and fire. Final grades

of the land must be established eye to the ultimate
 
utilization of the site.
 

3.44 Incineration is an economical, nuisance-free, sanitary
 
method of disposing of solid waste. Generally, incineration is
 
used to reduce the volume of solid waste when haul distances
 
are long and incineration costs are less than the cost of
 
hauling the unreduced volume of waste. Environmental rules and
 
regulations have increased the cost of incineration.
 
Incineration is also used to produce electrical power.
 

3.5 Financing Solid Waste Collection and Disposal
 

3.51 In _ost communities, management of solid waste
 
constitutes a major item of expenditure and a source of
 
revenue other than general property taxes is needed to help
 
pay the expense. The service charge is the most common method
 
of providing funds. Many communities view solid waste
 
management as a self-supporting service, levying proper
 
charges to completely finance the operation.
 

Discussion Question. Try to apply as many of the criteria for
 
good practice in this Unit to your present solid waste collection
 
and disposal methods and identify areas where further study might

indicate improvement in efficiency or more sanitary operations.
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UNIT NO, 15
 

MANAGING HUMAN SERVICES
 

Although it can be said that all municipal 
services are "human" because they serve the 
needs of people, there is a discrete category 
of services which seek to address the social 
ills of a community - problems of the young, 
the aged, of minorities, or unemployed, of 
disabled, of the ill, the poor, and the 
addicted - that are called human services. By 
no means is the government solely responsible 
for such activities; in fact, one of the 
uni.que characteristics of many human services 
is that non-governmental providers may have a 
greater role to play than does local 
government. Human services involve enormous 
difficulties and complexities, but it is
 
essential that local government provide or
 
oversee these services. Managers should
 
communicate their commitment information on
 
needs to their governing bodies and
 
demonstrate the leadership which so often is
 
the difference between a truly effective
 
community response to these needs and having
 
to deal with the consequences of poorly
 
planned and executed human service activities.
 

1.. Human Services Planning
 

1.11 The manager involved in human services must know who is
 
doing what in the community's human services systems and where
 
there are people in need who are not getting help.
 

1.12 Needs can be defined in different ways. Some are
 
expressed by those who feel them. Others are perceived by
 
those who feel the need but fail to express it. For those who
 
must choose between different groups of people, each with
 
different needs, and provide services only to a few, it is
 
necessary to act on relative needs. Evidence indicates that
 
needs grow and shrink depending upon the availability of help.
 
If people think that they might get help, they will,
 
acknowledge a need for help, but if they do not expect help,
 
many of them will not acknowledge a need. Needs, then, are
 
elastic to some degree.
 

1.13 There are different methods for quantifying human service
 
needs. One is to use statistics from ongoing programs. Such
 
data can often show trends, develop user profiles, and
 
indicate the capacity of present programs to provide services.
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Another more costly and time-consuming method is to carry out
 
formal surveys. Another method is the public hearing.

Hearings provide opportunity to gather information from
 
diverse sources although they may not reflect the opinions of
 
the community as a whole. The expert judgment of community
 
workers in the business is yet another fact-finding method.
 

1.14 Once one or more areas of need within the community have
 
been identified, the next step is to inventory the existing
 
public and private resources, beginning with the government
 
itself. The processes of focusing on needs and inventorying
 
resources are often carried on simultaneously; by using
 
information already compiled, duplication of effort can be
 
avoided.
 

1.15 Several planning techniques can be used. Looking at the
 
overall picture a human services plan can be developed that is
 
an integral part of the locality's comprehensive plan. Such a
 
plan forces community leadership to think through and write
 
down the social problems and possible solutions.
 

1.16 A social base study might be done that is roughly

equivalent to the economic base study which is integral to a
 
general land-use plan. Th, study should contain quantifiable
 
information such as the number of people unemployed,
 
individuals and families below the current poverty level,
 
people over 65, etc. Goals should be quantifiable, realistic
 
and obtainable.
 

1.17 Other types of public policy decisions should be
 
accompanied by social impact statements, perhaps informal but
 
the need is to consider the social as well as the economic and
 
e-vironmental impact of public programs and activities.
 

1.18 Once unmet social needs have been identified and
 
quantified, the manager should try to involve the elected
 
officials to make them aware of the problems that exist, for
 
they will determine allocation of resources to social
 
problems.
 

1.19 A good needs assessment can be a valuable management tool
 
while a poor one is probably worthless. Even a good needs
 
assessment cannot guarantee that the political process will
 
respond to the needs revealed. The task of trying to focus on
 
needs, however, when well done, can often be used to mobilize
 
support for the political decisions which will have to follow.
 

2.1 Organizational Approaches
 

2.11 There are three principal alternatives for staffing to
 
provide human services: (1) attaching the new function to the
 
manager's office; (2) assigning it to an existing agency; 
or
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(3) creating a new department or agency to handle it.
 

2.12 In small communitie:, there may be advantages to
 
assigning the human services personnel to the manager's

office. This tells the elected officials, the community, and
 
the rest of the staff that the manager takes the problems
 
seriously and that it should not be buried in one of the
 
existing departments. This also maximizes opportunity for
 
communication between the people served and the local
 
qovernment.
 

2.13 If the community is unable to afford a social services
 
staff for dealing witr. a particular problem chosen for
 
attention, of if the problems do not warrant additional
 
personnel, another approach is to form an interdepartmental

task force, such as a social concerns committee. This enables
 
the manager to take the lead in educating management personnel

abcut social problems in the community, the resources
 
available, and how staff may relate to them.
 

2.14 Except in very small and very poor communities, it is
 
probable that some kind of organizational component for human
 
services development is necessary.
 

3 1 Staffing for Human Services
 

3.11 A human services staff position may best be filled by a
 
person with a background in administration or in a community

organization. If one of the community's problems is a lack of
 
communications between the government and the groups to be
 
served, someone with field experience who can win the
 
confidence of the target groups would be good.
 

3.12 Inviting the target group to participate in the staff
 
selection process is frequently helpful; however, while
 
relating to the target group may be important, the person

employed must still be able to relate to the community as a
 
whole.
 

3.13 For programs in which the task involves the nanagement of
 
the day-to-day delivery of services, a person with
 
administrative skills 
 is needed. The human services
 
coordinator must be a coordinator; he or she must be able to
 
coordinate the work of the various agencies in the human
 
services field.
 

4.1 Working in the Human Services Arena
 

4.11 Social problems do not stand in isolation; they affect
 
the entire community negatively. Governments have to address
 
such problems by one means or another. In some cases,
 
government will provide programs directly; in others, the
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government may support the work of a private agency; in still
 
others, the government may provide leadership and coordination
 
to improve the impact of resources already in the community.
 
The human services field is characterized by fragmentation and
 
lack of coordination, local government and its citizens may

have to provide the leadership needed to meet the social needs
 
of the community.
 

4.12 Human services generally are those designed to achieve
 
social justice, correct community imbalances, and help the
 
poor and other victims of discrimination.
 

4.13 Any attempt to correct the social ills of the community
 
must contend with a number of obstacles. The manager must
 
recognize these and be prepared to deal with them.
 

4.131 Attitudes - those of the manager and the elected
 
officials as well as those of citizens - can be a major

obstacle. If attitudes are too paternalistic, services
 
may become too expensive and the people receiving them
 
still may not be satisfied. If attitudes are hostile
 
toward groups in need, public education is an all
 
important part of human services.
 

4.132 Inertia is one of the greatest barriers to success
 
in the human services field. Unless an actual crisis is
 
pending, the easiest approach is to do nothing.

Overcoming inertia may require the combined effort of the
 
residents, the government and the agencies.
 

4.133 The edifice complex refers to those who concentrate
 
on constructing buildings instead of providing services
 
in the community. The manager who brings about 
a
 
substantial reduction of illiteracy or malnutrition may

make more impact on community welfare than the manager
 
who establishes a new institution.
 

4.14 The government may act as provider of services or
 
catalyst for others to provide services. The essential
 
requirement is that the local government accept the
 
responsibility to see that service needs are met, whether it
 
does this by convincing an agency to providing services it has
 
been slow to offer, purchasing services from an agency, or
 
directly providing the needed service.
 

Discussion Question: Assume that you were requested to
 
undertake a social services needs study of your community, what are
 
the unmet social needs that you would consider? How may those needs
 
best be met: directly by government, by private agencies, by some
 
combination of public and private effort?
 

129
 

/
 



Once the needs assessment has been completed and the council
 
authorized you 
to proceed, how would you organize to accomplish
 
your objectives?
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UNIT NO. 16
 

MANAGING URBAN PLANNING
 

1.1 Comprehensive urban planning does not encompass all the
 
planning that must be done. Each function of government

carries out its own specialized and detailed planning: health
 
planning, transportation planning, school planning. These
 
types of planning will be studied by the general planning
 
agency in their interrelationships, for their secondary

effects, and for their relative priorities. The specialized 
departments study and plan for their functions -- as they 
should --- as though nothing else mattered. 

1.2 Comprehensive planning is a continuing process, involving

interrelated activities of the planning commission, technical
 
staff, or consultant, citizen groups, state agencies, and the
 
town or county governing body. Once the plan has been
 
approved by the local government and acknowledged by other
 
higher bodies with statutory responsibility for planning, it
 
is implemented and interpreted through continuing day-to-day

decisions and is periodically reevaluated, updated, and
 
revised.
 

2.1 Role of Planning
 

2.11 Planning is integral to good management. Management
 
needs to anticipate events; it is weak if it merely responds
 
to them.
 

2.12 However, decisionmakers want more than facts and analysis 
-- they want a recommendation. The analysis provided by
planners should point toward a particular recommendation. The 
recommendation should be explicit, and must be justified.
 

3.1 Role of the Planner
 

3.11 Planners bring some order to community change, satisfying
 
a sense of progress. The valued ends of progress are
 
community goals that emerge from debate around the political
 
table.
 

3.12 Planners are concerned with the quality of participation
 
in planning and the substantive understanding on which it is
 
based.
 

3.13 Planners share community goals, but their concerns
 
emphasize longer-run consequences and the coordination of
 
important decisions. As a result, planners often represent
 
minority values.
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3.14 That part of the public which happens to exist at present
 
is not much interested in what happens to the larger part of
 
the general public which is not in existence yet. One of the
 
defects of democracy is that the unborn cannot vote. The
 
planner must plead their cause for them, by considering future
 
consequences.
 

3.15 To a far greater extent than most public officials, the
 
planner must be aware of the part of the general public which
 
lies outside his particular political limits, beyond the town
 
line or the county line. Thus, to the best of his ability,
 
every local planner should also be a regional planner.
 

4.1. Role of the Elected Official
 

4.12 Elected officials are responsible for evaluating and 
resolving conflicting claims. 

4.13 Planners sometimes seem intent on cornering the 
politicians and trapping them into making the correct
 
decisions through the power of rational analysis. But
 
rational analysis is infused with values that need to be
 
displayed as clearly as other facts. Elected officials must
 
be able to comprehend and choose among these values.
 

4.14 Elected officials have the democratic responsibility of
 
resolving the tough situations in which some participants gain

and some lose, of balancing a neighborhood interest against a
 
communitywide interest or a communitywide interest against a
 
regional interest.
 

5.1 Role of the Public
 

5.11 No other local government activity requires more citizen
 
participation than does planning.
 

5.12 Genuine participation has to begin before ideas are
 
crystalized -- long before a hearing is held on unchangeable
 
proposals with construction contracts about to be signed.
 

5.13 The most effective participation will not produce

automatic decisions. Public-policy disputes often reveal
 
heavier support for a facility in someone else's backyard: an
 
expressway, but not in my neighborhood. Resolving these
 
conflicts is a political responsibility.
 

5.14 The planning agency should hold public hearings, conduct
 
attitude and opinion surveys, arrange neighborhood meetings,

and appoint citizen advisory committees. Unpaid citizens
 
should be encouraged to serve on planning commissions.
 

5.15 Municipal officials should view citizen groups as valued
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partners in building a better community. They should
 
encourage their formation, keep them informed, and cooperate
 
with them in achieving constructive solutions to the problems
 
that the municipality faces.
 

6.1 Responsibility of the Planner
 

6.12 The planner serves four different clients or superiors:
 

(1) The first responsibility of the planner is to the
 
public, present and future, and to the greater public
 
above any lesser public. The planner's ultimate superior
 
is the general public.
 

(2) The planner's second client is the governing mayor,
 
council or assembly, or other elected representatives of
 
the people.
 

(3) The planner's third client is the executive head of
 
the government, the town or county manager or chief
 
administrator.
 

(4) In most jurisdictions, the planning commission is the
 
planner's fourth client.
 

6.13 Finally, to some extent at least, the good planner is his
 
own boss.
 

Discussion Questions: What are some of the elements of the
 
public interest that planners serve? Which are likely to be the
 
most difficult to identify and satisfy? Why?
 

7.1 Ethical Principles for Planning
 

7.11 Primary Ethical Principle. Ethical codes say that
 
planners serve the public interest primarily and must fit the
 
client-employer's interest to the public interest or else not
 
serve that client. The public interest is the amalgam of many
 
interests. Even the ability to pursue private interests is
 
part of the public interest, given our view of government as
 
the servant of the individual. It i impossible to codify a
 
consensus on a permanent balance among these competing
 
elements of the public interest nor a permanent balance
 
between the public interest and the right to pursue private
 
interests. It is a planner's professional responsibility to
 
achieve such a balance and use it as a personal guide.
 

7.12 Ethical Code. Planners should: (1) serve the public
 
interest; (2) support citizen participation in planning; (3)
 
recognize the comprehensive and long-range nature of planning
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decisions; (4) expand choice and opportunity for all persons;

(5) facilitate coordination through the planning process; (6)

avoid conflict of interest; (7) render thorough and diligent

planning service; (8) do not seek or offer favors; (9) do not
 
disclose or improperly use confidential information for
 
personal gain; (10) ensure access on an equal basis to public

planning reports and studies; (11) ensure full disclosure at
 
public hearings; (12) maintain public confidence; and (13)
 
respect professional codes of ethics and conduct.
 

7.1 Master or Comprehensive Plan
 

7.11 The purpose of the Master or Comprehensive Plan is to map
 
out where you want to go, and to provide a yardstick by which
 
to evaluate the range of options that are open to you.
 

7.12 To be successful, the Comprehensive Plan must reflect the
 
desire of the citizens, not just the judgments of a few
 
professionals. Effective planning is an expression 
of
 
community values. Therefore, the planning process should
 
begin by determining what qualities the citizens desire in
 
their town. Two common methods to determine these qualities
 
are mail surveys and discussions with focus groups.
 

7.13 A good Comprehensive Plan will serve as a reference for
 
officials as they make their daily administrative decisions,
 
and will also serve to guide citizens participating in the
 
planning process. A good Plan will serve as 
a continuing

reminder of what you have all agreed to try to accomplish.
 

7.2 Your community's Comprehensive Plan should include:
 

(1) a statement of objectives for future development;
 

(2) a plan for land use;
 

(3) a plan to meet housing needs of households of all income
 
groups;
 

(4) a plan for movement of people and goods;
 

(5) a plan for community facilities and utilities;
 

(6) a statement of the interrelationships among the various'
 
plan components, and a statement indicating the relationship

of existing and proposed development and plans in the
 
municipality to those in contiguous nunicipalities, the
 
county, and the region of which it is a part; and
 

(7) a discussion of short-and long-range plan implementation
 
strategies. This is generally recognized as the most
 
important element of the Comprehensive Plan.
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7.21 Comprehensive Plans are implemented in a variety of ways,
 
including land use regulations, certain nonregulatory
 
measures, intergovernmental agreements, and boundary changes.
 
The two traditional types of land use regulations are zoning
 
ordinances and subdivision regulations.
 

7.22 It is important to emphasize continued planning. External
 
forces are constantly changing, and the goals and objectives
 
of a municipality evolve. As conditions change, the
 
Comprehensive Plan becomes out of date. In general, a
 
Comprehensive Plan should be thoroughly reviewed and amended
 
at least every five years.
 

8.1 Data Collection
 

8.11 The municipality should identify resources that are
 
important to it. Resources can be grouped into four
 
categories:
 

(1) Environmental Resources: streams, ponds, wetlands,
 
floodplains, aquifers, mature woodlands and woodland
 
corridors, steep slopes;
 

(2) Agricultural Resources: prime agricultural land;
 

(3) Historic, Cultural and Scenic Resources: buildings
 
and landscapes, parks, recreation areas, and greenways;
 
and
 

(4) Non-renewable resources of economic value: sand and
 
gravel deposits, high quality limestone and clay
 
deposits, coal, oil, and gas resources.
 

8.12 Hazardous areas should also be identified. These
 
include: mine subsidence-prone areas, hazardous waste
 
disposal sites, and areas of unstable geology.
 

8.13 Disposal areas for municipal and residual (non-hazardous
 
industrial) waste should also be identified.
 

8.14 Individual resources should be identified, and a map made
 
for each category. The maps can then be combined to show the
 
total pattern of land that ideally would be preserved from
 
development. The set of maps and a report describing them
 
constitute an environmental resource inventory.
 

8.2 Growth Management
 

8.21 The municipality should determine which resources should
 
be protected from development and should build the case for
 
why it is in the public interest to protect them. Bases for
 
protecting them include:
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(1) scientifically demonstrable effects 
of particular
 
resources (or of their destruction) on environmental
 
quality;
 

(2) the general legal criteria of public health, safety,
 

and welfare; and
 

(3) the particular values of the community.
 

8.22 Forces outside the municipality must be identified.
 
Existing major concentrations of jobs and residences, new and
 
planned highways and sewer mains, or proposed major shopping

centers can all have profound effects on land values in the
 
municipality and its realistic options for the future. 
 Such
 
growth stimulators should be identified and mapped as
 
possible.
 

8.23 Population and employment growth should be assessed, with
 
data expressed in terms of persons per square kilometer or per
 
hectare.
 

8.24 Projections of population are necessary to determine the
 
likely magnitude of population at stated years in the future,
 
so that there is a basis for planning the necessary public

facilities. Because projections will always be only

estimates, it is desirable to make several simple projections

based on alternative assumptions. From the alternative
 
projections, one or two can be that
chosen seem most
 
appropriate in light of all the factors hat are likely to
 
affect growth.
 

8.25 It is important to develop a clear understanding of land
 
use trends within the municipality.
 

8.26 It is useful to review levels and trends in municipal and
 
district expenditures, revenues, and local tax rates. This is
 
particularly important if major expenditures are anticipated

for public facilities.
 

8.27 The municipality should gather information on 
all these
 

items and, to the extent possible, map it.
 

9.1 Evaluation of Planning
 

9.11 The only true measure of the success of planning is the
 
amount and kind of action it induces, guides, or prevents.
 

Discussion Questions: 
 Identify the steps your community has
 
taken towards comprehensive planning. For which parts of your

Comprehensive Plan have you discussed short- and long- range plan

implementation strategies?
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SMALL GROUP EXERCISE 

PROBLEM SOLVING THROUGH ACTION PLANNING 

Effective organizations identify problems and take action to resolve them quick
ly. Action planning is a process for identification of organizational problems and 
developing steps to address them. Action planning involves the employees of the 
organization who are directly affected by the problem in its solution. Bringing the right 
people together to solve a problem is a highly effective way of using the talent within 
the organization. The key to success in action planning is to make conscious and 
deliberate decisions about what will be done now, what will be deferred until later, and 
what won't be done. 

Focus groups involving not more than ten percent of the staff can be used to 
identify issues, concerns, problems and opportunities within the organization which 
are important to employees. Once problems are identified, the group focuses on the 
organization's ability to respond and action steps are developed. Management must 
be willing to take action and to foster change, for without this commitment, action 
research will only lead to frustration and waste. 

Once problems are identified, the team should spend at least an hour trying to 
develop clear action strategies for dealing with the issue. Discussions should incude 
these major steps: 

1.Define the problem or issue clearly; 
2. Identify specific objectives or desired results; 
3. Select action strategies or programs that will achieve the de

sired result(s). 

The group should review the action steps. Because everyone in the group will 
be involved in implementing the action steps in some way, it is important that all 
members accept the final recommended steps. Before concluding this discussion, the 

group should develop a list that clearly defines specific results expected, what will be 
done, wh will do it, and whe action will be taken. 

It is important to evaluate the resul.ts of action planning. To monitor progress, 
the group should clarify responsibilities, time frames, and expected results. Evaluation 
includes two steps: 

1. Monitoring progress on specific action steps; 
2. Measuring the results of the action steps. 

The group should determine what specific data will be needed to judge the 

success of the action steps, who will be responsible for monitoring progress, who 

else should be involved in the evaluation process, and what format is to be used to 

report on progress (periodic meetings, written summary reports, etc.). 
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SMALL GROUP EXERCISE 

THE EXERCISE 

In your group, identify an organizational problem which is to be addressed. 
Define the problem carefully and write a brief statement of the problem. Then, brain
storming to develop as many suggestions as possible, suspending for the time all 
critical judgment. Use the following worksheets to develop your action steps and to 
evaluate their likely effectiveness in addressing the problem. Complete theprocess by 
selecting the prererred (by the group) actin step(s) and describe how ;mplementation 
is to be monitored and evaluated. 

ACTION PLANNING WORKSHEET 

Problem or area of concern: 

Objective or specific result expected: 

ACTION PLAN: 

What will be done: 

Who will do it: 

By when? 

What resources will be required? 
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SMALL GROUP EXERCISE 

ASSESSING SUCCESS POTENTIAL 

Use this worksheet to guide assessment of each of the action steps proposed. A majori
ty of 'Yes" answers indicates a high success potential. All "No's" should be examined, 
discussed and assessed to determine how serious the problems or obstacles are. 

YES NO 

1. Is the action step clearly defined? 

2. Will the action step be visible to citizens, 
elected officials, and/or employees? 

3. Is the current situation costing the local 
government time and money? 

4. Are the cost of implementing the action step 
manageable within current fiscal limitations? 

5. Do the benefits of the action step clearly 
outweigh the costs? 

6. Are employees directly involved in the problem 
likely to support ths proposed action step? 

7. Does the existing staff have the expertise 
and/or skills to implement the proposed action 
step? 

8. Is the staff needed to implement the action step 
available now to initiate and sustain the effort? 

9. Are the expected results of the action step 
measurable? 

10. Is the action step likely to produce visible 
and/or measurable results soon? 

11. 	Are the employees concerned about the problem 
or issue this action step -will address? 

12. Does the proposed action step dearly address 
the specific problem? 
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SEMINAR EVALUATION
 

Please take a few minutes to complete this evaluation form. 
Your comments and suggestions will help us to plan more effective 
programs for you. 

Circle the number that represents your opinion.
 

Poor
 
Excellent
 

1. Rate the overall quality of this seminar:
 
2 2 3 4 5 

3 

2. Rate the relevance of this seminar to 
your specific needs: 
4 5 

1 2 

3 

3. Rate the leader's skills in presenting 
the material. Consider the leader's 
ability to work with, listen to, and 
deal with the group: 
4 5 

1 2 

3 

4. Rate the speaker's knowledge of the 
subject matter. Consider how well the 
speaker answered the questions and how 
comfortable the speaker seemed with the 
material: 
4 5 

1 2 

2 

5. Rate how much new information you 
learned in the seminar: 

3 4 5 

6. List the most helpful aspects of the seminar: 

7. List the least helpful aspects of this seminar:
 

8. Please make any other comments you feel pertinent:
 



APDENDtX B
 

Outline for a 

CITY MANAGEMENT TRAINING COURSE 

Prepared for the Institute of Public Administration 
Bratislava, Slovakia 

by 
Graham W. Watt 

Institute of Public Administration 
New York, NY, USA 

Sona Capkova

Research Institute for Regional and Municipal DeveIopment
 

Banska Bystrica, Slovakia
 

and
 
Professor Rudolf Kemeny
 

institute of Public Administk-ation
 
Bratislava, Slovakia
 

FEBRUARY 1993 

WEEK #1 - DAY #1 
1. Introduction to the course 

Welcome by the Director 
Introduce head of the course 
Introduce adminisrative empoyee 
Administrative announcements 
Introduction of participants 
Purpose of the course 
How the course was developed 
Outline of course schedule 
Requiremervs for award of completion certificate 

2. Objectives of the course 

3. Expectations of tha participants 

4. The Democratic Heritage of Local Government in Slovakia 
1918 to 1939 -The Czechoslovak Nation 
1939 to 1945 -The War Years 
1945 to 1948 - Democracy Returns 
1948 to 1989 - Local Administration in the Socialist Era 



1990 to present - A Period of Transition 

5.The Role of Local Government in a Democratic Society 
As provider of public services, creates conditions permitting civilized 
urban communities 

As goveirnment closest to the people, provides basis for self 

government 

Deliverer of state services 

DAY #2 
6. Legal Basis for Slovak Local Government
 

Constitutional provisions
 
Laws relating to municipalities
 
inter-governmental relations
 
Authorizations and limitations for local government
 

7. Development of Professionalism in Local Government
 
The USA experience: the city management system
 
Implications for Slovakia
 

8. Introduction to ManaCement 
General definition of management
 
Why ismanagement important?
 
What is city management?
 
The position and role of the city manager in Slovak local
 
government 

DAY #3 
9. Management Skills Training: 
9A. Decision Making
 

Variety of approaches:intuition, structured, avoidance
 
The Classic Approach
 

Problem identification/definition 
Problem analysis 
Identify alternatives/analyze or test 
Apply selected alternative 
Evaluate and adjust 

A Decision-Making Model - exercise 
Variety of Interests to be considered indecision making 
Group decision making 
Exercises 

DAY # 4 
9B. Managerial Leadership (Unit #3 in City Management text)
 

To achieve organizational objectives
 
Styles of leadership
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Functions of leadership
 
Resources of leadership
 

9C. Employee Motivation (new Unit #4 inCity Management text)
Motivation defined 
Theories of motivation 
Usable concepts 
Using job design 
Using rewards 
Other motivators 

DAY #5 
9D. Work Organization and Time Management 

10. Evaluation of the week
 
Discussion
 
Evaluation questionnaire
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WEEK #2, DAY #1 

1. Review
 
Objectives and expectations
 
Content highlights
 

2. Other Local Government Systems 
Selections from among Hungary, France, Poland, Germany, Austria, 
Holland, Belgium, Italy, Norway, Czech Republic and USA 

3. Slovak Local Government Today 
Organization: Local Administrationi and Local Self-Government 
Regional Proposals 
Elections System 

DAY #2 

3A.Organization of Local Government in Slovakia
 
Bratislava
 
Medium town
 
Small town
 
Village
 

4. Agencies Assisting Local Governments
 
University research projects
 
University training programs
 
Association of Towns and Communities
 
Institute of Public Administration
 
USAID, Habitat, EC Fund,others
 

5. Management Skills: Planning and Goal Setting 
Presentation
 
Discussion
 
Exercises
 
NOTE: It is expacted that this and all other management 

skills presentations will be delivered by City University 
and that detailed outlines will be prepared by their 
insructors. 

DAY # 3 
6. Management Skills: Supervision 

7. Management Skills: Organization 

DAY # 4 

8. Management Skills: 
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9. Management Skills: 

DAY #5 

10. Comprehensive Management Skills Exercise 

11. 	 Evaluation of the week
 
Discussion
 
Evaluation questionnaire
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WEEK #3 - THEME: DEMOCRATIC PRACTICE 

DAY #1 

1. Review "Democratic Heritage' from Week #1 

2. Citizen Participation
 
Elections
 
Petitions
 
Hearings
 
Interest groups
 
Lobbying
 

3. Public Information
 
Principles
 
Techniques
 
Exercise
 

4. Public Opinion
 
Principles
 
Techniques
 
Exercise
 

DAY#2&3 

5. Personal Communications Skills of the Manager 
Informal communications: interpersonal relations 
Formal communications 

Speeches 
Reports 

Communications with the media/press 
"Official language" 
Communications exercises 

DAY #4 

6. Computer Communications (pdncioles only) 
Reports and graphics 
E-Mail 
Shared date
 
Data "libraries"
 

DAY #5 

7. Managing a Democratic Organization 
Applying democratic practice in the workplace 
Workplace communications; conflict resolution 
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8. Evaluation of the week 
Discussion 
Questionnaire 
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WEEK #4 THEME: FINANCING LOCAL GOVERNMENT 

DAY #1 

Review 

1. Financing Local Government in (several) Countries 

2. Legal framework 

3. Discussion of principles of local taxation: fairness, equity, ability to pay, etc. 
4. Desired Principles of State Grants
 

Pay for services, equalization, etc.
 

5. Current Local Finance Practice 

How local government is financed 

DAY #2 

6. Property Tax Administration
 
Property records (cadastra)
 
Establishing taxable value
 

Appeal and adjustment
 
Billing and collection, enforcement
 

7. Other Local Taxes and Fees
 
Shared taxes
 
Other fees
 
Penalties
 

8. Property-related revenues
 
Rents
 
Sales
 
Municipal enterprises
 

9. Miscellaneous Revenues
 
Interest
 
From shares
 
Donations
 

10. Discussion of unique funding programs 

DAY #3 

11. 	 Concepts of Budgeting
 
Traditional - incremental budgets
 
Zero based budgets
 
Program budgets
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Others 

12. Budgeting for Slovak Local Governments 
Revenues and expenditures
 
Capital improvements
 

13. Administering approved budgets 

DAY #4 

14. 	Financing Capital Improvements
 
Principles
 
Methods
 

15. Types of Local Government Debt 
General debt
 
Revenue debt
 
Development bonds
 
Joint enterprise debt
 

16.Preparing to borrow
 
Debt Administration
 

DAY #5 

17. Managing Municipal Property 

Assignment of research projects 
NOTE: It is anticipated that each course participant 

will select a research topic for which a paper will 
be prepared, presented to the full class, and defended. 
This project, together with class attendance and 
participation will determine each participant's 
qualification for a course certificate. 

18. Evaluation of the week
 
Discussion
 
Evaluation questionnaire
 



WEEK 	#5 THEME: MANAGING LOCAL GOVERNMENT PUBUC SERVICES 

DAY #1 

1. Review 

2. Public Service Responsibilities of Local Government 
Legal requirements
 

Delegated powers
 
Others
 

Local choice 

3. Options for Service Delivery
 
Direct delivery
 
Contract delivery (private enterprise)
 
Buy from another government
 

DAY #2 

4. Privatization of Municipal Enterprises
 
Legal requirements
 
Preparing privatization projects
 
Competitive tendering
 

DAY #3 

5. Commercial Law 
Types of contracts
 
Making contracts
 
Contracting by local governments
 

Public services
 
Enforcing contract terms
 

DAY #4 

6. Social Insurance
 
Legal requirements
 
Local government responsibilities
 

7. 	Labor Law
 
Legal requirements
 
Local government responsibilities
 

8. Wage System
 
Establishing wages
 
Employee qualification (certification)
 
Continuing education
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DAY #5 

Field Trip 
(Depending upon opportunities for meaningful visitations) 

11 



WEEK #6 THEME: SOCIAL AND ECONOMIC DEVELOPMENT OF
 

MUNICIPALITIES 

DAY #1 

1. Planning Development of Cities in (selected) European Countries and 
the USA 

2. Principles of Planning and Strategic Materials (documents) 

DAY #2 

3. Local Urban Planning
 
Preparing a comprehensive plan
 

4. Local Government Plan Implementation Strategies 

DAY #3 

5. Development of Local Culture 

6. Protection of Cultural and Historic Heritage
 
Preservation of historic town centers
 
Preservation of cultural heritage
 

Crafts
 
Folk ensembles
 

7.Support of Entrepreneurship 

DAY #4 

8. Task of Cities in Protecting the Environment
 
Environmental laws and regulations
 

Utilization of technology to adapt public services to facilitate 
environmental protection, i.e., waste disposal, central heating, 
sewage disposal, etc. 

DAY #5 

Presentation of research paper interim reports 

Closing ceremonies 

A SUBSEQUENT WEEK 

The class reassembles for formal presentation1 and discussion of research 
projects and award of certificates. 

12 



Podstats, 4~nam afunkcie CITY - anaftnentu
 

1. de? 1. Otvorenie kurzu
 
- uvlitanie r-;-2.tercm , Predstavenie vedLtcehc kur-:u 

a org3ani:adneho praro.vnika, 

- obo-Zn~mnre P'osltchatn'/ s Q''anizadm~nmi poik.-,rimi, 
- predstaverie sa POSILLchadov kurz'u, 
- Poslanie kUrzu a hist6ria 2eho *:iu 
- obozncmenie Pos1'..ihadov s obsahOVOut naPl'jOL kur-ut, 
- po-iadavky pre ziskanie csrtifik~tLt. 

2. Ciele kurzu
 

3. Ncizory a Predstavy poslucticiov 

7hodir-y
 

4. Demokratick6 tradlcie verejnej sprAvy ra Slovensku 
r . 1918 a! 19Z:9 - I. S, 

-r. 
 19:39 a2 19R45 - voinove obdobie, 

-r. 1945 al 1948 - ncav'rat demak-aci.e, 
r . 1948 a! 1989 - rnlestna spr-Ava v obd-mbi 

Soc l~al i-rnu. 
-r. 
 199C0 - abdobie reformy. 

5. Uloha miestn2j sprcvy v detnokratickom 9tAte 
- zabezpedovanie verejng'ch sluL"ieb. 

- princip subsiciarity, 

- regqtt1cia a koorcinacia ro--voia rn~niipalft. 

4hciln
 

2. degi 6. Prcivny zAkiad miestnej spr~vy
 

- Ctstavn6 .:Abe--PeP-y. 

- zakony 5s-(ISaCe S rnieSZMIDU S~raVOU. 

-v-tah med~i jednotlivrn.i Stutpr'iarni 

1Uiestnei spray 

4 hodjny
 



7. W~voj profesioriality miestnej spr-ivy na
 

priklade miestnej spr~vy v USA 

- system mests,,=ho ma:-atm-ntLu, 

- mc.~nosti aplik"Acie v podmienkach SR. 

8. Ovoid do manalmentu 

- vtecbecnA definfcia ma.fla-4meftLt, 

- v~znam manaI~mentut, 

- mestskY? mana~ment, 

- u:loha Ci~ty - manatbra v miestnej sprave 

na Slovensku. 

4 hodiny 

3. deii 9. Rozvoj manaILrskych schopnosti
 

9. a/ Rozhodavanie manaldra
 

-identifikA-cia prabl'mLI, 

- anal1-Za problmu, 

- prfStLipy k r:b-odcavaniu, 

- rozhodovact model, 

- skLpif0v6 r::-hodovanie, 

- praktick6 cyidenia r-o:hodavacfch Prcsov. 

8 hadfn
 

4. deI 9. b/ Riadiiace schapnosti mana~dra 

- dt)?1y riadenia, 

- funkcie riadeia 

- Zdroje ri.adenia, 

- prakticke? cvidenia. 

4 hodiny
 

9. c/ Motiv~cia pracovnikov 

- definicie motivacie. 

- te6rie mctivAcie, 



-poL1t1~eine 

-Praktickt 

niascroje, 

cvj~eni.. 

4 hodiriy 

5. de?i -9. d/ Or4ganiz~cia prAce a dasavW manalment 

- diskusia, 

- hodnatiaci data.:nik, 

- vyhodnoterie 1. sCstredenia. 

4 hodimy 



-4

Organiiz.cia miestnej sprAvy arozvoj manaftrskych schopnostl
 

1. deii - 1. Strudn6 zhodnotenie predch~dzajiiceho siastredenia 

- c-Lele a dkvna 

- hlavn6 Pr-ob1~mov6 okruthy. 

2. Prehrad syst~mov miestnych spr~v v in)ch krajin~ch 

/vybran6 9tAty Eur~py a USA/ 4 hodiny 

3. SC~asnA situ~cia m~iestnej sprAvy na Slovensku
 

6trUktCtra,-organi.:anA 

tttna sprAva,-miestria 


samospr~va,
-miestna 


Czemnospr.vne dienenie SR, 

volebn , syst ?m. 4 hodiny 

-nov6 

2. de?6 4. OrganizadnL& Itruktiry miestnej sprAvy 

- Bratislava, 

- stredn6 resto, 

- rna16 mesto, 

- obec. 

Ingtit~tcie padiel'aCice sa na r::zvoji miestnei 

spr~vy
 

= v) skLmnO prograny akademick~ch inttitCicii,
 

= vzde1lVyacie proqramy akademick'ch in-1tit~icil,
 

= IndtitCtt pre vereinCi sprAvu,
 

= ZMOS,
 

= zahranidn6 podpornd arganiz~cie a fonay.
 

4 hodiny
 

5. Rozvoj mana26rskych schopnostf
 

- Pi~novanie a stanovenie ciei'ov, 

- Prednatka.
 

- disk..sia
 

- Prak:ticke cvi4-enia.
 

4 hodiny 
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3. 	deMi - 6. Rozvaj manalirskych schopnosti 

- kontrola v pr-Aci rana-lera,
 

- predn~tka,
 

- disk~iSiZ-,
 

- Praktick6 cvldenia
 
4 hodiny 

7. 	 OrganiZ~cia a funkdnost Pracovndho kolektivu 

- predn~tka, 

- disk~LSia, 

- praktick6 cvidenia. 

4 hodiny 

4. 	 deM' - B. Roz%/oj manaldrskych schopnosti 

praktick6 cvi4denia. 

6 hodin 

5. 	 defl - 9. PrehYadnd sC±bornd cvidenie mana2mentu 

- pripadov6 ttCtdie, 

- diskusia, 

- hodnatiaci dotaznfk. 

- vyhodnotenie 2. s~tstredenia. 

4 hadiny
 



Demoikracia v praxi
 

1. deii - 1. Strudn6 zhodnotenie predchAdzai~iceho s~istredenia 

s d6razom na problematiku demakratick~t tradiciu 

- ciele a odak~vania, 

- h1avn6 probl~movL6 okrLthy 

2. Odast obdanov 

- vc1'by' 

- petfcie, 

- zhromal'i'ovanie obdanov. 

4 hociiny 

3. VerejnA informavanost
 

- Principy,
 

- realizAcie,
 

- praktick6 cvid'enia.
 

4. VerejnA mienka
 

- pg-incipy,
 

- realiz~cia,
 

- praktick6 cvidenia.
 

4 hociny
 

2. defl 5. Rozvoj schopnostl komunikAcie
 

- neform~lna kOMLtnik~cia,
 

- formcA1na kOMuinik.,Aci--..
 

- praktick6 cvi'tenia.
 

8 'ncdin
 

3. deii - 6. OviAdanie dt~tneho jazyka, jazykovA kultiira a ich 

vyu2itie v ?!innosti manalra 

- praktick6 cvidenie. 

4 n~cdlnv 

7. MedziYudsk6 vztahy a kamunik~cia na pracovisku
 

-	 Pradn~ska. 

a2 hcdiny- prakticke cvidenia. 



4. de6i - 8. VYU-4itie vT podtovej techniky v komunik~cii 

- a.;/:aklacne prlrncipy-, v .uttia pod ftaL-/ 

- ou-tit-l Fri =S.Jrar:vafli sprav a qrafick*ych 

zoora:eli-a: n, 

-eleI'.tronicka Podta. 

- v%'Mena informacii, 

-data banka. 

6hodfn 

5. defl 9. Mana~ment demckratickei orgariiz~cie 

- inform~cie a v-,':nam v pr~~ci manalra, 

- princlpy, 

- tachniky, 

- praktick6 cvidenia. 

-hodrotiaci dotaznik, 

vyhodnatenie *.SLUStredenia. 

4 hodiny 



4. ~~.iL r - cd cii 

Financovanie miestnej spr~vy
 

1. deii - 1. Strudndf zhodnotenie predchAdzajiiceho stistredenia 

- ciele a o'dak~vania, 

- hlavn Prabl~mov4e okrL~hY. 

2. Financovanie miestnej spr~vy v in~ch kr-ajinAch 

3Pr~vny rAflec miestnych financif 

4 hociny 

4. ZAkladn6 principy miestneha zda~iovania
 

5. ZAkladnL&principy 4tAtnych dotAcif
 

6. Sidasn)? stay miestnych financif
 

4 hodiny 

2. de? 7. SprAva dane z nehnuternosti 

- evidencia nehnLtenosti, 

- stanovenie hodnoty, 

- odvolaci proces, 

- vyrCibenie dane, 

- vymahanie dane. 

4 hodiny 

B. astatnL6 dane a poplatky 

- podieloveb dane,. 

- sprAvne a mi~estne Poplatky, 

- POkL~tY. 

9. VWnosy z majetkov obce 

- obecn6 Podniky 

- prenajam majetku, 

- Predaj majetkU. 

10. OstatnL6 prfjmy 

- pr,.jmy 1'dasti na finandnyich trhocn, 

- dary, 



a-	 e p IT, 

11. 	Diskusia a zv1cittnych Prfjmoch.
 

3. deA 12. Tvorba rozpodtu 

- pri jrny a v,, favky, 

- investltn6 akcie. 

13. 	Koncepty tvorby rozpodtov
 

14. 	Sp~sob nakiadania so schvc~len)m rozpodtom
 

15. 	Praktickd cvitdenia
 

8 hodfn
 

4. deii 16. Financovanie investfcif 

- principy a met~dy1 

17. 	Urditd druhy iiverov miestnej spr~vy 

- P62itky, 

- oblig~cie, 

- :drLt~avanie prostriedkov. 

4 hodiny
 

18. 	Priprava a zfskanie Oiveru a nakiadanie s nfm
 

4 hodiny
 

5. defl 19. Spravovanie obecnLho majetku
 

20. 	Predbe~ny ncivrh a v) ber t~my z~verednej pr~ce 

- diskLiSia, 

- hodntiaci dataznik, 

- vyhodnotenie 4. s~szredenia. 

4 hadiny'
 



-i CA t r c- d c- ri iLc 

Manailment verejn~h slulieb vmfiestnej spr~ve
 

1. deM --1. Strudn6 zhodnotenie predchAdzajicich seistredeni s d6razoi
 

na zadpovednost miestnej spr~vy vo vztahu k verejn~'m
 

slulb~m
 

- ci.ele a o'dak~vania, 

- hlavn.6 prob1.~mov6 okruhy. 

2. Kcompetencie miestnych orgAnov v oblasti verejn) ch 

slu~ieb
 

- Pr~'1 ny r~mec, 

- fakultativne :-abezpedenie s1luieo 

4 hodini; 

3. Sp~soby zabezpedovania slu2ieb 

- Priamo cbecn~m Ltradnm,
 

- :rn1Ltvna zabezpedenie,
 

- farMOUl n~kLIPU ad inei spravy a ad s~tkramnej
 

firmy, 

- praktick6 	cvidenia. 

4 hodiny 

2. 	 deM 4. PrivatizAcia obecn)ch podnikov 

- legislatfvne predpaklady, 

- pr-ipr-ava privati---a~dn~ho projektLl, 

- 'erejnA s~tt'a* 

cvitenia. 

B hoci~n 

-praktickE 

3. deA' - 5. 	 ObchodnL6 pr~vo 

zmlLIV, 

- -itv~rani~e =m1Cv, 

- resadzavanie Podrnienoc. :mlCtv, 

-drUfly 




4. deAi - 6. Saccilne poistenie 

- Pravne Po~iadavky, 

- zodpovednast miec-tr-j spr.-vy. 

7. Pracovn6 prcvo 

- Pravne Potiadavky, 

- :odpovednast miestnej spr~.vy. 

83. Mzdov) systdem 

- stanovenie platov, 

- kvalifik~cia z:amestnancov. 

9. Zvygovanie kvalifikcicie 

10. Stanovenie t~m zciveredn)ch pr~c 

S hodin 

5. de?1 -11. Pr~ca v ter~ne 

- vyhodnotenie 15. sutstr-edenia. 

4 hcdirny 



6- - La I- -- cl - -~ 

goci~1no-ekonomick rDz~vDJ MunicipalIt 

1. de? - 1. Strudn6 zhcdnotenie PredchAdzajizcich s~istredeni 

- ciele a dkan, 

- hlavnb prob1.~movL~ ak!ruthy. 

2. Pl~novanie rozvoja municipalft vo vybran~?ch krajin~ch
 

Eur~py a USA
 

4 hodimY
 

3. ZAsady a princfpy stratcgick)ch dakumentov
 

4 hodiny
 

4. degi - 4. 6zemnop1Anavacia dokurnent~cia obce 

4 hodiny 

5. Pastup samosprAv pri realiz~cii plAnovaclch
 

dokumentov
 

4 hodiny
 

3. de? 6. Rozvoj miestnej kultiiry, mestsk6 pamiatkov6 rezervA

cie, ochrana kuittarnych pamiatok a kulttirneho
 

dedidstva
 

4 hodiny
 

7. Podpora podnikania
 
4 hadiny
 

4. defi G . Postavenie a Calohy v ochrane a tvorbe livotndho
 

prostredia. Z~kony o livotnom prostredi
 

4 hodiny
 

9. Verejnoprospegn6 slugby
 

- =abezpedovaiie tecricolgii --- tecflnlk.- i.",:dvod,., 

kanalizacie, odvo:-- odpacu. spai'ovne, ~s.~y/ 

- technic.ka porailensr.i pornoc oocian. 4 hccin%, 

http:technic.ka


5. deMi - 10. Konzult~cie k t~mam z~veredn)ch pr~c 

-vhodnaten.L 6. =Lustrederua, 

-diskL(Sl&. 

-hodnotiA-ci 
 dota~nir.
 

4 hodiny' 

7 - - ta- d -r c-

Yyhodnotenjie z~verebn'ch Pr~c
 

1. - 3. deMi Obhajoba zAverednm'ch pr~c 

- za Pr-ltomnasti ostatn)ch POS~UchAdov a hadflotia
cej komisie POS1Lch~d abh~jj SVOJLI z~verednCi P-a

4. defl Vyhodnotenie kurzu 

31A-vnostn6 Likiofldefie P. Urz- CITY - ranalra s 
odovzdAvanim certifikAtov absolventom. 



November 11, 1992 

SLOVAKIA SLIDE PRESENTATION 

BEFORE TURNING ON THE PROJECTOR 

The purpose of this slide show is to demonstrate the value of photographs 
when you discuss planning questions with citizens. It will show a method of 
arranging slides and explaining their meaning that is as much like a film as possible. 
For the planner, a slide show is much better than a film or videotape because it can 
be edited quickly and reorganized for different audiences. For example, this show 
has three parts. The first part contains photographs of the New York area just to 
show how slides have been used there. The second part shows activities of Prasiva, 
a small self-government. The third is about Bratislava. Each part could be shown 
separately. In Prasiva, the photographs illustrate how one village has involved its 
citizens in government decisions and projects. In Bratislava, the photgraphs show 
choices t( be made by the state and the self-governments in Bratislava. 

The presentation is by William Shore. He has been planning for the New 
York metropolitan region for 32 years. Previously, he worked in political campaigns 
and public administration. He has experimented with many ways to discuss planning 
questions with citizens. This kind of slide show is one example. He will be glad to 
answer questions about public participation in government decision-making or 
about slide presentations when the show is finished. 

This is not a complete or well-made show. Mr. Shore is only getting 
acquainted with Slovakia and its self-governments. He found the information and 
took the photographs in much shorter time than is usually required. Some of the 
details may be imprecise. But Mr. Shore hopes this will encourage you to try this 
process. His slide shows in New York have helped citizens understand that they can 
change the future of their region by participating in planning. They have helped 
New York citize "o picture the importa'at choices. The show opens with some 
examples from N. d York. 

1. HIGHWAYS INTO FARMLAND 

America built roads everywhere, 

2. CARS IN LARGE PARKING LOT 

and places everywhere to park. No walking necessary. People liked the freedom of 
movement and comfort. And 

3. HOUSES ALONG HIGHWAY 

the space it allowed for each home. But planners warned 
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4. AERIAL; SPREAD CITY 

that this spread out way of building to accomnmodate the car
 
would cause problems.
 

5. MOTHER PUTING CHILDREN IN CAR
 

Children can't drive, so mothers would have to chauffeur all the time.
 

6.TWO CAR GARAGE
 

Families would have to spend a great deal of money on cars for
 

7. THREE-CAR GARAGE
 

every adult.
 

8.FOUR CARS IN DRIVEWAY
 

To make room for easy car travel,
 

9.SIGN: LAND FOR OFFICES AND INDUSTRY
 

factories and offices would move out of the cities
 

10. OFFICE AND INDUSTRIAL PARK
 

along the highways and
 

11. TREES REFLECTED IN OFFICE BUILDING
 

onto tree-filled campuses,
 

12. EMPTY FACTORIES
 

leaving many city factories empty
 

13. EMPTY DOWNTOWN
 

and centers of cities with little attraction.
 

14. DETERIORATI 4G CITY HOUSING
 

So cities would be left with mainly poor families. 

15. COLISEUM WITH HUGE PARKING AREA AROUND IT 
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Outside the cities, vast space would be left around buildings so people could park, 
but 

16. TRAFFIC JAM 

roads would not be able to handle traffic as people 

17. AERIAL: LINE OF TRAFFIC 

tried to get to work. 

18. HOUSES BEING BUILT IN FARMLAND
 

And much more farm land would be built on than was needed.
 

19. MAP OF METROPOLITAN CENTERS 

Planners suggested an alternative: putting new activities back together again in the 
old cities around New York. 

20. OFFICE BUILDING REFLECTING ANOTHER BUILDING 

New offices 

21. ESSEX COUNTY COMMUNITY COLLEGE 

colleges 

22. BRIDGEPORT HILTON 

hotels 

23. SMALL STORES 

and stores. 

24. SMALL DOWNTOWN 

Putting these services close to each other again would allow people to reach them 
on foot 

25. PEOPLE GETING ON BUS 

or on buses and 

26. PEOPLE GETTING ON TRAIN 

trains, and these 
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27. DOWNTOWN WITH BALLOONS
 

activities in city centers would attract
 

28. CROWDS ON FIFTH AVENUE
 

people of every income to live in cities again so
 

29. CITY CELEBRATION 

poor people would not be isolated away from jobs and opportunities. That is the 
choice the planners presented. 

30. PRASICE FROM HIGH HILL (TRAY 2, SLIDE 1)
 

Here in Slovakia, the village of
 

31. PRASICE TOWN ILk.L WJTH SIGN (2)
 

Prasice,
 

32. MAYOR AND PRIEST AND TWO CITIZENS (3) 

the Mayor (on the left) and priest (next to the right) work hard to have the whole 
community make decisions together. 

33. SMOKE FROM COMMUNITY CENTER (4)
 

They worked together to eliminate air pollution
 

34. CEREMONY STARTING GAS PIPELINE (5)
 

by bringing natural gas into the village.
 

35. VILLAGE LEADERS CELEBRATING GAS ARRIVAL (6)
 

Village leaders celebrated the event in the cultural hall. Earlier, the future of
 

36. EMPTY HALL (7)
 

this hall had been decided by everyone in the village
 

37. DEPUTY MAYOR HOLDING BALLOT (8)
 

by a vote organized by the deputy mayor. Nearly every family voted, and the great 
majority favored 
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38. OUTSIDE OF CULTURAL HALL (9) 

leasing the first floor hall to an Italian garment manufacturer to bring jobs to the 
village. 

39. SIGN IN FRONT OF WATER WELLS (10) 

Another vote was about water. Of the villages 

40. WELLS (11) 

three wells, only two were producing water and, in summer, the water was not clean 
enough to drink. Village residents voted to bring in water by truck to supplement 

41. PUMP STATION (12) 

their well water, which they could use tor washing and cooking. One reason wells 
were over-used was an earlier village decision to 

42. DUHONKA HOTEL (13) 

develop a recreation area for tourists 

43. LAKE WITH BOATS (14) 

on a lake with boats for rent 

44. COTTAGES (15) 

and cottages in the woods. That is a lesson that planning should consider questions 
comprehensively, not one at a time. 

45. NEW ROAD 

Villagers also debated whether to build a new road 

46. NEW HOUSE ALONG ROAD (17) 

to accommodate new houses. When one man held up construction because the road 
would cut into his garden 

47. ROAD SHOULDER ELIMINATED TO ALLOW FOR GARDEN
 

they adjusted the road.
 

48. NEW SHOPPING CENTER (19)
 

The village is working together on a shopping center in a
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49. BUS STOP
 

good place, next to a bus stop,
 

50. CHILDREN GOING TO SCHOOL (21) 

across the street from a school 

51. HEALTH CENTER (22) 

and next door to the health center. Citizens contributed construction work, saving 
money they used 

52. PLANTER NEXT TO FRONT DOOR
 

to make the center as beautiful as
 

53. CHILD IN HEALTH CENTER (24)
 

as the people it serves.
 

53. OLD CHAPEL (25)
 

Townspeople helped rebuild the historic chapel for mourning
 

54. NEW HOUSE OF SORROWS (26)
 

but it was too small so they worked together to build a larger house of sorrows.
 

55. CEMETERY
 

They made the cemetery neat, but it,too, was not big enough, so they
 

56. CEMETERY WALL SHOWING EXTENSION OF GRAVE SPACE (28)
 

met to agree on the best direction to extend it.
 

57. GYMNASIUM (29)
 

They also contributed labor to build this gymnasium.
 

58. BRATISLAVA FROM HILL (30)
 

In Bratislava, there are several
 

59. NEW CITY'S PLAN (31)
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plans for locating embassies when Slovakia becomes independent. 

60. SITE PROPOSED IN NOVE MESTO (32) 

Mayor Lampert of Nove Mesto proposes this hilltop for the embassies. It is shown 
from the top of his city hall. 

61. HILLTOP SHOWING EMPTINESS (33) 

The hill is mainly unused. 

62. SMALL CO'ITAGE ON HILL (34) 

There are a few small cottages, but mainly 

63. ANOTHER VIEW OF EMPTINESS (35) 

it is empty or 

64. VINEYWARDS GOING DOWN TO CITY (36) 

growing grapes. 

65. FORESTS ON TOP OF HILL (37) 

The forest behind the proposed embassies will remain. 

66. SMALL ROAD DOWN THE HILL (38) 

Of course roads will have to be widened 

67. COBBLESTONE ROAD (39) 

and improved, and 

68. NEW PIECE OF ROAD AND BRIDGE (40) 

they already are beginning. 

69. TROLLEY BUS APPROACHING (41) 

There are trolley buses coming 

70. TROLLEY BUS CLOSE UP (42) 

up the hill even now. 

71. VIEW OF HILL FROM TOWN HALL (43) 

*1 
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And the distance to the center of Nove Mesto is short. 

72. BUS STATION (44) 

This bus station area, a bitck from city hall, isproposed for diplomatic offices 

73. ANOTHER VIEW OF BUS STATION (45)
 

that should be easily reached by the public. The buses could be moved to
 

74. RAILROAD STATION TIMETABLE (46)
 

a small railroad station
 

75. INSIDE RAILROAD STATION (47)
 
nearby. (END OF TRAY. I WILL CHANGE TO THE NEW TRAY.)
 

76. AREA NEXT TO RR STATION SHOWING SPACE FOR MORE BUSES
 
(Tray 3,slide 1)
 

There is room to move buses to this station 

77. MORE SPACE NEAR STATION (2) 

and expand space for cars as well as 

78. SPACE NEAR STATION SHOWING TRAM (3) 

trams. There also is 

79. RAILROAD TRACKS SHOWING SPACE BEH[ND (4) 

room for more trains, and another proposal would move Bratislava's main station 
here, 

80. AREA SHOWN FROM TOP OF CITY HALL (5) 

where a great deal of activity already exists and a shopping and entertainment 
center is planned along with the diplomatic offices. 

81. MAIN RAILROAD STATION (6) 

The main railroad station has enough room 

82. PASSENGERS ENTERING TRAIN (7) 

for passengers, 

)9
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83. TRAINS ON TRACKS (8)
 

but the number of trains is increasing and fast trains are coming
 

84. MORE TRACKS (9)
 

that will be too much for the existing tracks.
 

85. APARTMENTS WHERE TRACKS WOULD BE EXPANDED (10)
 

Tracks would have to be expanded here, next to this apartment and
 

86. BUILDINGS THAT MIGHT BE DESTROYED (11)
 

perhaps require these buildings to be demolished.
 

87. FREIGHT YARD SITE (12)
 

A third site for an expanded railroad station is this freight yard.
 

88. FREIGHT YARD SHOWING HOW IT SEPARATES NEIGHBORHOODS
 
(13)
 

It would fill in this dreary space between neighborhoods. By building the tracks
 
above the ground,
 

89. FREIGHT YARD, MAN WALKING (14)
 

streets and walkways could connect the two neighborhoods.
 
Also, this site is closer to the city center. That is the railroad station choice.
 

90.
 



qOe1. DEVIN (15) 

The ancient city of Devin, famous for its 

91. TOWER (16)
 

tower and castle
 

9P, CASTLE RUINS (17)
 

ruined by Napoleon, also
 

95 PARTIALLY EMPTY HILLTOP (18)
 

has a partly empty hilltop.
 

COTTAGES ON HILL (19)
 

A few cottages, but
 

94) VINEYARDS DOWN THE HILL (20)
 

mostly vineyards where homes could be built with
 

9fVIEW FROM HILL (21)
 

magnificent views.
 

9r ANOTHER VIEW FROM HILL (22)
 

9kMAYOR NEAR BORDER SIGN (23)
 

Devin's mayor explains that the close border to Austria

96 DANUBE,AUSrRIA IN BACKGROUND (24)
 

just across the river here--caused the previous government to
 

(6".STREET IN DEVIN (25)
 

let the village decrease greatly in population and
 

104. OLD PARSONAGE AND FACTORY (26)
 

deteriorate. This former parsonage was
 

10ROLD FACTORY AGAIN (27)
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the first textile factory in Slovakia. 

103 PLAN FOR DEVIN (28) 

The mayor has a plan and 

1OY7 ECONOMIC DEVELOPMENT PROGRAM (29) 

economic development program by a UNESCO exper"t 

10 MORAVIA, DANUBE RIVERS CONFLUENCE (30) 

to make the most of Devin's assets--the Moravia flowing into the Danube, 

1(. DOCK FOR SHIPS (31) 

with a landing place for ships at 

13$. CUSTOMS HOUSE (32) 

the Customs House
 

10CUSTOMS HOUSE, CASTLE IN BACKGROUND (33)
 

in the shadow of the castle. 

10f RUNDOWN RESTAURANT (34) 

Nextdoor, a restaurant is being rebuilt by a German firm. 

1(W(HIKING SIGN (35) 

Devin already attracts hikers. 

11f OLD HOUSE (36) 

It can house some of the new diplomats very well, the mayor feels 

1ITPCHURCH 

in this charming close-in village. 
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Ndvrh 11/4 	 Pfeklad
 

PARTNERSTVt MEZI VEAEJNOSTf A SOUKROMYM SEKTOREM
 

UZAVIRAN SMLUV PRO MfSTNf VYROBU A SLU2BY
 

Treninkovd moduly 	pro eskou republiku a Slovenskou
 
republikou
 

Institut vetejnd sprdvy/NY
 
Listopad 1992
 

Modul I: Prvni dopoledne
 

A. UJVOD
 

Jednim z nejobvyklejgich spojeni mezi mistni sprdvou a soukrom~m
 

sektorem v USA a v zdpadni Evropd je ndkup zboti a sluteb od
 

soukrom~ch spolednosti orgdny mistni sprdvy. To se ddje na
 

zdkladd kontraktu - pisemnou smlouvou mezi dvdma rovnordvnmi
 

partnery, napt. mezi obchodni firmou a mistni sprdvou (nebo
 

jednou z jejich organizaci). V ndktergch americkgch m~stech je
 

vice ne2 jedna ttetina rodniho rozpodtu vynalotena na tyto n~kupy
 

a kontrakty.
 

UvedenV postup se nazqve "ziskdvdni kontrahovdnim". Ndkdy se
 

jednd o bnd rutinni doddvky zbo~i a sluieb pro potfeby mistni
 

sprdvy - od tuiek at pc. poditade a n~kladni auta. V jin~ch
 

ptipadech je tento postup vgrazem snahy "privatizovat". Jednd se
 

bud o prodej urditdho obecniho maetku nebo podnik do soukrom~ch
 

rukou a o ndslednd kontrahovdni tdchto soukrom~ch vlastniku*
 

s cilem zajistit poskytovdni sluieb obdan~im za dhradu. V
 

ndkter'ch ptipadech je poplatek placen pfimo obdany, kter~m jsou
 

sluiby poskytovdny, v jin~ch ptipadech jsou poplatky placeny
 

org~ny mistni sprAvy.
 

Nejd61eiitdj~im faktorem pro efektivni kontrahovini je zdatnost
 

pracovnikA mistni sprdvy pfi uzavirdni kontrakti. Musi velmi
 

pfesnd a detailnd specl.fikovat, o jakd zboti nebo sluiby md
 



je tteba Pisemn uv~st v koritraktu. DAlemistni sprdva zdjem. 	 To 
a srovnateln6 v~hody
musi b~t 	schopni posoudit ndklady, jedndni 


Musi rozumdt obchodnim podmink~m a umdtjednotlivVch dodavatel~i. 

sledovat plndni kontraktu.
 

na ptiklad, mistni sprdva uva~uje o privatizaci v~roby
Jestliie, 


stavebniho materi~2-u, je tteba, aby zanidstndvala a

silnidniho 


budou schopni stanovit
ptipravovala zamdstnance, kteti 

trvale
specifikaci materidlu, kterV md b~t nakoupen, sledovat 


plndni kontraktu ze strariy dodavateli a kvalitu doddvandho zboti. 

znamend ndkup zbo±.i
"Osaddi v z~le~itostech rnfstrii sprdvy 


a sluieb mistni sprdvou nebo vetejni~ri orgariizacemi cd
 

nejsou 	 nakupujici slo~ky. Vdt~ina
dodavatel~i, kteti souddsti 


"obstarivdni" spodivdi v nakupovdni od soukrcrn~ch firem a to jak 

bdzi zisku, tak i od neziskovVch
od organizaci pracujicich na 


uzavirdny rCizn 	miorganizaci. Kontrakty m1ohou b~t rovndi 	 meczi 

orgdny stdtni sprdvy, napt. na zdkladd dohody o podilu na
 

protipoldmfi ochrana nebo
provizich z vetejn~ch sluteb, jako je 


uklddni odpadu.
 

Ndkup zbo~i sluieb od soukromdho sektoru se uskutedhuje naa 

zdkladd trinich podminek, ale org~ny mistni sprdvy nejsou
 

jako ddastnik trhu.Hlavni
tradidnd 	organizovdny, aby p~isobily 


jak navrhovat a realizovat toto vetejnd 11bstardvci"i
probldrn, 

aby zamdstnanci mistni spr~vy
spod~ivi v torn, te je tfeba, 


fungovali efektivid jako Cidastnici trhu v rdrnci mantinelCi dan~ch
 

zdkony a 	 tradici. Napdti mezi pruinou obchodni praxi, platnfmi
 

zdkony a administrativflimi postupy-jsou zcela b~ind.
 

Systdrn 'obstarcvcni 	 pro vefejnost" musi nachczet rovnov~hu mezi 

a a idspnft jedn~nirn na trhu.rsspektovdnim zdkon~i pfedpis~i mezi 

Sprdvn ' postup musi zahrnovat Cisili o obdr~eni co nejvyti
 

konkurencdni ceny pti vyloudeni
kvality zboti a sluieb za slu~ng 


korupce.
 

Aby mohly 	kddnd pinit sv6 velmi r~iznorodd funkce, vdt.4ina rndst a 

obci musi nakupovat 	 ,,irokou §kdlu zboti a sluteb. Kontrakty pro 

toto nakupov~ni jsou stile v~razndj~im rysem v dinnosti mistni
 



CVIdENf A PRO MODUL I
 

1. Rozddlte idastniky do skupin po 5 - 7 lidech (nebo pokud jsou 

rozesazeni kolem stoli, nechte je pracovat po stolech). Kaidd
 

skupina si vybere osobu, kterd pisemnd zaznamend shrnuti.
 

2. Bdhem tticeti minut by kaidd skupina m~la vytvoifit seznam
 

zbo~i a slu~eb, jejich2 doddvku mCite rn~sto kontrahovat od
 

saukrom~ch dodavatelfi(mald polo~ky jako mazaci gurny, tuiky a
 

pod. by m~ly b~t uvedeny souhrnnd jako kanceldtskV materidJ.,
 

zatimco v~t~i poloiky jako fotokopirky, poditacde, KUKA vozy
 

apod. budou uvdddny samostatnd). KaidV typ zboi.i je potom
 

ti-eba uv~st k jedn6 z pdti zdkladnich skupin uveden~ch v §e
 

(na str. 3).
 

Kontraktv poskytovan6 obcemi ize rozd~1it do Pdti z~kladnich
 

skupin
 

1. 	 Velkd investice
 

2. 	 Kanceldtsk6 potteby. materidl, zatizeni
 

3. 	 Plndni procgramu
 

4. 	 Sluibv architektonick6. inien'frsk6 stavebni.
 

manaiersk6, apod.
 

5. 	 Jin6 odborn6 slu~by
 

3. 	Vyzv~te skupiiiy, aby informovaly o svem seznamu. V dern
 

zaitazeni do kategorii neodpovidd seznamu, vedte diskusi. o
 

torn, jak rozdd1it poloiky. Tento odsouhlasen ' seznam by m~l
 

bft k disposici (pokud Tmoino zkopirovanV a rozdan ) pro
 

vyuiiti v dalgich cvidenich. Vraitte tyto seznarny IMS
 

(pr-eloiend) k vyutiti pti revizi modulfi. Otevftend diskuse o
 

uiitedn~ch oblastech kontrahovdni orgdny mistni spr~vy mA svd
 

daleiit miIto
 



Modul I - pokradovdni 

Kontrahovdfli zboti
 

jasnV - je dalekoD~ivod obstardvini rCizn6ho zboii je zcela 


vhodn~j~i a ekonomidtdj~i ziskdvat zboii od v~robci, net aby si 

je org~ny mistni spr~vy vyrdbdiy samy v mal~ch dilndch. Pti 

nikupu je tteba sledovat zejmdna 

- kvalitu v~robkAi 

- cenu
 

- objektivitu pfi v~bdru dodavatele
 

- dodaci lh~ity
 

- kvalitu servisu.
 

t~mto kriteriim.Metoda kontrahovdni zboti musi odpovidat 

Kontrahov~ni sluieb
 

Kontrahovdrii je metoda poskytovdni sluieb, pti nit sprdvni orgdny
 

s ndkupem sluieb od soukromdho dodavatele, kter
souhiasi 


souhiasi s doddivkou sluteb bud sprdvnim orgn~m, nebo ptimo
 

obdan~im, podle dohody se sprdvriimi orginy.
 

studie 'lvyrobPrvni krok v rozhodovdni zda kontrahovat sluiby je 

nebo nakup"', jejimi cilem je stanovit, zda kontrahovfli slu~by je 

v~hodndj~i net jeji ptimd poskytovini. Studie musi zohledriit 

politickd, technic-kd, pr~vni a ekonomick6 aspekty a obvykle takd 

vytadujeurditd zku~enosti z ddetnictvi, rozpodtu a n~tkupu, stejnd
 

jako celkovou informaci o slutbd, jit se studie tfkd. Pft
 

rozhodovdni je tteba zv~tit r~iznci kriteria:
 

- ndklady (b~tn6 ndiklady i riklady investidniho charakteru)
 

- efektivitu. a kvalitu sluiby
 

- vstficnost vidi potfeb~m a odekdvdfli obdal~i
 

- dostupnost dodavatelO
 

- politickou. podporu
 

- iotnost ned.sp~chu, krachu, zneutiti
 

- dopad na dal1,i mistni sluiby
 



- moinost pterugeni poskytovdrii sluidb 

- rozsah mistni sprdvy 

- administrativii kontrolu poskytovand sluiby (kalend~t 

plateb, informace o po~adavcich atd.)
 

- omezujici prdvni normy 

- persondlni ot~zky (mzdy, pracovni doba apod.) 

- otdzky ptechodu od jednoho systdmu k druhdmu. 

Rozhodnuti "uddlat di nakoupit" je tteba pravidelr,6 kontrolovat, 

proto~e zmdna situace m~ie mit vliv i na sprivnost rozhodnuti. 

Jakmile je jednou rozhodnuto o kontrahovdni sluiby, musi sprdvni
 

orginy zajistit, 2e:
 

1. Specifikace p1nd odr~ii potteby sprdvnich orgdni a odpovidd 

odekdvdni.
 

2. V)?bdr dodavatele je objektivni.
 

3. Kontrola poskytovini slugeb podle kontraktu je efektivni.
 

Sluiby, kritdria jejich2 p;nskytovdni je mo~nd jasnd vyj~dkit 

pisemnd, jsou kontrahovdny nejd~spndji.
 

Slu~by, kterd vy~aduji technickou zku~enost, nebo maji jen
 

pftileiitostn di sezonni charakter, jsou velmi vhodn6 pro
 

kontrahovdni. Spige ne2 zamdstridvat lidi v trvaldm pracoviiim
 

pomdru, m~e radnice nebo obecni dtad kontrahovat tyto slu~by u 

dodavatel~l.
 

Kontrahov~ni je bdind tak6 v men~ich mistech, kdy odbornici, (jako 

napt.prdvnici, Cidetni a jini odbornici) jsou kontrahov~ni jen na
 

urditou dobu, ke splndni konkrdtniho tikolu. Zdkladnimi kriterii 

pro kontrahov~ni jsou:
 

- kvalita poskytovand slu~by 

- ndklady (cena) 

- objektivita pti v~bdru dodavatele. 

Hetoda kontrahov~ni zbo~i musi odpovidat stejn~m kriteriim. 

Nicm~nd jegtd ptedtim, ne2 je rozhodnuto o zvolend metod6 

kontrahov~ni slu~eb, je tteba kriticky poscudit, kterd slu~by 

maji b~t kontrahovdny, a kterd budou zaji~1tov~ny org~ny mistni 

sprdvy. 



CVIdENf B PRO MODUL I
 

1. Rozddite tiastniky do skupin po 5 - 7 lidech (nebo pokud jsou 

je pracovat po stolech). Kaiddrozesazeni kolem stol l, nechte 


skupina si vybere osobu, kterd pisemnd zaznamend shrnuti.
 

kaidi skupina m~la vytvofit seznam
2. Bdhem tficeti minut by 


kter~ch se rozhodne, zda slu~ba bude
kriterii, podle 


kontrahovdna nebo bude prov~dna pracovniky sprdvnich orgdnC.
 

Pfi psani seznamu kriterii se skupina vrdti k seznamu pro
 

sluiby, u nichi je kontrahovdni
cvideni 6. 1, kter stanovi 


2douci nebo rozumnd, aby si posluchadi ovdtili, te situace je
 

dobte zhodnocena.
 

by potom
rozhodujici pro kontrolni seznam. Skupina 


3. V zdvdru na spoledndm zaseddni skupiny informuji o sv'ch 

seznamech a dosahuji konsensu v ot~zk~ch, kterd jsou 

mla 

setadit seznam podle d~ileiitosti a stanovit, kterd kriteria
 

jsou rozhodujici. Vraite seznamy IMS pro budouci cvideni na
 

modulech.
 



MODUL I - DOPLf1UJfCf INFORMACE 

V praxi soukrom6 obchodni spolednosti kladou mengi d~iraz na 

form~lni aspekty konkurencdniho chov~rii, procedurdlni pravidla 

a moin konflikt z~jm6i, net je tomu u orgArni mistni sprAvy. 

Soukromi mana~eki jsou u sprdvnd vedend spolednosti odpovddni za 

v~sledky. V rAmci zavedendho systdmu - kontrolovAni spolecdnosti 

- rakupuji Zboii, kter6 je nejv~hodn~j~i z hiediska ceny ye 

srovnAni s dal:§imi alternativami a uzaviraji smiouvy s externimi 

odborn~mi spolupracovniky, ktefi zajig1tuji vysoce kvalitni prdci 

za konkurendni ceny. Jejich odpovddnost se tfkA zejm~na
 

v~sledk6i dosahovan~ch v konkretnim dase. Ne vgechny soukromd
 

spolednosti jsou samoztejmd sprAvnd tizeny, ale je zde
 

piEedpoklad, 2e. nespr~vnd tizeni, chybnd jednAni nebo zdvdry,
 

povedou eventuAlnd k propugtdni pracovnika, di at k dipadku
 

spolednosti (i kdyt po ndjakou dobu mohou pfetrvAvat
 

nepozorovdny). ZAvdrem je mo~no konstatovat, te v podnikAni je
 

obvykle kiaden mengi d~iraz na sprAvn administrativni postup, net
 

je tomu u sprAvnich orgAn6i.
 

Ve sprAvriich orgAnech je manater dasto profesionAlem ye stAtnich 

slu~bAch, kterV musi velmi d~islednd dodr~ovat procedurilni 

pravidla. V konkretnich ptipadech on nebo, ona, d~i politicdti 

partneti, budou muset odpovidat za v~sledky - pifed orgAny mistni 

sprAvy, pti v~sledcich rftzrIch kontrol, pfed zAstupci tisku 

apod. V priibdhu funkdniho obdobli neni vgak odpovddnost orgAn6i 

mistni sprAvy posuzovAna jern na zAkladd v~sledk6i jejich dinnosti. 

ye srovndni s obchodnimi spolednostmi musi stAtni orgAny vice 

dbAt na sprdvnost administrativnich postup6i, na dodrtovr' 

pravidel stanoven~ch zAkonem a pkedpisy, dimt je zaji:§-ov6 

objektivnost pfi v~b~ru dodavatel6i a a tim i pfedchAzeni 

korupdnim praktikAm. 

Obd vVge uvedend kategorie jsou obecnd vAzAny konkurendnimi
 

z~vaznhii pravidly. Tfi zb~'vajici typy kontrakt6i jsou obvykle
 

pokidddny za. nesprAvnd z hiediska z~vazn~ch pravidel konkurence a
 



dasto jsou zmiiiovdny jako nekonkurendni kontrakty. Mezi tzv.
 

sluiby dlouhodobd poskytovai6 na
nekorikurendni kontrakty patti 


je kaidorodnd obnovovdn, a proto nepatti
zdikladd kontraktu, kter 


mezi nekonkureridni kontrakty.
 

( stky strdvend na tyto kontrakty pfedstavuji miliony
 

sluteb pro tifady a pro obdany. Z~sobovdni
poloiek zboti a 

oddd1eni skiaduje,
kanceldfskfti materidlem, kterV si kaidd 


mfi~e b~t provdno na z~kladd jednoho kontraktu, stejne 'jako
 

slutby spoledn6 pro r~iznd odd~leni, vdetnd ddrtby stroj~l. Ostatni
 

sluiby a zboti jsou specifick6: napt. ekonomickd odddleni bude
 

zatimco odbor mistniho hospoddtstvi bude
nakupovat poditade, 


nakupovat KUKA vozy.
 

Jednim 	 z obecnd diskutabilnich kontraktfi jsou kontrakty, na 

zdkladd si obec zaji~tuje sluiby architekt~i, in~enfrti ajejichi 

ildetnich, stejnd jako vddeck~ch v~zkumn~ch pracovni~i.
 

mohou b~t celd poskytovdrny na
Ndkter6 dkoly orgdn6i mistni sprdvy 


zdkladd kontraktu, napf.obnova zdroj'1 pitnd vody, doddvka tep1l'ch
 

jidel pro socidlni odbor, rekvaJlifikadni kursy pro dfad prdce
 

nebo vybirdni pokut, poplatii a ostatnich dluhi. 



N~vrh 11/4 PAEKLAD
 

MODUL II - Prvni odpoledne 

A. KDO KONTRAHUJE ZB02f A SLU2BY ?
 

Sdruten6 n~kupy
 

Zbo~i a slu~by mohou b~t potizov~ny nebo kontrahovdny jednim
 

orgdnem nebo skupinou orgna~ mistni spr~vy, kterd se shodnou na
 

urditdm v~robku a jeho specifikaci. Tato metodh kontrahovdni je
 

souhrnnd naz~'vdna "Isdru~n6 nakupovc'*ni (5i sdru~en6 kontrahovdini"l.
 

Sdru~en6 nakupov~ni di kontrahovdni zahrnuje iadu ujedndni, 


nich2 dva nebo vice orgdni mistni sprdvy nakupuji zbo~i di slu~by
 

na jeden koritrakt nebo smlouvu. Odastnici se org~ny mistni sprdvy
 

jsou obvykle na stejnd krovni, nebo, pokud jsou na akci 

z~iastndnd riizn iarovnd sprdvnich org~n~i, jednd se o spolecdnou
 

(izemni oblast.
 

Nejdastdj~im d~aodem sdruien~ch n~kupai je (asili o dosa~eni ni2§i 

ceny cestou sdru~ovdni *objedn~vek, dim2 je dosahov~no vdtgich 

objemni. Vftodou miiie b~t i vyloudeni duplicit, ldspora lidskd 

prdce a sni~eni administrativnich ndklad6i. Ptile~itostnd sdru~en6 

nakupovrxi mine bft vyu~ito i k vytvoteni takovd vdt~i poptAvky, 

kterA bude dostatedriA pro vfrobu nov~ch nebo modifikovan~ch 

v~robti, kterd dosud nejsou na trhu di povzbudi v~robce ke 

sni~eni ceny zbo~i. 

Sdru~end smiouvy mohou b~t rovn62 vyu~ity pti kontrahov~ni sluteb. 

Sdru~end smiouvy mohou umo~nit dvdma nebo vice obcim vytvoteni 

pracovniho mista na pln pracovni iivazek napK. pro i.detniho, 

kterV pak bude moci str~vit urditV podet pracovnich hodin v t~dnu 

na jednotliv~ch i3tadech. Nebo si skupiria obci m~ie zajistit 

v 



jednoho dodavatele odvozu odpadkii, dim se sniii administrativi
 

n~klady a pravddpodobnd bude xno~nd dosahnout lep~iho dasovdho
 

rozvrhu svozu odpadkCi.
 

Otcizkv pro diskusi:
 

1. Jakd zbo~i a sluiby by ye Vagi obci byly vhodn) mi kandid~ty
 

pro sdruiend n~kupni snlouvy?
 

2. Jak byste postupovali pti hled~ni vhodn~ch partneri pro
 

sdruiend nakupov~ni?
 

3. Jakd kroky by md1y st~tni orgdny na okresni a mistni tirovni
 

podniknout, aby mohly sdrutend nakupovat?
 

B.JAK JSOU VYBIRAiNI PARTNEAI
 

Postup pfi vfbdru podriki, kter~m budou zad~ny kontrakty musi b~t
 

starioven ptedem a zvetejndn, aby se kaidV, kdo je zainteresov~n 

na poskytov~ni potadovan~ch sluieb, mohi uch~zet o ziskdni 

kontraktu. 

Konkurence mai~e pomoci jednak ke snigeni ceny a jednak k
 

vysokd kvality zboti di sluieb. Pokud existuje jen
zajigtdni 

velmi opatrn pfi
jedin ' dodavatel, pak musi b~t kupujici 


stanoveni ceny a kvality. V takovdm ptipadd je tteba zv~tit
 

alternativni metody kc zaji~tdni sluteb (zboti).
 

Obiektivita je dal~im kriteriem. Objektivni a vetejnosti
 

srozumitelng procedura je obvykle vyiadovcina pfi zad~v~ni
 

Tato procedura obvykle o~sahuje zvetejndni,
vetejn~ch praci. 


pfthlAky a jedn~ni.
 

V ndsledujicim textu jsou pops~ny dvd metody - zalecm6n obdlkv a 

dohodnut)'ch kontraktfi. 



1. Konkuren~ni zalepend obdiky
 

Metoda konkurendni nabidky pouiivd zalepend obdIky, kterd
 

umoiuji nakupujicimu stanovit nejnizi nabidnutou cenu za
 

realizaci kontraktu, jehoi podminky byly zvefejn~ny spolu s
 

vvhldenim soutgne. Podle systdmu konkurendnich zalepen~ch obdlek
 

vyzve obec k pfedloieni nabidek. V~zva musi velmi ptesnd
 

specifikovat, jakd zboii nebo slu~by jsou poiadovdny. Ptipadni
 

zdjemci jsou vyzvgni, aby ozndmili, co mohou dodat a za jakou
 

cenu. Tato informace je vloiena do zalepen~ch obdlek a dorudena
 

na stanoven6 misto ve stanovenV den a hodinu. V~echny nabidky
 

jsou otevteny a hlasitd pfedteny pfed vefejnosti v tuto dobu.
 

Obec si vybere neiniii nabidku. Subjektivnimu posuzov~ni
 

pfislugi pouze urdit, jak nabidka odpovidA stanovenfm poiadvkim.
 

Po obdrzeni a verejnem 'teni zaslan~ch nabidek je poskytnut
 

bez dalgiho jedndni kontrakt tomu, kdo za nejni2i cenu nejlepe
 

vyhovuje poiadavkim a neni jinak diskvalifikovin podle zdkona.
 

Cel proces tohoto postupu m~ie b~t krok za krokem realizovdn
 

tak, jak je uvedeno ni~e.
 

Vzva k pfedlo~eni nabidek
 

V~zva k pfedlo~eni nabidek, vypracovanS a schvdlend 

odpovddn)'m pracovnikem sprdvniho orgdnu, zahrnuje (av~ak mrte 

zahrnovat i dalgi) ustanoveni: specifikaci Okolu, kriteria 

hodnoceni, kvalifikadni dotaznik, soutdini podminky a podminky 

kontraktu. Mie b~t rovnd uveden potadavek, te v~echny zdvazky
 

a nabidky musi obsahovat prohldeni vyludujici konflikt zdjmi.
 

(a) Specifikace. Specifikace popisuje, co kupujici pottebuje a co
 

md nabizejici nabidnout, aby ziskal kontrakt. Specifikace
 

mOie uv~dt fyzikdinf nebo funkdni charakteristiky, di
 

charakter doddvky 6i sluiby, jednd se o popis zboti nebo
 

sluiby. Odelem specifikace je vytvofit z~klad pro ziskdni
 

zbo~i di sluiby, kterd uspokoji konkretni potfebu za
 



ekonomickou cenu. Specifikace musi b~t dostatednd jasrid, aby
 

umoinily ptipadn~m zdjemc~im uchdzet se o kontrakt na
 

rovnopr~vndm zdkladd. JednA se o velmi d~ileiitou etapu 

soutdie, protote jestliie ten, kdo soutdi vyhlaguje, neni
 

schopen ptesnd specifikovat co chce, bude obtiind posoudit,
 

co dostane.
 

(b) Ustanoveni a podminky.- "Ustanoveni a podminky" stanovi 

obecnd, komu bude kuntrakt poskytnut a jsou obsaz'eny jiz ye 

v~zvd k soutdti s cilem vytvotit stejnd podminky pro v~ecliny 

ddastniky. Existuji dva druhy ustanoveni a podminek. Prvrnim 

typem jsou obecnd ustanoveni obsaiend ye v~ech kontraktech 

t~kajicich se dan~ho druhu zbo~i nebo typu koupd. Druh~m 

typem jsou podminky tfkajici se konkretniho kontraktu, neboli
 

specifick6 Podminky. Obecnd ustanoveni se tfkaji takov~ch
 

standardnich zdleiitosti, jako napt. dohledu nad plndnim
 

smiouvy di prdva na odstoupeni od smiouvy.
 

Vvhldgeni vetein6 soutdie
 

Po ptipravd v~zvy k soutdi, ptipravi ptislu~n pracovnik podminky 

pro uchazecde v soutdti. Tato etapa md tfi ddsti. 

(a) Veteind- ozncimeni. Podle obvykld procedury musi bft inforinace 

o kontraktech na veftejnd pr~ce zvetejndny na mistd k tomu
 

urdendm v urditdm dasovdm ptedstihu, obvykle podle ustanoveni
 

zdkona nebo vyhlSky. V ozndmeni musi bft stanoveno misto,
 

kde mohou bft obdrieny dokumenty tfkajici se kontraktu, 

a misto a doba, kdy budou nabidky otevfeny a vekejric-- (teny 

a kritk popis zboti di sluleb, kterd maji bft doddny. Takovd 

vekejn6 ozndmeni md za cil povzbudit konkurenci a pkispdt 

k otevfenosti procesu t~kajiciho se uzavir~ni objedn~vek,
 

kter6 budou hrazeny z vefejn~ch fondi.
 

(b) Seznain uchazedCi. Obecnd je tteba ddt vtem oprdvndnkm 

subjekt~im rovnou moinost zddastnit se soutde o kontrakt. 

Obvykie md instituce, kterA vypisuje vefejnou soutdi 



povinriost zpracovat a vest seznam uchateci, kteti se do 
soutdie pfih1~sili. Potencidlni~ vitdzovd v~ak nemusi b~t na 
seznamu uvedeni. V~ichni, kteti vyhovuji podminkdm soutdie se 
mohou ztidasnit, i kdy2 nejsou na seznaznu uvedeni. 

(c) Ptedsout62ni konference. Ndkdy zdkon vyiaduje, aby pro
 
vgechny kontrakty ye stanovend hodnotd (napt. 50 tis.tJS
 

dolar~l) byla je.4td pted vlastni soutdii uspotddina
 

konference. V~ichni uchazedi o kontrakt jsou pozvdni na 
setkdni, na kterdm dostanou kopii informace o soutdii a je s 

nimi projedridn rozsah kontraktu a moid probldmy pti jeho 
pirdiei. Rovndi jsou sezn~meni s obecnd platn~mi
 

procedurcilnimi pravidly obchodniho podnikdni s obci. Po 
konferenci mohou b~t v~em uchazedCun, ddastniim soutdie, 
zasliny of icid1ni pozvdnky.
 

Vlastni veteinA soutdi
 

Pot6, co jsou nabidky ptedlo ,eny a obdrieny, jsou otevteny a 
dteny pted ka~d~m, kdo mA zdjem se dteni zddastnit, vdetn6
 

ptim~ch Id.astnikfi soutdie, na mistd a v cdase, kter6 byly ptedem 
stanoveny pti vyhldgeni soutdie. Na tomto setkdni je poprv6'obsah
 

nabidek ozndmen obci, ostatnim uchazedim a vetejnosti.
 

(a) vyhodnoceni nabidek. Vyhodnoceni nabidek je proces
 

pkezkoum~ni nabidek po otevfeni obdlek, aby bylo moino
 

stanovit, jak jednotlivi uchazedi vyhovuji podminkdm soutdie
 

a ujistit se 1 o dalbich aspektech, kter6 jsou relevantni pro
 

urdeni vitdze.
 

(b) Poskvtnuti kontraktu tomu. kdo nabidi neiniti cenu. Obecnd
 

plati, te kontrakt je nabidnut tomu 'odpovidajicimu"l uchazedi, 
kter nabidi nejniii cenu. Pti posuzov~ni, zda uchazed je 
"odpovidajici"l, posuzuji sprdvni orgdny takov6 zd1e~itosti 

jako je uchazedova finandni situace, jeho mord1ni profil, 

schopnost dspdnd ukondit doddvku a takd to, jak nabidka 

odpovidd podmninkcim soutdie. 



Tento postup je obzvldttd vhodriV u vdt~ich dod~vek a pfi
 

stavebnch pracech. To jsou kontrakty, jejichi specifikace
 

m~ie b~t pops~na velmi ptesnd a zcela vycderp~vajicin 

zpCisoben. Navzdory faktu, te obvykle je umo~ndno mnoistvi 

v~jimek, je tento postup pout.iv~n u naprostd vdtginy 

kontrakt~i uzaviran~ch mezi mistnimi org~ny a soukrom~i 

sektorem. 

Velmi dasto je zd~irazrfiov~no, te vzhledem k tomu, ie tento
 

systdm poskytuje nejvdt~i z~ruky proti korupci, jakdkoli*
 

odchylky musi bft pedlivd zkoumdny, dobte dokumentovdny
 

a rpedlivd sledov~ny.
 

2. Dod~vkv na z~klad6 konkursniho iedn~ni
 

vetejnci soutdi formou zaleperi~ch ob~lek nerii jedinfm zp~zsobem 

konkurendniho ptedkl~dAni nabidek. Dva dals'i zpuisoby
 

kontrahovdrii mohou rovndi zajistit konkurenci a umoinit
 

kontrahovdni na zAkladd jegtd jin~ch kriterii nei je jen cena.
 

Prvni zp~isob je konkureridni zayedetdnv n~vrh. V~idi ncivrhfim je
 

na podtku pfistupovdno jako k zalepenfm ob~lk~m s tim
 

rozdilem, 2e jakmiile jsou otevfeny, je jejich posuzovdni
 

rozgifeno o dal~i faktory. NMvrhy jsou posuzov~ny nejen podle
 

nabidnut6 ceny, ale rovndt podle kvality dod~van~ch i robii di
 

sluieb. Jsou zvatov~ny v~echny dal~i nabidnutd v~hody. V~echny
 

d~ileiitd faktory, kterd jsou posuzov~ny, musi bft
 

specifikovdny pitedem. V pkipadech, kdy je obti~nd stanovit
 

pfesnou specifikaci pfedem, m~e tento postup zarudit, te
 

nizkA cena neni jen koutovou clonou, kterA mA zakr~t niii
 

trvanlivost materidlu di mdnd kvalitni sluiby. V~hodou
 

uvedendho postupu je to, le zachovdvA mnoho obrann~ch
 

mechanismi proti korupci, obsaien~ch jit ye vlastni procedute
 

postupu.
 

DruhV zpfisob, dasto spojovan se 26dosti o n~vrhy. otevird 

je~gtd ifreji prostor pro konkurenci. Na rozdil od ndvrhi, 



kter6 jsou ptijimdny v zalepen~ch obdlkdch, zde dochdzi 

k jedridni mezi kupujicim subjektem a t~mi, ktefi ptedklddaji 

svd ndvrhy. S urdit~mi z~rukami m~ie b~t tento zp~isob vhodnV 

pro ziskdni pokrokov~ch technologii, sluieb vdetnd v~zkumu 

a v~voje , nebo takov6ho zbo~i a slu~eb, jejicht specifikace 

neni k disposici nebo je obti~nd ji v detailu ye v~zvd uvdst. 

Jako ptiklad je mo~no zminit poditadov syst~ni loterie, 

zatizeni pro zpracovdni dat, telekomunikadni 'systdm, 

architektonickd, in~en~rskM a stavebni slu~by pro velk6 

a komplikovan6 projekty. Kriteriem pro posuzov~ni nabidky je 

jeji kvalita, technickd kapacita navrhovatele, novitorskV 

ptistup. 

3. Nekonkurendni projednand obstardvdni
 

Tento postup je pou~ivdn v ptipadd, te je jen jeden zdroj
 

po~adovandho. zbo~i di sluieb ("jedin ' zdroj"). Rovndi je
 

pouzivan v ptipadd, kdy se jednd o prodlou~eni kontraktu na
 

slutby, ktelz4 jsou jii poskytoviny.
 

Je tteba vdnovat pozornost obstar~vdni vdci timto zp~isobem,
 

pokud. ji2 existuje 2ivotaschopnd konkurence. Nekonkurendni
 

obstardvdni mC~e bft pouiito pouze po d~ikladn~m studiu trhu
 

di v ptipadd, kdyi nabidkovd tizeni di v~zvy k ptedk1ddri
 

nabidek skondily neilspdchem. Rovn62 je dailegit6, aby
 

specifikace nebyla stanovena zp~isobem, kter) by pfedem
 

preferoval jen jedin zdroj.
 

Obstardvrii z jedindho zdroje, i kdy2 na nekonkurendnim 

z~kladd, nevyluduje jedndni o cend, terminech a dal~ich 

podminkAch, kterd zarudi, te z~jmy obce s ohiedem na kvalitu, 

dodaci lh~ity, kompensace, jestli~e je majetek obce po~kozen, 

od~kodndni mdsta v ptipadd zp~isobeni zrandni a na dal~i 

1ok~lni zdjmy, jako je napf. zamdstnaiost v mistd, budou 

respektovdny.
 

4. 	Nekonkurendni nepro-iednand obstar~vAni
 

Pro men~i objemy, obstar~vand za nev~znamn6 ceny, by n~klady
 

na konkurs nebo na projednand obstarAd'dni pkevdiily jejich
 



v v~hody a mohly by pfii6 omezit sprdvn. organ 


zbytkovou ddst obstarivdni,
rozhodovdni. Jednd se obvykle o 


pro kterou je vhodn minimdlni administrativni postup. Mfite
 

to tfkat napf. rutinnich dod~vek kanceldfskdho materi~1u.
se 




CVICENf C PRO MODUL II
 

1. Rozddite ddastniky do skupin po 5 - 7 lidech (nebo pokud jsou
 

rozesazeni kolem stola, nechte je pracovat po stolech). Kaidd
 

skupina si vybere osobu, kterd pisemnd zaznamenA shrnuti a
 

mluvdiho.
 

2. Bdhem tticeti minut by si kaidd skupina mdla vzit seznam
 

zbot a sluteb, kterd obec mie kontrahovat a kte:d byly
 

vybrdny ve cvideni A (Modul i) a ke ka~dd polo~ce seznamu
 

urdit urdit typ kontraktu. Kaidd skupina by se m~la pfipravit
 

na diskusi o dvdech, pro kterd se rozhodla spojit urditV
 

druh obstarvn. s konkretni metodou kontrahovdni.
 

3. V zdvdru na spoledn~m zaseddni skupiny informuji o sv~ch
 

seznamech. Tam, kde jsou rozdily, dosahuji v diskusi konsensu
 

o jejich znni. Tento odsouhlasenV sezr1:m si skupiny uchovaji
 

pro dalgi cvideni (pokud moino zkopirovanV a distribuovanV).
 

Pfedejte takd tento seznam IMS pro pou~iti v dalgich modulech.
 



MODUL II - DOPLRUJfCf INFORMACE 

je takovd, kteri ye v6,ech ohiedech
Odpovidajici nabidka 


respektuje vyhl1genou v~zvu, tj. zpiisob dodAvky, dodaci terminy,
 

podminky a vgechny dalsi poiadavky. Obecnd je z~kladni rozdi.
 

mezi nabidkami, kter6 ize vyjdit materid1nd a mezi tdmi, kdy 

udd).it kontrakt uchazedi, kterVkonkurs vypisujici autorita mate 

nabizi varianty nemateridlni povahy. 

jehoi osobni integrita, ptedchozi
Odpovidajici uchazed je takovV, 


doddvky, v~sledky podnikini a finandni situace jsou dostadujici, 

aby byl pokl~ddn za schopndho uspokojit potadavky orgdnu mistni
 

spr~vy. Zjigtdni, 2e uchazed neni odipovidajici obvykle ncisleduje 

po formdlnim procesu upozorndni a jed~nAni. Zji~tdni, 2e uchazed
 

reodpovidA potadavkim, vede k jeho diskvalifikaci - ndkdy jen pro 

jeden konkretni kontrakt, tindy na delgi dasovd obdobi. Pokud 

rieni kontrakt uddlen uchazedi, kterV ptedloii nejni~gi nabidku.
 

n~sleduje procedura oficidlniho vysvgtleni, 

Jedna z v~jimek z poiadavku, aby kontrakt byl uddlen tomu, kdo
 

nabidku mat~e nastat, pokud se orgAn rozhodne
pftedlo~i nejni~gi 

odmitr-,ut v~echny nabidky v nejlep~im z~jmu obce. Obvykl~m 

ptipad& vye ceny nebo skutednost, te tdnA zdaivodem je v tomto 

nabidek neodpovidA podmink~m.
 



Ndivrh 11/4 Pfeklad 

MODUL IV - druMi odpoledne 

I KORUPCE V PROCESU OBSTARAvANf 

Idedlnd by pldinovdni procesu obstardvdni, v~bdr dodavatele 
a techniky zpracovdni a uzavirdni kontraktAi m~iy b~t takov6, aby 
vytvdkely konkurendni prostfedi, zabrai~ovaly vytvo.eni syst~mu, 
v ndmi by bujely 6~platky, konflikty z~jmci a sobeckost, korupce 
a protekce a jin6 nezdkonn6 praktiky. Tato ddst se bude t~kat 
ndkter~ch dast~ch pjfpadi korupce typick: ch pro proces 
obstardvdni. 

Korupce stA-tnich zam~stnanzA a volen,ch pfedstavite1ci
 

Restriktivni specifikace - "dohodnuti" kontraktu 

rIhfednici sprdvnich orga jsou 
odpov~dni za pfipravu specifikace
 
po~adovan6ho zbo:H a slu:Eeb, kter6 jsou pozd~ji uvedeny ye
 
vyh1dgeni konkursu, ye v~zvd k piedkl~ddni nabidek nebo pki
 
jedndni s dodavateli. Jeden ndstroj, kter m~ie b~t vyuiit
 
zkorumpovan~mi djedniky je "u~iti" specifikace 
 tak, aby ji 
pozd~ji vyhovoval jen jeden v~robek di slu~ba, kter6 doddvd.
 
firma, kter6 je "tfeba d~.t pkednost",ai jit z politick~ch di
 
jak~'chkoli jin~ch di~vodii. Restriktivni specifikce je takovA,
 
kterd zbyte6n6 ornezuje konkurenci tim, ie pkilig determinuje,
 
jak6 v~robky nebo slulby mohou uspokojit vzniklou potifebu. Jako
 
pifiklad je moino uv6st situaci, kdy volebni komise zadd takovou
 
specifikaci volebnich uren, kterd nemd lAdn 
 vliv na jejich
 
funkdnost, av~ak je do t6 miry restriktivii, le pjedem ur~uje
 
dodavatele. K takov~mto situacim dochdzi dast~ji v pfipad6, 
 2e 
existuji zv16.gtni soukrom6 vztahy mezi ijIednikem, kter formuluje 
specifikaci a spole~nosrf, kterd jedind je s to ji vyhov~t. Tyto 
vztahy mohou mit svi~j zdklad ye finandni 66asti pislu~n~ho
 
6.fednika nebu 6lena jeho rodiny na dan6 spole~nosti, v i6platcich,
 
kter6 
 ai ednik pijija1 bud' ye form6 Cplatku 6i jin~ho pfislibu 
v p~ipad6 ziskdni kontraktu, 6i v pkisiibu poskytnuti zna~n~ch 



Obstar~v~ni v malch obiemech. na kter6 neize vvhlagovat v~b~rov6
 

fizeni
 

Kontrakty na obstar~ni ma1~ch objem6 (je molno stanovit,do jak6ho
 

finan~niho -objemu) mohou b~t uskute~ndny pfim~m jedn~nim bez
 

vyuliti konkurence. Obecn~m schematem, jak se vyhnout v bMrov~mu
 

#izeni, je rozbit velk: kontrakt do ma1~ch dod~vek (objemAi) tak,
 

aby jednotliv6 dod~vky nedosahovaly sumy povolen6 pro
 

nekonkurendni kontrahov~ni. Nejjednodu~gi metodou, jak pfedejit
 

giroce roz~i:Een6 obch~tzeni v~b~rov6ho fizeni, je stanovit urdit
 

mdsifni limit na po6et kontraktOi bez v~b~rov~ho fizeni. Je moin6
 

jegtd stanovit podminku zv1~gtniho schvalov~ni.
 

Na1~hav6 opatfrov~ini
 

Dalgim zpcisobem, jak obejit podminku v~b~rov~ho fHzeni, je 

zneu~iv~n! tzv. tisziov6ho jedn~ni, kter6 logicky p. i tomto druhu 

obstar~v~ni vyladuje iadu v~jimek z kMdn~ho procesu projedn~ni, 

vyfizov~ni a schvdileni. Koncepce "nal~havosti" je b~in6 

vyj adf ovdna ye velmi nejasn~ch terminech. Tyto "nal6hav6 

kontrakty' jsou zneuliv~ny v situacich, kter6 nejsou opravdu 

mimofdr~ ye smyslu tisfiov~ho jednAni. 

Je d~ileiit6 zajistir, aby tyto tisiiov6 kontrakty byly schv~1eny 

osobou, kterou je motn6 povolat k zodpov~dnosti. Pokud se bude 

takov6 jedndni opakovat, je tfeba ho pok1~dat za podezfel6 a 

zav~st vygetfovdini. 

Zneuliti ev~r'ch informaci
 

Existuji dva zp-~soby, jimit m~le vefejn d5inite1 v pri~b~hu v~konu 

sv6 funkce zneullt diivdrn6 informace v kontraktatdnim procesu. Za 

prv6, mnir.e tuto informaci poskytnout perspektivnimu dodavateli. 

Za situace, kdy se informace t~kA specifikace nebo jin~ch 

poladavki ye vztahu ke kontrakru, mA dodavatel, kter tuto 

informaci obdrii s pfedstihem vice dasu, aby pkipravil svoji 

2 



subjektivnich kriterii pifi posuzovrii nabidky mi~ie b~'t sd~lena 

jen jedriomu dodavateli a ostatnim ne. Tento pifipad pravddpodobn6 

nastAvdL v situaci, kdy je poulita metoda v~bdrov6ho jedndni. 

Nejen, ie podobn6 jedndni- zdsadn6 br~ni objektivit6 

kon-craktadniho procesu, ale rovndt podporuje pov9§.eneck6 chov~ni, 

protekcionismus a jednostrannost i v ostatnich rozhodovdnich 

spr6.vniho orgdnu. 

Dalgim zpiisobem zne-, iti davdrn6 informace je pjipad, kdy
 

pracovnik sprdvniho orgdnu vyulije informace, kterou ziskA v
 

kontraktadnin i~zeni, ke svc~mu vlastnimu prospdchu. Konkretn6 se
 

jednd o pfipady, kdy pfislugn orgAn jednd o v~stavbd vefejn~ch
 

za2fizeni (Akola, vodovod, silnice, atd.) daleko pfed zvei~ejn~nim
 

p~fislugn~ch p1An6i., IDhednik si v~as za levnou cenu zakoupi
 

parcely v,,bran6 pro projekt, kter6 pozd6ji se ziskem prodA.
 

Prob1lrnem v t~to situaci neni fakt, 2e uIfednik se obohatil, ale
 

skutecdnost, te zneufll sv6 funkce tim, 2e vyuli1 k osobnimu
 

prospciu inforrnaci, kterou ziskal diky sv6 funkci a tak
 

podkopAvA d~iv~ru veirejnosti ye spravedinost (nestrannost) cel6ho
 

syst~nmu.
 

Konflikt zAjmi
 

"Konflikt zAjm6" je termin, kter vyjadiuje celou tadu situaci,
 

kdy soukrom6 finandni za'jmy sprAvnich (ifednikci jsou v konfliktu
 

se zdvazky v~konu vefejn6 sprdvy. Zdkazy vedouci k zabrdn~ni
 

konfliktu zdjmnt pfedem znemoiuji sprdvnimu Ofedniku (a.ednici),
 

aby poskytoval(a) kontrakty sob6 nebo sv6 mantelce (man~elovi), 

nebo spolednosti, na nit je jeden z nich zainteresovdn. T~m6.f 

vidy je zakAzdno, aby sprdvni i6hednik uzaviral kontrakt se svou 

vlastni obchodni spolednosti, i kdy:E on sdrn(a) neni nikterak na
 

transakci zainteresovAn a rovn~i je moin6, ie rozhodnuti omezuje
 

nebo znemoifuje, aby jeho mantelka (jeji manie1) nebo jejich 

spolednosti obdrieli kontrakt.
 

V pfipadech, kdy je pf~ibuzn~m nebo obchodnim partnerim dovoleno
 

mit obchodni jedndni s Czfadem, kde pfislugn al~ednik pracuje, je
 

idedlni, pokud se on (ona) p1nd odmitnou transakce zddastnit. Ve
 

velmi mal~ch jednotkdch to jednoduge neni moln6 (napk.starosta
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takov6 osoby budou na transakci co nejm~n6 zainteresovdny. Cilem 

tohoto postupu je ninimalizovat moinost ovliv'iov~ni osoby 

kontraktu ze strany pfislugn~hoodpov~dn6 za ud~leni 

nestrannosti syst~mu
zainteresovan~ho 6.ednika a ohro~ovdni 


- nebo alespofri minim6~1nd zabr~nit tomu, aby vefejnost nabyla 

net objektivni
pfesv~d~eni, ic protekce je dries di~le~it~j~i 


rozhodov~ni.
 

Ochrannd lhcita no skondeni slulby (zm~n6 zani~stndni)
 

Obavy ze zneuliti dciv~rn6 inforinace a kontaktAi nedostupn~ch pro
 

vetfejnost trvaji i po ukondeni pracovniho pom~ru pracovnika ye
 

spr~vnim org6~nu. Qmezeni obvykle (fednikovi brdni, aby zastupoval
 

nebo pom6dhal soukrom6 spole~nosti v zdletitostech, kter6 tvofily
 

budf celou nebo podstatnou Mst jeho pracovni ndpln6 pfi v: konu
 

vefejn6 funkce. Jin~hni slovy, jestliie ndkdo dfive rozhodoval.o
 

udeleni kontraktu, nem~te nyni obrdtit list a stdti se poradcem
 

dlov~ka (firmy), kter, se uchdzi o kontrakt, pini dkive ud~len6
 

kontrakty nebo usiluje o prodlouleni kontraktu. Dalgi omezeni
 

rnohou nape . stanovit dasov ' limit, kdy b~val ' pracovnik nesmi
 

vstupovat do obchodnich vztahi se sv~m pfedchozim zamdstnavatelem
 

2 roky. Toto oniezeni md
(prdvnim orgdnem). Obvykle se jednd o 1 

za cii vyloudit vyuiivdni dfiv~jgich kolegidlnichl vztahOi, 

pracovnike na pracovigti k zisktinipfipadn6 dHvdj~i vliv 


takov~ho preferen~niho zachdzeni, kter6 by jin~mnu uchaze~i, kter
 

nemd podobn6 kontakty, bylo odepfeno.
 

Koruodni aktivity dodavatel6
 

Pfedem sjedriari. Rodvodn6 nabidky a stanoveni cny 

Je ndkolik' 	zpamsobO, s jejichl ponioci mohou spolupracujici
 

kontrakt znemoin~ni objektivniho pr~ib~hu
uchazedi o docilit 


v~b~rov6ho Hlzeni. Mohou se domluvit, te se budou sti.idat v
 

nizk~ch nabidkdch pfi dralbM nebo le si rozd~li trh a budou
 

pfedklddat 'sv6 nabidky jen v urdit6 iymezen6 oblasti, jen pro
 

urdit druh zboli di jen urdit~m odb~ratelhm (to se naz~vd 

podvodn6 nabidky). Podobnd, jestliie se jednd o omezen po6et 
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ceriou. Toto jsou celkem bdin6 probl~my pfi uzavird.ni stavebnich 
kontrakti, ale vyskytuji se i v jin~ch oblastech. 

jcdin, zdroj
 

Dodavatel se m~le pokusit ovlivnit zitstupce odb,6ratele, aby 
nakupoval jen z jednoho zdroje, i kdyl existuji i jini dodavatel6
 

a konkurence je moind.
 

Ndhrada v jrobku jin'~m - podfadn6 v~robkv 

Aada zpi~sobtl poulivan~ch nepoctiv'mi dodavateli, kteki cht~ji
 

obejit specifikaci, podminky nebo pravidla doddvky s cilem
 
zv~geni sv~ho zisku, se zd&A b~'t nekonedngL. Mezi neobvyklej~i 

podvody patfi: nahrazovAni kvali-rnich nekvalitnimi materi~ly,
 
poutiti jen jedri6 vrstvy nAt~ru misto dvou, zkracovLni doddvek, 
atd. Poutiv~ni nekvalitnich materi~li nebo soud~stek mi~e mit 
negativni vliv na bezpednost a zdravi vefejnosti, col je velice 
diilelit6, stejn& jako otdzka ddelnosti vyuiivini vefejn~ch
 

prost. edkA. 

Mnoho kontrakti vyiaduje, aby dodan6 zboti bylo nov6 ye chvili
 

doddni, ale dodavatel6 mohou dodat poulit6 zboii, kter6 oznadi za
 

nov6. 

Tyto a dal~i druhy podobn~ch problnic ukazuji, le se vyplati mit
 

placen6 inspektory, jejichl iikolem je odhalovat podobn6 podvody.
 

Zmdna objedndvky
 

Zm~ny v objednAvce. kter6 jsou ocefiovdny bez vddomi veiejnosti 
a bez konkurendriich nabidek, rnohou cdasto dodavateli pfin~st v~t~i 
zisk, nei piivodni kontrakt. Oprdvndn46 zm~ny se mohou t~kat t6prav 
na elektrick~m vedeni, nebo, odstrandni azbesti, jejichl poutiti 
nebylo zn.Amo piEed zah~jenim stavby, nebo se pi~i stavb6 silnice
 

pfijde na do t6 doby nezn~m6 spodni proudy vody, atd. V kontraktu
 

tak mi~ie dojit k objektivn6 nezd~ivodndn~m zm~n~m, kter6 vyienou
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(Jglatky a nez~konn~ DoskytovAfli v 'hod
 

Oplatky a neopr~vn~n6 v~hody jsou v t~sn6m vz6Ljemn~m vztahu.
 

Napf. st~tnimu zaxn~stnanci je zaplaceno zv1~gi za prAci, kterou
 

provAdi v pracovni dob6 pfi v~konu sv6 funkce (napi.inspekce
 

potvrzeni di jin6ho dokuinentu
elektrick~ho vedeni, vystaveni 


osob6, kterA mA. na tento dokument prAvo ze zAkona, atd.).
 

V podstat6 je 6platek poskytnut za to, te pfislu~n 6Iednik
 

nepostupuje ye sv~m 6fadu v souladu se zAkonem di pfedpisy (nap..
 

schvAli Apatn6 postaven6 elektrick6 vedeni, vydA oprAvn~ni
 

k provozovdni urdit6ho zai~zeni osobou, kterA k tomu nemA
 

kvalifikaci, atd.).
 

Vedle kontrakt6i existuji dv6 oblasti dinnosti obzvlAgt6 "citliv6" 

na tplatkA.stvi a poskytovAni neoprAvndnych v,hod - kontrola 

a vydAvAni povoleni. Hi rnoha dinnostech je kontrola kritick~m 

bodern. Vedle kontroly doddvan6ho zboti, existuje celA i~ada 

inspekci stavebnich praci. Jestlile se opozdi kontrola kvality 

praci na stavbM, je moin6 zd~ivodnit
dokon~eni ur~it~'ch 


prodlouleni terminu ukondeni stavby podle kontraktu. V takov~ch
 

situacich existuje dvoji nebezpedi: dodavatel m~le jednodu~e
 

le odloii datum inspekce
zaplatit inspektorovi za to, 


(neoprAvn~n6 obohacovAni se) di za to, le schvAli n~co, co neni
 

p.esn6 v souladu s normou ((platek).
 

Ud~1ovdni povolen! m~le b~t podobn~in p.1obl6mem. CelA ifada 

povoleni je ud~1ovAna z bezpedriostnich divodi - je tfeba mit 

jistotu, ie osoby manipulujici se zdravi nebezpeftn'.mi materiAly 

di nebezpen'i odpadem jsou dostatedn6 kvalifikovdny, aby 

zarucdovaly bezpednost t~chto dinnosti; ic nov6 budovy nejsou
 

budovAny na nevhodn6m podkladu di 2e jejich podklad neobsahujte
 

neni ohroiovAna osobani, ktere'
kontaminovanou p~idu; le ve:Eejnost 


manipuluji s t~lkou mechanizaci, anil by k -romu byly
 

b~t poskytovAny bud'
kvalifikovAny apod. NelegAlni tplatky mohou 


aby urychlily proces uddleni povoleni di aby zajistily vydAni
 

povoleni tam, kde nemA b~'t vydAno. 
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CVICENI B PRO HODUL IV
 

1. 	Pokradujte v prici skupin, tak jak byly rozdd1eny pro cvideni
 
D. KaldA skupina si vybere mluvdiho. Urdete pro kaidou skupinu
 
jin typ kontraktu (podle seznamu pro cvideni C).
 

2. V prtab~hu 30 minut mA kaldA skupina projit seznaan korupdnich
 
praktik podle v~sledkA cvideni D ye sv~tle informaci z
 
dne~niho odpoledniho v~kladu. Konkretni otdzky, t~'kajici se
 
kontraktia na korikretni druh zboli nebo sluiby uveden6
 
v seznamu pro cvideni C mohou b~t rovn&i vyjmenov.ny.
 

3. 	 Svolejte' skupiny a poiddejte je, aby informovaly o sv~ch 
zuAvdrech. Pokuste se vypracovat seznam obecn~ch charakteristik 
moln6 korupce pro kaid typ kontraktu. Tento seznai ulolte 
(pokud motno zkopirujte a distribuujte) a poutijte pro pfi~ti 
cvideni. Vra-fte kopie zpdt IMS pro pfipravu revidovan~ch 

modul6.
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CVI~tENI F PRO HODUL IV
 

1. Ponechejte rozd~leni do skupin jako u cvideni E. Kaidi skupina
 

skupin6 jin kontrakt net

si zvoli zpravodaje. Ur~etc; kald6 


m~la pro cvideni D.
 

pokl~dd skupina
Bude zajiniav6 zjistit. jak6 vstupy 


2. Bdhem 30 minut by kaidA skupina m~la vypracovat seznam 

postupu, jak zabrdnit korupci u konkretniho typu kontraktu. 

za 

typy kontraktOi. Rovn~i je moln6
obecn6 pou~iteln6 	pro v~echny 


vAli k ur~it6rnu v~robku
 
uv~st specifick6 probl~my, kter6 se 


nebo typu sluleb.
 

k pfedneseni jejich infortnaci. Na z~klad6

3. Svolejte skupiny 


seznal obecn6 platn~'ch typl.
nisledn6 diskuse 	vypracujte 


vdii jen k urdit~rn typcim kontraktO. Seznam
i tech, kter6 se 

do IllS (pfeloienou)
rozmnoite a rozdejte, jednu kopii vratite 


pro jeji vyuiiti v budoucnosti.
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ZAv~redn6 divahy o pfedchAzeni korupci
1 


Aby se minimalizovaly moinosti korupdniho jedn~ni v kontraktadnim
 

procesu, je tfeba mit na pam~ti n~s1edujici z~sady:
 

l.Provid~jte kontraktadni proces tim nejjednodu~gim
 

a nejdist~im zp~sobem, jak je moin . Pak je F'nadn6
 

zjistit, zdali se vyskytuji n~jak6 odchylky od praivide1.
 

Proces kontrahovAni nesmi b~t tak zdlouhav
 

a komplikovan , aby vytvitei pjizniv6 podminky pro korL~z;i
 

napf.. z diivodu usnadndni poskytovdni sluieb, protoie pak
 

je obtiin~j~i ur~zi- odchylky od pravidel z dcivod~i korupce.
 

2.Dobfre vybirejte a pfipravujte sv6 kontraktafni manatery.
 

Jejich osobnost a kompeterice je prvnim obrann~m
 

mechanismem proti korupci v kontraktafnim procesu.
 

3.Uv.Ad~jte v platnost z~kony (vyhldAky), kter6 se t~kaji
 

podvodn~ho jedndni. zkreslov~ni nabidek, i6platke,
 

zneuliv~ni d~v~rn~ch informaci, protekce, atd. Vytvofte
 

jasn6. pravidla pro vefejn6 6initele a dodavatele, aby hned
 

od po6Atku bylo jaisn6, jak6 maji b~t jejich vztahy.
 

4.Vytvofte dobr6 podminky pro spolupr~ci mezi jednotliv~mi
 

kontraktadriimi 6fedniky, aby si mohli vym~fiovat informace
 

a zku~enosti, organizovat sdruien6 obstar~v~ni tam, kde je
 

to vhodn6 a organizovat prftin6 Akoleni pro ty, kteki se
 

tak6 zab~vaji touto dinnosti.
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INFORMACE 0 VZD9LAVANf PRACOVNfKbJ 

SPRAVY A OZEMNf SAMOSPRAVY 

VE VYBRANICH EVROPSKICH ZEMfCH 

A VE SPOJEN'ICH STATECH AMERICKICH 

KAREL LACINA, Dr.Sc. 



Va0 D
 

Vzd~l~vgni'pracovnik5 mistni sprdvy a 6zemni samosprivy 

je ye v~tgiri6 evropsk~ch zem! a ye Spojen~ch st~tech piikld

ddn zv~gen v~znam. Roste ifloha mistni spr~vy a samosprgvy, 

11a jejichi orgdny se v souladu s pokra6ujici tendenci k de

centralizaci p:Een&Al staile vice pravomoci. Dang skute~nost 

objektivn6 zv~raz~uje pot.ebu jak vyggi kvalifikace, tak i 

bohat~ich praktick~ch zkugenosti. Oce~uji se zejm6na speci

fick6 odborn6 znalosti-pot:Eebn6 pro vfkon stAtni spr~vy a (i

zemni samosprivy na jejich jednotliv~ch U'secich, osvojovan6 

nikoli pfEede-v~im na vysok~ch a stiednich gkoldch, n~bri hlav

n6 66.asti na riizn~ch forindich profesni p~ipravy. 

Jmenovan! piedstavitel6 mistni sprivy a voleni p~edsta

vitel4 samosprgvy jsou velmi 6asto stav~ni peed skute~nost,
 

ine vcidy a vgude mohou pinit niro~n~j~i 6.koly s dostate6

n~m poatem kvalifikovan~ch a zkugen~ch pracovnikO: se speci

alisty pro jednotliv6 idseky a s pracovniky univerz~1n~jgiho
 

zam&ienl. V mnoha zemich se nikoli pfizniv6 projevuje nedos

tatean z~jem absolventa vysok~ch gko1 o praci v mistni spra

va dzemni samosprdv6. I z uveden~ho diav,-du jsou v rizn~ch 

Ako1~ch a vzd~1~vacich stiEediscich rozpracovAviny projekty 

vzd~livaci'ch kursa diferencovan~ch podle drovn6 vzd~ldvdni a 

podle d6lky a kvality praxe jejlch dastnikai. Zv16.gtni pjzor

nost je pii jejich uskute6Aovini obvykle soust:Eeaovdna ke 

stiedo~kol~kam, mnohde tvoi~icim zikladni skupinu pracovnikAi 

mistni sprivy a 6zemn! samospravy, z nichi je leckde vybirina 

i 69st manaieril. 
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Pokud jde o ilzen! odborn6ho vzd~liv~nlf v oblasti mistrtf
 

sprivy a Lizemni samosprivy, v podstat6 se projevuji' dv6 z~klad

n! tendence: prvni je charakterizovfla pCasobenim centr~ini in

stituce organizujic! a koordinujici vzd~lgvaci aktivity, kte

ri mg iadu regioninich pracovigi ( v prvni iad6 Francie a Bel

gie); pro druhou je p:Hzna6rid sii decentralizovan~ch gkol a
 

dalgich vzd~lgvacich instituci (zejm6na spojen-5 stity, gpan~l

sko, Aecko, Lucembursko). V piipad6 druh6 skupiny zemi odpov~d

nost za vzd&1~vini' nejednou pimo p:Eebiraji mistni zastupitel

sk6 orginy, kter6 budl ziskdvaji nebo nedostivaji stitni sub-


V n~kter~ch zemich, zejm~na Skaridin~vie, gv~carsko, Velvence. 


kS Britinie, se orginy 6zemn! samosprivy spojuji na rozs~hlej

a vytvd.Eej! specializovalA
9i region~lni a na ngrodni iirovni 


ktere
vzd&1~vaci zaikizeni, p~ipadn6 piejirnaji projekty kursai, 


jsou zpracoviv~ny raizn~mi soukrom~mi a polosoukrom~mi agentu

rami.
 

x x x 
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FRANCIE
 

T.ebaie je mistni sprdva ve Francii od roku 1982 chara

kterizov~na prohlubujfc! se decentralizacf, v~chova pracov

niki z oblasti mistnf sprivy je nadgle Izena z pa~ifsk6ho
 

N~rodniho st.ediska pro p:Hpravu pracovnika verejne spravy
 

/Centre national de la fonction publique territoriale -


C. N. F. P. T./. To prostiednictvlm sv~ch 26 regiondlnich
 

center Hidl vzd~l~v~nI t6m6:E 1.300.000 - tj. asi 5% ekonomic

ky aktivniho obyvatelstva - pracovnIk6i 36.757 obecnich, 95 de

partmentnich a 26 regionilnich 65.ada (posledn6 jmenovaa6 s
 

pisobnosti v prmfru ve 4 - 5 departmentech). Vzd&l~vdnf je
 

financov~no ze spole~n~ho fondu, do n~hoi kaid 6:ad pkispi

vi 1 % sv~ch rozpo6tov~ch v~daj5.
 

Pracovnici 6Thada mistni sprivy jsou za6lendini do zam~st

naneckgch kategorif ligicich se stupnfm dosaien6ho vzd&lni
 

a delkou praxe. Do nejvygf "kategorie A" mdie bgt zafazen
 

ten, kdo ve vysoko~kolsk~m studiu ziskal alespon titul baka

ldie a mg minim~in6 3 roky praxe v administrativ6. V "katego

rii B" mohou bft za61en~ni bakaldki bez praxe a v "kategorii
 

C" stiedogkolci. Pomalu miz! "kategorie D" - pracovnici bez
 

stiedogkolsk6ho vzdflni. Postup z jedn6 kategorie do druh6
 

(a rovni do vy691ho platov~ho pisma v rimci t4ie kategorie)
 

je moin pouze na z~klad6 konkursu, k n6mui jsou 6iedrci
 

pkipravovani zejm6na diast! na kursech organizovan~ch ve dvou
 

gkolch - v Angers (pro severn! 6st) a v Montpellier (pro
 

jiin! 6Sst Francie). Mohou se ov~em i6astnit i vzd~lvacich
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programa organizovan~ch kaid'm z 26 region~lnich iiadd C.N.F.P.T.
 

Rovn~i novi pracovnici jsou p:Eijim~ni na zgklad6 konkurzu;
 

ti pak prochizeji vstupnim vzd~ldv~nlm. TrvA t:Ei m~sice a po 

I5spgn6m absolvavini zkou~ky jsou teprve ustavovgni jako 6:ed

nici. Studuji jednak obecn~jgi otAzky ve~ejn6 sprgvy a jejiho
 

v'2konu (spr~vni prdvo, z~sady rozhodovaclho procesu, poznatky
 

z dalgich spole~zensk~ch v~d), jednak Si osvojuji urcit6 speci

gdni dovednosti. Po ustaveni do r'acovnich funkc! v mistni
 

spriv6 pak prochdzej! dalgimi cializovan~mi kursy. Takov 

to eduka~n! syst6m byl rozpra i~n pro sprdvni idhedniky, tech

nick6 pracovniky, pracovniky v oblasti kultury a sociginich 

sluieb a pro mistni policisty. 

Ngrodni stkedisko pro piEipravu pracovnik5i mistni spr~ivy 

bylo z pivodniho stiediska pro pkipravu personglu obci, jei 

existovalo od roku 19721 vytvoieno v roce 1987. V jeho 6ele 

stoji 34 61enni sprdvni iada ( 12 jejich 6lenci zastupuje obce,
 

3 departmenty, 2 regiony - voleni zgstupci - a 17 61eni je 

voleno z :Ead sprgvnich diednikia). Sprivni rada schvaluje roz

po~et ( je tvo:Een piEisp~vky ze v~ech obci v.t v~gi 1 %objemu 

mzdov~ch prostedkii iikadai) a zdkladni orientaci v~ukov6 8in

nosti na jednotliv6 §kolni roky. Pkedseuzou sprdvni rady je
 

pkedseda C.N.F.P.T. Ngrodni si- -disko zam6stngvd na 1.300 

pEevgin6 vysoce kvalifikovan~ch specialisti. Pokud jde o 

vzd~1dvacl proces, je usm~riiovdn rozhodnutimi, kterd pfEijimg 

poradn! rada pro v~uku a egeni pedagogick~ch otdzek, jejii
 

sloieni schvaluje sprivni rada C.N.F.P.T. Odborn6 rady ddle
 

plasobi ye v~ech 26 regionech. Zam&Euji se na vypracovdni 
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vzd~l1'vgnl pracovnlfkd mistn'A spravy, uzemni samospravy a pro

jektda kursid na ngsledujici gkoln2 rok (ty se pak centrgln6
 

schvaluji v paHisk6m centru C.N.F.P.T., Hi je zabezpe~ovd

na jednotriost eduka6nfho syst~rnu). V 6eie region~lnich 6:Eiadia
 

vidy stoji dva vedoucl funkciond:Ei, z nichi jeden zastupuje
 

volen6 p:Eedstavitele a druh v je sprivnim editelem.
 

Z nastin~n6ho je z:Eejm6, ie rozhodujic! opat:Eeni v oblas

ti vzd6lgvgni se p.ijimajl v pa~isk~m centru, kter6 disponu

je 8ty~mi odborn~mi odd~lenimi odpovdnSmi za kvalifika~n!
 

r~ist pracovnik5i mistni sprAvy. Jde o odd~leni pL~pravy kon

kursii, odd~len!i povinn~ho vzd~livgni (absolvovan6ho p0 prije

t! do mistni sprivy), odd~1en! celoiivotniho vzd~lgvgni a odd6

len! kari~ry pracovnika mistni spravy a samospravy.
 

Pokud jde o zdkladn! pojet! syst~mu vzd~livaini, je roz

vrien do n~kolika etap. Za prvni ize poklAdat anal'iu pot:Eeb
 

specializovan6 v~chovy pro jednotliv6 typy 6:Eada~. V t~to sou

vislosti kaid obecni a departementni 6.I ad je povinnen vypra

covat vlastni pliny kvalifika6niho ri~stu sv~ch pracovnik6, je

jichi sou4~dsti jsou i pidny na za6leiiovgni zam~stnanci do jed

notliv~ch typd kursa. Tyto pidny se postupuji regionilnimu
 

iadu C.N.F.P.T., je2 zpracuje sumdrn! p1~n celou oblast.
za 


Zmin~n6 p1liny jsou pak shromaiclovainy v pafiisk6n centru, je

hoi odd~1eni vypracovdvaj! kone6nou celofrancouzskou verzi
 

schvalovanou sprgvni radou. Sprivnost zarn~ieni edukafniho sys

t6mnu je ov~iovgna zejrn6na pomocl dotaznikai vyhotoven~ch v re

gionech a v centru. Zifskan6 poznatky jsou konfrontovdny s eko

nomick~rri kalkula' emi a porovndvgny se syst~mem vzd~livinl v
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6lerisk'ch zemich Rady Evropy. Diky rozv~tven6 siti region~l

nich stiedisek mule ist~edi C.N.F.P.T. operativn6 reagovat i
 

na specifick6 poiadavky z jednotliv~ch obc! a departement5i.
 

Tato sli mu sou~asn6 umoiuje uskute6r ovat z~kladni obecnou
 

linii vzd~l~vacl 6innosti po cel~m i6zemi Francie.
 

Na vgechny typy edukaanich aktivit uzaviraj! s pilslug

n~m regionglnim st:Eediskem C.N.F.P.T. obecni a sprivni 63iady 

konkr6tni dohody. Dohoda obsahuje popis funkce, pro nifi je 

dotyan pracovnik gkolen, zohled~uje irdividu~ln! poiadavky 

a p~in! gkolen6ho pracovnika a jeho 6iEadu a specifikuje slui

bu, jii poskytne C.N.F.P.T. 

V p~ipad6 dvodniho povinn6ho vzd~1dvini' vgichni novi pra

covnici mistni sprivy absolvuji osmit~idennl kursy. V nich se 

jim rostAva informaci o trancouzsk6m syst~mu ve:Eejn6 sprivy, 

o poiadavcich kladeny'ch na mistni 6Thady v regionech, o finan

covgni aktivit mist a obcl, o syst6mu zdravotnick~ch, soci~l

nich a da1gich sluielh, o mistni doprav6, policii, hasi6sk~ch 

sborech a da1gi. Specifick6 projekty kursii hrazen6 jednotliv 

mi firmami jsou vypracovgviny pro st~iisty ze soukrom6ho sek

toru. ye snaze garantovat individuglni p:Elstu ) u~itelii k po

slucha~Om je dodriov~na zisada, ie zmin~n6 i ivodni kursy maj! 

mit nejm~n6 8 a nejvIce 15 i6astnikil. 

Na vstupni kurs navazuji nejm~n6 desetit~denni speciali

zovan6 kursy - odlign6 projektovan6 pro jedno4tliv6 kategorie 

sprivnich 6 ednk6i, pro technick6 pracovniky s vysokogkolskou
 

a se stiedogkolskou kvalifikaci, pro pracovniky na 6iseku kul

tury, sociilnich a da1gich sluieb. Podobn& jako dvodni jsou
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ityto kursy rozvrieny do delglho 6asov~ho obdob! s tim, ie
 

Ust t~dne (6i n~kolik t~dna) poslucha6i trdvi ye vzd~lgva

cim centru a v~t5I 6Ust t~dne (riebo n~kolik m~slca) pidsobi v
 

obecnim 6i vyggim sprivnim 6ii adu (tzv. princip alternace) . 

Ve specializovan~ch kursech se giroce uplat~uje tzv. princip
 

aplikace (tj. jejich projekty jsou p:Eipravovdny i:ak, aby poz

natky, jei pracovnici v kursech ziskaji, mohli pHi 11-en! 6as

to specifick~ch probl4m~i a situaci bezprost Eedn6 vyuilt ye sv~m
 

6iEadu).
 

Nejdelgim zcikladrIim vzd~1dvgnim prochgzej! 6iEednici 
za~a

zeni do nejvyggi kategorie A (attaches). TrvA celkem 12 m~si

ca je rozkrieno na 6ty:Em~sl~ni teoretickA gkoleni ye vzd6

ldvacfi1 centru C.N.F.P.T., 6i ye gkole, a osmim~si~n! praktic

kou st~i na mistnich 5iEadech. Takovfto postup je mimo jin6 vo

len proto, ie v posiednich letech klesA zdjem absolventa~ vyso

k~ch gkol o p~sobeni v mistni sprdv6- takie jsou st~1e vice~
 

do kategorie A za.azovgni stiedo~ko1~ci s rozsihlejgi praxi
 

a prokizanrni praktick~mi schopnostmi. U technick~ch pracov

nik6a ( ingeneers) je obdobi z~kladniho vzd~ldvin! sniieno na
 

polovi.~n! dobu 6 m~sici ( 3 m~sice teoretick6 v~uky a 3 m~si

ce prakticke'stdie).
 

Po absolvov~n! t~chto kursi& ndsleduji dalgi specializova

n6 kursy zejmena z problernatiky vodniho a odpadov~ho hospo-


d~kstvI, ochrany ovzdug! a verejn6 zelen6, financi, kultury,
 

socig1nich v~ci, p1gnovgni, urbanistnu, inforrnatiky a dalgi.
 

Plat! z~sada, ie pracovnik v kategorii A se pr~b~in6 vzd~l1v"'
 

3 roky, v kategorii B 2 roky a v kategorii C 1 rok - obvykle 
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formou i3asti na kursu organizovan4m v regiongin~m centru je

den den v tgdnu. Pokud jde o finan6n! kalkulaci, na 1 d6ast

nika gkolen! se ro6ne v prim&ru vynalo~i 400 frank6. Absolvo

vgn! takto koncipovan6ho syst6mu vzd~ldv~ni zakld pracovni

kovi mistni sprAvy prdvo 66astnit se konkursniho Hizen! o za

iazen! do vy9i kvalifika6n! tidy ( z kategorie C do B a
 

z B do A), resp. do vygifho platov~ho p~sma v r~mci jedn6 tHi

dy (pracovnici v kategorii A se nap:iklad mohou hldsit do kon

kursu kaid4 dva roky). Efektivita kaid6ho ukon6en4ho kursu se
 

samostatn6 vyhodnocuje pomoc! dotaznik6 vyplnovan~ch jednak
 

jeho 66aotnlky, jednak pracovniky regiondiniho st:ediska, resp.
 

gkoly jako organizitora v~chovn6 vzd6lvacl akce.
 

x x x 

Pro dopln~n! celkov4ho pohledu na vzd~liv~ni spravnich
 

pracovniki ve Francii pokldgme za uiite6n6 informovat rovni
 

o Ngrodn! gkole sprivy (E-cole Nationale d'Administration -


E.N.A), kterc p~isobl v Pa~ii od roku 1945 (zaloiena z pod

n~tu genergla Charlese de Gaulla). Jak Francouzi sami tvrdl,
 

piesto, ie od doby sv6ho zaloieni E.N.A. progla adou reforem
 

(zvl1t6 v u~ebnIch plAnech a ve v~ukov 1ch metod~ch), ziklad

ni poslAnf t~to instituce se nezm~nilo.
 

E.N.A. byla vytvoEena s dvojim cilem. Jednak m6la stan

dartizovat v~b~r vygich st~tnich d:ednkia ve Francii, poskyt

nout jim odpovidajici p~ipravu a zavedenim jednotn4 konkursn!
 

zkougky a v~ukov~m programem nahradit rozdiln6 dosud uplatno

van6 zpsoby v~b6ru pracovnika vlidnich instituci. Dgle mla
 

gkola otev It piHstup k vygIm funkcim ve st~tni sluib6 kan
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did~tam z girgf sociln! a geografick4 zgkladny.
 

E.N.A. je povi:ena v~b~rem takovgch studenti, u nichi je 

jistA z6ruka, ie jejich kvality mohou bft prHnosem pro fran

couzskou spr~vu. Sou6asn6 v~ak gkola garantuje postup nejlep

sim kandid~tm z iad i edniki, kteii jii ve st~tnf spriv6 pa

sob!. D~vS tudli moinost postupu nejen ni~im stAtnim 6gedni

kilm, ale i 
tam, kte f byli do st~tni sprgvy nov6 prijati a
 

jei profesionflni zkugenosti ziskali mimo oblast stAtnl spra

vy.
 

ZmIn~nho cile se E.N.A. minto jin6 snai dos~hnout tim,
 

ie nabizi ti rzn6 konkursn! zkougky pro piijetl ke studiu,
 

jei podstupuji ti rozdlln4 skupiny kandid~t5:
 

1) prijimacl zkougku (tzv. externi konkurs) uraenou pro vgech

ny uchaze6e s universitnim vzd6ldnlm do 25 let v~ku,
 

2) prijlmaci zkougku (tzv. interni konkurs) ur6enou st~tnIm
 

iIEednlkl-n mladgim 32 
let, kteH maj! neim6n6 p~tiletou pra

xi ve stitni sprAv. U nich se nevyiaduje ,-ysokogkolsk6
 

vzd~lnl.
 

3) tEetl piijImacl zkougka je u.6ena osobAm, kter6 maj! nej

m4n6 osmiletou praxi mimo stitni sprAvu.
 

E.N.A. kaid~m rokem 2ijimi cca 100 studentd. Piijfmacl
 

zkougky se skl~daji ze znalosti legislativy, ekonomiky, so

cidinich a mezingrodne politickgch otgzek a tak6 z jazykd.
 

Sou~gstl piijimucl zkousky je i proveren! t~lesn6 zdatnosti.
 

Uchaze6i o pEijeti na E.N.A. prochAzeji speciAin! p.Hpra

you, kterou zabezpe~uje p~t vzd6ldvaclch institutd (2 v Pail

ii a 3 v dalgich velk~ch m~stech).
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Pokud uchaze6 dspgn6 absolvuje piedbin test, m6ie se
 

zajimat o studium v intenzivnich p@ipravn'ch kursech, kter6
 

tyto instituty pokidaji. K tomu mte ziskat bud 1 rok (pokud
 

mA poiadovan4 vzd~i~ni), pops. 2 roky (pro ty, kte:H toto 

vzd~iAnf nesplnujij placen6 dovolen6. 06ast v intenzivnich 

kursech poskytuje nejlep i pfipravu pro p~ijimaci zkougku 

konkurs na E.N.A. 

P:Hpravn4 kursy 

Specifick program p:ipravy je organizovin tak, aby dru.

hA konkursn! "interni" zkou~ka na E.N.A. l6pe vyhovovala zA

m~ru gkoly - tj. nabldnout postup 6iednlkOm v rAmci st~ltni 

sprAvy. Je ur~ena on~m stdtnlm 6iednikim, kte:H maji nejmene 

p~tiletou praxi. Kandiditi se 61eni do dvou kategoril - prvni, 

tvo:i zdjemci s vysoko~kolsk'm vzd&iAnlm a druhou ti, kteHi 

toto vzd~lird nemaji. 

Zkou~ky se sklAdaj! z pisemn4 price na t6ma z politick6, 

ekonomick6, sociiln! nebo mezindrodni oblasti - podle vlastni 

volby kandidAta; po pisemnem testu ndsleduje 6stni zkougka. 

Program studia je ro6n! pro kandidity s vyggm vzd~1dnim a ava 

roky trvd pro ty, kteHi toto vzd~idni nemaji. Od roku 985 by

lo 70 % - 90 % kandidAttl, kte:E se 66astnili prfpravngch kur

stl, pijato na E.N.A. 

Obdobn9 typ p:ipravy je zajigtin i pro kandidAty vy6le

n~n4 pro 3. typ kr nkursnf zkougky.
 

Studium na E.N.A.
 

Pokud uchaze6i 6spi'n absolvujl pEijinaci zkoug]tu na
 

E.N.A., je v~em urcen stejn dvoulet studijni pldn, kterY je
 



rozdalen do dvou obdobl.
 

Prvn! 
rok studia je vypln&n dv~ma interimri staiemi, 
z
 

nichi kaidA trvAi gest mscd. Prvni st~i probihi u st~tn! tie

bo sollkrom6 spo1e~nosti s povinn~m pracovnim za.azenlm. DruhA
 

stAi se konA bud na prefektu:Ee, radnici, 
nabo v zernsk6 rad6,
 

pop:E. v zahranic'i na vyslanectvi, 6i v rnezingrodni organizaci.
 

Prvni rok studia se 
bere v 'ivahu skute6nost, ie studenti
 

jsou bud relativn6 mladl, nebo maj! rnevelk6 profesiongln!
 

zkugenosti. Proto je v~ti 
Z6cist jejich studia zam6:ena na
 

sezn~men! se se socid1nrnj, profesnimi a t6zernniri probl6my,
 

s kter~mi se do t6 doby nesetk~vali. Druh rok studia probl

hv Pa:Elii. 
06elem je dAt studentiim informace a poskytriout
 

p~lpravu v profesionglnich postupech nejvyggl 6rovn6 
- s dl 

razeni na praktickou aplikaci a na t~movou prdci. 

Na E.N.A. existuji 6ty.Ei zdkladni studijn! obory:
 

- technika anal~zy a pE~pravy privnich, sprAvnich f inan6nicha 

dokumentd
 

- ve:Eejn& sprAva
 

- ekonomickA anal~za a p:Eprava rozho:Inut!
 

- studium *ezinArodni'ch ut~zek a proble-:,atiky Evropsk6ho 

hospodAksk6ho spoleeenstv!
 

Studijn! plAn je rultidisciplingiii; mimo jind proto,
 

ise studenti o sv~rn 
pil~tim pracovnim zaEazen! dov~d! ai
 

po absolvovAni studia. Proto se podilejl i na rtizn~ch 
v 

zkumn~ch projektech, zpracov--4vaji pipadove' studie a expertizy. 

Absolventi gkoly nachAzejl'uplaitngni v ministerstvech,
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justici a kontrolnich org~riech; paisob! jako radov6, tajemnici
 

vyslanectvi, obchodni atach6 a vyssi spravni iufednici m~inis

terstev, stitni rady, finan~nJo spr~vy (zde jako finan6n! in

spektofi) a stdtni inspekto Ei. 

V priab~hu studia. se sk1ddaji postupov6 zkou~ky, kter6 v
 

kombiriaci s v~sledky zkougek absolvovan~ch v prab~hu stiii,
 

rozhoduji o t~d6 budouclho za~azenl aLqolventa.
 

Po'~et pracovnich p~li~eitostl nablzen~ch v riizn~ch argg

nech stitni spr~vy je p:Eitom i6m~rn po~tu absolventai. Mista,
 

si studenti vybiraj! sami, podle tifdy sv~ho za:Eazeni.
 

Dalil vzd~laivaci programy vypracovan6 E.N.A.
 

Pracovniktim st~tn! sprivy gkola. nabizi: 

- gestit~dennif stgie u firmy 

- semini.e k ur~en~m pfedm&t,6m 

- jazykov6 kursy, gkoleni k pouiit! po~lfta6i, d5.etni a finan6

n! anal~Izy
 

kursy, piednAky a konference k ekonomick'm a finan~nin,
 

spr~vnim a legislativnim otgzkim, sociilnim, kulturnim a
 

mezinirodnim probl6mCim, stejn6 jako k Hizeni 1idsk~ch zdro

ja ke kcmunika6nim dovednostem.
 

V roce 1986 se t~chto kursi5 zCastnilo 205 a v roce 1988 jii
 

536 poslucha6.
 

Vedle toho E.N.A. organiluje iadu programd dalgiho vzd6

1dvaini, pilmo zam~ien~ch na jednotliv6 stupn6 stitni spr~vy. 

Jsou to: 

- gestim~sini speciglnl v~ukov program pro pracovniky 6stied
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ni staitni sprgvy, nebo pracovnifky obdobn6ho zam~ien! v zahra

ni6ni sluib6, ktei dosa'hli drovn6 "Administritora" (o za:Ea

zen! rozhoduje komise)
 

- jeden a pt~1 denn! v~ukov prograv'absolvovan kaid t~den po 

dobu jednoho roku, pro pracovniky, IzteHL byli nov6 za~azeni 

do funkce nim~stka (v~tginou po 6 ai 12 Jetech od ukori~en! 

studia na E.N.A.)
 

- n~kolikat~denni v~ukov6 programy, p:Eipraven6 na zgklad6 po

iadavki pro ur~it6 kategorie pracovnIk6 stitni spravy (akce

ditovan! pracovnici diplomatick~ch sluieb, vyg t~kednici 

policie a dalgi skupiny pracovniki stdtni sprdvy) 

- dvou ai p~tidenni pracovni zasedgni, zam6 enA na osvojovd

n! techniky Hzen! a komunikaci, pro vgechny vyggi vlddn! 

6iEedniky a pro vedouci pracovniky prilmyslu a obchodu. 

Zahrani6n! studenti na E.N.A.
 

V poslednich p~ti letech E.N.A. uznoinila studium v~tgimu
 

poatu zahrani6nich studentil. Ti jsou vybirdni gkolou spr~vy
 

na z~klad6 iidosti, podan~ch prostikednictvim francouzsk6 diplo

matick6 sluiby.
 

StudentOm je umin~no navgt~vovat v~t~inu kurs,5, kter6 

gkola pokgdd v Paii a mohou rovn~i pokra~ovat ye stich v 

regionech. 

Kaid~m rokem gkola piijImA zhruba 40 zahrani6nich stu

denta. Cilter je:
 

1) uxnoinit cizinc~m ziskat zkugenosti z francouzsk6 metody
 

vfb~ru a p:Eipravy vyggich st~tnich diednikil a b1lie se sez

,lit 
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n~mit s francouzskou stAtn! spr~vou; 

2) umoinit kontakt francouzsk~m studentamz s piedstaviteli ji

n~ch syst~ma~ stitrii spr~vy a tak p~ispivat k roz~i:Eovin!
 

jejich poznatkia;
 

x x )c 

Ve Francii rovn~i piasobi Mezingrodni institut '.eejn6 

sprcivy (Institut International DVAdninistration Publique -

IIAP), kter byl zaloien v r. 1966 a jei dosud vy~kolil vice 

niosm tisic vysok~ch st~tnich 6iednik& a sprgvnich :Eedite1a
 

z 50 zemi.
 

Vzd~livaci aktivity tohoto Institutu jsou reprezentovi

fly dlouhodob~mi a kr~tkodob~mi kursy a specializovan~mi zase

dgnlmi. IIAP je Hizen stdtnim tajeinnikem vnitra, kter je od

pov~dn za st~tni sluibu a sprdivni reformu. Kolegiu jeho iedi

telci piedsedi mistop:Eelseda Stdtni rady.
 

Z~konem ze 3. 6erv'na 1983 byly stanoveny ndsledujici tEi
 

klli6ov6 cule Institutu:
 

1. Po:Egdat v~hn~ny informaci o vzd&1dvgni s 66astniky z jin~ch
 

zemi (zejm~na v otgzkich ekonomiky a Hizeni)
 

2. Organizovat kursy pro st~tni 65iedniky ze zahrani~i, kteH~
 

jii ukon~ili studium ye sv~ch zemich a ziskali profesiong1

ni zkugenosti
 

3. Pfiisrpivat ke zvygovini kvalifikace francouzsk~ch st~tnich
 

piislugniki, kteil jsou odpov~dni za Hizen! v oblasti mezi

narodni spoluprice.
 

Na Institutu ziskgvaji vzd41~ni piedevgim diednici ze zahrani

6i, zv16.gt& z frankofonnich rozvojov~ch zemi.
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Mezingrodni institut ve:ejn6 spr~vy organizuje dlouhodo

b6 i kr~tkodob6 kursy.
 

Dlouhodob kurs trvi 10 msica (zgii - 6erven) a prochiz! jim
 

na 80 st~tnich d5iednlkA ze 40 zem. ZAkladnim kriteriem pro
 

pkijeti je 6sp6gng absolvovdni vstupn! zkougky. Ta se uskute6

nuje na francouzsk~ch velvyslanectvich gest m~slc5 pked konA

nim kursu (v tom p:Hpad6, ie jde o francouzsky mluvic! zen6)
 

a patndct m~sica (v pkipad6 uchaze . z ostatnich zemi). Po

tenciln! 66astniky navrhuji vlidy jednotliv~ch st~ta z kad
 

6iednka, kteri maji nejmn ti roky praxe a ukon~en6 .agis

tersk6 vysokogkolsk6 studium. Vguka vlu~n6 ve francouzgtin6
 

probih9 pkevin6 v Parizi.
 

Program kursu je strukturovdn nisledovne:
 

Prvni m~sic (zgki):
 

- intenzivni pkiprava v z~kladnich technikich (management,
 

sliovd analza, pr~vo, v~po-etni technika, ekononika, me

zindrodn! vztahy, atd. podle poiadavka a potkeb)
 

- piesn6 vymezen! "studijni smlouvy" u kaid~ho 66astnika. 

Na zgklad6 rozhovoru se studijnim keditelem IIAP si Foslu

cha6i urci pkedm~cy sv~ho studia, s ohledem na jejich pked

ch~zejlci odbornou orientaci a profesn! priority 

- exkurze do n~kter~ho z regiona (studium spr~vy v regionu 6i
 

departementu)
 

Od fLna do konce bkezna
 

se plni prni 6Ast studijni smlouvy. Na z~klad6 vlastniho v9

b~ru se poslu:ha~i ,lastni:
 

a) tf Povinnch kursi5:
 

- k problematice sprAvy
 



- 16 

- k otgzkim rozvoje
 

- k problematice komunika~ri techniky
 

b) dvou z nAsledujlcich kurs :
 

- mezindrodni pr~vo
 

- veEejn management
 

- mezin~rodni ekonomika
 

- teorie organizace a praxe
 

c) jednoho z t~chto gesti specializovan~ch kursa: 

- mezingrodni organizace 

- hospoddistv! 

- v-eejn6 finance 

- veiejn6 spole~nosti 

- kizeni lidskgch zdrojt 

- management veiejngch sluieb 

1) jedn6 z n~sledu~icich specializacL: 

- technika diplomacie 

- vgpo~etni technika 

- specific:k6 ot~zky veiejn~ch financf 

- technika managementu 

- konflikty a jejich Eegeni 

- specifick6 otSzky managementu verejngch sluieb 

Poslucha~i jsou za6len~ni i do t4matick~ho seminAie a do
 

v~zkumn6 6innosti gkoly. K 2.5. bkeznu pkedklAdaji semingrni
 

price, kter6 obhajuji v 6ervnu.
 

Od dubna do 6ervna
 

se kaidg student d5astni praxe v dstiedni spriv6 na velvysla

nectvi, v mistnich orgdnech nebo v n~kter6 francouzsk6 ve ej

n6 spole6nosti.
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Cel syst~m studia, je zaloien pjedevgIm na praktick~ch 
cvi6enich (simulace, st~ie, p~lpadov6 studie), kter6 samy o 
sob6 vytvd:ejl ngvyky pot.Eebn6 pro t~movou pr~ci. Nemal viz
narn 
se piik1~di obhajob6 z~v~re~n6 seminirni prace.
 

Doplz~kovd studia
 

IIAP, jako sou&Ast francouzsk~ho syst6mu "Grandes Ecoles" 
uzaviel dohody s n~kolika universitami, na jejichi zgklad6 se 
mohou n~kteH~ 66astnici, vy'bran! podle sttudijnifch v~sledkll a 
p0 pohovoru s ad hoc komis! zapsat na razn6 diplomov4 studij
n!f programy. Navic se ce16 tiHda 66astnf' t~dennlho semingfe 
v Bruselu k problematice evropsk~ch institucl. 

Kr~tkodobA4 kersy
 

Aada. zezn! 8asto idA o specializovanou pfpravu pro ur6it6 ka
tegorie stgtnich 6fiednikd. 
Na zdklad6 zkugenost! v t6to oblas
ti 
 IIAP kaid~m rokem pfipravuje gk~ilu kritkodob~ch, 2 
- 8 t 
dennich kursd a na poid~n! organizuje specializovang gkoleni. 
Tyto aktivity pfihlliej! ke konkrtnim potieb.~m jednotlivqch 

zeml.
 

Dokumentace a databanka,
 

Institut rnA 
k dispozici po~ita~em fizenou dokumenta~n! sluibu,
 
kter& je trvale vyuilv~na studenty. Knihovna mg 35.000 tituli5,
 
dost~v& na 400 periodik - z vice nei 20 zemi. K.3talogizace 
knih a jejich piaj6ovinl je Hfzenc po~ita~em. V datab~zi je ye
deno na 60.000 odkaz6. 

x x x 
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NNMECKO
 

Ve Spolkov6 republice N~mecko pdsobi fada renomovangch
 
gkol a institutd vefejn6 sprivy. Nejv~znamj z nich sfdl
 
v Berlini (b~va16m Z~padnim Berlin6), Liznfch Godesberg a ve
 

Speyeru.
 

VysokA gkola pro sprdvnf v~dy a rozvoj prdva v Berlln6
 
(Die Fachhochschule fur Verwaltung und Rechtspflege Berlin 
-
FHSVR - v t6 dob6 Zdpadnim Berlfn6) byla zaloiena v roce 1973.
 
Patti, spolu s vysok~mi gkolami pro vefejnou spr6vu v B6den
sku-Wurtembersku, k nejstargim vysok'm skolm tohoto druhu v 
Nemecku. Interdisciplinarni formou studia vychovgvA dEednfky
 
pro vy9f funkce ve stdtn! sprdv6 a oblast priva ve spolkov6
 

zeini Berlin.
 

Syst~mem vzd~lgni na FHSVR do rok, 1990 proglo asi 1500
 
studentd. V'uku zaji fuje 16 vysokogkolskgch internich u6ite
1, v~t~inou profesorl, spolu se 
zna~n~m po6tem externich 9ko
liteld. S obnovenim jednoty Berlina byl u6ebni program roz91
:en 
na cel6 m~sto. To m~lo za n~sledek -. na podzim 1991 
- dra
matick 
nrdst po6tu studenta, kter 
 se podle o~ekgv~n! usti
i v nasledujlcich letech na poatu 2600 ai 2800.
 

Vysok& gkola nedisponuje igdn'mi vlastnimi budovami; je
 
lokalizovdna spole~n6 s berlinskou spr&vni akademil, n~kupnim
 
stfediskem, divadly, restauracemi apod. v jedn6 v~gkov6 budo
vy. Akola je 6lenem zemsk6 konference rektord a preziaentd
 
berlinskgch vysokgch 9kol a konference rektord vysok~ch gkol
 
pro vefejnou spr~vu federace a spolkovgch zemi. Krom6 toho je
 
6 lenem International Association of Schools of Administration.
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Jako vzd&vaci za~zen!f pro v~1chovu dIEedn~kdi pdsobicfrch
 

ye vyggich spra'vnich funkcich vykazuje tato vysok& gkola v 

porovngni s "b~inri" vy-sok~mi gkolarni n~kterg specifika. Stu

denti maji de facto "dvoji statut", neboE jsou nejen poslu

chaai, ale sou6asn& zarn~stnanci stitni sprivy. Na ziv~r ti

let~ho studia, ke kter6rnu patki i 12 - 18 m~siani praxe v 

n~kter~m ze sprivnich 6i adid, jsou konAny pisern4 a 6istni 

zkougky a po jejich i6sp&gngm absolvovdnI je studeitim propllj

6en diplon. 

Studium na t~to vysok6 gkole se dali na 4 obory:
 

1) netechnickg sprvni sluiba
 

Zaloien! zmIn~n6ho oboru v roce 1973 bylo sou54sti vgeo

bacn4 sprdvnI a vzd~igvac: reformy zarn& en6 na zlepgeni 6rov

n6 st~tn! spr~vy. StAid'konfererice ministerstva jii v roce
 

.1.970 koristatovala, ie std1 ndst Likola1 stdtnI sprdvy a s Urn
 

spojen6 fiznk~n! zrn~ny v oblasti vyggich netechnick~ch sluieb
 

vyiaduji zm~nu vzd~1dni t~chto d5.ednlkAi. Konstatovala dAle,
 

ie jejich gkoleni musi vice nei do t6 doby ve'st k rozvoji ana

lytick6ho myileni, ke zvlddnutf modernich technik prdce a k
 

povzbuzovdni samostatn6ho myg1eni a jedngn'.
 

V tomto smyslu probI hA gkolen! sprivnich diEednika pro
 

vyggi funkce v netechnickich sluibAch ye versjne sprave. Je

jich pole je zna6n6 girok6 a zahrnuje celou fEadu iikolO (per

sondilni otdzky, organizace, stavebnictvi, ekonomika, ap.)
 

Vy'uka se 6leni do gesti studijnich oddI15 s 12 t~dny v~uky a
 

3 ty'dny praxe. Vlastnimu studiu pfedchdzi atyift~dennl tzv.
 

orienta~ni fAze; studiun v n! zahrnuje v~uku privnich a poli

tick~ch v~d, ekonomiclte a sprivni v~dy a je zakonaeno zAv&
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re~ny'mi zkou~kami. Je pkev~in6 provid~no formou seminid. Za'

kladrai studium je organizovAio formou dvousemestrov'ch kursii,
 

pHi6eini studenti rnaji moinost vj~b~ru. Krorni toho viichni pra

cuji na projektov6 studii, kteri vyiaduje sarnostatn4 zpraco

vini konkre'tniho praktick6ho probl~mu v t~mov4 spoluprdci.
 

Prvn! 6ty:Ei fize studia, v~etn6 prvnich dvou praktik, 

tvoH zdkladni studium (Grundstudium), zatimco zb~vajlci' 2 

oddily v~etn6 3. praktika p:Eedstavuji! tzv. hlavni studium 

(Hauptstudiun). Z~kladni studium zahrnuje na'sledujicl obory 

(Fachergruppen): privni a politick6 v~dy, sociAlni v~dy, hos

podgisk6 v~dy, sprivni v~dy. 

Mezi hlavrii priority stitni spraivy z hiediska vzd~ldvA

n i Iednika v netechnick6 sprivni sluib6 Ize jmenovat ndsle

dujici' oblasti: sociAlnl' sluiby, personilni sluiby, stavebnic

tvi', ekonomiku.
 

2) privni oblast 

- studium privnich v~d je organizov~no napi~1 teoreticky a 

napizl prakticky a 6leni 6s do p~ti Hdstf. Po t:Eim~sl~nim 

divodu na'sleduje 12 m~sicA studia, 10 m~sic~i praxe, da1gich
 

6 ni~sicili studia a op~t praxe, tentokr~t 5 m~sici. Protoie m~s

to Hamburg nemA idnou specializovanou vysokou gkolu pro tyto
 

ot~zky, jsou zde gkoleni i odbornici z Hamburku a nov& i Cied

nici z braniborsk~ch justi6nich iiadd. Na z~v,6r jsou ski~d~ny
 

pisemne'a distni ikougky.
 

3) Policejni aktivni' sluiba 

- se orientuje na vzd~1dv~nli ednlkA pro vyggi vfkonn6 pa

licejni funkce(v r~mci pofgdkov6, krimin~1n! a pramyslo
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v6 polJicie). Studium se d~li do iesti semestri, v nichi jsou
 

piedn~geny mj. policejnl a krimindlni'v~dy, pra'vo a sociAlni
 

v~dy. Krom6 toho se piednggeji i vgeobeci6 vzd~livaci pied

m~ty jako cizi jazyky, voln6 p~edn6iky a t~lesnA v~hva.
 

4) Dar~ov6i soustava 

- zde jsou gkoleni vyg~l 6.Eednici berlinsk6 m~stskd sprg

vy z finan6nich odborl. Akcent je poloien na v~uku v
 

teoretick6 prdvni oblasti; p:Eedn~iej! se ovgem i souvi

sejici discipliriy a ekonomika.
 

Po dsp6gn~ch z~v~re~n~ch zkougk~ch a minirndlni piilprav

n6 sluib6 n~sleduje jmenovdni inspektorem. Tim za~irA zkugeb

ni doba, b~hem ni se mg dikedni'k osv~d6it. ini dva roky a
 

gest m~slca (m~ie bIt v zgsad6 zkrAcena i prodlouiena).
 

Pro bli~i infornaci: celkovC&bylo 10.274 plcinovan~ch
 

studijnIch mist na rok 1991 rozd~1eno takto: netechnickA
 

sprivni sluiba (4471), policejni sprdvni' sluiba (197), prg

vo (698), krimindln! policie (1810), bezpe~nostni policie
 

(3098).
 

Krom6 iirok4 nabldky formou z~kladniho studia poskytuje 

zmfn~nA vysokA gkola tak6 Eadu moinost! dalilho vzd~1gvgni 

a ive pracovniky i'ladi pravideln6 na zaseddnl a konference. 

Od roku 1986 zve FHSVR poslucha~e na tzv. f6ra, po:Mdani v ne

pravideln~ich intervalech, kter& sloui k v'm~nC&poznatkA~a 

zkugenostl mezi vysokou gkolou a spr~vni praxi. Od roku 1987 

jsou pravideln6 na lovecke'm zAmku Glienicke - v listopadu 

organizovdny tzv. "Glienicker Gespr~che (glienick6 rozhovory). 

Zde se sdha'zeji' u6itel4 z vysok~ch gko1 pro ve:Eejnou sprdvu 
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ze Spolkov6 republiky a diskutuji o probleimech v'uky a vy'z

kumu.
 

Obriova jednoty Berlina s sebou p:Einesla iadu nov~ch il , 

A~ i v oblasti dopli~kov~ho vzd~.livnl. Jako vysoce aktuAlni
 

se zejm~na ukgzala rekvalifikace sprgvnifch d5Iednikd 
z v~chod

m~sta
ni a6sti a okoll. Aby poskytli praktickou pomoc v tomto
 

dsi1l, zorganizovali u~ite16 FHSVR na 
jare a v 16t6 roku 1990
 

iadu pokra~ovecich gkoleni (t~to nabidky vyuiio pfes 4000
 

osob). Od podzimu 1990 jsou tyto aktivity systematizovainy a
 

modifikovdny na dlouhodob&, cilov6 orientovan6 opatzEeni.
 

Semindie pro gkolitele
 

Spr~vni akademie pro gkolitzele poid kursy, v nichi jso, 

budoucim gkolitelt~m pfeddviny teoretick6 z~klady p~edevglm z 

pedagogiky a psychologie. Jde o kursy zam~ien6 hlavn6 na 

praktick6 vyuiiti videotechniky a uaebnich film~i. Krom6 toho
 

se konaji semingie k ota'zk~m vedeni konfliktnich jedndnl. Pro
 

pracovniky, ktek! vychovdvaji budouci odborniky a nejsou za-


Eazeni jako dfednici, je alespoAi jednou ro~n6 pokd~na s6rie
 

seminAH pro lektory o cca. 100 dvouhodingch (t Ausbildung der
 

Ausbilder"  "likoleni ikoliteil"). Po provedeni zkouiek je po

slucha6dm ud~1eno osv~d~eni'.
 

V'zkumng 6innost
 

VysokA gkola organizuje od roku 1987 ikadu v'zkumn~ch
 

projekti, prov~d~n~ch samostatn6 nebo ye,spoluprici 
s da1gi

mi partnery - a to piedevilr v oblasti aplikovan~ho v~1zkumu. 

Pievgin6 empiricky zam~ien6 prdce spo.~Ivaj! ye sledov~n! 

6innosti sprivnich 6:E'ad6, sociologick~ch v~zkumech, zpracovg
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vini kriminalistickgch studif a ve studiu zahrani6nfch zkuge

nost. Dal i 
se zabgvajl berllnsk m zemskgm prdvem a politi

kou, problematikou obnovy spojen6ho m6sta a hospodHsk~mi a
 

finan6nmi ot~zkami.
 

FHSVR rozvlji dlouholetg partnersk6 styky s Institut R4
gional. d°Administration de Metz (Francie) a Lancashire Poly

technic Institute v Prestonu (Anglie): tyto kontakty byly za

kotveny v koopera~nich smlouv~ch z roku 1987, resp. 1990.
 

PEedm~tem smluv je rozvoj spole6ngch studijnfch program5, v 
-

m~na uaitela, studentd a sprgvnich praktikant5, provgdni spo

le~ngch v~zkumn~ch projektd a n~kter6 dalgi aktivity.
 

Od po6gtku roku 1992 
se rozvfjej! kontakty se stEedo a
 

vychodoevropskgmi vzd~ldvacimi instituty pro ve:ejnou spr~vu.
 

JednA se piedevgim o ti gkoly pro st~tni sprAvu v polsk~m
 

9t~tin, 
 Kielcich a Lodii a o Foundation in Support of Local
 

Democracy (Nadace pro podporu mistni demokracie) ve Vargav6,
 

kteri podporuje asi 14 gkolicich stkedisek pro dali vzd~lg

v~ni.
 

Berlinsk& FHSVR v kv~tnu 1992 uspof dala spolu se Spri

vou sendtu pro vnitfni zleiitosti (Senatsverwaltung fUr Inne
res) seminiH pro polsk6 pracovniky stdtn1 spr~vy a peauje od
 

z9:H o 15 polsk~ch praktikantd (poslucha6d ti ! zmln~n~ch gkol).
 

Plnovdny jsou i n~mecko-polsk6 semin&iEe pro studenty.
 

Pokud jde o vzd~lavni vyiich 6Eednlka, SpolkovA aka

demie vekejn6 sprdvy nabizi 
kursy zam6:en6 na:
 

- komunikaci a kooperaci
 

- :Hzen! lidsk4ho 8initele 
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- Hfzeni organizacl 

x x x 

SpolkovA akademie verejne spr~vy p:Ei spolkov6m minister

stvu vnitra se sidlem v l1izrilch Godesberg je 6stiednl vzdCl-9
 

vacl instituci spolkov6 vicidy. Orientuje se na zkvalitiovgn!
 

pilfpravy i6hednlkd z hiediska pot. eb praxe.
 

Proto nabizi kursy pro zastAv~nl vyggich n~ro~njg.fch funkcL.
 

Jde zejm~na o:
 

- semingie odpovidajici poiadavkdim ze specializovan~ch 6sekd 

a funkc! (nap:E. rozpo6et, organizace a p1gnovgni, informa6

n! syst6m, legislativni proces) 

- vstupni kursy pro nov6 pracovniky 

- kursy, jejichi absolvovadni je jednim z p:Eedpoklad5 pro po

v~genl ye funkci. 

Akademie dile seznamuje poslucha6e: 

- se z~klady pr~va, s organizaci a zpisoby prAce v 6iadech ze

ml Evropsk~ch spole6enstv! 

- s v1~dou, spr~vou a ekonornikou evropsk~ch zemi' 

- s postupy a technikami pouivan~mi pii mezingrodnich jedng

nich a konferencich.
 

Jeden z nejddleiit~j~ich st~vajich 6ikold Spolkov6 akade

mie spo~lvA v organizovdni girok6 9k~ly piElpravn~Ich vzd~ld

vacich kurs6~, kter6 ndsledovaly po zaloien! sjednocen~ho N6

mecka. Jde hlavn6 o:
 

-z~kladni kursy o veiEejn6 spr~v6 v demokratick~m, spolkov~m 

a pr~vnim st~t6;
 

-seming.ie t~kajlci se 8innosti ye speciglnich oblastech sprd

vv
 

http:seming.ie
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- vzd~lvaci programy pro manaiery
 

- seminoie pro lektory
 

- metodickou pomoc pi vytvd:eni vzd~lAvacich aktivit na pra

covigtfch.
 

SpolkovA akademie ro6n6 poid na 400 semingii, kter~ch se
 

66astni pibliin6 8.000 66astnikil. Konaji se v Bonnu, Hanno

veru, Mnichov6 a Wiesbadenu. Ve v~ech semind@ich se klade da

raz na:
 

- aplikaci modern! didaktiky
 

- spojen! sprdvni praxe s aplikovangm v~deck~m v~zkumem
 

- na p:Hm4 vyuiiti v~sledkt semin4iA v praxi.
 

V~t~ina instruktord jsou externimi lektory (stAtni Hednici,
 

v~dci, konzultanti, lektoki na " voln6 noze").
 

Pokud jde o jeji organiza6n! strukturu, v 6ele spolkov6 aka

demie veEejn6 sprivy stoji prezident. gkola je 6len~na na ta

to odd~leni:
 

1. Sprava - sekretari~t vzd~lvacich odd6leni
 

2. V~deck servis - vyzkum a vyvoj, metodologie a didaktika,
 

knihovna
 

3. 	Vzd6lvaci odd~leni I.
 

- pfiprava vstupnich programa pro novg pracovniky a pro

graml pro ziskAni vyiiho prac. zafazeni
 

4. 	Vzd~lgvaci odd~leni II.
 

-	 p~iprava vychizejfc! z poiadavki specializovan'ch qko

16 a funkci 

5. Vzd~lgvaci odd~leni III. 

- priprava pro mezingrodni spolupr~ci 
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6. Vzd~1~vacl odd~1en! IV. 

-	 p:Hprava v personi1riim managementu, vedeni, komunikac!f 

a kooperaci 

7. Vzd~ldvaci odd~len! V. 

- pkiprava spojeng s procesem sjednocen! N~mecka 

x x x 

V syst6mu vzd~ldv~n! pracovnIk5 spr~vy v N~mecku braje dix

leiitou roli tak6 Vysokd gkola pro sprdvui v~dy se sidlem ye
 

Speyeru. Zam~kuje se hlavn6 na. gkolen! vyggich 6kedniML stit

n! sprdivy a na v~zkum privnich, ekonomick~ch, socii1alch a
 

dalgich problmai.
 

gkola byla zaloiena v roce 1947 francouzskou okupa6n!
 

sprdvou jako st~tn! akademie pro spr~vnf v~du a roku 1950 by

la potvrzena pod sv~'m sou6asn~m nAzvem spolkovou zem! Rhein

land-Pfalz jako dstav pro vekejn6 pr~vo. 0 dva, roky pozd~ji
 

piejaly gkolu spolean6 spolkovA vidda a spolkov6 zeme.
 

Devaten~ct kateder t~to vysok6 gkoly vyuauje pikedevgIm
 

veikejnA privo, sprdvni v~dy, n~rodohospod~kske6 v~dy, socio

logii a politick6 v~dy.
 

Vzd~1~n! ye sprivnich v~d~ch
 

se uskute6Auje formou tzv. dopliikov6ho a ngstavbov~ho magis

tersk~ho studia.
 

Doplr~ovaci studium 

TrvA tki m~sice /1.5. - 31.7., pop:E. 1.11. - 31.1./. MA pa

slucha~iim umoinit osvojen! si nov~ch znalosti odpovidajicich 

nejnovAj5mu stavu v~deck~ho v~zkumu a procvi~it si praktic

k4 vyuiit! nabyt~ch znalosti. 
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N~stavbov6 studium
 

Cilem dvouro~nuho studia je sezn~mit pfedevilm pracovn'

ky vyggich sprdvnich org~na s poiadavky a potiEebami modern!
 

veiejn4 sprAvy.
 

Kaid poslucha6 si m~ie zvolit p:Eedn~gky /hlavni a dopliikov6
 

pfedm~ty/ z: 	- personglni' sprivy a person~lnf ho veden! 

- organizace a sprivni informatiky 

- pl~novdn! a rozhodovini 

- st~tu a ekonomiky, financi 

- sprdvy a rezingrodnich vztaha 

x x xc 

Krom6 titulu magistra prop~zj6uje vysoki gkola na zdklad6
 

dsp~gn4 obhajoby diserta~n! price a distni zkougky hodnost dok

tora sprgvnl'ch v~d. Pifedpokladem je absolvovdn! vysokogkolsk6

ho studia s nadpr~m~rn~ch prosp~chem a nejm6n6 dvousemestrov6

ho ndstavbov6ho studia.
 

x x x 

Pro pracovniky ministerstev a nii~ich spr~vnich dfadAi se orga

nizuji hlavn6 na ja:Ee (Ulnor - duben) a na podzim (zdilt - fijen)
 

rtlzne4 kr~tkodob6 vzd~ldvaci akce.
 

Jde o: - vstupni semina':e
 

- pokra6ovacl seminaike 

- semin~ie v oblasti ka~ice1cisk4 a informaanl techno

logie 

- tzv. "evropsk4" semin~ie /ES, evropskdi integrace! 

- semingfe pro komuriAln! v~du a praxi 

- zvlggtni a v~zkumn6 seming:Ee 
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Od roku 1976 pH~ gkole pasobi V Zkumn 1 dstav pro vereinou
 

spr~vu. i1eny v'zkumnn~ho iistavu jsou universitni profesofi
 

paisobici na t6to vysok6 gkole, v~de6ti pracovnlici a ostatni
 

v~zkumen pov&ien! experti, ktek.t pracuji pro dstav. Piedm6

tern zkoumrnl provAd~n~ho Institutem jsou price pro veiejnou
 

spravu a o verejne sprav6. V'zkun je organizovAn v gesti gi

roce vyrnezen~ch oblastech: - ob6an a stit 

- organizace spr~vy 

- sprdvnl person~l 

- p1~novdn!f a rozhodovdnl 

- vekejn6 finance 

- z~kon a pr~vo 

Krom6 t~chto pracf' provd v~zkumnn .dstav poradenskou
 

pomoc ye forrn6 konzultacl pro ministerstva, parlamentni vy'

bory a da1M stdtnl'instituce.
 

V~zkumn6 price jsou p1a'noviny v p~tilet6n v~hledu, koor

dinov~ny a srn~rovAny na t~maticki "t~igt&'. Jednotliv,6 zAva

ry v~zkurnu jsou vykazoviny v roanirn pracovnin plinu. Od roku
 

1976 bylo ulspeng ukonaeno pies 160 v~zkurn~ch projektil.
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RAKOUSKO
 

?-1en~n! rakouske'stdtni sprivy do deviti zemi' vytvd&i zi

kladnu i pro organizaci syst6niu vzd~ldv~n.. Vedle spole~n6
 

celorakousk6 sprivni akademie rozvijej! 8innost zemsk6 akade

mie. Jejich posl~ni, formy a metody uplatfiovan6 ye v~uce
 

(p~ednggky, seming&?e, panelov6 diskuse, vyuiiti modernich au

diovizuginich prost:Eedkd) se v zisad6 neligi.
 

Za nejvlivn~jgi vzd6lgvaci instituci je moino pokiddat
 

§92kvou akadeamii ve:Eejn4 s2rdvy zaloienou v roce 1976. Jeji
 

potiebu rakouski vidda jii v roce 1971 zdiivodnila ndsledovn6:
 

"Stdle nar~istajici v~deck a technick' rozvoj, stejn6 jeho
 

piib~vajici mezingrodn6 ekonomickA vnit.-n! provgzanost, vytvi

iej! pro vekejnou sprdvu iadu dkolia orientovan~ch do budouc

na, kterdi "voli" po stiedn~dob~m a dlouhodob6m pldnovdn! a
 

p:Eedvfddnf technik a po osvojeni si metod komunikace a spo

luprdce, vyvinut'ch modernim obchodnim managementem". Uveden6
 

c ie o p~ t let pozd~ji za6ala Spolkovi akademie vekejne spra

vy pinit. Zdkladni posldnf1 zamZ-eIi a struktura akadernie byly
 

stanoveny v dokumentu o Spolkov6 akademii ver'ejne'spravy z ro

ku 1975. Na jeho zdklad6 do Akadenie mohou bft piijimgni stdt

ni zani~stnanci ze v~ech ministerstev.
 

Akademie nabizi zejm6na ndsledujici vzd~1dvaci programy: 

- da1gli p:Eiprava a vzdlivdni (celoiivotni vzd~1dvgnf') 

- rozvoj nov~ch teorif a praxe ye sprdvni v~d6 

- interdisciplindrni prdce, zkvalit~ovgni komunikaani zp1dso

bilosti
 

-nov4 
 techniky Hizeni a filosofie
 

-cizi 
 jazyky U 
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Od zaloieni Akademie, kursy a se2minAle organizovan6 je

jimi pracovnfky absolvovalo cca 20.000 osob. Akademie je nic
 

m4n6 odpov~dna pouze za pEipravu pracovnk6i celorakouskgch
 

institucl. Oednici spolkov~ch zemi a mistni sprivy nespada

ji do jej! p~isobnosti. 

Pokud jde o jeji organiza6ni strukturu, Spolkovg akade

mie je primo pod:Hzend spolkov6mnu kancl& i. Hlavni sidlo mg
 

v zimku Laudon ve Vfdni. V jejim 6ele stoji Eeditel, kter je
 

jmenovAn spolkovgm kancl1kem. Aegeni akademickgch otdzek, ja

koi i finan6nich a sprAvnich probl6ma, je pov&ien poradni v 

bor. Jeho 6leny jsou vygi stitni dkednici, znAmi vAdci, ja

koi i pkedstavitel6 deviti rakouskgch spolkov~ch stgt6 a zd

stupci managementu vaetn6 vekejn~ch zam6stnanck odborngch
 

svazia.
 

Intern! akademick sbor je tvoken osmi v~deck~mi pracov

niky a tkemi profesory, j:teki vzd~lgvaci proces plinuji, or

ganizuji, vyhodnocuji a vybiraji externi lektory. Na 6innosti
 

Akademie se podili na 300 expert5 z universit, veEejn6 sprg

vy, nebo soukromgch podnikA z Rakouska i ze zahrani6i.
 

Hlavni pole pdsobnosti Akademie
 

1) Z'kladn 2 Irava
 

Podle jejich funk6nfho zakazeni ve stgtni sluib6 se pracov

nici d6astni zgkladnich pkipravn'ch kursa (o dstavnfm a
 

sprgvnim prAvu, organizaci sprdvy, rozpo6tov
4 regulaci a
 

automatick4m zpracovdni dat) trvajicich 3 ai 13 tgdnd. Je

jich hlavnin cilem je pkipravit posluchaae na zkougku, hte

rd je pkedpokladem pro to, aby se pracovnik mohl stAt std
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2) Rozvolov6 kursy_
 

Tyto vzd~1ivacl' aktivity poskytuji' st~tnifm 6ihednfk~im, kte

ifL prog1i z~kladn! pkiprav.,)u, p~leiitost pro da1l.t kvali

fika6n! a funk~ni postup. Kursy tohoto typu jsou t~ise

mestrilni a i~ednik~rn bez vysoko~kolsk6ho vzd~1dn! nahra

zuj~i diplon v privnich, ekonornick~ch 8i sociglnich v~d~ch. 

3) Krgtkodob6 kura
 

Spolkovi akademie organizuje nejriizn~j~i kr~tkodob6 v~uko

v6 akce: k problernatice 6stavniho a mezindrodniho pr~va,
 

obchodniho rnanagementu, automatick6ho zpracovin! dat, di

daktick~ch a v~ukov~ch rnetod, cizich jazykL, sprivni refor

my, 6lohy ien ye veiejn6 sluib6, komunika6n! a kontaktov6 

techniky, otizek tftajlclch se Evropsk~ch spole~enstvi atd. 

Jsou zabezpe~ovgny p:Eev~in6 formju semingii (v rozsahu od 

jednoho do p~ti dnai) a reaguji na specifick6 probl~my a 

poiadavky praxe. Studijn! skupiny jsou tvoieny 7 - 30 po

sluchaci. 

4) P~2rava ys-ich sttnich 6idla as eci~lni kursZ
 

mnaqjementu er v El~dlcl pracovniky
 

Hlavnimi piedm~ty jsou: person~1ni management, organizace,
 

pl~nov~ni a marketing, zp~soby zvy~ovaini'individuci1n!
 

zpdsobilosti k egeni prob16mi. 06astnici jsou podrobne
 

seznamov~ni s nejnov~jgimi poznatky v psychologii, sociolo-

gii a ekonomice. Kursy tohoto typu trvaj! 5 t~dna.
 

Sarnostatnou vzd~lgvaci' aktivitu tvoHi tzv. studie Evrop

sk~ch spole~enstvf'. V jejich r&Tici si poslucha6i jil dnes z 
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programa Akademie bud vybiraji alespoi 6 povinn'ch a 6 voli

teln'ch semina', nebo absolvujf patnictitidennl intenzivni
 

tzv. postgradugini kurs v Evropsk~m sdruieni pro verejnou
 

sprivu 6i Evropsk6 akademii (Europa akademiL.). Prvni z nich
 

byl z7h~jen na jaEe roku 1992. Obsahov6 je zam6en na tyto
 

piedm~ty:
 

- komunikace a mnohostrann4 kontakty, organizace jedngn! v
 

evropsk~ch institucich
 

- intenzivni v~uka angli~tiny a francouzgtiny
 

- ekonomika Evropsk6ho spole6enstv! a vyuiiti poznatk5 z ni
 

v Rakousku (s akcentem na objasiovgn! otdzek vn6ji.fch eko

nomick'ch vztahl a regionilniho hospodLstv!)
 

- zkugenosti s pr~vem Evropsk~ch spole6enstv! a moinost! jeho
 

aplikace v Rakousku v ngrodn'm pr~vu
 

- politick6 struktury a spriva Evropsk~ch spole6enstvi, spo

lupr~ce mezi zem~mi ES.
 

Sou6Ast kursu je tdenn' pobyt ve stiedisku University
 

Johna Hopkinse v Bologny a dali tdennl pobyt v Bruselu a
 

Lucembursku. Poslucha6i maj! zgrove p@istup k informacim z
 

Evropskeho institutu vekejn6 sprivy v nizozemsk~m Maastrictitu.
 

Ve v'uce se klade ddraz zejm4na na vypracovdv~ni ptipadov~ch
 

studil.a seminirnich praci.
 

Tato novi kategorie kurs5 a semingi se za6ala vyu~ovat
 

v souvislosti s rozvojem evropsk4 integrace, na n~mi se chce
 

podilet i Rakousko. Proto se zejm6na z ad mlad~ch diednfka
 

gkoli odbornici (do konce roku 1993 asi 300), schopni podilet
 

se na integra6nich jedn~nIch a zastupovat svou zemi v evrop
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sky'ch institucich. Rozsah nabizen'ch kursai se mA v nejblii 

dob6 zv~git. Zgjernci se budou moci p~ihl~sit jednak na z~klad

n! kurs (piedevgim zam6 en' k osv~tlovgni legislativy zemi 

Evropsk~ch spole6enstvi), jednak na specializovan6 kursy 

nap:E. k vlivu privniho syst~mu ES na v~voj privniho syst6inu 

v jednotliv~ch zemich, k ekonomick6 politice ES 6i k proble

matice iivotniho prostied! ye sjedriocen6 Evrop6. 

Absolvent~am t~to tzv. Evropsk6 akademie se nabizi moi

nost pracovat v ii-adech EFTA (ESVO) v 2enev6 nebo Bruselu, 

piasobit v pracovnich skupindch Evropsk~ch spole~enstvi jako 

experti, 66astnit se mezingrodnich jedngn! nebo pracovat v 

resortech p: ipravcvan~ci aplikaci' p:Eedpisi Evropsk~ch spole

6enstv! v Rakousku. 

Nejen ye Spolkov6 akadenii veiejn6 sprivy, n~bri i v
 

dalgich rakousk'ch spr6vnich 9koldch a institutech se vgeo

becn& v poslednich letech podstatn6 zv~gila pozornost piikli

dang rtistu kvalifika6ni' Urovn6 ii:Eednikia mistni sprivy. Dang
 

skuteanost se odr~ii i ye zvy~ovgni' po6tu a ,' etnosti eduka6

nich aktivit. rozvijen~ch akademiemi v jednotliv~ch spolko

v~ch zemich. Piia.dem m~ie bft 6innost Videisk4 akademie
 

mistni sprivy, kterg m& statut jednoho z refer~ta videj~sk6ho
 

magistr~tu. Ta napr. v roce 1970 organizovala 26 vzd~1dvacich
 

akci, jejichi pkipravu zajiitoval pouze jedin stgl pracov

nik. 0 dvacet let pozd~ji jejIch 15 stil~ch pracovnika jii
 

uspoigdalo na 1.000 vzd~lAvacich, p~evdin6 kritkodob~ch akc!
 

pro pi.ibliin6 13.000 poslucha6A. Od po~itku devadesgt~ch let
 

se frekvence a variabilita kursil, semingia a dalgich forem
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daile prohiubuje - a to pHi zachov~vini vysok6 kvality. 

Takov4lto znaan6 mnoistvi v~chovn6 vzd~l~vaclch akci sa

moziejm6 neize uskute6 iovat bez rozhodujiciho podilu exter

nich lektori, z nichi 69st se podili i na rozpracovgvdni je

jich projektA. Interni pracovnici kursy a semingie jednak pHi

pravuji a organizaan6 zajigeujl, jednak jako lektoj-i piednd

geji n~kter6 vybran6 otgzky - pfevgin6 z~klady pedagogiky, 

psychologie a sociologie. Na dalgich rakousk~ch akademiich
 

still pracovnici vyu6uji i problematiku organizace mistni
 

sprivy a spr~vnlho prdva. Vfklad ostatnich disciplin je sv6

iovgn u~iteliim vysok~1ch gko1 a pracovnikilxn istfednich a mlst

nich orgdnA st~tni spr~vy.
 

Tak jako v fad& da1l.ich evropsk~ch stdti se i v Rakous

ku na gkolich pro pracovniky mistni sprivy a ijzemni samosprd

vy kiade dCaraz na poidinl kursAi vstupniho adborn6ho vzd~1g

vani, jimii prochdzej! nov6 pkijimani 65Iednici. Zmln~n edu

ka6ni syst6m je roz~len~n do n~kolika m~sica studia, kter6 se
 

pfevAin6 uskute6Auje v odpolednich a ye ve~ernich hodiri~ch.
 

Tigti v~uky je poloieno do pfednggek, semin~ka a panelov~ch
 

diskusl k problematice organizace rakousk6 a zemsk6 spr~vy
 

(v~etn6 studia pk siugn~~ch prdvnich norem a piedpisa), hospo

daiken! s obecnim a m~stsk~m majetkem, vypracov~vdn! ngvrhai 

rozpotAi, rozvoje sluieb a socigini p66e, k otizkdm pomoci 

pfi zkvalit~ovgni obchodni sit6 a zajigiovgni dalgich ekono

mick~ch aktivit. Nezastupiteln6 misto v tomto i6vodnim kursu 

maji osvojovin! zdkladnich pracovnich postupA pouivan~ch v 

mistni spriv6, r6torika, ziklady psychologie, pedagogiky a so

cioloaie. 
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Absolventi vstupnich kursd se mohou po urc'it6 dobi'praxe 

p:Eihlgsit do daigich specializovan'ch kursd a semin~fd. 

Zvl1gtni misto mezi nimi zaujima - predevgim ye Vidni, kter4 

je jednim ze sidel OSN 
- v~uka cizich jazykd. ObdcXjbnA pozor

nost je zam6:ena k p:Eiprav6 adapta&'nich kursci a r~zn~ch ni

stavbo',~ch kursAi, jejichi posl~nim je upevn~n! a dalgi rozvi

nut! d&ive osvojen',ch qoznatki a zrialosti. COednici se vzd~1i

vaji jednak v akademilch niistni sprdivy, jednak v dalgich stdt

nic~h a soukrom~ch vzd~l1dvaclch institutech a institucich.
 

Nastln~n6 orientaci odpovidaji zv~gen6 ndroky kladen6 na
 

intertni a externi lektory a na organiza6n! pracovniky. Prak

ticky ye v~ech akadeinilch mistni spr~vy se dbA na soustavn6
 

vzd~l1dnl piedevglm internich pracovniki& zam~fene'na rcist je

jich samostatnosti a tvoiivostj. Prohiubuji si kvalifikaci
 

hlavn6 v otgzkgch modern! organizace a modernich metod v~uky,
 

osvojuji si zkugenosti z vj-pracovdv~nl projektil kursd~a je

jich zajigiov~ni na zahraniani;ch gkoldch obdobn~ho typu, 
stu

duji otgzky motivacl.
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DANSKO
 

Obdobn6 jako v jin~ch evropsk'1ch zemich i v Ddnsku v osm

desgt~ch a po6itkem devadesdt~ch let podstatn6 vzrostly ridro

ky kladen6 na 6innost mistni sprdvy a dizemn.! samosprdvy, coi
 

se mj. odrazilo ye zvygovdn! poiadavkAi na vzd~livaini jej~ch
 

pracovnikd. Void se p:Eedevgim po modernizaci m.istni sprivy a
 

samosprivy a po ri~stu jeji vftonnosti (s akcentem na poskyto

vin! co nejkvaiitn~jgich slu~eb). Sou~asn6 je ovgem v iaddch
 

dgnskd veiejnosti prosazcovin poiadavek na sniiovini v~dajtl
 

vynaklddan~ch na 6innost sprdvy, kter je z~gsti kontraverz

ni v~ii snahdm o ziskivdn! vysoce kvalifikovan~ch odbornikil,
 

jejichi 6innost hy m~1a bit jednou ze zdruk ri~stu efektiv

nosti mistni administrativy. Proto dinskg vida uloiila, aby
 

ob6an6 byli v maximiln6 moin6 mi:Ee o veiej'ne sprdv6 informo

v~ni a aby byly vypracovdny projekty pruin~ho fungovani mist

nich sprivnich orgdn~i tak, aby byly schopny id6inn6 reagovat
 

na individudin! poiadavky, otgzky a probl6my. Touto cestou
 

se mg mj. 6elit kritice, ze za pi~lig vysok6 dan6 je posky

tovdno relativri6 mAlo sluieb.
 

Velini 6asto se diskutuje otc -,ka, jaci by mali bft pra

covnici mistni sprivy. Obdobn6 jako v dalifch zemich se pro

filuji dv6 kategorie: 6zci' specialist6 - schopni vysoce kva

lifikovan6 iegit konkr~tni specifick6 probl6my financ! a ho

spodaieni mist a obci, zdravotnictvi, socigini'ch a dalgich 

sluieb - a universilni, viestrann6 zam~feni odbornici (6asto 

charakterizovani jako generalist6). Velkad pozornost je sou

st~edlovgna prdv6 k v~chov6 a dalgimu vzd~livdn! "generalistil' 
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majfcich p~ehled o t~m~k vegker~ch oblastech 6innosti mistni'

ho 6iEadu. Takovfto odbornici jsou p~ilmo nepostradatelni zv1gg

t6 pro mengi i.ady. I z uveden~ho da~vodu je v oblasti v~chovy
 

kiaden zv~gen dairaz na v~uku obecnfth otizek stdtni sprivy,
 

jejich cilei a struktury, zgkona a da1gich zgkladnich legisla

tivnich norem a dokumenta.
 

Pokud jde o samotnou v~chovu, mA v Ddnsku bohatou tradi

ci. Jeji zAklady byly poloieny peed vice nei padesaiti Itety,
 

Mdy vidda za~ala zd~raz~ovat pot.ebu teoretick6ho a praktic

k~ho vzd~lgvgni spr~vnich pracovnika. V roce 1936 byly usku

te6n~ny prvni kursy problematiky vekejn6 sprgvy, do nichi by

ii za~len~ni perspektivni pracovnici mistnich 6iiadai (tzv.fu

nensk kurs zah~jen ye m~st6 Funenu). Gd t~to doby jsou roz

pracovgny projekty r~zn~ch vzd~1dvacich kursii.
 

V sou~asn6 dob6 jsou kursy tvo:Eici sou6a'st vzd~lAvdnl 

pracovn Ik mistni sprivy (Dansk Koinmuna'l kursus DK) uskute6-

Aovdny ye 30 lokalit~ch - prakticky po cel4 zemi. v~tgina u

zavien~ch vzd~lgvacich cyk1d je rozalen~na do dvou zgkladnich 

Udsti - na v'uku obecn~Ich otgzek v~voje a sou~asn6ho stavu 

spr~vy (cca 250 hodin - tzv. DK I) a na piedn~gen! specigl

nich disciplin (mezi nimii dominantni misto zaujimaj! otizky 

financl - zejm6na dan! a sociini'p66e - t7-v. DK II). 

Pokud jde o vgeobecnou zdkladni'pipravu, je orientovi

na hlavn6 na studium ob6ansk6ho zgkoniku, otdzek ngrodnfho a
 

mistniho hospoda:stvl', objas~ovdn! za'sad organizace a efek

tivni 6innosti mistni sprdvy. Po absolvovdn! tohoto prvniho
 

kursu si posluchafi mohou zvolit inezi ndsledujicini kursy
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syst~m, Hizen' sociglnich
(kaid' v rozsahu 50 hodin): daiiov 


z~1eiitosti, ekonomika a Hizeni. T~eti' 	stupeA vzd&1d'vgni pak
 

zvligt6 k problematitvoil specializovane kursy orientavarl
4 


Hzeni. Mohou studovat jak otizky Hzeni ekonomiky, spr~vce 


niho apar~tu, efektivniho fungovgni sekretari~tu a adrninistra

tivy vcibec, tak problematiku iizeni zdravotnick~ch nebo tech

z uveden~ch kursai je projektovgn na 100
nick~ch slu~eb. Kaid 


hodin. Jeden ze specializovan~ch kursA~ p,edstavuje i tzv.
 

Da'nski knihovnickA gkola (pro pracovniky obecnich a m~stsk~ch
 

knihoven) organizovani v d6lce 150 v~ukov~ch hodin.
 

Vgechny typy kurs~i jsou organizoviny tak, aby nenaruso

valy b~in6 p~sobeni jejich i16astnik'i v dfadech. Proto se ko

naji jeden den v t~dnu - maxim~ln6 po dobu jednoho roku. 

K116ov6 postaveni v nastin~n~m syst6mu 	vzd&1dvgni hraje
 

D~nsk6 stiedisko pro v~uku problematiky mistni sprivy (Den
 

Kommunale H56jskolo i Danmark) se sidlem v Grenaa, jei bylo
 

zaloieno v roce 1967. Je specializov~flo hlavn6 na vzd~lgvgfli
 

volen~c'- piedstavitela a vedoucich pracovnikia obecnich a vyg

na rizn~ch formich pedagogic~ich spr~vnich 6ida Ro6n6 se 


k6 6innosti jim organizovan~ch podili kolem 11.000 poslucha

8a~. Pasobi jako nezgvis?.6 instituce Hizeni jedengcti~1efnou
 

radou (6 zistupcia Ddnsk6ho ngrodniho sdruieni mistni spr~vy,
 

3 za'stupci N~rodniho sdruieni okresnich rad, 1 z~stupce mis

ta Kodan6 a 1 zistupce m~sta Frederikabergu). StiEedisko pii

pravuje kursy, jichi se rnohou 66as-Lnit 	voleni piedstavite14
 

275 obci a pracovnici jejich 63iadai, pracovnici vegker~ch te

ritoridinich spra'vnich 6.tad6, 6lenov6 a stoupenci v~ech po



- 39 

litick'ch stran a hnuti. Obecni a vygsi diady, strany a hnutf
 

hradi za d6ast sv~ch piedstaviteli a pracovnki5 v jednotli

v~ch typech vzd~liv~ni kursovn4.
 

Dgnsk6 stkedisko pro v~uku problematiky mistni spr~vy
 

prioritn6 organizuje 3 z~kladni typy kursd: pro volen6 pked

stavitele, k problematice Hzeni a specializovan6 formy vzd6

1vgnl. Kursy pro volen6 zdstupce reprezentuji pEiblin6 30 %
 

kapacity tohoto centra. Jsou pkipravov~ny ve dvou variantich:
 

jednak pro nov6 zvolen4 radni, kteil dosud v mistni spriv6 ne

pasobili (s akcentem zvlgt6 na objasnovgni jejich priv a po

vinnosti, vfklad nov~ch zdkon6, na ochranu iivotniho prostfe

di, kulturni politiku, socidin! p66i a dali discipliny1 jed

nak pro zkugen6 volen6 6initele. V r~mci t~chto typa vzd~lA

vacich aktivit se rovn6i po@ddaji seminaie (zejm6na ke vzta

ham a spoluprici mezi volenmi zistupci a profesionilnimi pra

covniky mistnich 6iadd). Pozitivn6 jsou vesm6s hodnoceny tzv.
 

dilny (workshops) zamken6 k n~kter~m specifick~m otgzkgm 

napk. k tomu, jak fidit schdze obecn! rady, k p~iprav6 vefej

ngch vystoupeni volengch zgstupca, ke spolupr~ci se sd~lova

cimi prostiedky atd.
 

Mezi frekventovan6 patti i kursy k ot~zk~m Hizeni. Pied

na ej! se zejm6na obecn6 otgzky managementu (v6etn6 objasno

v~nl z~sad strategick6ho fzeni, ngstroj5, jimii je Hdici
 

proces usm~riovgn, vztahu mezi Hizenim a organizaci price,
 

problematiky vazeb mezi izenim, komunikacl a spolupraci aj.)
 

Vyhledavan6 jsou ovgem i vzd4livaci akce Ke specifick~m pro

probl6m~m fizeni v jednotliv~ch oblastech pasobeni mistni
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spravy a iUzemnL samosprivy (napkkad k otAzkgm Hzen! obec

nich a rn~stsk'ch 6:aa gkolsk~ch, soci~1nich a zdravotni'ch
 

diadi, kursy pro editele zikladnich gko1, gkolek, knihoven,
 

doni oddechu). V posledni dob6 si nap:Eiklad zna~nou popula

ritu ziskaly kursy na t6rna: "Aldici pracovnik na stiedni ii

rovni :Hzeni", "Vedouci n2racovnik v oblasti personalistiky", 

"O0sobn! pignovgni" a "Pracovni motivace".
 

Nejv~tgi 69st kapacity Dgnsk~ho st~ediska pro v~uku pro

blematiky rnistni sprivy je vypln~na organizovinrn speciali

zovan~ch krgtkodob'ch kursa (k financim, k jednotliv~m oblas

tern sprgvni 6innosti, k 6innosti sekretari~tu, obecnich a vyi

gich dkada, iddrib6 budov a da1gi).
 

ye v~ech typech vzd~lgvacich aktivit se uplat~iuji ri~zno

rod6 pedagogick6 formy a metody. Vgestrann~ho uplatn~ni se
 

dostivi modernirn audiovizuinim prosted3Mn. V roli pedagoga 

vystupuji' pracovnici distiednich org~na st~tni sprivy, mist

sk'ch a obecnich d:aa asociacl mistni sprivy, vysok~ch gkol, 

staftnich vzd~1dvaci'ch institutCi i soukrorn~ch poradensk~ch fi

rem (D~riske' stiedisko pro v~uku problematiky mistni sprdvy 

nezam~stnivi idn~ho interniho lektora). V roce 1990 st:Eedis

ko napi. disponovalo p:Eibiin6 1.300 externimi lektory. Stke

disko v Grenaa a v da1gich 1okalitgch disponuje celkem 160 

posluchdrnami; zijem o studiun je ov~ern podstatn6 vyggi, t1-ak

ie nern~3.e bft zatim pln6 uspokojen. Proto stiedisko na idost
 

mistnich d5iadd organizuje kadu kursd pilmo v jednotliv~ch re

gionech. 

itasovi ndp1A kursci se 1igi. Nejrozsihlejgi (celkern 1.290 
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vyu~ovacich hodin) je studium sm~rl "Administrativa", "Ekono

mika" a "Organizace a fizeni price spravniho apar~tu". Jejich
 

i5astnici kursy navgt~vuji jeden den v t~dnu po dobu n~kolika
 

let. Takto se vzd6livaji piedev~im pracovnici bez vysokogkol

sk4 pr~ipravy (ti jako z~kladni podminku pro 6innost v mistni
 

spriv6 skldajf zkougky z kursa DK I a DK II). V poslednim
 

obdob! v souvislosti s 6silim o rdst efektivnosti mistni spri

vy se zvyguje tlak i na to, aby rzn4 specializovan6 kursy
 

absolvovali tak6 pracovnici s vysokogkolskou kvalifikaci.
 

Proto jsou pro n& pEipravoviny rizn4 kritkodob6 a dlouhodob6
 

formy vzd~lavini.
 



- 42 -


NORSKO
 

Vzd~lvdni v oblasti mistni sprdvy zajigiuje zejm~na
 

Norsk6 sdruieni mistni sprivy (Kommunenes Sentral for bund)
 

se 
sidlem v hlavnim m~st6 Oslo. Nkter6 kursy jsou organizo

viny t6i vysokgmi gkolami. Tit6 specializovan4 vguky spo

1v ve vzdlivfni volengch pEedstavitela a pracovnika mist 

nich a okresnich administrativnich 6iEad6i. 
 Tato forma odborne

ho pasobeni je zejm6na v poslednich deseti letech podstatn6

ji aktivovina jii proto, ie od po6gtku osmdesftgch let doch6

zi pki volb~ch do mistnich a okresnich rad (konaji se kaid6
 

6tyii roky) k vysok6 obm6n6 radnich (cca 65 %). Vlida vzd6

lgvgni podporuje, neboi ma zj*em na stabilizaci funkc! na
 

mistni a okresni drovni (v porovn~ni s aktivitou v obchodu a
 

v primyslu nemd napkiklad pasobeni v mistnich zastupitelskgch
 

orgdnech pot:ebnou spoleaenskou prestii).
 

Na aktivizaci vzdUlavacf 6innosti pilsobi n~kter4 zmeny,
 

jei v mistni sprgv6 a tizemnl samosprave v poslednich letech
 

nastaly a kter6 jsou charakterizovany:
 

- zvygengm akcentem na to, aby administrativa ob~anm slouii

la (tj. potlaov~nim tendenci k jejImu byrokratizovdni)
 

- oprogtnim se od pisneho bazirov~ni na pkedpisech
 

- pEechodem od detailniho Hizen! v ekonomice k postihov~nI
 

girgich a kompaktn~jgich hospodgiskgch zgjmd
 

- piEechodem od centralizace k decentralizaci.
 

Vzhledem ke skute~nosti, ie takto bylo v prdb~hu osmde

s4tIch a pogtkem devadesgtgch let z~kladni poslAnI mistni
 

spr~vy formulovgno, zvysil se akcent kladeny na modern! vzd6
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14vini volen'ch funkcioniH i pracovnkt apar~tu mistnich a
 

okresnich Had 
Proto zvlggt6 Norsk6 sdruien! mistni spr~vy
 

dbg na to, aby ve:Eejn6 publikovai4 informace o kursech byly
 

maximiln6 konkr~tnf a aby projekty kurs5a byly v co nejv~tgi
 

mi:e aplikovateln6 na mistni podminky.
 

Z v~ge uveden~ch ddvodd Norsk6 sdruienf'mistni sprdvy
 

pfijalo mimo jir16 rozhodnut! o tomn, ie vgichni nova6 zvolen!
 

pEedstavite16 musi povinn6 absolvovat vstupni odborn6 9kole

ni tvo~en6 tiEemi v~ukov~hni moduly. Prvni modul je reprezento

v~n ivodnlfmi p:Eedngkani o posl~ni a struktuie mistni 
spr~vy
 

a o vz~jemnn~ch vztazifch mezi jejIrni orggny. Jsou objasfiovdny
 

z~kony a da1gi pr~vnI normy vztahujiclf se k vfkonu mistni
 

sprdvy, zpidsoby sestavovadni rozpoti, formy vypracovdvgnl plg

nia 6innosti mistni a okresn! 
rady, z~sady krdtkodob6ho a dlou

hodob6ho p1~novgn! na mistni a okresni tirovni.
 

Druh v~ukov modul je zam6:en motiva6n6 a pojedndvA o
 

vztahu volen~ch funkcioni:E a pracovnfkia mistnich a okresnich
 

diadca k veiejnosti, ke sdilovacirn prostkedkun a k jednotlivhn
 

politick~m strangm. Metodicky je zpracov~n do pkednggek, dis

kusf a do syst6mu individuglniho studia, pki~emi 
se zna~n'y
 

akcent kiade na vyui v~n! osobnfch zkugenost! a poznatka kai

de'ho posluchaae.
 

Tiet!f modul mA praktickg pojet! a jeho cilem je zvy~ovat
 

kvalifikaci piedevgfm v oblasti Hzeni (povinnosti a priva
 

piedsedy a &lend~ rad, formy a rnetody jejich pr~ce a dalif).
 

DbA se zejm~na na praktick6 osvojovdnI nAvyka~ a dovednosti,
 

na individudin! prAci 1ektorda s 66astniky kurs5i.
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Takto popsan SySte'm je realizovdn na drovni jednotli

v'ch okresd gkoliteli (zhruba v po6tu 100), ktei byli pro 

v~uku v kursech specidln6 vy~koleni. 

Od roku 1992 se po~iti s uskute66ovinim i n~ro~n~j9!ch 

v'chovn6 vzd~1ivacf'ch akci. Jde o kursy k problematice Hxze

nna dr6vni mist a obci (city management) a ke specifikovg

ni posl~nl volen~ch piedstavite'5 mistni sprivy. Poznatky,
 

jei poslucha~i ziskaji, budou mnohem detailn~j~i nei v zA

kiadnim kursu. Z metodologickdho hiediska jsou v t.~chto kursech
 

preferov~ny diskuse i3~astnikili kursci s lektory, panelov6 disku

se a v~m~na n~zor~i funkciondgi jednotliv~ch rad.
 

Na kursy k Hfzeni pak naviii kursy k p1~novinl, k hospo

dafen! mast a obc! a k objasiiovgni jejich dilohy jako zam~stna
 

vatele. Poslucha6i dostivaji Eadu analytick~ch materii1ii, sy

laby p:EednAgek, n~ktere' 6i.edni zprivy, kniini a 6asopiseck6
 

publikace. V t6to souvislosti se v~nuje pozornost i profesio

na'ni p~fprav6 radnich na jedndni s odborov~rni organizacemi.
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9PANALSKO
 

I pan~lsk system vzd~ldvAni pracovniki mistnif spr~vy a 

6izemni samosprivy vychgz! z administ :ativnlho roz~1eri~ni te

ritoria stitu na oblast p~mo spravovanou 6stiedni vlddou a 

17 autonomnich oblast! (z nichi historick'mi jsou Kataldnsko, 

Baskitsko a Galicie). Rovri~ z uveden~ch davodxi je odpov~d

nost za vzd~ldv~ni do zna~n6 miry decentralizovina, tj. p:Ee

nesena na jednotliv6 autonomn! oblasti financujici sv6 viast

n! gkoly ve, ejn4 sprdvy (Katalinski gkola veiejne spravy zis

k~vg nap~iklad 90 % finan6nich prost~edkd sv~ho rozpo~tu od 

autonomni vl~dy); pkiton n~ktere' z t~chto gko1) se rnohou po

chiubit bohatou tradici a poivaji zna6nou prestii. 

gkoly ve-;ejn6 spr~vy poskytuji odborn4 vzd&1gni jak vole

nym pkedstavitelim, tak sprivnim, 6.kednikMim. Obvykle maj! auto.

nomni postaveni a udriuji kontakty jednak mezi sebou, jednak 

obdobn'mi pedagogick~mi zaikizenimi ye Francii, N~mecku a v 

da1gich 61ensk~ch stdtech Rady Evropy. Ozce spolupracuji se 

gpan~lsk~mi vysok~mi gkolami, jejichi u6itel6 jsou z64sti za

6lefiov~ni do vyu6ovaciho procesu na 9ko1~ch vetEejn6 sprAvy. 

Nikter6 z uveden'ch gkol disponuji bohat6 vybaven~mi dokurnen

ta~nimi odd~lenini a stiedisky a vyd~vaj! odborn4 studie, pki

padn6 6asopisy, zam&ien6 k problernatice spravy a v~uky odbor

n~ch piedni~td.
 

innost gko1 vekejn6 sprAvy je kl'zena jej.ch prezidenty 

a kediteli, resp. rektory. Prezident stoji v 6ele kidicich 

rad obvykle tvoken~ch generg1nini kediteli d5Iadt vekejn6 a 

mistni spr~vy jednotliv~ch oblasti, dalilmi zistupci v1~dnich 
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iflstitucl, p~edstaviteli spolupracuji'cich vysok~Ich gko1, pji

padnE- da1gfch za~izeni. Aldic! rady rozhoduji o zam~en! vy?

uky, schvaluji programy kursil na pilslugn gkolni rok a roz

po6ty Lko1 (tvoi~en6 subvencemi z vl~dnlch dalgich ve:Eejrich 

a ze soukrom~ch zdroj5i a z6isti p~jmy zlskivan~mi od 66astni

ki5 kursii, z vydavatelsk6 6innosti a z poskytovini n~kter~ch 

slieb se vzd~ldvacim procesem souvisejIcImi). Na n~kter~ch 

9koldch - nap:Hklad na Kataldnsk6 gkole veiejnd spr-dvy - exis

tujl vedle sebe odd~leni pro v~uku specializovan~ch disciplin 

a oddileni pro rozvoj jazykovy'ch studii (kata1~ngtiny, baskit

5tiny). 

K zgkladnim vyu6ovacim studijnim sm~riim patH: 

- problematika rnfstni sprivy a jej! organizace 

- pr~vnl discipliny 

- ekonomika m~st a obci 

- city management 

- urbariismus a architektura 

- personalisto-ika a interpersonciln! komunikace 

- informatika 

a 

- kursy zam~iene'na formovi osobnosti funkcion~ie mistni 

sprAvy.
 

V rimci uveden~ch sm~riA se rovn~i studuji ot~zky p1gnov~ni,
 

psychologie a v autonomnnich oblastech se rovn~i v~nuje pozor

nost vzd~liv~nl v menginov~m jazyce.
 

Zv~geni pozornost je p:Eikl~dina zpracov~vAni projekta
 

vzd&1~vaclch kurstl tak, aby reagovaly na specifick6 podminky
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a poiadavky obci a regionil. Da1~l specializace vychiz! ze za

m6 eni jednotliv~Ich aktivit uplat~ujicich se v mistni spr~v6.
 

Jsou po:Edgny sarnostatn6 kursy hlavn6 pro urbanisty a odborni

ky ye stavebriictvi, v zem6d~lstv! a lesnictvi, pH'stavni, dill

na leteck6 specialisty, odborniky v oblasti komunikacl, pro
 
pracovn~~~ky ye ve:Eejn6m zdravotnictv', veterine 
prcvfk 

soci~lnich sluieb - a t6i pro biology, chemiky, topo~ir;fy a 

kartografy. Kursy jsou organizov~ny jednak ye 6kol~ch, jednak

za ti6asti pracovnik~i gkol - v dalgich lokalitdch (KatalinskA 

sAkola ve.ejn6 spr~vy zaloien6 jii v roce 1912 nape'. ye s~kol. 

roce 1987/88 uskute~nila celkem 47 typ6 kursai v Barcelon6, 

v Giron6, Lleid6 a Tarragon6). 

Obdobn6 jako ye F'rancii je i ye 9pan~lsku absolvovdn!
 

vzd~l~vacich kurs5i v~t~inou p~edpokladem pro zaaleninl ps'i

slugn~ch pre..:ovnikia na funkani mista v mistni spriv6 a pro je

jich platov postup (jsou roz6len~na do kategorie A, B, C, D,
 

E). Zam~stnanci povinn6 absolvuji U'vodn! vstupn! kursy a po
 

sloien! zkougek a ziskirni ur~it6 praxe v mistni sprave Jsou
 

roz6lefiova'ni do vybran~ch specializovan~ch v~chovn6 vzd~lgva

c~fch akcf.
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VELKA BRITANIE
 

Ve Velk6 Britgnii, kol4bce parlamentni demokracie, je
 

problematice veEejn6 sprAvy tradi~n6 v~novana zna6na pozor

nost. Studia v oblasti spr~vy rozvij! jednak iada universit
 

a jejich specializovan~ch istavO, jednak sarrostatn p6sobi
 

specializovan6 mimouniversitni instituty. Zatimco v~lu6n6
 

universitni dstavy jsou orientoviny spige akademi6t~ji
 

i kdyi spolupracuji s hrabstvimi, m6sty a obcemi i se
 

soukromgmi poradensk'mi spole~nostmi - jako napE. Cstav stu

dii v oblasti mistni srrdvy (Institute of Local Government
 

Studies) Birminghamsk4 university, specializovan6 instituty
 

obvykle bezprostEedn~ji reaguji na potEeby praxe. Patil k nim
 

napE. Institut veEejn6 sprAvy a kizen! /The Institute of Pu

blic Administration and Management) se sidlem v Liverpoolu a
 

O:Ead pro v~chovu v oblasti mistni sprAvy (The Local Government
 

Training Board) se sidlem v Lutonu, zam6ien na vypracovgvA

n! projekta vzd~l~vgni pracovnikil mistni spr6vy v Anglii a ve
 

Walesu a na poskytovAni metodick6 pomoci jednotliv'm 6iadOm
 

v eduka6ni oblasti.
 

Institut veiejn6 spr~vy a H.zeni (dile jen Institut) v
 

Liverpoolu byl zilzen v roce 1986 jako samostatn6 stiedisko
 

zabvajlci se vgukou a v'zkumem v oblasti veiejn4 spr~vy a
 

Hfzeni vekejn~ho sektoru. V~ukovZ v~ak pdsobil pEi Liverpool

sk4 universit6 jii od roku 1975. Institut se zab'vi vgukou,
 

v~zkumem, konzulta6ni a publika6ni 6innostl v oblasti spr~v

nich zgleiitosti, piipravuje programy pro ziskini v6deck6
 

hodnosti a organizuje iadu krgtkodobch kurs6 zam&ien~ch na
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rozvoj Hzent, veden' a specializovan6 aspekty sprivy. 

Uchaze~dm nablzr nisledujicl formy studia: 

- diplomov6 studium administrativy 

- diplomove'studium verejne sprivy 

- studium k ziskgnif hodnosti magistr veiejn6 sprgvy 

studium k ziskgnl v~deck'ich hodnosti: 

M. Phil (ragistr filozofie) 

Ph.D. (doktor filosofie) 

a 

- specializovan6 krgtkodob6 kursy. 

Pro britsk6 a zahrani~n! studenty Institut organizuje 

fEadu postgradu~ini'ch a diplomov~ch v~ukov~Ich programdi. Ucha

ze~im ze zahrani6i je zejm6na nabizeno studium zam6 en6 k 

ziskgni hodnosti Magistr veiEejn6 sprivy - (MPA), kter6 tvoili 

flexibiln! blok zgkladni'ch a voliteln~ch kursdi piedndgen~ch 

v pr~b~hu jednoho roku. 

Od zaloieni Institutu liverpoolsk6 kursy ve.ejn6 spr~vy 

absolvovali studenti z vice nei 6ty:Eiceti zemi, zejm6na viak 

z Afriky, Stiedniho v~1chodu, jiini a v~chodni Asie. 

Pokud~ jde o metodiku v~uky, v n~kter~ch kursech je dUaraz 

kiadei na utvAdEeni specifick~ch dovednosti posluchaCi, v ji
ri'ch pak na giril srovn~vac! kontext  ye stgtni, sociilni a
 

v ekonomick6 rovin6.
 

Do kursd~ za 56elem zisk~ni titulu Magistr veiejne4 sprivy
 

mohou b~t piEijima'ni pikimo pouze absolventi vysok~ch gko1;
 

studenti s ur6itou praxi ye sprgv6, avgak bez t~to kvalifika

ce
1 se rnusi nejdfive pfihldsit do diplomove'ho studia a po je

ho absolvov~n! teprve do kursu MPA. Tento kurs je jednoroc'ni,
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ve vyjlme6n'ch pfpadech mdie bft ov~em rozgifen na dva roky.
 

Dal.i nabizenou vzd~ldvac! 6innosti je diplomov6 studium
 

administrativy (DAS), kter6 mi obsahov6 obdobn6 zam6feni ja

ko kursy MPA. Je chdp~no bud jako samostatnd vzd6l~vaci for

ma, nebo jako p@ipravn kurs pro studium k zlskini hodnosti
 

Magistr vefejn6 sprivy. Bohat6 tradice mi liverpoolsk Insti

tut tak6 v organizov~ni postgraduAlniho studia v oblasti. ve

fejnA sprdvy zamfen6 na z~sk~n! v~deck6 hodnosti - M. Phil
 

(magistr filosofie), nebo Ph.D. (doktor filozofie). V nepo

sledni: ad6 Institut nabiz! i postgraducini s.udijni program,
 

kter spojuje bin6 kursy s individuAlnim v~zkumem, provad6

n~m pod dohledem nejmen6 jednoho 6lena akademick~ho sboru.
 

Uchaze6 o dan typ studia v Institutu musl mit nciedu

jici kvalifikaci:
 

a) b~t absolventem Liverpoolsk6 university, jin4 uznivan6 u

niversity, nebo mit odpovidajici vysoko9kolskou kvalifika

ci,
 

nebo:
 

b) bft star i 25 let s nejmen& p~tiletou praxi ve verejn4
 

spr~v6. Uchaze~ova kvalifikace je posuzovdna prijimaci
 

komisi a jeho idost mus! bft doporuaena vysilatelem.
 

V'uka probIhA v angli~tin6, proto uchazeai ze zahrani i
 

musi prokizat dostate6nou znalost tohoto jazyka, jinak nemo

hou bft do postgradudlnich programd piijati. Oroven jazyko

v'ch znalosti prov6fuje bud Liverpoolsk9 universita nebo jej!
 

jednotliv6 fakulty, popf. BritskA Rada (British Council).
 

V kursu pro zIsk~ni titulu Magistr veiejn6 sprivy (MPA)
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se v jednom studijnim roce studenti obvykle zapisuji na dva
 

dvacetitidennl zgkladni kursy a na dva patngctitgdennl voli

teln6 kursy. 06astnfkdm je doporu~ovino, aby si volili tako

v6 korilinace kursd, kter4 by odrgiely jejich individu~ini
 

schopnosti a poti eby a sou6asn6 odpovidaly pozadavk~m jejich
 

garantd - sponzord.
 

V r~mci studia MPA Institut nabizi p6t specializovangch
 

studijnich sm~r6i. Piedpokldg se, ie si studenti vyberou je

den z nich a ie v jeho rimci si pak saml voll kombinace 6tyf
 

kursd.
 

Ve gkolnim roce 1989/90 se nap:Eiklad jednalo o nsledujlci
 

kursy:
 

I. Zdkladni kursy (20 t'dni)
 

1. Srovndvacl kurs stitni sprivy
 

2. Rozvoj a stit
 

3. Alzeni lidskgch zdrojd
 

4. ZAsady sprivy
 

5. Alzenl a informa6ni syst4m
 

II. Voliteln4 kursy (15 tgdnd)
 

6. Mistni sprdva
 

7. Sm~ry ekonomick6ho rozvoje
 

8. Rozvoj kari4ry jednotlivce a organizace
 

9. Projekt a jeho zhodnoceni
 

10. Databize n~vrhu a izeni
 

11. Sv~tov4 a regiong1n! organizace a rozvoj
 

12. Regiongini studie: Jini Afrika
 



- 52 

13. Alzeni veiejn'ch podnikd
 

14. kizen! financ!
 

15. Alzen! univerzit
 

16. Energetika a plinovdni
 

17. Administrativni reformy
 

18. Plnovgni gkolstvi
 

19. Informatika
 

Metodika vguky je volena tak, ie v z~kladnich a ve vit

gin6 volitelngch kursa tvoE z~klad p~ednggky a studium pie

depsan6 literatury, dopln6n4 skupinovgmi semingi a diskuse

mi s lektory. .asto se ve vyuce pouzlvaji interaktivni meto

dy, v~etn6 simulacl, prdce ve skupinAch, sledovini video pro

grama, ev. i jejich vytvdieni. Studium je zakon6eno obhajobou
 

diserta6n! price.
 

K aktivnim organizacim pdsobicim v oblasti vzd~igvgni
 

pro potkeby mistni sprivy a dzemni samospravy ve Velk6 Britg

nii pat. spole~nost RIPA International Ltd. RIPA nabizi gi

rok4 spektrum gkolicich a konzultaanich sluieb organizacim
 

vefejn~ho sektoru na britskgch ostrovech i zahranil. Pavodn6
 

(od roku 1972) byla mezingrodn! sekci Kr~lovsk~ho institutu
 

veiejn6 spr~vy (Royal Institute of Public Administration -


RIPA).
 

Institut RIPA byl zaloien v roce 1922 jako piedn! nez&

vislA britska instituce zabvajici se Hizenfm ve veiejn6m
 

sektoru. Od po6gtku padesgtgch let se v rostoucl mlie orien

tuje na vypracovavgni programd zahrani6n! pomoci, navazuje
 

a prohlubuje kontakty se zahrani6nimi partnery a poskytuje
 



- 53 

sluiby vlidm a statni spriv6 dalich zemi - samosatn6, nebo
 

ve spoluprici s mezingrodnimi organizacemi. V uplynulch le

tech RIPA International Ltd. vypracovala giroki program 5ko

licich kursd a poradenskgch sluieb pro veiejn sektor mnoha
 

st~t6.0dbornici z t6to organizace pracovali nebo pracuj3 
 ve
 

vice nei tficeti zamich na rozli6ngch 6kolech - od anal~zy
 

5kolicich pot.eb pies pomoc pi zakl~dini n~rodnich institu

ta pro ve~ejnou sprdvu k d6asti na n~rodnich programech re

formy stdtni spr9vy.
 

RIPA International Ltd. nabfzi zAkladni program 22 kur

s6, kter6 jsou pistupn6 pro zAjemce ze v~ech zem a jsou
 

kaidoro6n6 poiddiny v Lond~n6. N~kter6 kursy jsou modulgrni
 

a ize je absolvovat po Udstech - podle specifick~ch potieb
 

dLastnkd. Kursy nebo moduly mohou bft spojeny se studijnrmi
 

cestami a dalgmi formami vzd~l~vdn!.
 

RIPA International dale nabizi konzulta6n! a gkolic!
 

sluiby ve v~ech hlavnich oblastech fizeni verejnych sluieb,
 

v~etn6:
 

- reformy st~tni spr~vy
 

- programd a semin i v oblasti vrcholov6ho Hzenl
 

(top managementu)
 

- Hizen! "lidsk~ch zdrojtl" (human resources)
 

- Hzeni gkolicich aktivit (management of training)
 

- analzy gkolicfch potieb a organizace studijnl'ch programa
 

- vgchovy a rozvoje gkoliteld
 

- manai4rsk~ch sluieb
 

- rozvoje organizace
 

-2/
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- informaanich syst~m6
 

- finan6niho Hzen! (financial management)
 

- 'lohy ien v rozvoji Hizen!
 

- projektov6ho Hzen! (project management).
 

RIPA Int. vyu~ivA svjch zna~njch zkugenosti ze spolu

prdce s mezingrodnimi organizacemi pro pomoc a rozvoj (aid 

agencies). kadu projekta uskute6nila ve spolupraci s ODA 

(Overseas Development Administration) a Britskou radou (Bri

tish Council), dalgi v r~mci Rozvojovdho programu OSN (UN
 

Development Programme) a Evropsk~ho rozvojov6ho fondu (Euro

pean Development Fund), v kontaktu se Sv~tovou bankou nebo
 

p:Hmo s n~rodnimi vldami.
 

RIPA Int. vydivi 6tvrtletn6 6asopis "Public Administration
 

and Development" (Veiejng spriva a rozvoj), kter sleduje a
 

hodnot! zkugenosti veEejn6 sprdvy pEedevgim v rozvojovjch ze

mich. Kontakty rozviji zejmena s institlty, akademiemi a dal-


Hmi gkolami veEejn6 spr&vy v Tanzanii, Botswan6, Lesothu,
 

Svazijsku, na Fidii, v Gambii, Indii, Indondsii, Lib~rii,
 

Nig~rii, Pdkistdnu, Suddnu, Uganda, Ominu, Malajsii a na ga

lamounov'ch ostrovech.
 

V roce 1991 experti RIPA navitivili i ieskoslovensko,
 

kde se podileli na anal~ze stavu stdtni sprAvy.
 

Zati'mco liverpoolsk institut je charakterem v~uky vice
 

spjat s vysoko~kolskou v~ukou postgraduglniho typu, 0Ead pro
 

v~zkum v oblasti mistnI sprdvy je vlu~n6 zam&en na praxi.
 

Vyddvg v~ukov6 materigly a vzorov4 projekty kursA, na jejichi
 

zaklad6 se v jednotlivjch lokalitdch velmi 6asto vypracovgva-


A 
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j~konkr6tnf* specifick6 projekty vzd41~vacich aktivit. Uvede
ne materigly O~ad poskytuje ml.stnim spra'vnam orga'ndm v Angii
 

a ye Walesu za nevysokou 5Thradu.
 

Po:EddA d~le n~kter6 semingie a kolokvia k aktuglnim otdz

kAm vfkonu st~tni sprivy v hrabstvf'ch, obcfch a ye m~stech.
 

Jsou na n6 zvgni bua zistupci mistnich diadiA z Anglie a Wale
su (seminA:Ee a kolokvia na ngrodnf' irovni), nebo z~stupci 6:Ea

dai z jedin~ho regionu (region~ln! vzd~l~vacl akce organizova

n6 p:Elmo v regionech).
 

Okad pro v~chovu v oblasti mistni spr~vy v~nuje zna~nou
 

pozornost rozpracovini metodologick6 v~uky odborn~ch disci

plin (v roce 1990 byly nap:E. jf'm vydgny publikace: "A.izen!
 

v~chovy diednikil", "V'po6etni' technika ye gkol1ich", 
"P~ru6ka
 

pro lektory", "Jak vychovavat", "Vchova nov~ch u~ite16 a je

jich v~voj", "Roaenka u6iteici problematiky mistni sprAvy",
 

apod.) a poskytovgnf metodickii pomoci pii vzd&1~v~nl pedagogai.
 

Proto zajigiuje i pedagogick vy'zkum a rozsdhlou informa6n!
 

6.innost vzta.ijic se k v~uce problematiky mistnf sprAvy (opi

rajlcl se o viastni databa'zi knih, v~zkumn~ch zprgv a 61in

kU). COEad v neposledn!i ad6 vypracovgvg a distribuuje projek

ty vzd~lgvgnl i v n~kter~ch :Eemeslnick~ch a d~lnick~ch pro

fesich a zabezpe~uje prozku~ov--'nl pilslugniki mistni policie
 

a poigrni' sluiby.
 

Pokud jde o publika6n! a poradenskou 8innost, je zam~ie

na zejm~na na zveiejiovdnl v4zkumn~ch zpriv z oblasti mistni
 

sprdvy a jeji v~uky, 
na propagov~ni zkugenostf shromaid~n~ch
 

jednotliv~mi privnimi 6iady, kter6 je moino v okruhu mistni
 



- 56 

spr~vy vhodn6 aplikovat. Rozpracov~ny a propagovAny jsou tim

to zpdsobem napE. nejd6inn~j f metody v'uky vyuiiti osobnIch
 

po6ita6l ve spravnf 6innosti, audiovizugini techniky ve vguce,
 

uspgn6 projekty HIzenf (city management).
 

OEad pro vgzkum v mistni spriv6 spolupracujic! mj. s
 

osmi britsk~mi bankami rovn&i sponzoruje n~kter6 v~ukov6 akce
 

poPEdan6 pro mfstni sprivni 6:Eady soukrom~mi instituty a orga

nizacemi. Ozce spolupracuje s OiEadem pro Hfzen! mistni sprdvy
 

vytvo:en~m k 1. lednu 1991, kter 
 je pov6@en praktick~m size

nim mistnich sprdvnich orgAn6 a koordinuje jejich 6innosti,
 

jakoi i komplexni p661 o pracovniky mistni sprAvy a o jejich
 

v~chovu. Oiad pro v~zkum v mistni 
sprav6 vyddv& tEi bulletiny,
 

v nich2 je znaang pozornost piedev.i'm v~novdna problematice
 

metodologie v~uky marketingu, financovdni, obchodu a sluieb;
 

jejich prostEednictvim se rovni z6sti poddvaj! konzultace.
 

Vedle bulletinu CEhad vyd~vA i n~kter6 monografie (v roce 1990
 

nape. "Efektivnost rozvoje 'izeni veiEejn6 sluiby") 
a p~iru6ky
 

(populrnf je napfiklad jak~si "prtvodce" pro nov4 6leny mist

nich spr~vnich rad pojedndvajici o pojeti a organizaci mistni
 

sprdvy, legislativ6, financich, rozvoji sluieb, vztahu k tis

ku a noviniEm a o dalgich sfer~ch municipin! politiky).
 

tj 
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SPOJEN9 STATY
 

Ve Spojengch st~tech pdsobi v~t i mnoistvi institutd vefejn4
 

sprivy a mistni samosprivy organizujfcich vzd~lAvacI a konzul

ta6n! 6innost. Pracuji bud v r~mci renomovanIch universit,
 

nebo na soukrom6 bdzi. Zatimco universitni instituty se vice
 

obvykle zam6tujI na vgchovn6 pasobeni, soukrom6 instituty z
 

v~t9I 6sti 6asto zajigiuji konzulta~n! 6innost, prlpadn6
 

vypracov~vaji projekty kursa a scminAH, kter6 jsou organizo

viny na rizn4m stupni dzemn! samospravy. Velmi aktivni roli
 

sehrgvg i Konference starosti Spojengch st~tA organizujfci
 

kaid~m rokem stovky vzd~livacich akc! a spolupracujici s nej

vgznamjgjmi vzd~ldvacimi zaiizenimi a konzulta6nmi centry.
 

Pokud jde o universitni instituty vedle harvardskdho vy

v jej! velmi aktivni 6innost Institut nmistni spr~vy Universi

ty Severn! Karolina se sidlem v Chapel Hill a Institut mist

n! spr~vy Carla Vinsona, kter pisob! v r~mci University Ge

orgia. Institut mistni spr~vy University Severn! Karolina pA

sob! jako vgukov4, v~zkumn4 a konzulta6ni centrum. Od roku
 

1931, kdy byl zaloien, uspok dal desetitisice krAtkodob~j9Ich
 

a dlouhodob~jgich kursd, jejichi frekventanty byli a jsou ze

jm4na voleni pkedstavitel4 obci a pracovnici obecnich a m6st

sk~ch 6kada. Institut zajigiuje mimo jin6 i jednu z forem
 

postgraduiln! vuky ur6enou zvlgt6 pracovnikdm vl~dnfch dka

dd statu Severni Karolina a pracovnIkim dkadd hrabstvi. 0 stu

dium je zv~gen zdjem i mezi city managery, ktek! zikladni
 

vzd~l~nI vysokogkolsk6ho sm6ru (bakal ksk6 a magiste-7sk6) zi

skavaji zejm6na na Universit6 Severn! Karolina.
 

'if 
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Za dobu sv6 existence Institut mistni sprAvy vydal mnoho
 

prru6ek, specializovan~ch bulletind a periodik. Rozs~hla je
 

i jeho v~deckovgzkumnA cinnost, jej~mi objektem je §irok6
 

spektrum ot~zek ve~ejn6 sprivy. 
dst badatelsk6 aktivity je
 

moino charakterizovat jako z~kladn! v~zkum, v~tf cst jako
 

v~zkum aplikovan4ho typu. Ocenov~na je i populariza6ni funkce
 

institutu, spo6 vajici jak ve vydivinf a distribuovin! mengich
 

publikac! o jednotlivgch ot~zkdch ve:ejn4 sprdvy, tak v di

stribuci nov~ch zdkona, prov~dclch pfedpisa k nim a vyhlA

5ek a informac! o jejich pfiprav6 do 6fadd a institucl, s ni

mii Institut mistni spr~vy University Severn! Karolina spolu

pracuje. Tento institut v obdob, od roku 1931 v neposledn!
 

fad6 zpracoval 6etn6 podkladov6 studie a dalgi pot:ebn4 ma

teridly pro rizn6 federlni a statni studijnl komise posuzu

jIcf jednotliv6 aspekty 6innosti stdtnI spr~vy a dzemn! sa

mospravy a navrhujicl pfijet! konkr~tnich kegeni.
 

Institut mistnf sprdvy Carl Vinsona University Georgia
 

je v porovnan'f s universitnim institutem ze Severn! Karoliny
 

mladi. 
Tfebaie se jeho z~klady formovaly v padesftgch a ge

desit'ch letech, jeho intenzivni v~ukov& a v~zkumni 6innost
 

se datuje do po~dtku sedmdesdtgch let. ZdkladnIm poslinfm
 

institutu je vzd~ldv~ni volengch pfedstaviteld obc! a pracov

nikiI m~stsk~ch a obecnich dfadd, dfadl hrabstv! i vrcholn(ch
 

uiadd st~tu. Institut si zfskal renom4 zdaleka nikoli jen 


hranicich st~tu Georgia d~ky vyd~vinI v~ukovgch materigla,
 

zamfen~ch na objasnov~nI problematiky ve:ejn6 spr9vy. Tyto
 

studijnI texty jsou vyu~iv~ny nikoli jen na universit6, ale
 

v 
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ina st~ednlch jkolAch. Pro uaitele stiEednlch a vygglch stup

fi6Xza'kladnich gkol Institut mistni sprgvy Carla Vinsona vydA

v9 zvl1gtni v~ukov6 iEady, v nichi jsou popularizovgriy elemen

t~rn! otgzky ve:Eejn6 sprgvy a mistni samosprgvy.
 

Mezi odbornou ve.ejnostl se s pozitivnim ohiasem setki

vaj! studie a uaebnice publikovan6 pracovniky tohoto institu

tu. T~i institut zve:Eejfiuje i regerge k razn~m probl~mim v
 

oblasti sprgvy a samosprdvy a anal~zy z jednotliv~ch sf6r 6in

nosti tiiada. Snail se sou6asn6 syntetizovat dlouhodob6 po

znatky akumulovane'pracovniky spr~vy a samosprgvy raizn6ho stupni.
 

Jednim ze specifick~ch rys~i 6innosti Iflstitutu mistni
 

sprivy Carla Vinsona je skute~nost, ie jeho pracovnici pro

blematiku jimi studovanou nepiednggej! pouze na universit6.
 

Pravideln6 vyuauji v "ter~nu" 
- tj. v hrabstvich, ye m~stech 

a ye specializovan~ch vzd~l~vaclch st:Eediscich okres5 (dis

tricts). Z metodologick6ho hiediska je jejich v~uka zaloiena 

p~edevgIm na fegenl konkr6iznich pi'padov~ch studil mal~'mi sku

pinami posluchaCi. 

Pokud jde o soukromd instituty, k jednirn z nejznim~jilch
 

patff Institu ve:Eejn6 sprgvy z New Yorku, zaloieny' jit" v roce
 

1906 jako vdibec jeden z nejstargich americk~ch instituta to

hoto typu. V souaasn6 dob6 v jeho r~mci p~isobi piedn! ameria

izi teoretikov6 a city manageft. 
Institut vypracovgvg vzdAlA

vacl projekty v oblasti vefejn6 sprgvl, kter6 jsou uskute6

novdny ye Spojen~ch stdtech a fad6 zenif Asie a Afriky. V Evro

pv sou~asrn6 dob6 pomgh& p.i rozvijen!f v~uky city managemen

tu v eskoslovensku a v Polsku.
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Pr~vnl postaven! obcl a mist, jejich orgarlizace,
 

ptisobriost a pravomoc jejich orgnd~
 

Ovodn! pojedngnl
 

Zgvain6 politjck6 a spole6enskg zm~ny, k nimi v nagem
 
stdt6 doglo, si vyidaly proveden! zgsadnich opatien! i v
 
oblasti dizemn.! 
sprdvy, zejm~na i zakotvenf novgho institucjo
rn.nho zabezpe6en! sarnosprdvy obc! a mest. ZAklad k tomu byl

shledgn v obnov6 obecnl'ho z:ElzeniL PA'edpoklady pro to vytvo
ii1 iistavnif iikon, kter Federailn! shrom idni p.iEijalo 18. 
6er
vence 1990 a kter 
 nabyl 656innosti dnem 24. 
listopadu 1990,
 
kdy se konaly ?olby do zastupitelstev v obcflch.
 

Tento idstavni zgkon, uveiejn~n 
 pod 6. 294 ye sbirce zd
kond~
z r. 1990 zrugil dflv~jg! soustavu ngrodnich vy'bori ja
ko mistnifch orgdna, v nichi se 
soust-Eiaoval vfkon st~tn! mo
ci, stdtni sprdvy i samosprdvy, anii byly v tehdejgim adinini
strativn6-centralistick~m syst6mu vytvo.eny podminky pro id
doucl rozvoj mistni samosprivy a stanovil, ie zdkladem nustni
 
samosprivy jsou obce jako sarnosprdvnS Gpole6enstv! ob6anil.
 
Obce byly konstituovgny jako pr~vnick6 osoby s vlastnim ma
jetkem, a ni 
samostatn6 hospodaif, 
s m, ie k zabezpe~en!
 
spole6n6ho z~jmu se mohou sdruiovat. Zastupitelstva obci jsou
 
vytv~ena ob6any volbou jejich 6lend na 
zgkladC&obecniho,
 
rovn~ho a pffm~ho,volebnfho praiva a tajngho hlasovgniL
 

Obclm svi:uje distavni zgkon pravomoc vyd~vat pro jejich
 
iizemnl obvody obecnC-za'vazn6 vyh1ggky, kter6 jsou jednim z
 
druhtd obecn6 zgvazn~ch privnich p:Eedpisd tvo~fc~ch ndg praivni
 
U6d. 
ye v~cech stitni spr~vy viak mohou tutopravomoc uplat
nit jen za 
podminky, ie jsou k tomu v konkritnim z~konu v 
-

slovn6 zmocri~ny.
 

ZAkony deskd ngrodnj' rady na zgklad6 U'stavniho oprav
n~n! stanovuji d~1e zejmgna postavenf, organizaci a pidsob
nost obcl, podminky a zpdsob vzniku, zAniku, rozd~1en! a slou
6en! obcl, podrninky vfkonu volebn~ho pr~va a zp~sob provid~ni
 
voleb do zastupitelstev obc! v~etn6 d~lky jejich volebnlho
 
obdobf, okruh problematiky spadajic! do mistni samospraivy
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rozsah a zpdsob pov~kovdni obcI vykonem st~tnI spravy i vzta

hy obcI, jakoi i zpdsob n4pravy nesprAvn'ch opat:Eeni obci.
 

V sou6asn6 dob6 jde o komplex tfi zdkona, a to
 

1. z~kona NR 6. 367/1990 Sb., 	o obcich /obecnI z~izenf/,
 

kter' 	byl jii n~kolikrit novelizovin, naposledy s C6innos

pln6 zn~n! je vyhlggeno veti od 1. 6ervence 1992, jehoi 


Sbirce zgkon1 pod 6. 410/1992,
 
zn~ni
2. zikona NR 6. 418/1990 Sb., o hlavnim m6st6 Praze ve 


zgk. 6. 439/1991 Sb., a
 

3. z~kona NR 6. 298/1992 Sb., o volbAch do zastupitelstev v
 

obcich a o mistnim referendu;
 

Reforma veiejn6 sprivy a jej! organizace je nesporne slo

je nezbytn6 uskute6iovat
iitgm legislativnim procesem, kter 


postupn na ziklade jednotn6 koncepce. Proto jsou v sou6asn6
 

dob6 funk6ni dvahy a n~m~ty, aby v ndvaznosti na zgkladni 61d

tvori obce, byl zaveden druh vyssi stunek samosprivy, kter 


pen samospr~vy. Takto vytvoien dzemn6 samosprdvn celek by
 

ml iegit problmy pkesahujici moinosti obc!, pki6emi by m~l
 

respektovat p:irozenA sp~dovi dzemi a 6zemn! specifika s re

spektovinim hospodgkskp-demografick~ch i historick~ch vazeb.
 

Tyto Cizemn6 samospravne celky by zajigEovaly nejen rozvoj sve

ien~ho uzemi, ale mohly by dspgn6 plnit i funkci rozd~lovi

ni finan6nich prostiedka obcim. Pak by se stala abselentni i
 

existence okresnich shromgden! vytvgenych podle zdkona
 

6. 425/1990 Sb., o okresnich Ciadech, ulprav6 jejich p6sobnos

ti a o nekter'ch dalgich opatkenich s tiom souvisejiclch ve
 

znini pozd~jgIch pEedpisd /6plnd znini vyhlgeno ve SbIrce
 

zgkona pod 6. 403/1992 Sb.
 

leny okresniho shromad~ni voli tajn~m hlasov~nim obec

se zEetelem na po6et
ni zastupitelstva. Okresn diad stanovi 


po6et 61ena okresniobc! a po6et obyvatel 	v okrese celkov 


po6et 61ena ptipadg volit jednotlivm
ho shrom idini i jak 


obcfm v pom~ru k po6tu jejich obyvatel.
 

Hlavnim poslnim okreinich shrom6zdeni je schvalovat na
 

navrh piednosty okresniho i6adu rozd~leni dotacl do rozpo6tu
 

obc! a schvalovat a kontrolovat rozpo6et okresniho diadu, ja-


Plni vgak i dalgi 5kokoi i schvalovat jeho 	zgv&re6n i'6et. 
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ly, pokud talc 
stanovi z~kon. V sout~asn6 dob4 je to konkrdtn6
 
volba zAstupcd pojigt~ncd do sprivni rady okresni pojigiovny
 
podle zikona dNR 6. 551/1991 Sb., o vgeobecng zdravotni po
jigiovn6 desk6 republiky.
 

V Inezich sv~ch oprdvn~ni, pokud jde o schvalov~n! a kon
trolu rozpo6tu okresniho 5adu a schvalovgn! jeho z~v~re~n6
ho tiatu, je okresni shromgid&nl opr~vn~rno ukl~dat piednosto
vi okresniho 5iEadu 6ikoly.
 

Naproti tornu mg okresni' shromA.id~ni pravomoc zmocnit
 
pfednostu okresniho 6I adu, aby provAd~1 zm~ny ye schvilen~m
 
rozpoatu okresruho 6:Eadu.
 

Je pamatovgno tak6 na 
kontrolu sprgvnosti postupu okres
nf ho shromiid~nl. Pokud p:Eednosta okresnlfho tifEadu ma' za to,
 
ie usrieseni okresniho shromgid~n! odporuje zgkonu, jingrnu o
becn6 zgvazn6mu pr~vni'mu piedpisu nebo usnesen! viddy, je
 
oprAvn~n vfkon takov6ho usnesenl'pozastavit a piedloiit v~c
 
do 14 dndi vlgddesk4 republiky. Vlida pak je oprgvn~na dot
6ene'usnesenl okresniho shromddni'zrugit.
 

V da1~frn je pojedndvgno zv1Agi o n~kter~cfi vybran~ch o
ta'zkgch tfkajfcfch se problematiky postaven! organizace a pil
sobnostj obcl, talc 
jak vyp1livg 
z platn6 privni iipravy.
 

Pojemobcf, jejich	vznik /sluovgnia rozd~lovdnl/
 

a jejich druhy
 

PoJemobce v sob6 zahrnuje dv6 sloiky jejlho postaveni.
 
Obec je jednak zdkladni jednotkou tdzemniho 6len~n! stgtu,
jednak sarosprdvny'm spole~enstvim ob~anai ijlich na ur~it6
 
vyrnezenem dzeml. Podstatu obce proto tvoiEi 
 ur~ujici
 
tizemni a osobnlf 
zdklad obce a vfkon obecni samosprgvy. Pft
torn nezbytn~m pkedpokladem redln~ho pdsoben! obecni samosprg
vy je ekonomickA samostatnost podrninA piedevglm existenci
 
vlastniho rnajetku a finan6nich zdrojd~, s nimii mdie za pod
minek stanoven~ch zdkonern samostatn6 hospodakit.
 

V prdb~hu historick~ho v~voje vznikaly obce j'iko idzemni
 
saznosprdvn6 korporace' 
toto jejich postaven! je obsahov6 za
kotveno i v nagem sou~asngm prdvnim 
Adu. Podstata sarnosprivy
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spo6iv4 totii v tom, ie obci jako subjektu odlign~mu od stA

tu nale£i vfkon 8a'sti veEejn6 sprAvy, do n~hoi mohou organy
 

st~tni sprgvy zasahovat jen v rozsahu a za podminek stanove

n'ch zgkony.
 

Jak uvedeno, je obec tak6 charakterizovina svrm 6zemim.
 

Z tohoto hlediska vychizel z~kon o obcich, kdyi prohlsil, ie
 

obcemi jsou automaticky dzemni celky, kter4 byly obcemi k po-


Utku i6innosti uveden~ho z~kona, a dile obce, kter6 nov6
 

vzniknou. Ke vzniku nov6 obce dochAzi obvykle rozd~lenim sti

vajici obce na dv6 nebo vice obci. Novi obec v~ak maie vznik

nout tak4 slou~enim dvou nebo vice stAvajlclch obci, jestliie
 

z Uzem! dosavadnich obc! vznikne zcela novi obec a nedojde
 

pouze k rozgiieni 6zem jedn6 ze slu6ovan~ch obc! o dzemi
 

ostatnich p:ipojovangch obcl. Zdrojem pro vznik nove obce
 

m5ie bft takd dzem, na n~mi jsou dosud z£lzeny vojenskd ii

jezdy, kter6 vlda vytvokila svdho 6asu pro dkoly obrany sti

tu z 6zemi div~jgich obcl. Po zrugeni vojensk6ho djezdu vli

da z:Hd! z jeho izemi opt obec nebo vice obcl, nerozhodne-li
 

se pfipojit tato 6zemi k dzem n~kteroch stdvajicich obcl.
 

Slu6ovgni a rozd&lovgni obc! Ize prov6st vidy jen k po gtku
 

kalendgkniho roku.
 

Slu6ovat se mohou pouze obce sousedni. Slou6eni je v za

sad6 ponechAno na vz~jemn6 dohod6 obcl. Svaj zAm~r slou6it se
 

musi obce pouze projednat s piislugnom okresnim 6iEadem, pokud
 

dzemi viech sluaovanoch obcl je soucasti t6hoi okresu. V p:H

pad6, ie dzemr slu6ovany'ch obci patti do vice okresa, je tie

ba v~c projednat pkedem s vldou, kterA pitom sou~asn6 roz

hodne, do kter~ho okresu bude slou~eng obec patfit. Mg-Ii
 

slou6enim vzniknout nova obec, je tieba jeji nAzev projednat
 

pEedem s ministerstvem vnitra. K uzavkeni dohody o slou6eni
 

obc! nen! zgsadn& tieba piedchoziho uspoiddAni mistniho refe

renda. Obecni zastupitelstva v9ak musi dohodu o slou~en! obc!
 

uverejnit a vyakat, zda nebude podAn ve lhdt6 uraen6 z~konem
 

oprdvnn nmi ob6any v po~tu stanoven4m v zAkon6 o volb~ch do
 

zastupitelstev v obcich a o mistnim referendu ndvrh na konA

ni mistniho referenda. Pak je konAni mistniho referenda a
 

vysloveni souhlasu se zAm~rem obecniho zastupitelstva nezbyt
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ngm predpokladem pro provedeni slouaeni obci.Dohoda o slou~e
ni obci musi obsahovat predepsan6 ngleiitosti$ mezi jin~m
 
u zanikajfcich obcI ur6eni jejich majetku, finan6nich zdroja,
 
ostatnich prdv a zAvazka, kter6 piechgzeji bud na nove
 
vzniklou obec nebo na obec, k ni 
 se ostatni slu6ovan6 obce
 
pripojuji, jakoi i o stan.veni obecn6 zivazn'ch vyhlgek,
 
kter6 vydaly slu6ovan6 obce a maji zdstat v den slou~eni na
dAle v platnosti.
 

Na rozdil od sluaovgnl obci je k je-ich rozd~len! vidy
 
tieba p~edGhoziho uspoEdcni mistniho- referenda. Je-li v
 
mistnim referendu vysloven s rozd6lenim obce souhlas, pod&
 
obec prost:ednictvim okresniho HIadu ngvrh na 
sv6 rozd~leni
 
ministerstvu vnitra, kter6 ho schvaluje. Ngvrh na rozd~len!
 
obce musi b't poddn ministerstvu vnitra nejpozd~ji do 30. zg
:i, aby rozd~leni mohlo b't provedeno k 1. lednu pristiho ka
lend&.nlho roku. Zgkon stanovi nileiitosti takov~ho ngvrhu.
 
V nAvrhu mus! bft zejm6na vymezen! vznikajicich obci v6etn6
 
prislugn~ch mapov~ch podkladd a rozd~len! majetku v~etn6 fi
nancnich prostiedkl a ostatnich pr~v a zgvazkO. Stejn4 n~le
zitosti musi obsahovat i rozhodnut! ministerstva vnitra o
 
rozd~leni obci. 
Ze zdkona plati v nov6 vznikl6 obci obecn6
 
zgvazn6 vyhlggky, kter4 na jejim dzemi platily peed jejIm
 
vznikem.
 

Dosavadni obec je povinna pEedat nov6 vznikl6 obci maje
tek podle nAvrhu schvAlen4ho ministerstvem vnitra do 3 m~si
cd po ustavujici schdzi jejiho obecniho zastupitelstva. Do
 
t6 doby spravuje majetek dosavadni obec) mg viak omezeno
 
dispozi~ni prdvo v tom sm6ru, ie nemdie rozhodovat o prevodu
 
takov4ho majetku a nemdie tak6 uzaviit smlouvu o z~izeni z9
stavniho prAva ani nAjemni smlouvu k tomuto majetku.
 

K rozd~leni obce mdie dojit dvojim 
 zpdsobem, a to jed
nak tak, ie pdvodni obec pEi rozd~leni zanikne, pii6emi na
 
jejIm izemi vzniknou dv6 nebo vice obci, jednak tak, ie od
 
rozd~lovan6 obce se odd6li jedna,popiipad6 vice 69sti, 
na
 
jejichi dzemi vznikne novA obec pop~ipad6 nov4 obce. Pvodni
 
obec nezanikne, ale rozd~lenim se pouze zmengi jeji 6zemn!
 
obvod. V praxi pEevaiuje jednozna6n6 tento druh zpdsob roz
d~leni obci. Mistni referendum se pak tak6 kona pouze v t4
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UAsti obce, kterA se chce odd~lit.
 

Mimo proces slu6ovinl nebo rozd~lovgni ize provost zm6

nu dzemi obci take pouhou zm~nou hranic obcl. Podle z~kona o
 

dzemnim 6len~ni stitu je k tomu tieba dohody zdcastnengch
 

obci a piedchoziho projednAni s okresnim diadem! pouze v pti

pad6, ie zm~nou hranic obci by doglo ke zm~n6 hranic okresu,
 

se k tomu vyiaduje souhlas prfslusngch okresnich diadG. ZAkon
 

o obcich vyhrazuje rozhodovgni o dohodAch obci o zmin6 jejich
 

hranic obecnimu zast,pitelstvu.
 

Druhy obc!
 

Pojem obec zavedl dstavni zAkon a. 294/1990 Sb., jednot

n6 pro vgechny z~kladn! jednotky mistni samosprivy bez ohledu
 

na to, ie jednotliv6 obce se od sebe 6asto vgrazn odliguji,
 

zejm6na rozsahem sv6ho dzeml, po6tem obyvatel, ekonomickm
 

potenciglem a kulturnim bohatstvim.
 

Z~kon o obcich tak6 upravuje obecn6 postaveni v5ech obci v
 

tesk6 republice. Pouze pro hlavni m6stc, Prahu plati specific

ki pravni dprava obsaienA v z~kon6 tesk6 ngrodni rady o hlav

nim m~st6 Praze. Mezi ob~ma zminen'mi zakony je vgak zabezpe

6ena 6zkA vnitin! vazba tim, ie na jedn6 stran6 zgkon o hlav

nim m~st6 Praze vztahuje platnost z~kona o obcich na hlavni
 

m~sto, neni-li v n8m v jednotlivostech stanoveno jinak, a na
 

druh6 stran6 ze z~kona o obcich vyplvg, ie jeho ustanoven!
 

se vztahuji t6i na .hlavni m6sto Prahu, pokud zvlgtni z~kon
 

nestanovi jinak. Tim oba z~kony v podstat6 shodnym zpsobem
 

zakl~daji i pro hlavnl m~sto Prahu obecnou subsidiArni plat

nost zAkona o obcich.
 

Pies to, ie Uprava rozsahu samostatn6 pdsobnosti i zA

kladA vnitini organizace je pro v9echny obce zgsadn6 shodni,
 

rozliguje zAkon o obcich m6sta a ostatni obce. Jde o tradi6

z~kon o izemnim 61eni zdkladni d~leni, jei piebral i platn 


nen! stAtu a kterd tak6 odpovidg dosavadnimu privne historic

k~mu vgvoji. Za zAkladni kriterium pro uraeni, kter6 obce
 

jsou m~sty, zvolil zgkon o obclch skute6nost, zda v obci do
 

po~itku jeho d6innosti pasobil m~stsky narodni vgbor.Dalsi
 

obce se stanou misty, ur6i-li tak piedsednictvo tesk6 ngrodni
 

rady na n~vrh vldy nebo na navrh obce po vyjgd~eni vldy.
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Naopak, jak vyp1Y'vA z novelizace z~kona o obc~ch proveden6
 
k 1. 6ervenci 1992, m~ie obdobn~rn zpdsobem pfedsednictvo tes
k6 ngrodni rady ur~it, ie obec pfesta'va bft m~stem. Z~kon saim
 
nestanovil kriteria rozhodnd pro posouzeni, zda obec mg cha
rakter m~sta a ani jinak nebyla dosud pifijata jednotni zAvaz
ng hiediska, podle nichi by tuto ot~zku posuzovaly kompetent
ni orgAny. Pfi fegen! konkr6tnich p~lpadO se 
zatim vychdizelo
 
ze sidelnl' charakteristiky, technick6 a obaansk6 vybavenosti,
 
urbanistick6ho uspofAdAni, kulturn6 spole~ensk~ch tradic, 
z
 
perspektiv rozvoje a z poatu obyvatel i z celkov~ho porovngni
 
se stAvajicimi misty. V zdjmu objektivnosti postupu bude ne
pochybn6 vitan6, budou-lj pfijmuta jednotng zgvazni hiediska,
 
z nichi budou pfi posuzovdni iAdostf obci vych~zet vlAda i
 
org~ny !esk6 n~rodni rady.
 

tOprava zdklad5j vnitini organizace a rozsahu samostatn4
 
pasobnostj je v podstat6 stejnA pro obce i m~sta. Vnitfni or
ganizace se viak v~razn6 ligi v obcich, ye kter~ch byl stano
yen niii po~et 61ena zastupitelstva, nei je 15. V t~chto ob
cich se obecni rada nevoll a jej! funkci pln! starosta. By
lo-li vgak v obci zvoleno nejm6n6 15 6lena zastupitelstva,
 
zdstgvg zachov~na obecnif 
rada i jeji! pravomoc, byi i dodate6
n6 kiesi faktick po~et 6lend zastupitelstva pod 15 61ena a
 
nepodafilo se za n6 piedepsan~m zpcisobem povolat na uprdzdn6
n6 mandAty nghradniky. JednotliA druhy se v~razn6obci vgak 

odliguji v rozsahu dkold sv&enic&A Jim na Uiseku v'konu stAt
ni sprivy, o 6emi bude pojedn~no v cddilu tfkajl'cfm se 8innos
ti obcl ye v~cech pfenesen6 pd'sobnos-,:i.
 

Mezi misty maj!f sv~bytne'postaveni hlavni m~sto Praha a
 
m~sta statutArni. Z~kon o hlavnim m~st6 Praze, kter 
 jedno
zna~n6 stanovi, le i hlavni m~sto Praha je obcl, obsahuje
 
nezbytn6 odlignostj, pokud jde o postaveni hlavniho m~sta a
 
jednotliv~Ich m~stsk~ch 89stif. Pfijetfm novely zAkona o obcf'ch 
s i5.&innostli 6ervenci anilk 1. 1992, byla zgroveA provedena, 
novelizace zAkona o hlavnim m~st6 Praze, vznikl prAvnlf stay,

kdy n~kterA ustanoven! obou zgkonai nejsou ye vzAjemne'm sou
ladu. Je proto v sou~asn6 dob6 projedngvAn iniciativni na'vrh 
n~kter~ch poslancd dNR na urychlenou novelizaci zAkona o hlav
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nim mist6, kter md za. 
cl odstranit existujici disproporce.
 
Tak mimo jin6 bude prdvn6 zakotveno, ie hlavni m~sto Praha
 
vykonivi na svdm dizeml stitni spravu, 
sverenou jinak zvlggt
nirni zgkony obclm i pov6:ei~m obecnim t':Ead~im, jakoi i okres
nifm i5iad~n,- bude vypugt~no ustanoven! o ud~lov~n! souhlasu k
 
umifst~n! provozovny na dizem!i 
m~sta, bude stanoven procesn!f
 
postup pfi projedn .~n ncivrhu na 
rozpugt~n! zastupitelstev
 
ustaven~ch v hlavnlm rn~st6 Praze pfi jejich dlouhodob~jgi
 
ne~innosti, up:Eesn~n postup pki vydgvgni statutu hi. 
m. Pra
hy a jeho obsah a zakotven postup pji ziizovgni a zrugovgnl
 
rn~stsk~ch 69sti.
 

Z~kon o obc~fch pilmo prohlaguje, kterA konkrtnif m~sta
 
jsou statutgrnimi. ZaklAdA se oprdvn~n! v~ech statutdrnich
 
mast uspo:Edat si sv6 vnitin! pom~ry ye v~cech sprivy obecn6
 
zgvaznou vyhl~gkou. StatutArn! m~sta se d~1lf do dvou skupin
 
podle toho, zda jsou jii i'zemn6 6len~na nebo se budoucn6 roz
6leni na m~stsk6 obvody nebo na m~stsk6 66sti, popipad6
 
jsou-li nebo budoucn6 budou zilzeny m~stsk6 obvody nebo mist
sk6 6isti jen na 69sti ulzenu m~sta. Tato t5zemn6 6len&ng sta
tut~rn! m~sta jsou ze 
zAkona. povinna piijmout obecn6 zdvaz
nou vyhlggku a v ni rnino jin6 obligatorn6 stanovit po6ty mist
sk~ch obvodd nebo m~stsk~ch 6Ustf a vym~iit jejich ulzeml,
 
stanovit pravomoc orgnz m~sta i orgn5 m~stsk~ch obvod5i ne
bo m~stsk~ich U~sti, sou6innost mezi org~ny m~sta a m~stsk~ch
 
obvoda nebo m~stsk~ch U~stif, 
rozsah majetku sv~ien~ho k na
kl~d~ni zn~stskiz obvodd!m nebo rn~stsk'im 69stem. Krozn4 toho se
 
mdi~e stanovit, ie n~kter2 m~stsk I obvod nebo in~stski EUst bu
de vykon~vat n~lcter6 dikoly pkenesen6 paisobnosti pro jin6
 
m~stsk4 obvody nebo m~stsk6 6asti.
 

Zildi-1i se ye statut~rnlm m~st6 nov' m~stsk 
obvod nebo
 
m~stska'aist, mus! rozhodnutl o jeho zilfzenS' obsahovat jeho
 
ndzev i vypo:Edinl pr~v a zgvazki. Ke ztifzeni nov6ho m6stskc6
ho obvodu nebo m~stsk6 U~sti je p slugnA zastupitelstvo m6

stal je viak povinno zve:Eejnit piedei sv~ij z~m~r a vyakat,
 
zda do 30 dnii od zveiEejn~ni nebude podin obaany obce ngvrh na
 
vypo dnl rnistniho referenda kct~to otgzce. Byl-li by tako

n~vrh pod~n, bylo by nezbytngm piedpokladem ke z.Hzen!
 v 
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novdho m~stsk4ho obvodu nebo mistskd Usti, aby s tim byl v
 
referendu vysloven souhlas. Mistni referendum by se viak ko
nalo pouze na dzeml, pro n i se mi zkIdit nov m~stsk' obvod
 

nebo mestski Ust.
 

Mezi statutgrnimi misty maji zvlitni postaven! m~sta
 
Brno, Ostrava a Plze, jejichi dzeml tvok! samostatn6 okresy.
 
V ddsledku toho, ie k 1. 6ervenci 1992 byly zrugeny okresn!
 
Hiady do t6 doby pro tyto okresy p,sobici, vykondvaj! nyn!
 
magistrdty uveden~ch tki mist i p'sobnost zrugen~ch okresnch
 

6kada pro Brno-m~sto, Ostravu a Plzen-m~sto s nekter~mi v 
jimkami. Vgjimkou je konkr~tn! rozhodovin! o zAdostech obci,
 
aby do jejich vlastnictv! z majetku desk6 republiky pkely
 
v~ci, kter6 slouiily k pln~ni dkola drobn,[ch provozoven, ne
bo v~ci, k nimi pkisluielo prdvo hospodaieni prgvnickgm oso
bAm, jesliie pkegla funkce jejich zakladatele nebo zrizovate

le na okresn! diady nebo obce. Pro rozhodovini o t6chto v6
cech v okresech Brno-m~sto,Ostrava a Plzen-m~sto byla zalo

iena v zdkon6 o okresnich dkadech psobnost ministerstva fi

nancl.
 

Ob6an6 obce a jejich opravneni
 

Z definice obsahu pojmu obce jako samosprgvn~ho spole
8enstv! ob6and vyplvA, ie osobni zdklad obce tvok! jeho ob
6an4. Podle zgkona o obcich se za ob6any obce povaiuji jed
nak osoby, kterd maj! v obci trval pobyt, jednak osoby, jimi
 
bylo udileno 6estn6 ob6anstvi obce, jehoi ud~leni je v pdsob
nosti obecniho zastupitelstva. Pro zaloien! privniho statutu
 
ob~ana obce tedy neni nezbytnou podmlnkou, aby se jednalo o
 

osobu se stdtni'm ob6anstvim desk6 republiky.
 

Ob6an obce, kter dosdhl v~ku 18 let, mS na rozdil od
 
jin~ch osob ve vztahu k obci a jejim orgndm zvlAtnl oprdv

ninf. Ptedni se mdie zd6astnit zaseddni obecniho zastupitel
stva a nahl~iet do zipisd o jeho jedninf, o jehoi pr6bihu je
 

nutno potidit zApis do 7 dnd; obdobnd oprgvnini v~ak nemi,
 
pokud jde o schdze obecni rady a jedngni komis! obacni rady,
 
neni-li jejich 61enem. Ob6an obce je dAle oprgvn~n poddvat
 

orgAnm obce pisemn4 ndvrhy; z toho vypl'vi, ie mg n~rok, aby
 

9 
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byl o v~sledku posouzen! svfth nirok5a vyrozumin. Z tohoto o
pr~vn~ni viak neize odyvodit z~v6r, ie by ob'~an obce mohi peed
klddat pi:imo nivrhy k projedndvdnl na zasedini obecniho zastu
pitelstva. Takov6 oprdvn~n! je podle § 41 zikona o obcich vy
hrazeno pouze obecn! rad6 a ostatnim 61en~im obecniho zastupi
telstva.
 

0b~andm obce je zaru~ena moinost aktivn6 ovlivfiovat se
staveni rozpoatu obce a vyjad:Eovat se k vyd~tov~nl hospoda:Ee
ni obce za uplynuli ti6etni obdobl. Vyp1~vi tak 
z ustanoveni
 
§ 20 zAkona o obcich. Za tim t56elem je proto nutno zabezpe~it,
 
aby ncivrh rozpoatu a vydtov~n! hospoda.ienl za uplynul ka
1end&:ni rok byly vhodn~hn zp~sobem zveiejn~ny nejmdn6 15 dnd
 
pted jejich projedn~nim v obecnim zastupitelstvu. Sv6 piipo
zninky k ob~ma ndvrhtim mohou ob~an6 obce uplatnit budl pisem
n6 nebo d3stn6 phEmo na 
 zasedfini obecniho zastupitelstva.
 

0b~andm obce je rovn~i zaru~eno prAvo vyjad~ovat se k
 
zAm~rdm obce pEev4st nemovit 
majetek nebo pronajmout nemovi
t 
rnajetek s v~jimkou pron~jmu bytid a pfedloiit eventudln!
 
svd nabldky. Tyto zim~ry musl bft proto v obci podle § 
36
 
a/ odst. 
4 zAkona o obcich vhodn~m zptisobem zver'ejneny nejme
n6 p0 dobu 30 dnd pfed projedndnim v orgdnech obce.
 

Dalgim prostiedkem, kter 
 ob~and obce mohou vyuilvat k
 
uplatn~n! sv~ho vlivu na rozhodov~ni orgnd~ obce, je privo 
poddvat orgAndim obce petice. Toto oprdvn~ni zakotven6 v ust. 
§ 7 odst. 3 zAkona o obcich zaru6uje pod~vat petice obclm zej
mdna i ye v~cech jejich samostacn6 pdsobnosti viem subjekt~.m 
bez rozdllu, obdobng jak tato opr~vn6ni zaru~uje z~kon
 
6. 85/1990 Sb., 
o prdvu peti~nim via&i st~tnim orgAni~m. Nespor-
n6 viak bude tato moinost vyuivAna piedevg.fm ob~any obce.
 

Vftnamn~m oprAvn~nlm ob~and obce je moinost zdi6astnit 
se
 
mistniho referenda a vyjAdiit v n~m hlasov~nim svdj ndzor.
 
Toto opr~vn~ni je nyn! spole~n& s prdvem volit do pHslugn~ho
 
zastupitelstva v obcich zakotveno v zdkoni dNR 6. 298/1992 Sb..
 
o volb~ch do zastupitelstev v obcich a o mistnim referendu,
 
kter nabyl 66iinnostj dnem 1. 6ervence 1992.
 

PrAvo volit do obecniho zastupitelstva a privo rozhodo
vat pht mistnim referendu konan4m v obci viak nemaj! viichni
 

http:piedevg.fm
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ob~ang obce, nfbri vghradni jen ti z nich, kteil maji v obci
 
trval 
 pobyt, jsou ob~an6 !esk4 republiky a nejpozdiji v den
 
hlasovni dosAhli veku 18 let a dAle 
za podminky, ie nebyli
 
zbaveni zpdsobilosti k privnim dkondm, popripadi, ie jejich
 
zpasobilost k privnim dkonam nebyla omezena.
 

Obce, popelpad6 m~stsk4 obvody nebo mestsk6 csti vedou
1 
seznamy takto oprAvn~n~ch obtand.
 

V mistnfm referendu rozhoduji ob6an6 obce projevem sou
hlasu 6i nesouhlasu o konkr~tn6 poloien~ch otAzkAch patrlcich
 
do samostatn6 pdsobnosti obce. Rozhoduje-ii se o nfvrhu na
 
z~izenl novho mistsk6ho obvodu 6i m6stsk6 66sti, konA 
se mist
n! referendum jen na 6zemi, pro n6ji 
se navrhuje z:Hzen! nov4
ho m~stsk4ho obvodu 6i m~stsk6 c9sti. Stejn6 tak v p~ipad6,
 
ze se referendem rozhoduje o nivrhu na rozd~leni obce, se 
re
ferendum konA pouze v t6 c9sti obce, kterd se mA odlou~it.
 

Z~sadn6 ize v referendu rozhodovat o viech otAzkAch sa
mostatnA p~sobnosti obce, pokud konAnI referenda nen! primo
 
ze z~kona vylou6eno. Referendum nelze konat o rozpo~tu obce,
 
o mistnich poplatc1ch, o volb6 starosty a ostatnich 6leni 
o
becn! rady a 61end dalgich orgAnd volengch zastupitelstvem,
 
o v~cech, v nichi se rozhoduje ve sprivnim Hzeni a o v~cech,
 
o kter~ch obecn! zastupitelstvo rozhodlo po podAni nAvrhu na
 
konAn! referenda, pokud 
 jeho navrhovatel ne
bude trvat na vyhlAeni referenda a piEedlo.i nov4 oddvodnini
 
sv~ho nvrhu. Konini mistniho referenda je rovni vylou6eno,
 
jestliie by rozhodnuti referenda na 
zaklad6 poloien! ot~zky
 
bylo v rozporu s obecn6 zAvaznlmi privnimi piedpisy, nebo
 
jestliie od rozhodnuti v *predchozim referendu do poddnI ni
vrhu na kondni nov4ho referenda neuplynula lhdta 2 let, 
ane
bo jestliie by se mi1o referendum uskute6nit v prdbihu po
slednich 6 mfisicd volebn~ho obdobi obecniho zastupitelstva. 

V § 11 zAkona upravujlciho mistni referendum jsou stano
veny nAleiitosti, kter6 musi obsahovat nAvrh na kongni mist
niho referenda a minimAlni poet oprivnengch obaand, kter4
 
nAvrh musi svgm podpisem podpoiit. Je to napi. v obcIch do
 
3.000 obyvatel 30 1 a v obcIch od 20.000 do 200.000 obyvatel
 

10 % opr~vnn ch ob6and.
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Mistni referendum vyhlaiuje obecni rada a stanovi den 

jeho kongni tak, aby se konalo nejdkive 30 dn6i a nejpozd~ji 

90 dnd po jeho vyhl1enl. S vitgim 6'asovym odstupem ize konat 

rnistni referendum pouze v pilpad6, ie tak vypl~vd z podan~h.

ndvrhu oprivn~n~ch obaan6. 

K platnosti rozhodnutl otizky v referendu je tieba, aby
 

se referenda z66astnila alespoA 8tvrtina oprgvn~n~ch obaa
 

a aby pro toto rozhodnuti se vyslovila nadpolovi~ni v~t~ina
 

zi~astn~n~ch ob~azna. V~jimkou z tohoto ustanoven! jsou pkipa

dy, kdy se v mistnim referendu rozhoduje o slou~eni obci, o
 

rozd~leni obc! nebo o z~izen! nov6ho m~stsk6ho obvodu ai mast

sk6 66sti. Pro piijeti platn6ho rozhodnuti o t~chto otizk~ch
 

se vyiaduje, aby se pro n6 vyslovila v referendu nadpolovi~ni
 

viktiina viech oprivn~n~ch ob~and.
 

Pisobnost obc!
 

Obecn6 se p~sobnostl /t6i kompetencf/ rozuml souhrn 65ko

la, respektive okruh otdzek, kter' ten kter orgAn projednA

vi a rozhoduje, popilpad6 realizuje a za jejichi iegen! je
 

odpov~dn . Rozliiuje so pkitom piasobnost v~cnA, kterou se vy

mezuje okruh spoleeensk~ch vztahai, v nichi konkr~tni orgain
 

vekejn6 sprgvyvykon~vA svou pravomoc a p~sobnost idzemni, t.j.
 

vymezen! t6zemL1, v n~mi tento orgAn je oprivn~n uskute~fovat
 

svou pravoinoc.
 

U obc! rozeznAv~me, v souladu s tradianim 6len~nim je

jich pdsobnosti na dvZ-skupiny podle pr~vni d~pravy platn6 v
 

I. republice, pdsobnost samostatnou a pdsobnost pienesenou.
 

V pip~dfi samostatn6 pdsobnosti jde o zdleiitosti, jejichi
 

projednivini a iegenif n~1eil obci jako veiejn6 korporaci od

iin6 od stAtu; tyto zdleiitosti vykon6.vS obec vlastnim jm6

nem a na vlastni odpov&dnost. ye d~ruh~in pkipad6, t. j. na 6 

seku pienesend ptzsobnosti vyiizuje a rozhoduje obec z~1eii

tosti, jei ji byly sv~keny konkr~tn6 st~tem, popkipad& vyiii

ini samosprivn~mi korporacemi, jsou-.li vytvo:Eeny. 

http:jsou-.li
http:vykon6.vS
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Sarnostatni pdsobnost
 

V 6et z~leiitostf, kter6 si obec spravuje sarnostatn6,
 
neni proveden iipln~h, taxativn.im zpdsobem. PonechAvA se tak
 
prostor pro to, aby obec mohia vykonivat i jin6 6innosti 
v
 
z~jmu rozvoje obecniho spole~enstvi, riei 
jsou 6innosti uvede
nd v zgkon6 o obcich nebo ye zv1c',tnich z~konech.
 

ZAkladn! ustanoven'u 
rozhodnA pro posouzeni rozsahu 
samo
statn6 p~sobnosti obsahuje hiava druhA, oddll prv 
 /§ 13 ai 
20/ zgkona o obcfch. P:Ei poslednf rovelizaci tohoto z~kona byl
rozglien piKfkladn 
 v 6et 6innosti tvoi~Icich sarnostatnou pdsob
nost obcf. Je to piedevglm schvalovdn! programu rozvoje 6zein
niho, obvodu obce a kontrola jeho pln~n!, hospoda~enf s majet
kern obce v6etn6 poskytovAni a pfijim~nl dara, sestavovgni
 
rozpo~tu a hospodaieni podle n~ho, 
zakl~d~n! a z~izovgnl priv
nick~ch osob a zaz~zeni obce, rozhodovAn! o 66asti obc! v ob
chodnich spole6nostech a nadaclch, uzavirgni dohod o zm~n6
 
hranjc obce, volba, zfizovAnl' a ustanovovn'&orgAn6 obce, ie
geni ralstnich zAleiitostf ve:Eejn~ho po:Edku v~etn6 z Ezovdnl 
obecn! policie s v~jirnkou rozhodovAni o p~estupclch a egenl

dkold v oblasti gkolstvi, socidini p66e, zdravotnictv! a kul
tury, s v~jimkou vfkonu stdtnf spr~vy na 
t&chto 6secich, spr&
va a ddriba za:Hzerl, kter6 jsou ye vlastnjctv! obce a sloui
 
k uspokojovdni potieb ob6anil, ieien! ot~zek 6 istoty obce, od
vozu dornovnich odpadd, z~sobovAnf vodou odv~d~ni a c6ist~ni
a 
odpadnifch vod.
 

V zAkon6 o obcich je d~1e zakotvena piasobnost obce uk1A
dat pr-fvnick~m osobAm povinnost poskytnout osobn! v~cnoua 

pornoc pki odstraiiov~nf 
 n~sledki ivelni pohrorny nebo jin6 mi
rni.~dn6 uddlosti ohroiujlcl hospod&Esk nebo veiejn iivot 
v obci /§ 47/, dile napk. oprAvn~n! obcl sankcionovat prAy
nickd osoby a podnikatele 
- jednotice, naruiuji-1i svou 
8innost! vzhled nebo iivotni prostfedl obce /§ 48/ nebo, poru
iujif-1i obecn6 z~vaznou vyhlAiku obce pfi vfkonu sv6 podnika
telsk6 6innosti.
 

Da1l 
 6innosti patilcl do pcisobnostj obcl obsahuji t~i 
zv1Aitni zAkony. v sou~asnd dobi je to napi. zajiiiov~nf by
tovd nAhrady podle zdkona ?!NR 6. 102/1992 Sb., kter~ni se upra

http:taxativn.im


- 14 

vuJI nfikterd otgzky souvisic! s novelizaci ob6ansk~ho zAkonl
ku k 1. lednu :992, pravomoc striinlkd a jejich povinnosti
 
zaloien6 v zikcnC dNR 6. 553/1991 Sb. o obecni policii, zii
zovgni, spriva a provoz zdravotnick~ch zailzen!i obcemi podle
 
§ 39 ai 42 zikona o pd6i o zdravi lidu /6pln6 zn~ni
 
6. 86/1992 Sb./.
 

V samostatn6 p~sobnosti obcl je i rozhodnuti, kter6 z
 
mistnich poplatkd uveden~ch v zikon6 NR a. 565/1990 Sb. ye
 
zn~n! zAk. dNR 6. 184/1991 Sb. obe.~ zavede a v jak6 v~ii.
 
Vlastni rozhodovdni pi~i piedepisovini poplatki a vym~h~n! je
jicIh nedoplatkCI patfi. nepochybni iii do pienesen6 pilsobnosti
 
a postu'puje se piitom podle z~kona dNR o sprivfi dan! a po
platka.
 

Pro sprivn6 ur~en! rozsahu samostatn6 pilsobnosti obce
 
pak je principid1n6 sm~rodatn6 ustanoveni ocdstavce 2 § 14 zA
kona o obcich, podle n~hoi obce krom6 vyjmenovan~ch ainnost!
 
dile zajigiuji ye sv~m d~zemnim obavodu hospoddisky, sociglnl
 
a kulturn!i rozvoj, ochranu a tvo~rbu zdrav6ho iivotniho pro
stiedi s tim, ie v~jimku z toho tvoff ainnostj, kter6 jsou
 
zvlgitnimi zdkony sviieny jiri~m orggniim jako vfkon stitni sprivy.
 

K pln~n! sv~ch dikolil na i'sek-a samostatn6 pasobnosti je
 
obec opr~vn~na vyd~vat i obecr6 z~vazn6 vyhldiky. Ty v~ak mu
sl by't vidy v souladu se z~kony a obecn6 zivazn~mi prd'mnimi
 
piedpisy vydan~mi istiedalmi org~ny stitni spr~vy k jejich 

provedenf. 

Se sv~m nuajetkem obec samostatni hospodaili. Je v~ak po
vinna v~st o stavu a pohybu majetku, o piljmech a v~dejich a 
o finan~nich vztazlch ke st~tnimu rozpo6tu d6etnictvi podle
 
zvlAitniho pr~vraiho piedpisu. Podle § 20 odst. 3 zdkona o ob
cfch musl obec d~1e pied piedloieriim vud6tovAnl hospodafen!
 
za uplynulk kalend&in! rok obecnimu zastupitelstvu d~t hospo
dakeni obce pfezkoumat. V torn smru mi na vybranou poidat o
 
pfezkoumAnif okresni diad nebo si zajistit piezkoumAn! smluv
nA auditorem. Postaveni a 8innost auditora a zptasob smluvni
hc, dohodnutf idplaty stanovi zAkon dNR 6. 524/1992 Sb. o audi
torech a komise auditora desk6 republiky.
 

Jednim ze zivain~ch projevd samospr~vy obcl je vyuivA
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ni moinosti k vytviienf.dobrovoln~ch svazkd obcI podle § 20a
 
zdkona o obcich. Tyto svazky by se m~1y stAt v~znamn~m 6ini
telem pfi zabezpe6ov~nI spole6ny'ch z~jmd obcf. Pfedm~tem 6in
nosti svazkdi obc! vgak mdie bft pouze zajiiovdni problernatik,

jejichi v 6et je taxativn6 zakotven pffmo v zdkon6 o obcfch.
 
Konkr~tn6 se 
jednA a/ o d.koly v oblasti gkolstvi, soci~1ni
 
pg6e, zdravotnictvi a kultury s v~
1jiznkou vfkonu st~itni spr~vy,

b/ o sprivu, ddribu a provozovdnf zaizen! slouicich k uspo

kojovdn! potfeb ob~and, pokud jsou vlastnictvim obce ; a
 
c/ o Lkoly ye v~cech 6istoty obce, odvozu domovnich odpadd a
 

jejich nezgvadn6 likvidace, zdsobovdnf vodou a odvgd~ni a 
6igt~n! odpadnich vod. 

Obce rnohou na svazky pien~st svdj majetek v6etni finan6
nich prostiedki 
ale vidy jen v rozsahu ur6engm k vfkonu 6in
nosti, jei na svazky p~enesly. Dobrovoln4 svazky obcI maji

svdzj rozpo6et, vlastni d56etnictvi, zftzujf si vlastii org~riy
 
a mohou si k pln~ni dikolid, 
pro kter6 byly vytvoieny i zfizo
vat prdvnickd osoby.
 

Pfi vfkonu sve'sarnostatn6 pdsobnosti se obce LHdi jen

zgkony a obecni zdvazn~hni privnimj p Eedpisy 
 vydan~mi k jejich 
provedeni.
 

PEenes end Osobnost
 

V rfimci p~enesen6 pdsobnosti vykoridvA obec ve 
stanoven~n
 
rozsahu stdtnI sprdvu. S tim, ie obce budou vykonivat stitni
 
sprdvu, po
6ital jii distavni zdkon 6. 294/1990 Sb., 
kter
 
schvdlilo Federdlnf shromAidinf 18. aervence 1990, podle kte
rdho stanovi zAkony n~rodiifch rad mimo jinA, ye kter~ch v6
cech se obce pov4.iuj! vfkonem stdtni sprdvy, kter 
by jinak

musel zajigiovat stAt sv~1mi orgdny. Zdkon o obcich proto za
klAdA obcfm v'~slovnA ndrok na ndhradu nAkladd, kter6 jim v
 
souvislosti s vfkonem stdtnI sprAvy vzniknou.
 

Tim, ie za 
podminek a v rozsahu stanoven~m zdkonem vy
kondvA stdtni sprdvu, se viak obec nestdvA orgdnem stdtnI sprA
vy. 0bdobn6 pracovnici obce, byi i v~1u6n6 byli 6inni na dse
ku vfkonu 5tdtrli sprivy, neziskdvaji tim charakter pracovnika
 
staitniho orgdnu pod1i zdkonIku prdce.
 

Na rozdil od vftonu samostatnd pdsobnosti je obec povin
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na. se pki vfkonu pgenesen6 pi~sobnosti Hdit nejen z~kony a
 
naizenim~i vl~dy a vyhlAgkami ostatrich orgind st~tnf sprivy
 
vvdan.ch k jejich provedeni, ale t4i usnesenimi v1idy a sm&r
nicemi /instrukcemi/ dstkednich orgind st~tnI spr~vy, tj.
 

intern.imi pkedpisy, kter6 nemaj! obecn6 za'vazny pr~vni cha

rakter. Nezbytn~m pkedpokladem viak je, aby tyto intern! pied
pisy byly vidy v souladu s pr~vnfm Adem. Podminkou platnosti
 

sm~rnic /instrukcf/ vydivan~ch idstfednimi orginy stitni spr~vy
 

je viak jejich pkedchozi projednini v koordinaani komisi mi

nisterstva vnitra a jejich uvefejn~nif ye V~stnIku vlAdy R pro
 
okresru Iiady a org~ny obcf. V sou~asn6 dob6 zdstal z takto
 

vydan~ch instrukci jen nepatrn po~et. V poslednich letech
 

byly nov6 vydariy tirnto zpisobem pouze 3 instrukce ministerstva
 

vnitra o spolupr~ci orggni obce a orgAn6 policie R na dseku
 
shromaidovnif, o vyd~v~nI matri~nich doklad5a do ciziny a o
 

spisov6 sluib6.
 

Da1l.tm rozdflem oproti samostatn6 pi~sobnosti je skute6

nost, ie orginy obce jsou pfi vfkonu pfenesend pasobnosti pod
fizeny okresni'm dikadim. 0 t~chto vztazl'ch je pojednivino sou

hrn6 v posledni'm oddilu. 

Obce, respektive jejich orgAny,vykondvajif staitni sprivu 

zgsadn6 ye sv~ch dzemnich obvodech. 

Z~konem o obcich doglo k pfenesen! p~xsobnosti vykonivat 

stdtnIf spr~vy diferencovax 'm zpdsobem: 

a/ Podle § 22 vykon~vA z~sadni kaidA obec ye sv~m idzem
nim obvodu st~tnit spr~vu v rozsahu, ye kterdm ji podle zv1Ait
nich zAkond~ do 23. listopadu 1990 vykon~val tehdejil mistni 

n~rodni vfbor,popf.tpadi mistsk' ndrodnf v~bor tieti kategorie, 

kter m~l v obci sidlo. V dd~sledku toho, jestliie byla napf. 

na obec pfenesena pdsobnost vykon~vat pravomoc stavebn~ho td

fadu podle § 117 stavebri~ho z~kona 6. 50/1976 Sb., i pro 

sousedni obec nebo,obce, zastala, if tato pidhobnost, zachovAna. 

Rovn~i tak nedoi1o ke zmin6, pokud dffvfijiI n~rodni v~bor 

byl ratri~nim obvodem pro dalif obce. To plati oviem nadAle 

jen za pfedpokladu, ie by pkfsluin orgAn toto pov~ien! v me
zidobi neodial z ddvodu, ie odpadly podminky, za nichi dog1o 

k zaloieni takov6 p'Thobnosti. Da1l dkoly pak obce pinI na 
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dseku V~konu statni sprdvj 
v rozsahu, jak jejich Pdsobnost

zaklidaji, popipad6 umoifiuji zalojit zvla'itni z~kony vydan6 
pro jednotliva' sprdvni odv~tvi.
 

b/ Podle § 
 60 z~kona o obcich vykon~vaj! pov~fen6 obec
ni 65iady stitni sprdvu:
 
1. v rozsahu, v jak~m ji do 23. 11. 1990 vykongvaly d;vj9!.


mistni n~rodni v~bory ye st.Eediskov~ch obcich, mistni nd
rodni v~bory pro n~koljk obcf jako rozglienou pizsobnost,

jakoi i dkfv~j9! r-stsk4 n~rodn! vfbory prvni a druh6 ka
tegorie,
 

2. v n~kter~ch v~cech z p~sobnosti dfv~j9ch krajsk~ch 
a 0
kresnich nirodnich v~bor6~ uveden~ch v pkiloze k z~konu o
 
obc~ch,
 

3. ye v~cech, ye kter~ch jejich pdsobnost zaklgdajf zvldgtni

zdkony vydan4 pro jednotlivA sprivni odv~tvi,
 

4. ye v~cech, kter6 jim ze sv6 kompetence sv6 1 okresn! de.ad
p0 projedngni s pfflslugn~m dstiednlm orginem stdtnI spr&
vy,
 

5. ye v~cech, kdy se 
rozhoduje o pr~vech, pr~vem chrgn~a~ch

zgjrnech a povinnostech prdvnick~ch a fyzick~ch osob ye

spr~ivnjrm Hzenl, nevypl~vdi-1i ze z~kona o obcfch nebo 
ze

zvligtniho z~kona p~isobnost jin~ho sprgvniho orgdnu k roz
hodovdnf v I. stupni. Jde o v~kon piEenasen6 pi~sobnosti ye
velk6 mLte nad z~kladnf rozsah, v jak4~n jej vykondvaj! vgech

ny obce.
 
V1~da CR ur~ila sv~m naf~zenjfm 6. 475/1990 Sb. obce, je

jichi m~stskd, popipad6 obecnif 
dady se staly pov~ken~mi o
becnimj iifady. Dalgich 16 pov~fen~ch obecnich i3Eadd bylo v

mezidobf ur~eno na:Ezenim vlAdy CR 6~. 
82/1992 Sb., takie v

sou~asn6 dob6 je celkov6 381 povg:ench obecnich 53Eadd. Ty

vykondvaji rozilienou ptdsobnost 
na tis ,u vfkonu st~tni spri
vy nejen pro obze, 
v nichi jsou zilzeny, ale i pro dalil obce,

kter6 se nach~zejl v jim stanoven~ch lizemnich obvodech. Sta
noven! tzemnlch obvodd je 
v pravomoci okresnich diadd. Kaid4

obec v okrese je za~1en~na do 1dzemnniho obvodu n~kter~ho z po
verenych obecni!ch d3Eadd. 

Novela zdkona o obcich, kterA nabyla dinnosti 1. 7. 1992,
v~ak sv~iuje sv~m ustanovenim § odst.260 okresnim 6:Ead~m pra
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vomoc stanovit p0 projednini s p2Msluin~m dstednim org~nem, 

ie ur~en poviien obecn!i H5ad bude vykonivat stdtni sprivu v 

n~kter~ch sprivnich odvitvich i v idzemnich obvodech jin~ch po

v~ien~ch obecnich 65.iadti Z~kon o obcfch iegi moinost p~eneseni 

paisobnosti na dseku vfkonu stAd-ni sprivy t6i u obci, na n&i je 

pfenesen podle § 22 zAkona o obc~fch v~kon stitru spr~vy v zA

kiadnim rozsahu, pokud takovi obec neni schopria zabezpe6ovat 

sama iddn vfkon pienesen6 pasobnosti. Obec by m~la piedevim 

:Eeiit takto vzniklou situaci iniciativn6 p, edevg.im sama a u

zav~t dohodu s jinou obci, aby za ni pievzala pln~ni tohoto 

cikolu. musi vgak jit 0 obce v t~mie okrese, aby z~istala zacho

vina pi~sobnost piisluin~ho okresniho tdhadu k piezkoumAnI vyda

n~ch rozhodnutf, popi~pad6 opat. eni. Pokud obec neni schopna 

sama pinit svd dikoly v oblasti pienesene' pdsobnosti a ani ne

uzavfe s jinou obcI v t~to v~ci dohodu, je okresn! tdlad po

vi .nen ur6it, ie tuto pisobnost bude vykonivat pov~en' obec

n! diad, do jehoi dizernniho obvodu je obec za61en~na.
 

Uzavien! dohody mezi obcemi o zabezpe6eni vfkonu stitni
 

sprivy ai rozhodnutf okresniho dThadu, ie za obec bude vykonS

vat stitni sprdvu p Eslugn pov4.ien obecni diad, se mai~e t 

kat i vfkonu jen ur~it6 U~sti pienesene'pdsobnosti.
 

Jakmile bude obec schopna sarna zabezpe~it Hddn vfkon
 

pkenesen6 pi~sobnosti, rn~1a by b't dohoda o zabezpe6en! vfkonu
 

pfenesen6 paasobnosti jinou obc! zrugena, respektive by m~l o

kresnf difad zrugit svd opatienf u6iri6n6 v z~jmu zajiit~ni v 

koriu stitni sprivy.
 

Novelizac ' provedenou s U5.6nnostf od 1. 6ervence 1992 

doilo k podstatn6 zm~n6 v pdsobnosti k vfkonu st~tnI sprivy
 

v okresech Brno-venkov, Ostrava a PlzeA-m~sto- V souvislosti
 

se zrugenim okresnich dkd pro uveden6 okresy pieiel na ma

gistr~ty mist Brna, Ostravy a Plzn6 podle § 61 odst..2 pisrn.b/ 

zgkona o obcfch vfkon stitni spr~vy, kter do t6 doby p~islu

gel uveden~im okresnim Uiiaddrn. V'jirnku v torn sm~ru tvoii roz

hodo'vini podle § 5 odst. 1 a 2 zAk. CNR 6. 172/91 Sb., o pie

chodu n~kter~ch v~cl z majetku CR do vlastnictvi obcif, kter6
 

ze zrugen~ch 00 pieglo do pidsobnosti ministerstva financ( /viz
 

§ 5 odst. 4 zAk. o 00/ idpln6 zaini 6. 403 1992 Sb.!. 

http:edevg.im
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Orggny obc!f ajiejich pravornoc
 

Obce vykongvaji pdsobriost prostiednictvim sv~ch orgind,
 
pokud o nikter~ch v~cech pat:icich v~1u~n6 do samostatn6 pil
sobriosti obce nerozhoduji bezprost Eedi4 ob~an6 v mistnim re
fereridu.
 

Mezi orgAny nilei obecn! zastupiteistvo, obecn!i rada,
 
starosta, obecn! d:ad a jako orggriy obecn! rady t~i komise a 
zv1ggtni org~ny jif zi~izovan6. ye m~stech pdsob! m~stsk6 za
stupitelstvo, m~stskA rada a m~stsk2 di.ad.
 

ye statut~rn-,ch rn~stech pln!i 
 funkci obecniho zastupitel
stva zastupitelstvo m~sta, funkci obecni rady rada m~sta a 
funkci obecruiho d.adu iiiEad m~sta a ye statutirnich m~stech 
dzemn6 81en~n~ch, magistrdt; v m~stsk~ch obvodech nebo rn~st
sk~ch 69stech statutgrnich mist 6zemn6 61en~n~ch plni funkci
 
obecniho zastupitelstva obvodni zastupitelstva nebo mistn-,
 
zastupitelstvo, furikci obecni rady obvodn! rada riebo mistni
 
rada a funkcj obecriho di.adu 5Iad m~stsk6ho obvoc'u nebo mist
sk6 89sti, a to vidy v rozsahu t~mto orggn~m sv6 en~m.
 

V hlavnim m~stC&Praze plni funkci obecniho zastupitel
stva zastupitelstvo hlavniho m~sta Prahy a v m~stsk~ch 6gs
tech obvodni a mistrii zastupitelstva v rozsahu mu sv&en6m, 
funkci obecni rady rada zastupitelstva a v m~stsk~ch 6istech
 
obvodn! a mlstni zastupitelstva, funkci obecniho idiadu magi
strdtn! diad a v m~stsk~Ich obvodni a mistni U':Eady. Okoly sta
rosty pini ye statut~rrijch m~stech a v hiavnim rn~st6 Praze
 
primitor.
 

V 6inriosti orgna obce je nezbytn6 diasledn6 rozligovat,
 
zda jde o pln~ni 6ko1d a uplatr~ovgnf pravomocl na iiaeku 
sa
mostatni pdsobnosti nebo na 
'iseku pdsobnosti p~enesen6. Tato
 
okolnost je zAsadnim hiediskem pro ur~en! p:Eslugnosti jed
notliv~ch orgdi a rozsahu jejich oprivn~ni a odpov~dnosti k
 
projednadvdnl a rozhodov~nf konkr~tnich zileiitosti a z~rovei 
pro posouzeni, jak postupovat.pfi kontrole a n~prav6 eventu-

Aln6 nespr~vn'ch opatieni.
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Obecn( zastu itelstvo
 

Obecn! zastupitelstvo je sloierio z 6len'a zvolen~ch v pl 

m~ch volbich ob~any obce v po~tu, kter pied vyhldgenim voleb 

stanov! dosavadni obecru zastupitelstvo pied vyhldgenim voleb. 

Z~kon o obcich pro ty 66ely pouze z~vazn6 ur~uje spodni a 

horni hranici poatu 6lenda obecniho zastupitelstva v z~vislos

ti na po~tu obyvatel. V ustaveni § 7 z~kona NR, upravujici
ho volby do zastupitelstev v obcich jsou obsaieny d~vody pro 

vysloven! z~niku manditu. tprgzdni-li se mandit, nastupuje za 

81ena zastupitelstva nghradnik z kandiddtni listiny t4ie vo

lebn! strany, coi prohlaguje obecn! rada a novdmu zastupitel

stvu o tomn vyd~vA osv~d~eni. Nenl-li takov nghradnik, ziisti

vA mand~t uprAzdnin ai do konce volebniho obdobi. Nov6 vol

by by se v takov~m pipadE-korialy jen, pokud by se po~et 61e

n~a zastupitelstva snil o vice nei jednu t. etinu oproti po6

tu uraen6mu podle zdkona~anebo sniii1-1i by se pocet 8lend 

zastupitelstva ai pod hranici 7 jako rninimiln6 p~ipustn~ho 

poatu. 

Postaveni, oprivn~ni a povinriosti 61er.a obecniho zastu

pitelstva upravuji ustarioveni § 29 ai 35 zdkona o obcich. Me

zi jin'm je stanoveno/§'32 odst. 4/, ie se 6lene.-n ob.acniho 

zastupitelstva ize po dobu vftonu funkce a 12 m~sic5 po jeho 

skon6eni proti jeho v~li rozvgzat pracovni nebo obdobn pom~r
 

jen se souhiasem obecni'ho zastupitelstva. Toto ustanoveni 

ztratilo U'8innost dnem 27. Hijna 1992, kdy byl uve-'ejn~ri v
 

UAstce 97 SbIrky z~kond nAlez Ostavniho z~kona dSFR, kter 

shiedal, ie uvedend u! tiinovenl neni v souladu s dstavnin zd

konem o 6s. federaci. 

Obecn! zastupitelstvo j.t nejvyim orginem v oblasti sa

rostatn6 pasobnosti. Tomu odpovid.6 rozsah opr~vninf a okruh 

v~cl, ktere' jsou mu vyhrazenl; k rozhodova'ni ustanovenini § 36 

a § 36a zAkona o obclch. Z povahy v~c! sviienich do v~1u~n6 

pravomoci zastupitelstvu vyp1~vA, ie jde o z~kladnl, nejd~le

iitijgi ot~zky sarnostatn6 p~sobaiosti. Mezi n6 patii v prv6 

kadi schvalov~ni programu rczvoje 6zemniho obvodu obce, schva

lovin! rozpo~tu a vydatov~nl hospodaieni za uplynul6 obdobi, 

rozhiodovgnf o zfizeni, popipad6 zaloieni prAvnick~ch osob a 
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zaitzenif, schvalovAn! obecn6 zgvazn~ch vyhlAiek ye v~cech sa
mostatn6 pi~sobnosti, o volb6 starosty a jeho z~stupce a dal
ilfch s51enid obecrii rady, stanovenif po~tu dlouhodob6 uvoln~n~ch 
alend~ zastupitelstva, stanoven! v~ge osobnfch a v~cn~ch n~kla

ddna 6innrost obecrilho d:Eadu, .-:izov~in! obecni policie a roz
hodovAni o vstupu obce do dobrovolndho svazku obci. Obecnirnu
 
zastupitelstvu jii nepatif stanoveni celkov~ho po~tu pracov
nika obecniho dkiadu, ani jmenov~ni a odvoliv~n! tajemnika o
becniho dixadu.
 

Obecnimu zastupitelstvu je sv&Eeno tak6 rozhodov~n! o
 
viech zavain~ch rajetkoprAvnich ikonech obce. Je to p:Eedevgim 
rozhodovAn!f o riabyti a pievodu nemovit~ch v~l o majetkov6 
66.asti na podriikAn! jin~ch osob s v~jimkou vlastnich podnika, 
o pen4iit~ch vkladech do obchodnich spole6nosti, o zastaven!
 
nemovit~ch v~cl nebo o zastaven! movit~ch v~c! 
v hodnotfi vy~ii 
nei 50.000 K~s. Naproti tornu o piijetf a poskytnut! divCru, 
ai ye form6 piij~ky nebo dotace, prevzet! dluhu a piistoupeni 
k dluhu a pievzeti zAruky,rozhoduje obecnf zastupitelstvo 
jen tehdy, poiaduje-li to alespoA jedna desetina viech jeho
 
8lend.
 

K platnosti viech rozhodnutf!, usneseni i voleb starosty, 
jeho zAstupce a da1gich 6lend obecni rady je vidy t. eba sou
hlasu nadpolovi6ni v~tginy viech 6lena obecniho zastupitel
stva. I pro usnAgenf se obecni rady a da1lgch kolegilnlch 
orgrnd obce platl(obecn6 z~isada, ie k platnosti usneseni, po
pklpad6 rozhodnut! je tieba v~tiiny viech 61enA t~chto org~na. 

Obecni zastupitelstvo vykon~vi svou pravo~noc nezastupi
teln6 a nemdie ji proto sv4kit obecni rad6 arii jin~m orgnamh
 
obce, i kdyby s tim souhiasili pop~fpad6 i vgichni jeho 61e
nov6. Jedinou v~jimku z t~to zAsady p:Eipouiti ust. § 36 odst. 
2 z~kona o obc~ch, podle n~hoi mdie zastupitelstvo sv~iit ra
dfi podle mistni!ch podmifnek pouze EUst sve pravornoci schvalo
vat rozpo~tov& opatifeni. Praxe totii uk~zala, ie je nepruin6 
a nepraktick6, aby se vidy se schvalovAnim n~kter~ch dilcich 
dprav v rozpoatov~ch opat: .nfch 6ekalo ai na zasedgni obecni
ho, zastupitelstva. Pdjde o takovi rozpo~tovg opatieni, kteri 
je nutno provdt operativni a kterg nebudou znamenat zAsad
ni z~sah do schvAlen~ho rozpo~tu.
 



- 22 

Z~kon o obc~ch viak piipouit! sAm jeiti v jednom sm~ru
 
piesun pravomoci na obecnif radu, a to ye vici vyd~nl obecn6
 
zivaznd vyh1Agky na idseku samostatn6 pasobnostj obce, a to v
 
pfpadech nutn~ch a neodkladn~ch, jak~mi je napi. vydAni opa
tien! k v6asn6mu 8elerii ddxsledki pfirodni kalamity, jako je
 
povodefi, apod. Pokud by v~ak vyhlAgka vydand obecni radou 
ne
byla dodate6n6 schvdlena na nejblii £m zasedAn! obecniho zas
tupitelstva, ztrat! tim platnost; opatfeni na 
jejlm zAklad6
 
do t6 doby pfijatA pfitom z~istAvajl platri~mi.
 

Naproti tomu obecni zastupitelstvo ui po novelizaci zA
kona o obcich provedend s 6i6innosti k 1. 6ervenci 1992 nen!
 
oprAvn~no vyhradit si 
samo k projednAvAni a rozhodovin!ii~d
nou 
z v~cl, kter6 zikon sv~fuje do pravomoci obecni rady a
 
dalgich orgdna obce.
 

Pokud jde o v~kon pkenesend pasobnosti, pfislugi obecrii
mu zastupitelstvu jedini schvalovAif dzemn6 plAnovaci doku
mentace /dkive schvalovini tzemniho plAnu/;" ani vfkon t~to
 
pravomoci vgak nem~ie pien~st na obecn! radu.
 

ZasedAn! obecniho zastupitelstva se konA nejm~n6 jeden
krAt za 3 m~sice a je bezpodmine~n6 vidy vefEejn6. Qbaan6 obce
 
mus! b~t piedem o mistu, Easu a programu zased~in! pfedem in
formovAni zpidsobem v mistfi obvykl~m. 0 priab~hu -,asedAn! je
 
nutno do sedmi dnd po jeho skon~eni poidit zApis. Proti zA
pisu mohou 61enov6 zastupitalstva podAvat ncimitky, o nichi
 
musl rozhodnout nejbliiii zasedAnl zastupitelstva. Podrobnos
ti o jedndzxL obsahuje jednaci ild, kter 1 je povinno obecn!
 
zastupitelstvo vydat.
 

Obecni rada
 

Obecni rada je kolegiAlnfin orgdriem, kter tvoi starosta,
 
zdstupci starosty a dalif 6lenovd /radni/ vdleni obecnim za
stupitelstvem z fad jeho 8lena. Po~et 81end rady je 1ich 
a
 
6ini nejm~nfi 5 a nejvfce 13, piiemi nesmi piesahovat tfeti
nu zvolen~ch 6lend~ obecniho zastupitelstva. K odstran~n! n6
kter~ch pochybnostl z praxe se v~slovn6 stanovi, ie starosta
 
a jeho zastupci, byli-li obecnim zastupitelstvem odvolAni
 
nebo na svou funkci rezignovali, piestAvaj! bft automaticky
 
'61enyobecni rady.
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Obecnf rada se schAzI k jedn~ni podle potfeby; jej!
 
schiize viak na rozd1 
od zaseddnf obecn~ho zastupitelstvL,
 
jsou nevefejnSL Ze sv6 8innosti na 
dseku samostatn6 pidsob
nosti odpov~dA obecn! rada zastupitelstvu.
 

Od 1. aervence 1992 je postaven! obecn( rady koricipovA
no nov6 tak, 
ie obecnI rada z'dstivi vfkonnIr org~nern obce
 
pouze v oblasti sarnostatnd ptdsobnosti. V~slovn6 se zArovei
 
stanovi, ie obecni rad6 nepE~slugl rozhodovat na i6seku pEe
nesen6 piisobnosti s tirn, ie jedinou v~jimkou v tomi sme'ru je

vyd~vAniE obecn6 zdvazn~ch vyhlA.gek v oblasti vfkonu stdtni
 
sprivy, je-li obec k tornu znocn~na v zAkon6.
 

Jako vfkonn 
orgin obce pln! obecn! rada p~edevglm 6iko
ly potiebi4 k operativnirnu zabezpe~ovAn! sarnostatn6 pdsob
nosti obce. Jej! pravomoce v tomi srn~ru jsou zakotveny zejrn4
na v ust. § 45 zAkona o obc~ch. JednS se v prv6 Ead6 o za
bezpe~5ovAni hospoda:Een! obce podle schvAlendho rozpo~tu a o 
pln~n! tilohy zkizovatele a zakiadatele va~i prgvnick~rn oso
birn a za~zenim zifzen~m popkipad6 zaloienhn zastupitzelstvem.
 
ftadu pravornoc! mi obecn! rada ye v~cech vnit~rn 
 organizace
 
obce a organizovAn! a kontroly prdce obecniho 6 adu a kornisi
 
na idseku samostatnd 6innosti a pkipravy jedngn! obecruiho
 
zastupitelstva.
 

Tak obecni rada ziizuje a zruiuje komise, odbory obec
n~ho diadu, jmenuje na ndvrh tajemnifka obecniho d:adu vedou
cl odbord a rozhoduje o organiza~ni struktuke obecniho 6:Ea
du, jehoi celkov po6et pracovnlkd takd stanovi. Z pravomoci 
obecniho zastupitelstva na obecni radu pieglo takd jmenovi
raL a schvalovAni tajemnika obecniho diadu; k tomu viak obec
ni rada pot Eebuje souhias pkednosty okresniho diladu. 

Na diseku odni~iovini je v kompetenci obecni rady stano
verii platu starostovi a jeho zhstupcd3m, tajemnikovi obecni
ho idtadu a na n~vrh tajemnika obecni!ho diadu vedoucim odbortl 
obecniho didu. Pokud neni ztitzena funkce tajemnika obecniho 
iitadu, stanovif rada plat viem pracovnkdx obecniho ';Eadu. 

Pra';omoc vyhrazenou obecni rad6 obsahuji viak t~i dal
if ustanoven! zAkona o obclch, konkrdtn6 § 46, § 47 odstav
ce 1 a 3, 48 a 51. iak obecn! rada je oprivnina ukiAdat 
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povinriosti privnick~m osobAm poskytnout osobni a vicriou po

moc pft odstraovini ndsledka iivelnd pohromy nebo jin6 mi

mofAdn6 udAlosti ohroiujici hospodgksk nebo vekejn iivot 

v obci. V pipadi, ie by pr~vnick& osoba bez viin~ho didvodu 

uloienou povinnost nespinila, mdie ji obecn. rada uloiit po

kutu ai do v~ge 200.000 K~s, a to i opitovn6. Dalgi sank~n! 

oprAvnird jsou sviiena obecn! rad6 v6i6i pr~vnick~m osob~m a 

podnikateltam, kte~i zne~iiEuil jimi ui.tvan6 pozeruky nebo ye

iejnA prostranstvi a naruguji iivotni prostkedi obci nebo 

poruguji pki vfkonu podnikatelsk6 airinosti obecn6 zAvaznou 

vyh1Sgku, a to ai do 100.000 K~s. 

Ukl~d~ni pokut v~hradn6 obecni radou zvla't6 ye velk~ch 

mistech neru vidy praktick6. Proto zAkon o obc~ch nyni umoi-

Auje, aby obecni rada niohia tuto svou pravomoc sv~fit zcela 

nebo z6Asti ptHslugn~mu odboru obecniho d5Iadu. 

Pii uk1Ad~n! opatien! pr~vnich~m osobAm za 6.6elem odstra

nini nepilzniv~ch dcisledka iivelni pohromy nebo jin6 mimo

tddn6 udAlosti i p;Ei uk1AdAn! sank~nich oprivn~n! sv&ien~ch 

obecn! rad6 se postupuje podle zAkona 6. 71/1967 Sb., o 

sprlvnim HfzerL. 

Pfi zabezpe~ov~ni ml.stnich zAleiitost! veiejn~ho poidd

ku je obecnif rada oprdvn~na uklidat dtvaru Policie eskd re

publiky prostkednictvim pilsluin~ho vrchniho irspektora 6koly,
 

pokud je obec neni schopna zajistit vlastnimi silami a pro

stiedky.
 

Rozhodujlci postaven!f obecni rady jako vfkonnr~ho orgAnu 

obce zvfraz~iuje ustanoveni § 45 pod dism. p/, kter6 stanovi, 

ie obecni rada zabezpe6uje iegeni zb'vajicich otAzek spada

jicich do samostatn6 p~sobnosti obce, pokud nejsou vyhrazeny 

obecnimu zastupitelstvu. 

Obecni rad6, piesto, ie ji od 1. 6ervdnce 1972 nepii

slugi rozhodovat v oblasti vfkonu st~tni sprdvy, je sv~ieno
 

nadAle oprAvn6ni zftzovat zv1~itni orgAny pro vfkon pikenese

n6 pidsobnosti, stanovi-li nebo umoiuji-li to zvlAitni z~ko

fly. Tyto zAkony maji nebo vymezuji rozsah dko1a stdtni sprivy
 

jei mohou zv1Aitni orgAny vykonivat a v~tiinou stanovi i
 

hiediska pro jejich personAlni sloien.. Jako pkiklady ize
 

uv~st komisi k projednAvAn! piestupki podle zAkona
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o pfestupcich nebo povod~ovou komisi podle z~kona o St~tni
 
spriv6 ye vodnim hospodAistvi.
 

I kdyi ye svdzn ndzvu mail uveden6 zvliti orgAny slovo 
"komise", nejde o komise, kter6 jako sv6 org~ny mie podle 
mistnich podminek z~idit obecni rada podle § 56 zdkona o ob
c~fch. Obligatorn6 vgak mus! obecn! rada zj~ldit komisi kon
trolni a kornisi finan~n!. Z~sadn6 jsou kornise orginem kon
trolnim a v~konnrn. Mohou vgak b~t i pov&eny v~konem pie
nesend pisobnosti. Ve v~cech v~konu pienesen6 pi~sobnostj ';~ak
 
jsou pak takov6 koniise pod:Hzeny okresnifmu diadu, i kdyi ji
nak v jin~ch v6cech jsou ze sv6 8innosti odpov~dny obecn! 
rad6.
 

Starosta
 

Starosta, kter zastupuje obec navenek, odpov~dS se ze
 
sv4 6innosti obecnirnu zastupite1litvu, kter6 ho, do funkce z
 
Ead sv~ch 61end j*menuje, pop:EpadA z funkce odvol~vA. Sta
rosta svo1~vA zasedAn! obecniho, zastupitelstva a zpravidla
 
je HIdl, odpovIdA za inforrnovgni~oban6~ o svolAni zastupi
telstva a spolu s ur~en~mi ov~iovateli podepisuje zApis 
o
 
jeho prixb~hu. Starosta dAle spolu se sv~rn zdstupcen nebo ji
n~m povEen~Im radnim podepisuje obecn6 zAvaznd vyhlgiky obce 
a jini usnesen! obecrilho zastupitelstva.
 

Starosta rovn~i piipravuje, svoliA a H.dl schaze obec
ni rady a spolu s poviien~m 6lenem obecn! rady podepisuje
 
jej.I usnesenf. 

Starosta je v 6ele obecniho diadu, kter tvoi spolu se
 
sv~mi zistupci, tajemniken obecniho 5iiadu a dal~rni p).:acov
n~!ky. Nenf-li zilzena f-unkce tajemnika obecniho tHadu, je 
starosta nadt:tzen viem pracovnikilm obecniho 6iadu a pInl v 
torn piKlpadA i funkci statutArniho orgAnu zarn~stnavatele
 
podle zvlAitnich p:Eedpisi.
 

V'znamn4 je sistani oprAvn~nl starosty. Starosta mine 
pozastavit vfkon r'snesenft obrzcni rady v otdzk~ch samostatn6 
pdsobnosti obce, poklAdA-lj je za nespr~vn6 a piedloiit pak
 
v6c k rozhodnutl nejb1iHIrnu zasedArtf obecniho zastupitel
stva. 
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Je oprivnin pozastavit. takd vfkon usneseni komnise zi:tzend 
obecni radou v otgzk~ch samostatn6 pdsobnosti, poklA-li
 

je za nesprgvn4,; pak je povinnen piedloiit takovou v~c k
 

rozhodnuti do nejbliigl schdize obecn! rady.
 

Hrozi-li nebezpe~f z prodleni, m~ie starosta vyuilt
 
oprivn~n! sv~kend jinak obecni rad6 v pi~lpad6, ie doglo v
 
diisledku iivelni pohromy nebo jin6 mimo Hdn6 udAlosti k
 

ohroieni hospod~ksk~ho nebo veiejn~ho iivota v obci a sim 

uloiit prdvnickhn osob~rn poskytnut! osobni a v~cne4 pomnoci
 

pki odstra~iovini n~sledkd t~to ud~losti' o torn viak mus!
 
bezodkladn6 informovat obecni radu.
 

Starostovi tak6 nyni nileii pravomoc pov~kit komise
 

zt.izend obecni radou vfkonem st~tn! sprivy v ur6it~ch kon
krdtnifch v~cech. Takovd opat~eni viak mus! pikedern projednat
 

s okresnim Hiadern.
 

V oblasti zajigiovinl rnistnich z~1eiitost! veiejn~ho 
poigdku starosta zgsadn6 idl obecni policii, je-li z~izena, 
pokud jejIrn fizenin nepov6ti obecni zastupitelstvo jin~ho 
sv~ho 6lena. Vyp1~v& tak ze zdkona dNR 6. 553/1991 Sb., o 

obecni policii. 

zvlgit je tieba poukAzat na pravornoc starosty v obcich, 
v nichi poi~et zvolen~?ch 8lenia obecniho zastupitelStVd je nii
91 nei 15 a v nichi se proto podle § 44 odst. 4 zdkona o ob
cich nevoif obecni rada- Funkci obecni rady v obcich, v nichi 
se neziizuje obecrii rada, pak plni starosta. Pro ten pilpad
 
je v~ak pravomoc jinak n~leiejicl obecni radfi ornezena v torn,
 
ie odminu starostovi a jeho z~stupctlm, aa jinak jeji stano
veni je v pravomoci obecni rady, stanovi obecnif zastupitel

stvo.
 

ZUstupce starosty zastupuje starostu v jeho nepkitomnos

ti. Z~kon o obcich viak umoifuje obecni rad.6 stanovit, ie
 

ngkter6 tdkoly starosty bude pinit. jeho zistupce, poptitpad6
 

diferencovani vice zistupcd.
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0becnif diad
 

Obecni diad pidsobf v kaidd obcil jeho sloienif vyp1~vi
 
z ustanoveni § 58 odst. 1 zgkona o obc~ch. Z:Eizovin1 odbora 
z pracovnlkd obecniho 5iEadu pro jednotliv6 i6seky 6innosti je
 
zgsadn6 v pravomoci obecni rady. Ta v~ak je povinna zildit
 
pro ur~it obor vfkonu stAtnif sprivy samostatn odbor, pokud
 
tak stanovi zv1~gtni zgkon. Pi~kladem je z: izovgni samostat
n~ho odboru s pdsobnostl ye v~cech iivnost! u pov6.en~ch o
becnich did- na ziklad6 zAkona NR 6. 570/1991 Sb., o iiv
nostensk~ch 6:Eadech. 

Obecni Hiad pini 6ikoly jak v samostati4 p~isobnosti, tak 
i v pfenesen6 pdsobnosti obce. V oblasti sarnostatn6 pdsobnos
ti plnl pjedevgm dkoly, kter6 mu uklAdd obecni rada a obec
ni zastupitelstvo. DAle obecni 6iEad usm6rziuje po odborn6
 
str~nce 6innost rozpoatov~ch a p sp~vkov~ch prAvnick~ch osob
 
a za~zenl zfElzen~ch obcl a pomdhA komislm zifzen~m obecn!
 
radou v jejich 6innosti. Po adxninistrativn6 technickA strin
ce zajigiuje checni HSad 6innost v~ech orgina obce.
 

Na dseku pienesen6 pdThobnosti vykongvi obecn! diEad st~t
n! sprivu s v~jimkou v~cl, k jejichi rozhodovizu: je povoldn
 
zv1Agtnif orgAn z:Eizovan4 podle zv1Agtnifch p:Eedpisa a s v 
jimkou v~cl, jejich! rozhodovcin :-ylo sv6.eno kornisi rady.
 

Pii vfkonu p.enesen6 ptdsobnosti je obecni 6iiEad pod.Hzen 
zA3adnfi okresnlmu diadul v zAkon6 o obc~ch je nyn! zohledn6
nio, ie nikdy podle zv1Aitnich zAkronda je nad:Hzen~m i jin 
orgAn stAtriL sprAvy nei je okresni ditad, konkr~tn6 napi. 
ikcolsk ditad podle § 7 pism. c/ zAkona NR 8. 564/1990 Sb., 
o stAtnf sprAvA a samosprivi ye gkolstvi.
 

Specifick6 postaveni mezi obecnim-i 6:ady maj! pov~iend
 
obecni iady, kter6 ptdsobf v obc~ch ur~en~ch nailzen.im vlAdy.
 
0 jejich postaveni a pravornoci je pojednAno podrobn6 v oddl
lu vgnovangm rozboru ptdsobnosti obcf. Od obecnich diadi se
 
rozsahem p~sobnosti na liseku vfkonu stAtni sprAvy odliguji
 
15.hdy m~stsk~ch obvodd a t6iEady m~stsk~ch 6Ast! v dizemn& 6le
nin~ch si-atutArnich m~stech. Maji z~sadn6 p~sobnost pov~ie
n~ch obecnifch ditadiA podle zvlAitnich zAkond, pokud ji zastu
pitelstvo m6sta zcela nebo z6Asti nevyhradilo magistrAtu,
 

http:nailzen.im
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popilpadi pdsobnost magistr~tu, pokud jim ji zastupitelstvo 

m~sta sv~kilo. ZvlAgtriost organizace v'konu st~tni spr~vy ye
 

statutirnich mistech U'zemni 61enin~Ich spo~ivA v toms, ze jejich
 

magistrity piezkoumdvaj! rozhodnutl orgina m~stsk~ch obvod6i
 

a m~stsk~ch 6isti vydani ye sprivnim Hizeni. V dtlsledku toho
 

* ce16 Ead6 piipada probihA rozhodovAri na diseku vfkonu stAt

n! sprAvy ye dvou instancich u orgAnia t~chto m~st.
 

Novelizaci z~kona o obc~ch provedenou k 1. 7. 1992 by

lo upiesn~no postaveni tajemnika obecniho 6 adu a riov6 sta

noveny p~edpoklady pro zi~izovdni t4to funkce. Tajemnik obec

niho diadu piasobi ye v~ech obc~ch, v nichi je obecni 65iad
 

a v dal~ich obcich, v nichi jsou zi~zeny alespoE dva odbory.
 

Tajemnik jako nadiizen viech pracovnika obecniho 65iadu
 

Hia kontroluje jejichi 6innost a stanovi Jim s v~jimkou
 

vedoucich odbortl rovn~i platy podle zv1A~tnich p~edpisd;
 

u vedouzich odbortl divS obecni rad6 nivrh na stanoveni jejich
 

platu. Tajf~mnik obecniho diadu ziroveA~ plni funkci statutAr

niho orginu zarn~stnavatele podle zv1Aitnich piedpis6, 61mi
 

jv-;u min~ny piedevilm dikoly ze zAkoniku prAce a z bezpe6

nostnich pr~vnich piedpisid.
 

Tajemnik obecniho diadu je povinnen zd5.astnit se jak
 

zasedAn! obecniho zastupitelstva, tak schiize obecni rady;
 

rnd v~ak vidy jen hias poradn.. Jeho uplatn~nlm maie viak
 

6ainni piispit k zgkonn~mu rozhodovAni zmin~n~ch. kolegidl

nich orgd obce. Prostiednictvim tajemnika doc-Ai t4i k
 

zabezpe~eni pln~nif usneseni obecnlho zastupitel 'zva a obec

ni rady pracovnfky obecniho d5iadu. Ze sv6 t~to 'innosti i z
 

plninif ostatnich dko1la na dsekui samostatnd pasc. miosti odpo

vf!dA tajemnik obecn! radi a starostovi. Naproti tomu vc.. 

blasti ptEenesei6 pdsobnosti je tajemnik odpovidn ' pouze sta

rostovi. 
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Vztahy orgcnl stitnl spr~vy k obclm a jejich orginrm
 

Pom~rng vfrazn6 je t4i v zAkon6 o obcCch zaloiena p5
sobnost a pravomoc okresnich 5ada ve vztahu k obclm a jejich
 
orginam. Pri uplatiovini t4to pdsobnosti a pravomoci vznika
ji rdznorod6 vzgjemnd vztahy pom~rn6 v~znamn4 
z hlediska
 
ovlivn~n! vgvoje a chodu obce a pln~ni jejich funkci.
 

Oprivnnl sv4Lovani orggn~im st~tni 
spr~vy a povinnosti
 
obcl ve vztahu k nim jsou stanoveny diferencovan6 podle to
ho, zda 
se dotkaj! samostatn6 nebo pienesen6 pilsobnosti.
 
Nej6ast~ji dochgz! k uplatn~nf pravomoci okresnich 6iad6.
 

Tak napi. k jmenovini a odvolAni tajemnika obecniho 6
radu obecnf radou maie dojit jen se souhlasem piednosty o
kresniho iadu /§ 45 pism. h/. Starosta je povinen na z~dost
 
ptednosty okresniho 6iadu svolat nejpozd~ji do 14 dn 
 zase
dAnl obecniho zastupitelstva /§ 38 odst. 1/ a zaslat okres
n~mu diadu usnesen! obecniho zastupitelstva nebo obecn 
 ra
dy / § 53 odst. 3/. Viechny obecn6 z~vazn4 vyhlAky, kter6
 
obec vyd& na dseku sv6 samostatn4 pdsobnosti, je obecn! 6Ead
 
povinen, jakmile nabyly diinnosti, zaslat neprodlen6 okresni
mu 
Hadu / § 16 odst. 5/. Starosta mdie sviit komisi z@lze
n4 radou v~kon prenesend pdsobnosti jedin6 po projednAnf s
 
okresnim diadem / § 53a/. Rovni slou6eni obc! pied uzavie
nim dohody je obec povinna projednat s okresnim diadem
 
/ § 10 odst. 1/. Pokud obec nepodS do 30 dnd ode dne vyhli
geni v~sledkd mistniho referenda n&vrh na rozd~len! obce mi
nisterstvu vnitra, u6ini tak okresni diad / § 11 odst. 1/.
 
PodAvA-li obec takov 
nAvrh sama, je povinna tak u6init pro
stkednictvim okresniho diadu / § 11 odst. 2/.
 

Velmi v~znamn~m je oprAvn~n! zakotven4 v § 38 odst. 
3,
 
podle n~hoi mdie piednosta 
O0 dAt nAvrh dNR, aby rozpustila 
obecni zastupitelstvo, kterd se neseilo po dobu delf nei 
sest m~sicd. 

Ve v~cech pieneseni pdsobnosti obce je v~slovn6 stano
veno, ie obecn! diad je, nestanovi-li zvlAtn! zAkon jinak, 
pod~izen okresnimu diadu / § 58 odst. 4/. Z toho vyplvaji
 
dalil oprivn~ni okresniho diadu. Tak v pilpadA, ie obec neni
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schopna sama zabezpe6it H~dn vfton st~tni sprdvy na ni pr-e-
nesen a neuzavie sama dohodu s jinou obcf, aby za ni vfkor4
 
t6to pienesen6 ptisobnosti zabezpe~ovala, ur~l okresn! 65Ead, 
ie tuto pdsobnost bude vykonAvat pov~ien obecnif 65Iad
 
/ § 23 odst. 1/. 0kresrif diad midie d~le sv&Eit pov&Eengmu 
obecnimu dkadu vfkon stitni spr~vy, jinak patkicl do jeho 
viastni pdsobnosti 20 projedndni s pkislugn~m i6stiednim or
ginem st~tnf sprivy / § 60 odst. 1 pism. c/. 

tustanoven! § 5 zAkona o okresnich diadech obsahuje dal
~i pravomoc okresnich dkiadid v~ii obclm, a to konkr~tn6 
pkezkoumdvdni rozhodnut! orgAnd obce ye sprivnim :Hzeni a
 

kontrolu 6innosti org~n5 obce na dIseku jejich p~enesen6 pii

sobnosti v~etn6 moinosti ukiddat obecnim difadilm opatken! k
 
odstran~n! nedostatkd~ zjigt~n~ch pii kontrole. Okresn! dL.
dy rovn&i stanovi pov4ien~m obecriim dk.adidm se souhiasem mi
nisterstva vnitra i6zemni obvod a mohou podle § 60 odst. 2 
zikona o obcich po projednAni s p Eslugn~m orgdnem stitn.' 
sprdvy stanovit, ie pov~ien obecrii ifad. bude vykon~vat st~t

n! spr~vu i v dzemnim obvodu jin~ho poviken~ho obecnitho 6ii~a
ZAv~rem je na mistfi v~novat pozornost nAprav6 nesprdv A 

n~ch opatken! orgAnci obce podle § 62 zAkona o obcich. Postup 
pii sjednAvAni ndpravy v~etn6 zaloieni kompetence se odli
iuje v~razri6 podle toho, v jakd oblasti pidsobnosti obce doglo 

k vydAni nesprdvndho opatkeril.
 

Odporuje-li podle ndzoru okresniho diadu z~konu obecn6
 

zAvaznA vyhlAika nebo, jind opatien! obecniho zastupitelstva
 
riebo opatikeni obecni rady nebo jejich orgAna, kter6 byly vy

d~riy ye vficech samostati4 pdsobnosti, pozastav! okresn! 6:Ead
 
v~kon t~chto opatfeni. V pflpadfi, ie obecni zastupitelstvo
 
samo,nesjednA nApravu, pokud jde o jim vydari4 opatkeni, nebo
 

u opat: enl vydan~ch obecni radou nebo jejimi orgAny tuto nd
pravu nesjednA ani obecni rada ani obecni zastupitelstvo, je
 
okresnl ditad povinen pkedloiit vic do 30 dnd od pozastaveni
 

deskd nArodni rad6 k rozhodnuti.
 

Jde-li viak o nesprdvn6 rozhodnutl obecniho zastupitel
stva, obecni rady nebo jejich orgnda nebo obecniho d5iadu v
 

otAzkich pkenesen6 pdsobnosti, je okresni diad sim oprdvn~n
 

nesprivn6 opatkeni zruiit, pokud nesjednal nipravu orgAn,
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kter' je vydal.
 

Tento postup vgak neplati, jde-li o pkezkoumAni rouhod
nutl vydan~ch podle pikedpisd o sprivnim ikizeni. Nevyp1~vi-li
 
ze zv1ggtnich pkedpisa jiriak, postupuje se pki pikezkoumivi
n! sprivnich rozhodnutf podle z~kona 6. 71/1967 Sb. o spriy
nim kizeni /sprAvni :EAd/. 

Pki rovelizaci zAkona o obcich s i6ainnosti k 1. 7. 1992 
byl zakotven zvlggtni procesni postup k provedeni n~pravy ne
zikonn~ch, popkipad6 nesprAvn~ch opatien! vydan~ch m~stsk~hni
 
obvody nebo m~stsk~mi UAstmi izemn6 61en~n~ch statutgrnich
 
mist a ddle bylo stanoveno, jak procesn6 postupovat p0 zruge
n! okresnich di~adia pro okresy Brno-m~sto, Ostrava a Pizeni.
 
V tomto srn~ru je pro pozastaven! nezdkonn~ch opatkerif orgAna
 
mast Brria, Ostravy a Plzn6 vydan~ch na dseku samostatn6 PI

sobnosti zakotveno oprivnn! ministerstva vnitra. Nebyla-li
 
by do 30 dnia od sistace opatien!f sjedngna nAprava orgAny obce,
 
bude v~c piedloiena k rozhodnutf iesk6 nirodni rad6.
 

K nAprav6 nesprivn~ch opatkeni orgina m4st Brna, Ostra
vy a Plzn6 na diseku pkenesen6 pdsobnosti jsou vgak pkislugny
 
k sjednAn!f nApravy dstkedni orgdny stAtnl sprivy, pkislugn6
 

podle sprdvniho odvitvi, v nimi doilo. k vydgni takov~ho roz
hodnutf.
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KDO JSOU UKOLITEL9 ?
 

Nenf mnoho lidf, kteff se rozhodnou, le by se chtili stdt 6ko
liteli. Vgt~ins lidf, ktef.f 3e semi noz~voaf instruktory, neza
dskla svou karidru v tdto ob183ti. V~t~ins z nich pfich~zi z roz

wanitych obleatf a vgdnfch obord - jako, udite14, 3Pisovateld, pu
blicist4, pfichizejf i z oblasti vjzkumu a 
ffzenf.
 

St~1e vfce lidf se tak stdvd 6koliteli, bud no zdkladf v 
bgru, nebo protole to dejeb price vyladuje. 

Co je to Akolen! ? Jednodute fedeno, zle to pomdinf drubhJu 
utait 3e. Ka~dY 3e tak *ile st~t v urditda obdobf 5Icolitelea. 
Menaldfi a supervizofi J30u Ikoliteld, protole 3oUldstf!Mzent
 

de motivovat zam~stflance, aby precovali ldpe. At tak, di onak 
-
v~ichni profesiondlovd J30u 3koliteld 
 S31s to uvfdomuji, di
 

nikoli. Je to 30Uddt jejich price.
 
Tato pffrudka pro Akolitele byla pfipravens jako pomoc t~a,
 

jejichl odpov~dnCst vyladuje znsanou pozorno3t probleustice 3ko
lenf. Nabfz zdkladnf my~lenky o umetoddch udenf a Akolen! dosp6
lych P03luchead a Poskytuae urditd ndstroje pro splngni tohoto 

I zkudenf Skoliteld zji~iujl, le nikterd z dd1e uvedenqch metod
 
mohou byt efektivnfJ51 nel ty, te4tradianf pouffvaj!, i kdyl by
1± dosud '1pdAnf. Proafne vyufijte tichto metod m pfizp11sobte je
 
sv~m pot±febdm pro zdokonalen! Veit price.
 



VZDALMVLf DOSPILICH : KOLEN1 LEMORV 

1. Co 	 rozumme pod pojmem "fikolenQ'* /training/ ? 

aLe lifi vzdilivinl doep51.jch od vzd~J.~v~mj
 

dite'te?
 

1.1, 	 Vyie zm.mnjm otizkdm ameri~ti pedagogovd 

specializovanlf na vzd1livini dosp41ych 

v~nujf zna~nou pozornoat. 0 dan6 problo

matice byla napsina fada lcnih a byly 

vypracovdny tisice programd. Na z~kladi 

di.ouho shromai&avany'ch zku~onosti v~tg±

na u~itela se v zdaadi shoduje v nalzoru, 'Zell 

1.2. Vzdivaci systdm pom~hd dosp6~iu poslucha~i 

podstatn6 efektivn~ji so u~it; p~iapivA k rds

tu Jeho praoovid Icialifikace a upev~,je komu

nitu, v n~li ije. 

1.3. 	 V porovudnI a vjvkoua d~ti 3. pRi vzd~lAnl~ 

dospiljoh mohem vewthi akcdnt kiaden na sou

str'edgnIf poalucha~a na konkrdtni probldm. 

likladni charaktoriatiok4 z'757 vzd6U4xdn. dospilych 

a MI 3. molno podle ameriockjoh odbornikI vymazit 

nisledoi: 



Po0ro0v n in
 
c h ar a k te r 
 t i ck'-,c h r y a zaCi n a j c c 

a Z u e n cii uC'i te1a 

r-HDAG OI A AIflDRAGOGI3
/vzd:1.ivtni ctudenti / /vzd~li'v-in dosp6l~ch/ 

povinn.i v-lukai dobrovolni ti~ast U~it1Ca 

koticcnitr~zce smn'rern 
 koncentrace k iheond 
!c iii~hdm.'Ttu v~uky problematiky
 

ztudenti zivisli na 
 nezivioli ucite1e'
 
vyu~uJ ic .ch 

nezlr~enizku.eni
 

ooz-,ah v,.uil-. otanoven 
 uc'itel6 oami rozhoduji 
u~ it e).i o obschu 1-itky,kteri je
 

p.i-edm,"tern vyu6ovac,- hodiriy
 

rozd-'1enl do ak upiai 
 rozd;Ueni podle zi-Qmill/pot~eb
podle v;*:cu/tirovn--' vzdlini/
 
zchonnrot! a dovednocti
 

sousted'mn n'a mo~d nou souothedini no. bezprost-edni
pedaorpicou 6innost vyu~iti znp-losti a~ schopnost l 
v budoticnrti 

pl'ipacln t' pr~dar.ogick pedago~iclca' 6innost jako
6inno.'jt Jci.!co cil coofivotni proces 

pod~zerno at u e'iteli 
o n p
u.-itel usmr~ruje posluc!ln~eroprinvzhkuiti v y vz a k u it l 

znme.vonl na sprivnou samuostatni individu(1ni 
O.dnov~d kontrolst&~o~ 
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Odkaz: Chriatiaie Beaker, str. 12. YCIUI 1991 

2. 	 Pokud jde o vzd510v4nl. doop~l1t.h, =niricki pedago

gika do zna~n4 miry vyl-bhz3' z v uk ve skupinich. 

Opfr4 se pgitom o pozitivrl visledky dosahovand 

v 	takto koncipovan6 vyuce. 

2.1. 	 RcI~t tloby psychologie v prOM701OV6 afffe.: 

ezperimentd a atudii provid~n$ch a piahliko

vanzjch takov-mi specialisty jako jsou Howthorne 

a Lewin; 

2.2. 	 T~ebaz'e as ye vzdil~vaci.m procesu akccentuji 

rdznA cvi~eni, neznamenA to, ie by as jakkoli 
oslabila pozornost soustie4dna ke sd~lovdml 

nezbytn.ch d~daJ6 poaluchac'Lm; provdlg~: 

dosp41jch Jo naopak p~Cznac'n& pozornost zami

fenA kc chovini a jodnAnl' oo1liki skupin. 

2.3. 	 Za nejefoktivn6j~i formu dandho typu rjuky 

as pokicdaji aktivizac'ni avic-en! spojeng 

so 	 ascupinovym hodnoconlm piednAgenjoh probid

md. Od'posluchac-a so p'edpoklddd# Is teozeticki 

otizky budou individu~1n5 studovat. 

VUi'Smal le terrto Vzde-Uvacf syet4m Via zaujme 

a zo Jej pjjinte jako inhtruktivm~ a z~bar±Y 

2.4. 	 1 kdyl so konkrdtrd uituace v dosec6 republio. 

a ve Slovenak6 republico li~d od aituace v USA, 

predpokl4ddines z' naie vzdilivacl motody a p'i

kld&y nimi pouht6 mohou bit aplikovatelnd a i 

jo v prazi. budete moci vyulivat, 

http:nezbytn.ch
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TVITh~1 KLIKL V3 VZDIVACfK PROCESU 

Pro doepild poslucha~e mi z4il~ti V~jznam jejich osobni 
ztoto~nnd so a problematikou, Ictori je vyu~ov~na, tj, sku.~
 
te~nostg Z'e vybrany'typ kurau jo pro n6 co moinAd ?ejatraktiv
n5E Pli± ap~oni uveden~ch podm-ziek se 'ytvL-i optimiJ. kli
ma pro -lastn{ vzd~livaci proces. 

Ve 31,ojenjeh ;t4zeoh se pri zahg..jeni~ kurau 6asto apli-
Icujo kr~tkd pi edatavezil vieoh jeho dia'atnika, v~etn5 krtk 
charakteriatik- jejich dosavadich znalosti a zku~enostf. 

Tasg~optup,.p~ftipfvd Ie zvys'ovdn:C Ioncentrace poslucha~a
a souen~ umoznuje ziasrgvat o nich oennd informace,
 

Na vytvAL eni potr'ebn4 atmoof~ry pro v3uku pt~sobf takc4
 
u~ebna, v n.di se vyu~ovaoi proces un~uteC-3Je, tie zeJm~na
 
skute~noat, zd~a vy Jaco u6itel ji pokl~d~.te po vieoa atrin

kc2za vyhovuJief. Osv~d~ujI so ± takovd drobnosti, jako
 
JSou U'am~v u~itolo, jeho humorn4 pozn~mky atd.
 

Zoel1a n a z a 6 At ku v $u ky by si
 
C'itel raJ. pi'edstavit jednak jako jednotlivoc, jodnak jako
 

pedagogg informovat o 6asove'm rozJlo",enI ku.rsu a ckiarskteri
zoc'7at a-~
'ipracovnl postavezuX Me' by z~rovenw cbarakterizovat 
z~kladn~l ideu pgedx ~Iy /pr'edxL~ek/ a infcrmovat o post,"ech, 
kterd se rozao~. ,-,o vjkled zvolit; a joho n'vrhy by ucastmict 
kursu mali vyslovit souhlan. 

Na za~4tku pgedn Icy jo rovniz nezbytnd informovat o 0j.s 
loch, Ictor6 si od n:( slibuji jaic poslucha~i, tak pedagog a s45-. 
lit n~kolik 6aaov~chi iidajtl vztahuiich se kcvjkladu. Pokud 
U~±tel bude mazi posluchafi distribucovat n~jak6 istruktn, 
materigly, tito by m51i u~init kcnim s'vd pozndmkyo pokud so 
ye studiu budou jimi Hdit. Na konci Icazd6 fdze vyu~ovaciho 
proceau Jo treba ddt proator pro dotazy poolucha~a. 

UMitel mus&' k doap~lych poslucha~M pisitupovat jako Ice zra1.jm 
akompetentnim jedinolm, tj. neumi mit kc nim pfatup jako kcn5

komu, kdo nio neznd. Doporu~ujd*ryzovat so n6kto 'ch p~iutupd 

http:pokl~d~.te
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vadouoich Ice sailovtm zglmu d'CastnikdL kuxrsu, v prvni ad6 
3eJioh kritik, u~itele. Jo p~frozend, ie odpove'd± posluoha~a
 
na otizky vyuca.jicflio mahou bjt nesprivnd; so atanovialcy 
poslucha~a Je ovgem tr'eba pracovat konstrukctivne' a vyh. Vat 
se Jejich zneva'zov~,ii. Takovy'to pr'stup Jo pozitivn6 pi'i
jimin ce1imi skupinami. posluchaUI. Jame p~esve'd~eni o tomn, 
ie jeho uplatannise podstatn5 zvy'uje pod:Cl pooluchae'a na 
vyu~ovacirn procesm. 

Joe t r-e ba p o 6it at a u r ci t m 

AodpaosetnI so ekiiO3ngkte-c. strany 

rich poaluchad~i docha'zi zv1~st5 tehdy, Jestlizo so navygve'tli 
oil. vjuky a vzgjeum6 souvial2o3ti, std, Jednou z moinzich metod, 
jeg v takov-4mto pr'pade' munCe uitel poulivat, je puriodickA 
kontrola podlClu cel6 akupiny na vyu'ovacfim proceau a lconzul
taco u~itele a jejim~i 6leny o tomn, jak p~ednAS'ku zlep~it 
/napr'. fornou hodnoceni kursu prov~d~ndho na jeho zivgr/, 
Ne'kdy Jo tr-eba po~tat ± s v6i konfroutaci s poslucha~ern, 
ktery po delii dobu nenl( aktivnf[. 



METODY A TECHNIICY tKOLE~f 

Jsou dv6 ottzky, kter-jui 3e musfme zabyvat, kdyl pldnujeme 
6kolenf; otizica obsahu a metody, tj. jakou oblat cheue "po. 

ky a jakym ZPd~iobeu hodldme dkol 3pinit. Obg otdzk$ jsou dd
lefit6. 

Ti, kteff nemajf zku~enosti aako instruktofi, budou obvykle
 
uvalovat pouze o cobsehu a budou pf13tupovat k "udenf 144~", jsko 
by to byly d4ti ve 6kole. 

D03p4lf absorbujf a udf se vfre, pekud 3e aktivn# d893tnI 
vyudovaciho procesu. Zkuden ilkolitel se proto 3nalf podpofit
 
8 vystupiiovat tuto daet. Nazyvme to "aktivnfm 
uaenim".
 

Dosp~lf posluchdi 3e dotezuJI a neapokoji se s pf'ednd~kou, 
kterd se revztahuje k tdmatu, jet je zsjfmd. tkolitel musf vf
dat, kdy a jsk uvdt faktta a kdy pouIIVat 3kupinoyd metody. 

Prvnin kroken pi'iprevr vzd41dvaciho progremu je nspldnovinf
 

tohoto prograu
 

Pldnovdni zadind uv~dom~nju si, kde chceme skonait. J&'kd
 
majf btt vloledk7 Wdn od 3kolent ? Pokud vlte, deho chckite
 
dosdhnout, m~lete urdovat, jakfti ceatami 
 cfle d03dhziout. Jtv
k4 je potfebe, kterd vedla ke shromildinf posluchadd na 3kole.
ni ? Co chceme, aby posluchadi v~d~li, at budou odchdzet ? 
(Toto se tykd i cild zde uvdnch metod).
 

Da1lfm krokem jo pi'prova konkrdtniho progrumu Crozvrhu)
 
Akolerif; !usfme vidit, 
 kolik asou mine k d13pOZiCi (nebo ko
lik as8u potf'ebujeme) 
 a jak tento des vyugft.
 

Pmatujte, le pracujote a assovi 
 vytflen~ui lidmi, kte
ff nomohou strivit unoho asu no 6kolent. Ptlednibky, kterd 



trvaji pf'iliA diouho, vedou k oslabent pozornosti p0sluchsdd. 

?4apldnujte proto vice krat~ich lekci v pridb~hu flikolike tldnil. 

Nyni pfistupme k ro.zvrhu 5kolenf: ten at 
 *bsdhnout vie,
 

co se dkolenim souvisf ; obsh, strukturu d1dastni", je

jich aktivitu, techniclc4 vybavent vdetnI textd pro posluchade, 
dasovj rozvrh, alternativni podn4ty zdvisejici na reakc. 
sku

pin atd. Tento rozvrh Vdm ujasnf, koho a co potfebujete pf~i
 

Skolenf. Je-li aeho aeddt 
napf. uvedeni technickdho mate

ridlu pro zvr)~eni znslostf aaetn~kd, budete muset shdnit ad

bornfky na tuto obleat. fz je t6me zdsadngj~f a donjf
 

tfm vice budete muset hiedat vhodndho odbornike (z Va~f orga

nizace, vysokd Akoly, apod.). Pfeavgddte se, le 3estavujete
 

program, kterl budou VsAi Posluchadi potfebovat.
 

Jeatlife de VaAfn cilem 3staveni t~mu nebo i:Aenf pro

bldmu, budete potfebovat spie zkuAendho facilit~tore 

(z angi, fecilitate=uunednit, uleh~it, napomoci), kter-j 

pomdle skupin6 identifikovat probldm, pfiblifit potfebnd 

inforuace, f'e~it probldm a dosdhnout tpgndho zdvgru. 

V takovdmto pffpadd je kiaden ddras na prdb~h procesu, 

nikoliv no technickdm materidlu.
 

Did1elitou Usti p1dnovdni je zvoJleni metod, kterd 

poulijete Ice sb~ru informscf, kcuvedeni 3kUPilly poulucha

di do probldmu a dosaent cile. 

Skupinovd metody se lidl podle d5aelu a rozachu zapoae

ni posluchaad. Jeatlile bkoleni poaltd s uvedenim nov~ch 

materidld a inforsmci, Itezr posluchaai vyulijf ye 3V6 prd

ci, spoldhejte sp1.be no pfedndbk7 a f'Lzend diskcUse. Pokud 

jedndte o Ife~eni problm nebo vytvillent t~mu, dojte piled

nost prdci 3 usllui.skiupinami a ffzend diskusi.
 



SJKVPINOVt METODY 6 EL 

Buzz Groups /"Bzudfi skupiayl'/ "Otepleni" klimatu
 

Brains torming 
 Sb~r intoruaci
 

Eifednd~ke Uvedenf in1'ormaci
 

Pf'edndbka/diskijse 
 Uvedeni a zpracovdnf informact 
Alzend diskuse Pfeddvdni inforuaci 
Cvilenf v malych skupindcli Pfeddvdnf inforuscf, fe~eni 

prob14.td, tvofenf konsenau 
Case study /,Pipadovd metoda/ Ae~enf probl4mu, rozhodovdni
 

In-basket exercise Zprecovdni informaci, rozhodovd

nf, ideritifikace dloh
 

Nejbgfnl pou*.ivand 3kolici metodyt
 

PkEDNAUKA (LECTURE): pfednAks je didkladng pfiprovend dstni prezen

taco p:Fedm~tu kvalifikovanym odborniken. P-fedstavuje vel

kou hodnotu novfth informaci; s~rio pfednek 3podend 3
 

diskusemi ye skupindch nebo pfsemnfti cvidenfmi poum!e 

posluchsad1m ldpe si zapaetovat pfednd~end intormace. 

Pfiprovend Yoditka zdidraz~ufcf hlamni body usned~ui
 

posluchaddm pseni pozndmek a 
udrluji jejlch pozornost. 

Pfodx'6fka neni preferovanym pffz.'.upem krdosplilhn poslu

chadU. 94 v~znam, pokud se snalfte adilit novd informace, 

av~Ak vygaduje pdai ye vlb~ru pfddejch a uliti tech

nik pro vtalent U83atnikd do procesu vfuky. 

PfzENA DISKUSE (GUIDED DISCUSSION): v fHzend diskusi skupina osob 

neformAln4 diskutude o tduatu a Jo vedena fkoliteleu,
 

kteil zast'avd tlohu vedoucfho skupiny. R&izend diskuse
 

jo nojldpe poulite1nd pro tduato dobf'e znd posluchaddu
 

a na kterych tito mejf osobnf( zdjem. Jo to ektivni proce3,
 

http:prob14.td


ve kterds je povzbuzovdne 1dast poaluchodd. Je neformAlni, 

stimuluje my~ent a ddvd okamlitou zpgtnou vazbu. Je efek

timl pro skupinu do 25 osob. FAlzend diskuse 3e velmi efek

tivni jako doplngni po pfedneseni informaef. 

Ngkterd sk-upiny neresguji rea fzenou disk'isi pazitivn*; 

protole dt1ntifci nejsou zvykli inyslet nahiss nebo dflit 

se o 3vd n~zory 3e sv~mi kolegy. 

DISKIJSE V MAUACH SKUPINKACH (SMALL GROUP DISCUSSION): 

Jestlile ad 3kupins pfe3 20 osob, mdlete 3ndze vyvolat 

diskUsi v mal~ch akupindeh. Mald skupinky mohou byt 

vyulity k uveden. probl4Mid 3poledndho zdjmu, k vyrovni

vdni rozdi1nich pffstupd nebo k p1nini n~kolika rlaz

n~ch dko1a nadednou zirddnfm jednotliv~ch d.kold ridznym 

skupindm. Instrukce, kterd je tfeba ddt celd 3kuping 

pfed zehdjenfm, zahrnuji: ddel aktivity a litku, kterou 

3e m6 koldd skupinka zeb~vet; kaidd skupinka by mfla 

pfesng zfldt, co .6 Mo1t a b~t pf'ipravena referovat o 

i'edeni 3vdho d1kolu,, 

Pro 3trukturovdnf skupinek, dstlile 3e jejich ale

novd dobile nezneji a nepracujf pravidelng sPolU, poulij

to techniku nihodnd 3elekce. Pokud 3e lidd nsvzdjem do

bie znajf a precuji ipoleand, wMete 3i pfipravit roz

dileni d68tnkd~ a dkoly pfedem. Pro 3kupiny ustevend 

no zkoumdni komplikovanqch probldad je vhodnd vytvofit 

kombinoven$ t~m z pracovnfkd rfzn~ch profesi.
 

CASE STUDY (pf~pmdovd studie): je detailni dvahs o uddlodti ne~o 

adril 30UVisejfcfch uddlostf, kterd mohou bit posluchs

ddm pfiblfleny t15tng, V p13eand form*, no f'ilau nebo v 



Ioubineci t4chto forem. Problds jo pfiblflen v detailu. a modeluje 
fedenf podobndho probldmu v praxi. Posluchadi so tak udi postupu 
i'e~eni probldmu. Potd, co je otdzka uvedena, 3kolitel rozvine 
d13kusi o tomn, v dea probldrn spoafvd, jakd elternativy rnobou bjt 
zvolovdny, jakd v~sledky 3e rnolno odekdvat. Poaluchsai mohou byt 
vyzvdrii k sestaveni p1dnu na i'e~enf probldrnu. 

Ngittertm ddastnfkdu rnile zdstst nejs4 vztah rodelov~ho a jejich 
v1stnfho, praktickdho probldrnu nebo probldrnu akupiny; n~kteff 
ddastnfci rnohou zfskst dorninantnf postavenf v di.-kusi, zatfrnco 

druzi pf-ijrou roli "neziidsstn~nqch". 

ACTION PLANNING (akdnf pldnovgnf): ddvd poslucheatl pfflelitost 

myalet na to, jak Akolenf probfhalo, a co 3e
 

je~td U1elit~j3f, k deau vyulijf to, 
co se
 

b~hen 6kolenf naudilig tzn. aplikaci zku~enostf
 

a dovednotf. Strukturovand diskuse o sanirn 

p1dnu nebo Pfseand formsa pomdhd posluchaadu spo

jit nabytd poznatky s realitou.
 

Proces akdnfho O16novdni rnile b~t jednoduchl jako diskuse, 

nebc rile zfskat tormu kladenf otdzek, jsko: 
Co udildte, of so vrdtite do kanceldile, pro aplikaci toho, 

co j3te se naudili ? 

Jakd problduy - pokud vidbic n~jakd - odekdvite pfi apli

kovdni znalosti ZISICanfth pft 3kolent, v prici ? 

Jek 3e pfesvidafte, Be v~dornoati, kterd jste b~hen 6kolenf 

zfskali, naleznou uplatnint ?
 

Nezapornfnejte, le Vase prdce 5kolitele dospilych posluchaad 

rnd stiuiulovat dinnQst. Skolent dop~nand ndalednt. procvidenfrn 
Vdm pomile protn~nit dne~nf teoril v zftfej3l prektick6 kroky. 



VfBRR VZDRLAVACfCH TECHI4IK
 

Vjb~r vhodnoch technik by u~l probihat podle ndaledujicich
 

kritdrif:
 

1.* Charakter pfeda~tu
 

9) Je potfeba pffud informace ?
 

b) MBji b~t uvedena rd~znd bledisae ?
 

c) Je pfedm~t kontroverznf a budt stimulovat diskusi ?
 

2. Dosalitelnd vedeni
 

a) Kdo je k diLpoziCi jako vhodn$ pfednA~ejfIi, alen panelovd
 

diskuse, vedouci diskuse ? 

b) 	Jek zainteresovat dda~stniky ?
 

3. 	Otdzka vhodnqch prostor 

a) Slouft proptljdend mistnost 3VMUu obvykldau, nebo miuoflddndmu 

Uliti ? 

b) Jak zie bft pr'-ztfedi Pfiapllaobeno pro potfeby di3kUse ? 

c) Jekd je k disposici vybQeflfi (projektory, mistni rozhlas, 

6kolni tabula apod.) ?
 

4. 	 Charakter posluchadd 

a) Kolik posluchsld odekdvdte ?
 

b) Jakd je jejich d1rovehi vzdgldni, vAkovd atrukturs,
 

profesni zamifenf, v~eobecn6 zdjiny ?
 

5. 	 Kritdria pro vyuliti vhodnd techniky 

9) Vybovuje metoda ii~elu ? Umo~ni volba tdto metody (techniky)
 

dosd~hnout cile nejjednodu§Aiu apdsobes
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b) 	 Vyhovuae zvolend uetods p1fedm~tu 3koleni?
 

c) 
 Kolik dasu zabere doty~nd tecbhniks ?
 
d) Jakc4 technickd zabezpedent je potfebi4 pro poulitf vybrand
 

techniky ?
 

e) Jak je zvolend technika ndrodnA na pro3tor ?
 
f) Vgdf posluchadi, Jak vyulft dand techniky, nebo bude tf'eba
 

da1~iho dasu pro osvojeni si praktick6ho poulitf ?
 
g) 	Je persondl vy~kolen v poullvdnf dand metody ?
 
h) 	Jak velkd skupina osob mile techniku dsp6An5 vyulit ?
 
i) Znaend poulitf metody velkou, li *slou participaci posluchadd ?
 
Jl) 
Je 	pro zem~stnance/pro posluchale/metods ndroanA ?
 
k) 	Jek6 jsou znalosti, dovedn03ti 8 postoj posluchadd ye vztehu 

kcpfedm~tu Akoleiif? 



Brainstormin~g( mobilizace mozkovd
 
dinnosti)
 

Cii Spont~nn6 soustredit klfdovc n~zory 
a stanoviska 
vA~it se k regent LUr-etdho Ptroblru.Brain- -
storming Predthtavuje postu-,,v ndm2 
je tvoe.iv.dmu
 
operativnimu myfileni PIrik1~d~n vbtgi v ,znam
 
net praktick~mu 
" pedliv~mu "my-gleni.Cilem

is dos~thnout 
toho~aby se SkulPina Cidastrntci se
 
cvitdenf,goustiedila ku koncentr-ov~ni mydlenek,

ani by jejf dlenov) PeliA pieemy4leli o toam,

do jak6 miry by mohly b~t v Praan, vyu2ite~nL6
 

Molnosti 
 1. K soustred~ni co mo~r.A nejvfttiho Padtu
POL12iti nov)ych n~zord a stanovisek k ur~it~mu
 
probl~mu (probl~mdm) jqgtb P'eedtim nel jeJ

skuIpina zadne hodnotit
 

2. K Pomoci prakticky uvalujicim jednotlivcdm,

aby Pirem Aeli a jin~ch net ka~dodennich Prob
16macI, a aby se vfo sv)ch uvah~ch vice zamdrili 
na kvalitu net na kvantjtu 

Z. K hledhni jin~ch net konvendnich P'IfStulPd
 
a rwegent
 

4. K pov'.bUzovAnf tvoeivdsho mytieni
 

Whody 
 1. Mnoho lidl divA P.Fednos.. svobodne)m, vyjadro
vAni sv c~h nhzord 

2, Pou2itim t~to inetody 
Ize dosp~t k r~egent

nfkterych dr~ive navy9'wgenych probltrna
 

3. Vtichnj d1enovO skupiny mohou b~t do vzdl
lAYaci akca aktivn* zopojen.
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Limitujici 

faktory 


Postup 


1.Mnoho 1±di se 
pot~kA s Pr-obldmy iestli~e maji
opUStit svl pelIvO promyg1enO pfeistupy
 

2. CetnO n~1vrhy takto forMllovan6 nebudou mit
 
mogna praktick9' v)'znam
 

3. V dalgi f~zi vzddl~vact akce zamOen* na
vlastni hodnoceni probl~md je nutno 
PveigtOLIPlt

ke kritice n~zord vyj~d9een~ch Cleny skupiny
 

1. Vedoucl 
skupiny objas~ie Prob1dm,jel mA
 
b~t podroben brisomngIAcn 
 je polo,en
na rychie, spontAnni odpovdd 

2. 3eden d1en skulpiny je povben zaznamenAv~nim
 
odpovldd na tabuli,pr~ipadnO na 
velky arch papfru.
Tento POStLIP Celt skupin* umogni sledovat vyJA

druend n~zory a stanoviska
 

3Po n~kolika minut~ch 
Ize zah~jit hodnoceni
 
vysloven~ch a zaznamenanych n~zord.N~kterd6
 
my4Ienky,ktor6 budou uzn~ny 
za vhodnL*,ae mo4.no
 
peiimout 
formou konsensu
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P~f?ADQv 4 C% S nU~I
 

?~%2O~jstu~ie /czze 3-tuy/ je d ~~~~Posouzenr2.m 

uil.ot ,~is"-ie 7zl-U3ua6 sn..jatch udK:loz.-t', je5x Ize 

v:~ 	~Pi-Si3ni, POoc i" neho kom'bLnacj uvedec, 

v0Q 	ztu.. z3tm b t Cou~ 1. pro 	detailni prezento

vin probl~mu, a nij se 
z&.Jimri cel~i skuprina 
poG2. 	uch.0 q 

29 	 p~ro studium regeni prob
l~mu obdobndmu tomut kter 
Je skupinou posuzovin; 

3. 	 01± obja~ovdai problema-. 
tiky' nosnd pro r-eienI da
adho konicrdtn:Cho prob16,au. 

1. 	 miskini detail1d nezbytn. ch 
pro posouzeflj p~padu na 
z~k1d5 Jeho atudia; 

2. 	 POnwO oa8uchaa1lm pfi hie. 
ddiil rdznjch a2ternativaich 
regeni SkrobldmdO 

3. 	 pom~O poeotucha~lm pg oevo-
Jovdn} si schopnooti analy.. 
zovat a wregit probldm.

Onue Zend 1. 	 Aeiktery z poslueha~i nemuaj 
povagovat feenr.j pRpad za 
roeovantni Jeho vlaatnf sim. 
tusci;t 

2. 	 mnoho &onu a daili jo fouaut' 
d~no k piFfprav5 pHpadov* 
atudle, 
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3. n~kter' dionovd skupiny 
rnohou l,~t vice, zatimco 
dalgi mnohem m~n' vtaieni 
do 'egeni pf~padov6 studio. 

Poatup lo potg, co je p:Hpadovi studio 
naps4na, pr'e~tou si ji vsicbmi 

posluch'aft* 

2. Hdici dislruae osv~tll podata
tu p Hpadove studie a objasn3' 
tikoly, kter6 se od kaid6ho 
poslucha~e oc'ek~vaji; pot6 
Hdf[ diakuai. 

Piednosti 1. cel4 akupinS uc'eteld jo vysv~t
leno jac iohou u~it na zgkladi 

pripadu - a t6o a pOihlgdnutim 
Ire skut,-nosti, ie so jejich 
indiv'idu62ni zku~enosti mohou 

2. pro prezentaci pr'padu seoE. 
vaJi p5811 6 materigJlyv ilustrace, 
film a mluven6 slovo;, d~Lez'itou 
sou~ati vyukcy jo skupinovi dis-
Icuna. 



M19-

Cvideni v komunikaci
 

Cfu: SeznAmit-Posluchade s obti~emi 
Prov~zejicimi
 
,,komunikaci v jednom smdru, ,(one way
-
communication)a 
napomAhat jim Pe~i osvojov~nf

PostuPd sm~euJicich k PFekon~v~ni Probl~md
 

Mo 2n4
 
vyu,4i- 1) U Jedincd,jejichZ pr~ce Je 
zalo~ena
 
telnost. 
 na verb~lni komunikaci,zvl4dtd na
 

uddlovAni verbAlnich instrukci
 

2) Na PCoe4tkLt V . efektivnich kOMUnikacf 

Vylody 1) Relativni jednodLIChogt ud~lovanych instrukci,
 
jejich snadnA Pou~itelnost
 

2) 	MOtvuj ic i rt~: 

Limi tLI iC 
f aS'tory 1) Mo~nost Porugeni tolerance Pei Peed~vAnt 

0'ikazu mezi tim, kdo jej vyd~vA a tim,
 
kdo jej peijfmA
 

2) 	N~k ter6 SkUpiny Odasitnika vzd~l Avac i form. 
ji mohou pova~oyat za pveiligg 5jmpljfikujIct 

Postup 1) Vytvoef ze SVuPIny o 3- 5 osob~ch .Ka~dA 
ZnICt, Urel jednoho C-lena.ktery peik&Zy 
bUde vyilat a jednoho,kter9 je bude pt'ijimat 

) ler, pe~tkazy ud~lujic J a jeaj ch , . Pe'ijemce, , 
secH u jednoho StOILu, Pvrx~em. mezi niq~i
existuie viditelnA Preekl~ka (napriklad kniha 
nebo se§Lt), 

Z) 	UCitel Peaed4 , Uddlova^-i PikaZI,, na ar-chu 
PapirLI Pr'fkaz graficky vyj~dreny a Po*.AdA aci 
o verbAlni P?'edAnt , prijemcl,, pr'ikazu,
kter9> aeJ zaznamenA na drL~h> arch PapirLI~e
riUtno pre±tom dodrtet z~.sadni PodminkLu1 .e 

ai LUu51ovatel . ., ani ,Pretjemce, , nevidi 
arch papfru toho drL'hkho. 
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4) 	 OStatrif Clenov'% sk.tipitny .JSOL v roll , poZo
I-ovatel', , .Nesmdji d~vat najevo SvO reakce,
hovoirit a nemohoLI POMAhat "Adnd POMUrixkujict
strand.Na konci cv.Cent celA SILupina Porovn~vA 
origi~Ini grafick6 vyj~dIeeni pe f ki zu 
s n~kresem, kterA zachy'til , fec. 

5) 	 Na zAvsr Lteitel svolA1 celou skupinui k diskus. 
o tom, co znes~iadriovalo 
a soudasnO LIS~adr~ovalo
 
kOMLInikaci. Sv6 ot~zky zamdren6 hlavn§ na vy
j~dieeni Pocit6 pPi cvldent uLICtel neideive 
adresuje -, Pozorovatel'm,, ,PozdL&jl ,ULd~lo
vateli, Pefkazid a jejich , Ptfijemcl,,.
Cvident je mo^,nO Luetelem zakondit Pozn~mkami 
obiaSMLIafCfMl Prabl~my, kter6 v 	 , OMtnikaci 
v jednom smnsru,, vznikaji a z.~rove6 zam~eeng
ml na osvojov~ni dovednostf ,s jejich: pomoct
 
lze tyto prob1~my pieekonAvat.
 

http:strand.Na


IIANDOIJr 13: 

.2 LILADLR'S GUIDL; Skill tiudding rtw StirwMvi 
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LEADER'S GUIDE: Skill Building fn Supervisors 31
 



DEMONSTRACE (DEMONSTRATION) ulrezuje, jak nv1dat /poutivat 

pfeumt deuiorstrace. tasto je n4eledovdna kon

krdtnim prov~d~nfm pfifslu~nd ektivity posluchsdi 

pod vedenim 5kolitele. Je to v zdaadE vizudlni
 

prezentace doprovdzend diskusf.
 

Demonstrace mdle 1. pro instrukci, jak spinit den$ dkol 

blt poulitd 2. pro sezndmeni s novou technikou/postupem 

3. 	 pro pfeav~ddenl o opodstatn~nosti novdho 

postupu/ techniky 

V~hody 	 1. posluchadi budou spide naklon~rii tomu, 

co vidi net tomu, o 6em sly~f/co 8tou 

2. 	jsou poulivdny redlnd materidly a modely
 

3. 	 pv*atUp Jo flexibilni a deinonstrdtor 

adle postupovet tempem, jak4 3tudent1dm 

vyhovuje, v~etri6 opskovdni pot!'ebndho 

Omezeni 	 1.* ziskdni potfPebneh materidld mdle b~t
 

niklednd a dasovd rdrodiau, i doprava
 

adle bft komaplikovaind
 

2. pouAIVOjf-li 3e rozmgrov6 ms16 pf'tdugty,
 

je omezen poaet osob, kterd mobou pozo

rovat demonstraci
 

3. 	 dlenovd sku.piny mohou zahid1et, zatimco 

jedne osoba iml-tuje demonstreci 

Postup 	 1.* demonstrAtor zajiati potfobnd poavcky
 

a materislly a jejich vhodnd umist~vrf
 

2. 	provede demonstraci
 

3. 	 posluchadi ivaitu3L demonstraci s pomoci 

& kritikou instruktora a svltch kolegd 

4. 	 Pozor no ulivint nean~mch termind 



DISKUSNI SKUPINA (DISCUSSION GROUP): 

Skupina osob (mexim~ln6 20) se schdzi za ddelem diskute
neforud1n4 a 'oilovA  tdastu spoledndho zdjmu 

Diskuani skupinau *ide 1.* pr'o zfakdnf osab ochotnlch a 
b~t poulita schopnjch stuat se o rd~znd slul

by, neforuilni vzdgldvdnl spod. 

2. pro identifikeei, zkoumdnf a ble

ddni fe~eni prob1~md a rozvoa akdnfch
 

3. ke zagni postoji cestou diskUse a 

provifovdni skutednosti a informaci 
V~hody 1. 	 umotiuje plnoix psiticipaci zd89stn~ri~ch 

2. unaon'uje devokraticky ustavit konsensus
 

3koubinuje znalosti, schopnosti a zku-


Aenosti v~ech dlend 
Omezeni 
 1. 3e dasovA ndroand, obzvl. pokud skupina 

zahrnuje osoby znadng odli~njch steno 

visek 

2. aresivni alen nebo n~kolik dlend 

mohou ovlddnout diskusi 
Postup 
 1. mil by bft fizer skupinou seuou
 

2. 	skupina se umde 3ejft tek laato a
 

diouho, jak je ti'eba 

3. v~tmina vedoucfch m~le zajistit 

vyuifvdnf individu41nfch schopnosti 

4. 	 skupina inle uatavit funkci Zap130

vetele pro zoznemendvdni dkold, 

pokroku v fe~eni spod. 



INTER VIEW 

-Je forms, My7 jedna nebo vice osob odpovid6. no otdzky 

aednoho ai vice tazateld.
 

Interview mdle I1.pro ddkisdnd zkoumWn-. tastu, Mde fer

hft poulito milnA~metodm neni Iddouei bua ze strariy 

poskytovatele informacf, nabo P0sluchadd 

Vfhody 1. jo m~ng foriid1nf n.e projev nebo pfednd~ka 

2. posluchai J30U zastoupeni dotezovatelem 

3. diskUse obvykle 3leduje zdjiny posluchadd 

4. n~kterd onoby P03kytUjici infornece fle-, 

maji r~dy formdlni prezentace 

Omezeni 1.* iohe posluchadi je pasiLvni 

2. dotszovatel .usf b~t obezndmen 3 pl'edmltex 

a sit repoz'-tdrskd zkugenoati 

Postup 1. Ka2d$ a1en. "obecenstva* by in~1. vid~t £ sly

3ot v~echny aktdry interview 

2. daozovatel kiade rdaznd otdzky, aby pro

zkouae~ rdaznd aspekty tduatu; podle toho 

inprovizuje v kladenl del~lch otdzek 

3. kio konci Je molio, zatladit otdzky z pldne 

4. nezku~oni dotazovatel6 mohou b~t neachopni, 

stavit ne odpovgdfch (iuprovizovat); pMP

prevte Jo, &by ovlddi toto uunn a bua

to pi'ipreveni s dalglai, otdzkLami, pokud 

bude tf~ebm 



OVOL?4t CVICE4I (Introduction Exercise) 

- je technike sahrnujfcf vdechny dleny skupiny, kterd pomdhd 

naladit 3tudijnf atmosfd~u ruezi posluchaai, podfleaicf.i 3e 

na di~kusi 0 scba nevzdjem, Odelu svd pfitounosti na Skolenf, 

svdm odekdvdni a pi'odstavdch o avych pffspgvcfch pro celou sku

pinu.
 

AMfe byt poulito 1.* v dvodu nebo pfed zaddtkem kafd~ho 3ko

leni pro vytvo~tenf feformdlnl atmoat~ry 

2. pokud dastnfci pifichdzejf z rdzn~ch orga

nizect a neznajf si navzdjem 

3. pro vytvoi'enf programu .Akolenfse zI'ete

lea na cfl 3chidzky 

Vyhtody 1, v~ichni dlenovd skupiny participujf 

2. mezi 8leny skupiny 3e, vytvofi nefor

adlni vztehy 

3. informuje vedouciho o odekdvdrich 

skupiny, pokud jde o d8e1. Rolenf 

Omezenf 1. ngkdy je, t~fk6 oaekdvdni uspokojit 

2. Jestlife posluchsai pf'ichdzejf ze 

atejnd orgenizace, inforuace 3e,no

hou opakovat a nesouviset saflJ.em 

5kol eni 

Postup 1. vyzvfte skupinu, aby utvofila pdry 

a pa 2-3 minuty bude kald$ dlen pd

ru interviewovat svdho partners a 

pfiprevovat, pro jeho uvedeni sku

pini 0stetnich, sdilenf: 

a) jmdno 8 Postavenf 

b) oaekdvdni od probfhajicfho 5kolenf 



-27

5V1c)d flnos pokud jde o vlastnt 

zkuldenosti, osobnost a v!d41gn 
2. p0 urlitdm ase Cccs 5 min.) potd

dejte jeden z pdrd, aby pfedstSVi

li, deden druhdho 3skuping. Pokraujte,
 

do!kud se v~ichni nevystffdajf
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PIMMONLK, NEBO PROJEV /Lctuz'e or Speech/ 

P~edndgka Je pee'livi piipraveng iiatn-i uveden.d Pfed. 
mitu kvalifikovany'm odboraikem. Je 	 obvykle dosti formAni. 

Pi'dnAika nebo projev 
 1. 	pro uvedeni faktografick~ch
 

mohou. b~t ui±ty 

V~hody pr'edngsky 


Omezenl( pi'edndiky 


materigld prmou a logiokou
 

ceatou
 

2. pro uvederd jednoho hbledisa
 

na kontroverzn:( pfecdmit
 

3. 	pro inspirovgt poaluchaM
 

4. pro stimulaci my~1enl a da1~i 

studium probldmu nebo pf'edmjt 

diskus e 

1. 	 vhodnA pro r'dznou velikost 

skupiny 

2. sadni organizaoe
 

3. 	 n~IteH lidd se mnize u~i 

poslechem nei studiem 

1. 	 neni snadnd naldzt pfednej~ci 

inforiovand o problemn. Expert i 

nemusai bjt dobr~ini : e~niky 

2. 	 dlJoha posluchac'a je pasivnI[ 

3. 	 zp~tni vazba 3. omozeni 

4. 	 piwedme-t je prezentovin Jen z jedni 

stz'dnky 



Postuzp 1. 	 r'd:Cci aeminEe uvede pfed

mngejialho a pozndmkou o jeho 

zkuienosteci, postavend a kom

petenni pro p: ednisieni o tdmatu 

Podoba4 techniky 1. 	 dalgi form~Jln: prezentace zahr

nuji panelovou diskuai /beseda 

se sk-uinou odborn.,Icd/, forum 

/volni tribunal, a interviewl 

tyto fory jsou 6asto provizeny 

ot~zkami nebo diskusl 



LISTIM33G TEAM /"T~m poolucha~'f/ 

-akoexit je pologen na poelechq po: izovdnj pozn~mekc,
 
n*a datazy 
a 	aumarizaci intfonzaci. Je chipin jako reprezen.
 
taco poslucha~a a vytv~ien pro 
 zajite-nj interakee mezi
 
Prd~eii a poalucbal.
 

Listening Team m~e 1. kczapisovdrd pozrimek a uvidini
 
byt ujit 
 dotazd forwilnmu~ p: edng-ejicimu,
 

nebo di-astniku ay.mpozia
 

2. pro poalech, hodnoceni a kcdota

zdm na s1cupinu li~astnika v nefor

mdlni diskuai,
 

Vyhody 1, 	t~m identifikuje ddLez'±ti =obl4cq, 

otdzky, probl4my a nizory uplat

nini U'i-astnhIky
 

2. 	 shrnutl'a zopakov~ml na konci 

redn'kUmoz';uje oli-?it si 
d'~.ezit4 body 

Omezqn 1. 	 osoby vybrand pro t~m muaj bit 

dobr'e informovdny o t4matut 
nestran6 a bez osobaich ambioi
 

2. tjm nemusgf byt reprezentantem
 

vitsiny 

Postup 1. 	 uiitf tymu by7 nib byt konzu1tov~no 

a prednifejlcim 

2. 	 listening team Je sestaven a instruo
vin so zfetelem na jeho ur~enl 

3. 	poulucha~i jsou infomovi.ni 0a m 
a jeho funkoich 

4. 	 listening team si dilA poznamky 
a referuje 

http:infomovi.ni
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PANEL /Peanelovd beseda/ 

-organiujo se ye skupin5 4 - 8 osob; vedouci sezm±1ee 

Hd sy'sternatickou disicusi na ur~it6 t~ina. 

Panel mdze slougit 1. 	 kc identificaci a prdzrmu probl~mu 

2. 	 probliz-i z razn~ch hiedisec poslu

chaU probl4m 

3, 	 Ice zv~ien vjhod a nevlhod pra1behu 

urc'itd akce 

Vyhody 1e 	Panel vytva~r neform~.Jn-( kontakt 

a posluchac'i 

2. 	 6astd zme'ny diskut .jiciho a hiediska 

zaujmou obecenstvo a atimuluji dis-

Icusi 

Omezenf 	 1. panelovi diskuse nemusf obs~.hnout 

Vs'ochnv aspekty probldmu; mu~ze nad 

mirni zddrazovat Jeden aapek-t 

2. 	 piedit nemuBwl byt zkoumdn v logic

kdm po~dku 

3. 	 extr4mnl rozdlfly stanoviaec mohou 

blokovat jednin:[ 

4. 	 diakuei mua.i v~at maderitor 

Poutup 	 1. 61enovd panelu jsou uvedeni moderg

torem; kaz'dj m~e v dvodu pron4st 

kritkou r'S6
 

2. 	 panel male by't pou~it pro rosveden( 

t4matu tuveden~ho Ia'dtk~m filmem 

nebo stru~nou priednaisko"i. HLe 

fl~Bledovat f6'rum /volnA tribune,1 , 

Johol oilem je vtihnout poslucha~e 

do diakuse 

http:neform~.Jn


QUESTION PERIOD /"obdobi otd~zek"/ 

- predstavuje orgaxiizovanj kontrolni wdtinkg pri kterdm
 

'lenove' obeoenatva kladou otdzky 4-astik~m aicce
 

Question period 1. pro aktivizaci posluchac"L
 

ize u~t 2. pro objaane'ni form~1nio projevu
 

3. dit obecenstvu pr'lez'itoot t~zat se 

na skute~nostis kterd ho zajimaji 

a o kter~ch se pren~jc nezMinil
 

V~hody 1. zaji'Tuje zp~tnou vazbu a d~ast publica
 

2. motivuje poslucha~e, aby sledovali
 

3. 	 6lenove"obecenstva v6di, ie maji 
moinost se aktivn6 podilet, ale nejoou 

pod tialcem 

Omezeni 	 1. ve velkd skupin5 nemusl v~ichni dob: e 

slys'et 

2. C'as m~e byt omezeL a otizky mohou
 

pfii prodlux~ovat program
 

3. otizkv pfichaizeji na iconci programu, 

kdy Jsoua posJlucha~i unaveni nebo Jiz' 

chte'ji skon~it 

4. 	 nikolik osob maie ovlddnout diskua± 

5. neprabojni lid6 se 	discuse naopak nedc-astnI 

Postup 1, dohodnout se na question period s p: ed

nAejfoimi 

2, informovat posluchace o te'to moinosti 

3. 	 opakovat otdzky, polcud jo to uutndp 

aby v~ichni dobfe slyieli 



Podobad teohniky panelovi beseda me b~t 

zamine'na sympoziems dlenov4 

panolu vedou dialog mezi 

sebou - po kri~tkdm piedstaven:1, 

zatimeo v sympoziu Je obvykl& 

Jon forma formAlnich pr'ipe'vka 

dcastnk~. 



- Je adz'±j p: edem Pftpravenych projeva~ Pr'edjzenych

2 -5 Odbormky z 
 tolika Pohledd na probl6m, IcoJlik Je mluv-

Hco Projevy by me-ly 
 byt krdtk4 a v~cn4, 10-.25 minut IcazcO.
 

Sympozia maic
 
byt utjo 
 1. kcuvedenil novy'ch materiA vystjjnym
 

logicc'h zpdsobem 

2, kcpr'edneseni no-kolikca hledisek a 	zEizkgXi~ 
flezaujatd pr'edstavy o zvaiovean 
 tdmatu
 

3. kcddklradnd analyze Icontroverzniho prob1~mu 
z vice stran 

4. Ic objasnini rdlznych aspektll Iomplem..Tho 
probldmu a kcvyjasn~ni vztw.hu mezi c~stmi 
a 	celkem
 

Vyhody 
 1, umozinuje pohied z vice stran
 

2. diva komplezn~jil pohled na celou zileiitost 
3. 	 Icr~tk6 projevy zabran~uji zdlouhavym odbo6kim 

a udriuji pozornost posJlucha~a
 
4. idsp~ch pz'ogramu nezivisi na Jednom pr'ednAejicim

O mneze i~sympozia l e d s 
i f r d n
 

2. illoha obeoenstva je 	pasivni
 

3. Jo mali p~le~itost k disIcug± mozi aktgry
Postup 1. 	 lqdioi semindfe tuvede lkazd~ho Uiastnika ktkcou 

poznimkou na za~~tku programu 

2. 	 kaz'dj projey mA1e by't vstfidifn kitI~m 
"obdobim otdzek" aebo mohou. b't ot~zky 
soust:Nd~nd do nAslednd diskuse 

3. md~s byFt Vytvor-n ur~ity 6asov' proato'
 
pro v~m&1u otdzek a Iomentkd~mezi aktdry
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Qbdobni techniky 1. 	 podobn5 jako panelovi beseda, 

mA I.sympozium vice nei jednoho 

predniejiciho, ale je formnd1

iji nen' zajis'ten dialog 

mezi d1atniky. 



----- ---------------------------------------------------------

----- ---------------------------------------------- ------------

----- ----------------------------------------------------------
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Hodnocent metodickO hodiny
 

Vyaduje se odpovbd' na nsledujici otizky,anil byte o nich
 
predem diskutovali s ostatnimi Cleny skupiny.Dotaznik prosim ne
podepisujte
 

I. Jak iste byli spokojeni s dnegni metodickou hodinou? 

1. 3. 4. 5. (zakroulkujte) 

velm. 	nespokojen(a) velmi spokojen(a)
 

2. 	 Cno jakO miry mchla Vage skupina vyu'it Vaaich :nalosti
 

(nA:ord,nvrhd, stanovisek atd.)
 

1. 	 2. 3. 4. 5.(zakrou~kujte)
 

nepefli v maximIni mire
 

.	 Jak iste v dnegnim cvi~eni mohli vyu2it svch peirozen~ch
 
schopnosti?
 

1. 	 2. 3. 4. 5.(zakrou2kujte)
 

velml neLIspokojivO velmi uspokojivd
 

4. 	 JakO mite konkr~tni n~vrhy pro n/A~p dalli hodinu
 
metodick6 v~uky uditeld?
 



modul 413 

PROFES:ONALITA V MESTSKI SPRAVt
 

V~cvikov modul vypracovany pro
 
Institut pro mistni sprAvu 3enegov, CSFR
 

Grahamem W. Wattem a Hansem Spiegelem
 

Institute of Public Administration, USA
 

/Institut pro vefeJnou sprivu, USA/
 

VtCVIKCV! MODUL
 

Cesk# Institut pro mistni spr~vu, ve spoluDrAci s fnsti

tutem pro ve~eJnou spr~vu /institute of Public Administration/
 

v New Yo~rku, zaloien Agenturou USA pro mezinArodni rozvoj
 

/the US Agency for International Development/, mi za cil roz-

E12it sv'aj vzd7l~vaci program pro pDedstavitele sprivy okresi
 

a m~st, zej%6na zvgit dirovei jeJich odbornosti v fizeni a re

alizaci politiky v praxi.
 

V dubnu a zadAtkem kv~tna 1992 spolupracovali dva odbor

ni externi Dracovnici IPA se zamistnanci Institutu v 3enegovA 
a profesorem Karlem Lacinou, b~val~m nim~stkem v Institutu pro 

mistni sprivu a nyvni koordinAtorem pro tento projekt, na v 

voji nov'ch metod a zpracovini nov~ho u~ebniho materiAlu pro 
potfebu mistni sprivy v tSFR. Tento v,cvikcv modul je jednim 

z visledka jejich price. 

Pfedstavou autori je pcutivat tento vycvikovy modul in

straktory, kteMi maji vgeobecn6 v~domosti o formAch, struktu

fe, Aoze a odpovidnosti mistni spravy v SFR, USA a nikte

rycb evropsk'ch zemich. Tento modul je ve formi zisad pro kur

sy a(eji b@t doplniny vlastnimi znalostmi instruktora a ilu

strovAny praktick'mi pfiklady ze sou~asn6 praxe doma i v za4ra

ni'i.
 

Zikladni "kostra" je komentovAna vysvitlujicimi poznAmka
mi a komentAii /paan~mi kurzivou/ a obsahuje strufnt seznam od



kaz,i, kter6 instr'iktor uzni za '1iite-ri',; 'ro kurs. 

PROFESIONALIA V !Y'-STSFt SpPAVI 

V$'cvikov modul riipraveri' rro 

Grahn-!em '4. 'Attomm a ![Ansem Spieaelei 
Institute of Public A-,'nistraticn, N,?w York 
/Institut rro veej*T,.ou srrqvu, New Ycrk/ 

14. dubpn, 1992
 

OVOD A 'E
 

SprAva je organizovirna a 61eri6na zriisobem, kter', co 
nej
efektivn~ji slouii pot: ebgm oban5 rerpublik7 jako celku a 6CU
6asn6 pot:6eb~rn verAejnosti v mistnim mr;-1tku ,obclch apod./. 
Pon~vad svst~m sprAvv musi 
sjou~it Jak nrirodnim, tek mistnim
 
pot.;ebim v ce1'Arn irok~mi spektru surAvnich furikci, nezb~vtn6
 
zahrnuje kcmt'lex vazeb mezi spr~vou na 
ndirodni ',rovni a n
 
lok?.ln. irovni a mezi r~iznimi subjekty mistni 
 sprAy! navz'jern
 

Ceskoslovensko 
se nachizi 
v procesu p;.em,.ny zikladnich
 
roli, odpov~dnosti a vazeb 
sv,4ch spr~vriich instituci. Budou
cnost slibuje v,-raznzjgi zminy v organizaci sprivy, ye vzta
hu mistni srpr~vv k subjekt~m svr4iv' na nirodni .rovni, syst6
mu dani a rr~erozde'ovini odpov~dnosti za 
srrvu a financovi
ni rmezi spr~vnimi subljekty.
 

Aby byl jak.9koli sB75t(,mf spr4vv efe'ttivni, orgn! a insti
tuce uskute6Aujici tuto, spravu museji pinit sv6 konkrAtni io
hy konitetentng a museji bfrt vzijemn4 vrrcojen6, abv s:7st~m 'a
ko celek funo-ova1 efektivni a uspokojoval tak celosvolex-ensk6 
/nArodni/ i rnistni pot4-eby a cile.
 

Centrailiznce srrivni r'revcryoci 
v nnd~vnL.minulosti u~ini
la sprivu nn nArcdni :'rcvni odfv"do za snrov v-ini a fiflan
covini yeA ,jn,,,-h slu-"-b. 'visn s-r-,vi rsl jen ralou ,.nebo 
H~dnou.' Cd::,?<'t r-.,zhcdr,- co SDv~ J;k-r- i'sahu je 

http:veej*T,.ou


tfeba providit, za spravovini vef~ejn$'ch sluleb a za jejich 
financovni.. Zminy v tomto sYst~mu, zapodat6 v roce 1990, 

*pokraduji a Je zOejmi, te mistni spriva a )eji (irednici mu
seji mit uinohem vit~l, odpovidnost za aprivu a financovini 
sluieb pro ob~any v lokhln~im miitku. 

St%-aroatov6 a '3lenov6 m~stsk~'ch i.adAi voleni jako zis
tupci mistni sprivy jsou zikludem demokraticke' prsaxe v no-,
 
v6 !eskoslovensk6 demokracii. Tito Cibednici muesuji bt od
povidni svy'm voli~m za uspokojovini : ady pot: eb obce. Jo
 
dCdleiit6, aby byli vybaveni pravomoci, finan~nimi zdroji a
 
profesionAlni odbornosti nezbytnou pro plngn2 t~to nAro~n6
 
odpov~dnosti. Odelem tohoto v~cvikov6ho modulu Je ± vysvitlo
vat, pro5 Jo profesionAlni spriva zikladnalu komponentem mi
stni spra'vy, vztahu profesionAlmich a volen$'ch bednik-l sprA
vy a navrhowat rozdileni funkci mezi starostou a mistskou ra
dou rna Jedne' strani a profesionAlnim manai4rem na strani d.ru

1. Me'stski cprAva mi nejbliie kcob~anim
 

Slulby mista jsou soudAstS. kaidodenniho livota
 

aG ednici mgstski4 sprivy jsou pl~tel6, sousedi apod. ob~and 
a vtiskuji i'adu doaasny', menici se charakter
 

C'4ednici m~stske' sprivy jaou p--wStUpn'6 pro obdany pro vyjdfe.
ni jejich potfeb, za'jmta a poiadavkA 

iKomentif': 	v neriivn$'ch pfim~cb volbich starostil volift prefe
rovali v~'znadni, znimb osobnosti a pbirozen6' v~idce. 
Starostov6 maji tendenci bft socifilng oltivnimi ob
8any. Ob~an - volid Je zni jako kompetenuni pracov
niky a proto je yoli. 

Il. 	Ofednici aistsk6 sprivy jaou odpovidni za fizeni innoha 
sluleb dalefttch pro obdany. 

Jac jo vykonivina spriva mgsta. ovliviEuje efektivnost miatni 
sprivy a iivotaschopnost lokiclui5 demokracie 



Ill. 	Do konce 19. stcleti bvla mistn. spriva v USA nevocti-

VA, zkorumpovan&A a ovlidani karilristick~ni politikyT
 

RC~st t~chto m~st, nc'v4 technolo ,-ie a v eobecn6 vzd4lini
 

vywvolaly poptAvku po reforrn6 mistni sprivy7
 

Potfeba profesionalit7 byla vyj~direna reforTmnii ob~any,
 

z nichi mnozi b,71i. obchodInici a rpodnikste16 sezngmreni s
 

orp-anizaci velk~ch 'korr'oraci a soukroT.'ch rirem, kter6 se
 
rozgir;ovalv se konci 19. stoleti 

Kornent.f : tehdej~i r'-formiAtoH se shodovali v tomn, e spri

va musi by't zami4 eni na prexi a -'-innA a rozhodli
 

se zmenit podminkv, kter' brini spr4v6 dob~e fun

govat, zjednodu-zit TsginA-rii, kterA zasahuje do
 

svobodnA-ho v~'razu a posilit v ,znat '41le v6tiiy.
 

IV. 	 Bywla ustavena funkce mranara v rn~stskA- radi /the Council 

- City Manager,' za -Cxlelem~zahrnuti profesionAlniho frizani 

soukroin6ho sektoru do mistni sorAvy 

Po 2. sv~tov6 vAlce se tato forma ciistni spr~vy stala. popular

ni ye stfednich a velk.'Vch m~stech
 

Tato myvglenka bvla od t6 doby nodifikovAna a p~ijata nap: . ye
 

Velk6 Britinii /Town Clerk/, zipadnin Nmecku /Oberstadtdi-rek

tor/, KanadA, Austr~lii, na. Novkn Z6landX a v daliich zernich.
 

NgkterA mg-sta d~vaji p~ednost tomiu, zam4stnivat profesionAlni

ho manaira jako o--'edniho sprivniho C.ednika, kterv' informuJe
 

starostu; rnnoho okreasa ustavilo funkci t okresnich spravcPi
 

/County Administrnitor/, obsazenou rrcresion~lnrri rnanazery
 

Komentf': 	profesionilni manai v Tr.stsk,; rad4 /City -*,ansgqrs/ 

jeou vybirani h1asovinim,mstsA r-ady pouze na zi

klad4 vj %cnnkch a sr'rAvnich ,'ne politic kj'ch,' kvali

fikaci. Nan~ai4r nreusi b~t trva'e br'dlici /rezi.4ernt/ 

ye w~st'-. v dob4 J~.enovini a vracuje V Dp esn6 nespe

cifikcvanA4 t'znkci /'"Pro blaho mx-stsk6 rady"/' 



mistskou radu, p-Ainjji sprivi w~sta: 

Technickou kompetenci vypl~vajici ze vzdilini a zkuienosti 

Znalost sou~asn~'ch trendi a jejich dopad na f'izeni obe
 

Politi.*ckou neutralitu - manal&r se neid.entitikuje a iidnou
 

politickou stranou nebo zAjmovou skupinou
 

Zasvgceni 	sluibg pro vefejnost
 

Xom~enti.A: 	nreresionilni manaier /City Manager/ jO D.Aedni
 

spravni ufednik mista odpovidn za spr&i~'u v~ech
 

zilefitc~ti mista, ktae jaou mu svefreny zikoriem
 
nebo vypl~rvaji z 5inriosti m~stsk6 rady, viatniA:
 

1j'enov~ni a odvo2.Avini viechi zams-stnanci msta 
2. -Mzeni a dool1iieni nad sprAvou v~ech divi.zi /,kAsek-a/
 

mz-stsk6 sprhvy
 

3. 	 'dasti na v~ech zasedAnIch m~staki rady /iUastni se
 
diskusi, ale nemi hiasovaci privo/
 

4I. 	 dohledu nad tim, ab-v v~echny zkkony a nafizeni mstsk6
 

radyr b.7ly nlle~it-5 plniny
 

5. 	 p 4'rav7 a P 4edkladini m~stsk6 rade' ro~nich rozoot:i a
 
lnana zlepaeni v oblasti investic /kapitAlu/
 

S. podivi.ni rodaich ziriv o finan~ni a spravn. 8ianosti
 

msta 
7. 	;edkla'dini zpriv poiadovan,ch mistiakou radou tS~kajicich 
se 6ifnosti tich t6sek-A mistskq. spr -v7,ktere'mu podl6haji 

a. 	informovini :niataki rady o stavu financi a budoucich po

tr'ebich m~sta 
9. 	 providini doporudeni mestsk6 rad4 v otizce zilefitosti mesta 
10. 	radi v porsonilnicb otizkich
 

11. 	 nrovidi da1~i 6koly poiadovan6 mistskou radou. 

VI. 	Volei i:&e~dnici mista jsou zikiadem domokracie v miatni
 

apr iV
 

Jsou voleni z d~ivodu jejich osobnich kontaktil v obCi a proto

ie jsou 'vnAmi,respektovini a t4ii se divgf
 

Je.,ich kompetence no v tachnick'ch aspektech Hlzeni sprivy,
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ale v .iejich sc-:rr.ti v: d't ,-~c,?a so)].':-ccvat 
arezidenty 	 odoorv pro-gVvce, r'1v.&programy 

V~echnvF lokilni kornpeZ.ence jsou p;-4dstavovgny stsrostou
 
a rn3stskou radou, PA.Cso mi rmana~6r srecifickou odioov~dnost
 
za Jmenovani, p~m4n 
 sprvni orprace, dkhled nad dodr~ovAnim
 
z',kon-A, P~itravou 	 a srrvou rozro~tu a roral!enskou tunkci 
v 6~i starostovi a m."stsk6 rad6
 

Koment~i.: 	 mana4L r ,'Citv Yan!-er,' -erPn cdpov~dn r st
sk6 radx-, 	 vol)en.C ii z-stur.c,.h ob~an*,. IF USA jsa.u tito ranai6M; 

vzinj tzv. -tick~m zikornikem "Ccde of t*.hcs/, 
ktpr.( 7,steP-"n odkazuie na vztah 7ezi ianairem
 
a voloAnT'i sirr-vni-7j ' edniky: 

"B&t odd.'n koncerci ef"-,tivni a dernokratickA mi'stni sprivy
 
prostifednictvim cdoov~dn,(ch mistrich 1--,edrnikAi 
a vit, ie 
profesi;cnilni.; zeni Je z'klade, 
rro dossei tohoto cile".
 

"3,'t oddin npjvv5 im idei1cim cti a in,-eari ty ye v~ech ye
ejn:~ch a osobnich Iontaktech, aby si mohi. zasloufit '-ctu
 

" d~zv~ru voien$'ch 'jfednlka, dalgich 4.-ednikaz a zaml-stnanc
 
a veiejnosti." 

t Pfedk1hdat n~vrh!7 v oblasti Dolitiky volen, m 
posky'tovat Jim faktick41 adaje a rady v u~etodickfi',ch otAz
kAch Jako ziklad pro rozhodovini a vytv'6vni ci1lt komu

n.t; prosa,-ovat lok~lni ro'.itiku pfijatou vo

"Uzn~vat,, le volebrii za'sturci lidu Jscu oirrAvns-ni k d-..*vz4-e 
v otfizk&ch municipAlni politikry; od-cvdrost za realizaci 
politiky z-L*stfivi na m~anOA-rovi." 

"Zdr-"et se '.-asti ye volb;; 6len-I zsn;;stn,;vajiho IP~islativ
niho org~ru a vlech strarlickjrch politick~'ch aktivit, kter' by 
naru.gily v~kon funkce profesic-11niho procovrnika s-lrAvv." 

"Intcrirnovat ob,7ary o z4lelitosteci rr.stR; povzbuzovat komu
nikaci nezi chb-any a r'-edstaviteli n~sta; poc~rcvat r:-'te.
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sia zdvoh.il a.uiby vef~ejaosti; anaiit as zlep~it kyalitu
 
a image vebejn~'ch suie~b.*
 

VII. 	Profeujonilnj spriva mista. /City Management/ vyiaduja 

znalosti a dovednosti v mnoha r~izz$"ch oborech: 

Struktuz'a a funkce federilni, republikov6 a miatni sprivy
 

P1rivo vztahujici so k miatni sprAvi
 

Komentif": pravomoci a autorita. municipality /mistsk6 Sprivy/
 

Jo odvozena od narodnich zikon-A a ,Jejich pravo~oci
 

,Mssc spriv/ mohou b~'t rozi.ery, zkriceny ne

bo zrua-eay 	Nirodnim shrcmiid~nim /National AssembI,'.
 

.3hromiidini m--oi rovnii specilrikovat standardy pro
 

rT.stni sprivu v otizkich, jaicop.-rrsonAlni zileii

tosti, finance a ochrana iivotnitxo prost44edi. je
 

d~dei-t6, aby *'24ednici miatni sprivy byli seznimerni
 

S timito zikony.
 

Vztahv mezi sprAvami
 

Komentib: 	 vztahy mezi Sprivami so ticaqji zp~isobtl, jak,,'Mi so
 

t~to subjektv navzijem interaktuji. Vz-tah wai~e
 

vznicsnout mezi sprivou na nirodni -'rovni a muni

cipalitami, nebo mozi dvima nebo vice muniCi~ali

tami. Tyto vztahy mohou b~'t formilni /tj. v-vtvobe

ni logislativou nebo smlouvou/, nobo neformilni
 

/smlouvy uzavbenA- mezi -'Ledniky, kter6 mohou b~vt
 

stni nebo rodukovan6 na "memoranda of under

standing"/.
 

Smiouvy mezi aprivami mobou pomoci roziifit nodos

tateft6 zdrojo, dopinit mistni pfijmy, nebo ziop-


Ait ofektivni nabidku sluleb.
 

Zisady demokratick6 praxe: Uast na rozhodovini a U5ast obdanaz 

Koment': 	 fizeni ye vof'ojn~m soktoru je jedineft6 ye sve6 ye

f'ojn6 odpov~dnosti, politick~m charakteru a gift 

odpovidnosti. Vof'ejni adrministritof'i museji b~t 



dob.Ae obeznimeri a oddini S:st6T.m rczshl formilnj a ne
formiJ.nf C.6asti na 
vef'ejnim rozhcdov~ni,
 

Profeejonilni spriva
 

KomentAf~: 	 profesion-1ni spriva se rovni efektivnimu zave
deni ve; ejn4&poli;tiky a i'izeni vefc'jn~ch sluieb. 
Efektivni vefejn nanage-.ent zahrnuje aplikaci 
soecializovan~ch znalcst! a E'adv docvedn~,sti,mno

hz nici 	 jsou uveden~v d~ie. 

Or~aniza~ni d'eslgn .-form,.1ni a nefcrmnlni stru' tury/ 

K(orenti;4: 	 orr-inizaA-ni strdktura a efektivnost f~izeni neirnohou 
b.t odd~2.eny. Organizace byv m&17 b~t projektovAny
 
tak, aby' zam~stnanci tpracujici spolu sdileli spole
6n- cile a aby zdroje bylyv vuviv~ny inn6. 
1'n~i si tak6 museji b~t v~domi neformAlnich 
organizaci zvlofe$'ch na p~'telstvi zam.~stnancil, 
nebo spoled5n'ch charakteristikich jako je technicki 
s-oeci~nlizace /narO. vztah prAvniki k jinS~m privnikt~i/, 
nebo vzkovi struktura.
 

Aizeni /supervize/ zar.stnanci /'zplnom~ocn~ni a delegovini/ 

Zplnomnocri4ni zarn~stnanc5a k rprovid~ni zikiadnich -.ko1Ca 
V'hody ZDlnomocn~ni delegovanim 

Komenti.;: 	prcfesi-nAln-I izeni je rozhoduj~ci' pro kvalitu 
mistni ep-6vy; avfak je to jen 14adna strena vztahu. 
DruhAi je chovini zar,~stnanc6. 
Jako v pi~pad4 vedoucich pracovnik5, hierarchie hod
not, postoje a cile zamstnanci ovliviuji jejich 
chovAnf. .X-oderni iretcody ..kaj~? isou zalolenV na 
zssad, ie za!-Aetnanci, kl;eMi jeou zainteresov~ni 
na rozhodov~ni zs'leiitosti s,-,jen~ch s jejich pracu, 
Jscu I~r'e nct'.ivcvini a rrcdukti;vnljgi ne-; zam~stnpn
ci,, -le-ichY. chovini Zje Hizeno autokratick'. zp~sobem. 

?eference: 	 "Effertive 'S-u- rvirory Practices" 

intern:-2t- -n 7-t .ssociaticn,! 'enaperent 
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.ontrola a koordinace .izeni
 

Syst&my kontroly Hizeni /monitorov~ni a zpitn& vazba/
 

Cile a standardy vkonu /isekov6 a individu ini hodnoceni
 

v konu/
 

XomentAb: 	profesioni!ni manaiir bude udriovat syst~my pro
 
m4-enivykonn sk pra vyplvajici ze zdroJA,
 
kterL mana!6r Hidi, tJ. mnoistvi a kvalita slu
ieb dod~van'ch obdanam. Kontrolni syst~my zaji§
tuji informace o M!zeni pro modifikace, zminy 6i
 
vyt~deni nov'ch sm~r- -sili 
zamistnanca a 6seka. 
Individu Ini hodnoceni v~konu je :ouiivino pro 
Ykagow'n' zam~stnancA do stancvovini cila a norem 
pro v~kon 	zamistn~ni.
 

Reference: "Performance Evaluation 
- A Manager's :uide to
 
Zmployee Development"
 
/Leader's Guide and aandbook/. International
 
City -!anagement Association, Washington ZC, 1987
 

Motivace a produktivita
 

Loctivace versus pohnutky a podnity 

KomentA9: 	odm~na a pjimA materilni zainteresovanost z-stA
vaji dIelitrmi faktory pro motivaci zanistnancA; 
nicmine, jsou pou lvarl i dal§i syst~my odm4fnovini
 
vdetn4 pov@§eni, zvvgov"*ni vzdilini, pruin6 pracov
ni doby a speciilniho uznini /certifikity, odm~ny/.
 
Komplexni 	pbi3tup k motivaci zamistnancl zahrnuje
 
dast na rozhodnuti4h ovlivfiuj-icich zanstnance v
 
jejich prici a dalgi motivitory v~etn5 price same,
 
odpovidnosti, uznini, 
 spkchu a r~lstu.
 

Reference: Kapitola 5: Creating Conditions for Excellence
 
in "The Effective :ocal Government Manager", 
international City Manager Association, 
Washington DC, 1983 



Vztah Toriky a Prcduktivity price
 

RozvoJ organizace
 

Manaiir Ujako "instruktor" a vnitropodnikov4 kcnzultant
 

Kli6 ke ZTy5ov~ni efektivnosti organizace
 

KomentA : 	profesionAlni mana£i6i museji vvtvo-it ovzdu~i mo
tivace pro svL zamnstnance. Za'4stnanci, ktefi jsou
 
vnitfnx notivovini pro ci1e orzanizace, bidou pro
duktivn~j i a budou mit v7gi morilku nei ti, 
kte
ii r'sl Jen "this is Just a job" /le 
 to jen price/.
 
Aby doslhli od zam.stnanc5 co nejlepgiho v~konu,
 
manai4i 77useji vAdt, co je motivuje.
 

Reference: 	"A Practical Guide to 
Employee Motivation"
 

/Leader's Uuide and Fandbook,',
 
International City Yanagement Association,
 
Washington DC, 1987
 

Teorie a Praxe Hizeni
 

Spriva financi
 

Reference: "Manavement Folicies in Local Government Finance",
 
International City Manggement Association,
 
Washington DC, 1987
 

Rozpodtovini /Budgeting/
 

Personflni fizeni
 

Rizeni r~kznorod pracovni sily
 

Komunikace 	 zairs.stnancil /komunikar.i styly/ 

Vytvofeni efektivnich Pracovnich tm5
 

Reference: 	 Kanitola rersonnel1x: 'ranamenent in "Small Cities 
and ounties - A Guide to 	-'naging Services",
 



International City Management Association, Washington DC, 1984
 

Vztahy zam4stnanca a vedoucich
 

.izeni zmin
 

Sluiby zAkaznikm
 

Kvalita sluieb
 

Postoje zamistnanca
 

Zpitni vazba
 

romenti.f: mana&ii a zamnstnanci sdileji odpov~dnost za uspo

kojeni ob~anwa izkaznikV/sluibami, poskytovanymi
 

jejich municipclni spr.vou. oMohou b't poulit7 spe

cii!ni Yd programy k rozvijeni partikulir-
v"cV 


n.ho hodnoceni mezi zam~stnanci v otizkgch uspoko

jovAni potf'eb zikaznik-I a poskycovini sluieb.
 

Reference: "The Citizen As Customer" /Handbook and User's
 

Guide/, International City Management Association,
 

Washington DC, 1989
 

Funkce sluieb
 

AomentaP': jako soudist(zdglUh1 a v~cviku profesionAlni 

manai6r mistsk6 sprivy se musi u~it cilam, me

todim a praxi v §irokim spektru funkci uskute6-

Aovaoch municipalitami /dAle uvedena je ada 

b~n.ch funkci/ pro :izeni, kontrolu a hodnoce

ni bizen techto funkci jejich odpovidajicis 

isekov~m "sprAvcem" /administritorem/. 

Reference: praktick6 publikace z International City Management
 

Association's Municipal Management Series /"Mana

ging Human Services", "Housing and Local Government",
 

"Government Finance", a dalgi/
 

Hospodisk rozvoj
 

Bydleni
 



Sluiby /Hum~an Services/
 

VeIejn6 price
 

Hygi ena
 

Eko010gie
 

VwuiivAniJ 	 p~ady 

Parky, rekreace a kultura
 

VIII. Profesion~li~n vedeni na 6ele orizanizace pOVVy4uje rcstou
ci profesionilni kornpetence prcstednictvim Bprav-y.
 
Jednotliv-A (seky 
a jejich Usati jsou v rostouc. mire
 
vedeny osobami s profesionilnim vzd~lAnim a zkugenostmi
 
a driiteli certifikti profesiori'lni kompetence.
 

KomentA:f: 	diraz na rrofesionalitu za~al u profese manalk6ri 
v m~stski sprAv6 /^City Managers/, ale nyni zahrnuje 
pracovniky v~ech mistnich sprAy, v~etn4 vedoucich 
i6aekqa /departmrentd/ a dalgich zan;4stnanc5i, plino
vaas iv~konn& pracovniky Jalco inz'enSry, pracovniky
 
zdravotnictvi, socifilni pracovnik7, policejni d: ed
 
niky, hssi~e, kontrolory a dalgi slu~b7.
 

IX. 	 N~kter6 fivrhy pro zvv~ovAni profesionality v m~stsk6 
spriv4 v SFR: 

Uznat, Ue profesionAlni 141zeni v m~stsk6 SprAvi je cii 
vsoki priority 

Uznat, ie 	 existuje redoatatdtw a wwr7i 1-ue'.vv

Pla'novat pozi;tivni -.I'stup k dosalen! cile v nejkrats'im 
moznem 6ase 

Vvtvofjt funi'fCi me"Btsk~ho tajemnika ,'C.ity bSecretery!, 
kta~budoi(veifikovani iid6 
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v lastitutu pro mistniJ spriv-u 

proSt:6ednictvim.Asociace mist a municipalit 

na universitich 

samo studiem
 

navgti-vovinim pfedniek a v praxi 

Organizovat programy na universitich 

- prostbednictvim universitnijho studia 

- prost~'ednictvim kritk~'ch /dODlliovacich/ kuraa 

Usilovat o legislativu k povzbuzeni mist, aby pfii--aly 
Droffesionilni standardy pro sprivu a odmifovat mists,
 
kteri vytvi4,eji mista profesionilnich manal6ri a obsazuji
 
je kvalifikovanrui jedinci
 

B5~t pbipraven vyu~it neo~ekivane4 p.fielitosti
 



CVICEI V ::A.LCMi S?:UPINXAcH
 

Rozd~lte skurjnu do rnengich diskusnich v'borz caxi
mlio 10 oscbbch. Zadejte ,jednu z nisledujicich othzek
 

kald~mu v~boru. V$?bor si vy7ber-e pr'edsdu, kter' bude sou
6asn4 jeho mluv45im. 34hem 15 minut mi kaid 
' v,bor Promyslet
 
a Drodiskutovat 
svou ota'zku a shrom45dit odpov~dj.
 

P~edseda v
'bcru bude poEAd~n, ab~y tlumo~il ce16 aku
ping v~'sledky diskuse sv~ho v~boru.
 

OTAZKY: 

1. Jak4 jsou rirekaky r~astu profesionality v mistni
 
sprivi v CSFR ?
 

2. Jmenu.-te n,-kter6 z faktora, kter6 -fispivaji k 
proff~sionalitg v mistni spr4v5 v CSFR. 

3. Jakk opati'eni jsou nyvni reilni erc zleenri pro
fesionality Hizeni v mistn. 8prfivg ? 
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I. INTRODUCTION 

This report has been prepared to summarize the information gathered as part 

of an intensive needs assessment process conducted by the Institute of Public 
Administration (IPA) for the Slovak Institute for Administration (SIPA). Under the 

direction of Ing. Anton Goga, director of SIPA, the study was conducted by Dr. 

Deborah Cutchin, with assistance from Dr. Jana Cechova and SIPA staff, during a 

period from November 2-13 (initial field work) and from December 1992 - February 
1993 (questionnaire implementation and analysis). This section outlines the goals of 
the needs assessment, and gives a brief description of terms and variables used in the 

assessment. 

Goals of Training Nepds Assessment 

The goals of this study can be stated as follows: 

(1) 	 To systematically collect information about perceived training and assistance 

needs of local self-government officials in Slovakia. 

(2) 	 To provide feedback and analysis to SIPA staff, as well as other providers of 

local government training in order to improve SIPA services and products to 

meet client needs through examination of curricula, training methodologies and 

materials, staffing patterns and marketing aspects of SIPA operations. 

(3) 	 To provide feedback to local officials about the overall needs for assistance and 

training which will allow them to prioritize their time and resources. 

(4) 	 To provide feedback to IPA-New York and A.I.D. about future training and 

assistance needs. 
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This information could also be useful to all funders including the EC PHARE 

program. 

Definition of Terms 

As the reader reviews this document, it is important to recognize some general 
definitional distinctions that were used in developing the instruments, analyzing the 
data, and writing this report. 

The focus of this study is the "local self-governments" - i.e., the 2,800 units 
of elected self-government in Slovakia. In this report they will be referred to as j 
governments". This shuuld be distinguished from the middle level of government - the 
District or regional units--which are part of State administration but are sometimes 
referred to as "local". In this report it will be referred to as "DistricQt". While this 
research was being conducted there were continual changes in the roles and 
configuration of the districts. In the analysis we also refer to "Regions". These refer 
to a generally accepted division of districts into three regional areas - west, middle and 
east Slovakia.' As used here these are geographic division =o political divisions. 
They are potentially important divisions, however, as SIPA considers utilizing several 
regional training centers. Finally, the national government is referred to as "tb 

The districts in each region are: 

West: Bratislava, Bratislava-vidiek, Durajska Streda, Galanta, Komarno, Levice, Nitra, Nour Zamky, Povazska
Bystrica, Senica, Topoicany, Trencin, Trnava, Zilina 

Middle: Banska Bystrica, Cadca, Dolny Kubin, Liptovsky Mikulas, Lucenec, Martin, Popracl, Prievidza, Rimsvska
Sobota, Roznava, Velky Kietis, Ziar nad Hronom, Zuden 

East: Bardejov, Humenhe, Kosice-mesto, Kosice-vidiek, Michalovce, Presov, Spisska Nova Ves, Stara Lubovna,
Sv;dnik, Trevisov, Vranov nad Toplo 
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There are 2,800 local governments irl Slovakia. What is especially interesting 

in this figure is the very small size of the communities. For the purposes of this 

report, we have divic'ed the communities as follows: 

Table 1: Division of Communities by Size-Slovak Republic 

Population Size Number N tionally (1991) Referred to in Reoort 

under 500 residents 

501 - 1000 69% small 

1001 - 5000 27% medium 

over 5001 4% large 

These figures not only reflect the "small town" nature of Slovakia, but also the 

very limited resource base which any single government will have to draw upon. 

Similar distinctions in New Jersey, for instance, would be small (under 10,000), 

medium (under 40,000), large (over 40,000). What is of interest is that using the 

same classification the general breakdown is very similar in New Jersey with 

approximately 65% small, 25% medium and 10% large. The great difference is 

density. The New Jersey "small" communities are largely "suburban" in nature while 

they are clearly rural in Slovakia. The small size of community also has major 

implications for the availability of expert/specialist knowledge and skills on staff to 

manage often very technical operations. 

The programs of three institutions are cited in the data. SIPA refers to the 

Slovak Institute for Public Administration which is a state-supported operation 

affiliated with the Ministry of Interior. The Association refers to the Association of 
Towns and Communities which is a non-profit membership organization. The City 

University of Bratislava (U_) is a privately funded university with a partnership with 

the Open University in Great Britain. It is believed that the programs offered by these 
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groups are the primary in-country sources of general assistance and training for local 
government officials. There of course,are, other providers especially from the 

international community. 

In terms of actual training offerings, programs referred to include the 
SIPA Academy - a set of courses which are grounded to a great degree in traditional 
concepts, approaches and content which reflect the faculty expertise. These courses 
are generally offered either in 1-3 days sessions or in week long blocks. With 
assistance from IPA, SIPA is also developing a' 4 week long modules on town 
management. The-A sociation offers half-day and one-day oroarams which are 
primarily oriented towards review of the current laws. These courses are conducted 
in large groups (200+ people) and are The CUBin the lecture format. Effective 
Manager course is a self-study tutorial course of 220 hours. It is aimed at the highly 
motivated, self-paced learner and has all types of training formats - books, videos, 
cassettes, one-on-one tutors and assignments, and group sessions. "The Effective 
manager" is the first course in a three part set - the other two courses are "PC's and 
Accounting for Managers" (110 hours) and "Marketing and Customer Relations" (110 
hours). These three courses are one-half of the requirements for a Professional 
Diploma in Management, for college credit. 

Finally, open-ended answers to questions 7 and 8 were coded by American 
definitions of items. For instance, we used the category "infrastructure." which did 
n=_ appear in anyone's answers. We used it to distinguish between ohysical 
development ("infrastructure") (water, sewer, roads, etc.) and what was more often 
referred to as "environment" (ecology, protection, etc.). Likewise, care was taken to 
try to elicit the exact meaning of "legal" or "law" information: what is the law? what 
does it mean? what should I do?. Those differences were much easier to understand 
through questions during focus groups rather than on the questionnaires. These are 
important distinctions because they are very different kinds of training experiences -

knowledge-based, skills based, or problem-solving. 
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II. Assumptions and Methodology 

This section describes the assumptions which were used to guide the 
development of the survey instruments, and, to outline the methodologies of data 

collection and analysis. This section is broken into two parts: the focus groups, and, 

the questionnaires. 

Assumptions 

From the goals listed in Section 1, the following general assumptions were used 

in developing this study. 

1. 	 The needs for training and assistance for local governments were not well 

defined at SIPA. The local governments are new and their roles and 
responsibilities are developing incrementally. Local government training is 

relatively new to SIPA and its faculty. And there are still some disagreements 

over the roles and powers of local governments vis a vis State administration. 

2. 	 The orocess of needs assessment should be ongoing and flexible during this 

oeriod of change. This assessment should be most accurately described as the 

beginning of a process. First, because the laws (and financial structures) are 
in a state of flux so constant revisions of information and contexts will be 

required. Second, as more people have experience as "local government 

officials," a greater understanding of their needs will be derived. In fact, one 

of the most disturbing signals we found during the focus groups was that when 

the Mayors were asked if they plan to run for re-election, most had no interest 

in continuing. This gjld indicate instability not only from a legal/tinancial 

standpoint, but also in local leadership. This could be troublesome because of 

the very small number of trained career staff. The needs assessment will need 
to be 	revisited repeatedly in the next several years. 

3. 	 There may be some reluctance on the oart of local officials to oarticioate in a 

written survey document. Given the history of confidentiality and use of 
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information, there were real reasons to be concerned about the officials' 

willingness to participate. The overall resoonse rate was 15% (423). The 

responses were from all districts and represent all sizes of communities. 

4. 	 It is imoortant to use multiple methods of collecting information. Because of 

cultural and language differences, and respondent reticence, a multi-measure 

approach was preferred. In this way we could not only clarify the meaning of 

certain words and terms, but also place in the context of specific examples the 

responses which were given. Two methodologies were employed: focus 

groups and structured questionnaires. 

The Samole 

A total of 448 officials participated in one or both of these efforts. Who were 

these respondents? Table 1 shows the breakdown of who participated. 

Table 2: Who Participated: The Samole by Occuoation 

Focus 	Groups Questionnaires 

Mayor 78% 70% 

Council/Board Member 0% 2% 

Professional Staff 17% 16% 

Other 2% 6% 

Total 97% 94% 

(*totals do not add to 100% because of non-responses on question #6) 
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Table 3 shows the breakdown of whoWhere were these participants from? 

participated by district. What is important to note is that focus groups were held in 

four (4) sites where specific communities were invited to attend. The written 

questionnaires were sent to all 2800 Mayors. 

Table 3: InWhich District IsYour Community Located? 

District 

Banska Bystrica 

Bardejov 

Bratislava

Bratislava-vidiek 

Cadca B-


Dolny Kubin 

Dunaska Streda 

Galanta 

Humenne 

Kocamo
Ko sic e -mes to 
Kosice-vidiek 

Levice 
Litovslo Mikuas
Prievd2 
Lucenc 

Martin 

Michalovne 


Nitra 

Nov Zamky
Poprad 
Povazska Bystrica 

Presov 


Prievidza
Rimavska Sobota1 

Roznava 

Senica 

Spisska Nova Ves 
Stare Lubovna 

Svidnik 
Topolcany 

Trebisov NA2 

Trencin 
Trnava 

Velky Krtis 

Vranov had Toplou 
Ziar nad Hronom 

Zilina 

Zvolen 


NA 

Total 

Questionnaires 
N % 

12 

11 

13 

11 


10 


11
14 

11 

7 


7 64 


9 

12
12 

7 


8 

7 

16 

20

17 

11 


__.6 


44

12 

5 


17 


11 

1-'--9 


-- 10 

7 


--14-'-


1022
 
14 


81.
 

5 

255.
 

71.
 
23 


307
 
448 


Focus Groups 
N%
 

2.7 
2.5 

15
2.9 6 

2.5 

20
4.9 8 


2.2
 

2.7 2 5
3.1 

2.5
 
1.6 

1.6 
5.
 

2.0 
2.7
225
 2
1.6 1 


1.38 
1.6 _ __.. .. 
3.6
 

2
4.5 1 

3.8 
2.5 

1.3 

100 4
 
2.7_ 
1.1 
3.8 7 1
 

2.5 
4.2: 
2.2 
1.6 2
 

.
.725
 

3.1
 

1.1 

24
5.1 10 


loo 41 100
 



It is important to note that although only 15% of questionnaires were returned, 
each district was represented, with the highest number of responses trom Cadca, 
Zvolen and Ziar nad Hronom - where the focus groups had been conducted. This 
guld indicate some word of mouth about the purpose of the questionnaires took 

place. 

Finally, we were interested in representing all sizes of communities. Table 3 
indicates the breakdown of communities by size. 

Table 4: Population of Communities in Samole 

Pooulation Focus Grou)s Questionnaires National 

Under 500 5% 20.3% 

501 - 1000 10% 23.0% 69% 

1001 -5000 61% 35.5% 27% 

over 5001 24% 15.0% 4% 

NA 0 6.3% 

While the sample is distributed across all groups, there are clearly more medium and 
large size communities represented in the sample than in the population as a whole. 

In summary, representatives from all districts and all size communities were 
participants in the survey effort. The districts were represented in aporoximately the 
same proportions as they are in actual population - western (145), middle (147), and 
east (89). Likewise, the sample of respondents in the questionnaire mirror much 
closer to the actual population. The most important aspect of the sampling, however, 
was the fact that the focus groups represented invited participants in four locations, 
while the total population was the basis for the questionnaire responses. 
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One final comment on sample size. The reader could dismiss the sample as too 

small to really illustrate the needs of the population. On one hand, normal surveys of 

this type in the U.S. could be expected to have a 25-40% response rate. On the 

other hand, depending on the accuracy of the sampling technique, samples as small 

as 1-5% are routinely used in marketing research. Our sample falls somewhere in the 

middle. More importantly, given the newness of this approach (this could easily have 

been the first time recipients had ever been formally surveyed), uncertainties in the 

intergovernmental relationships, and the difficulties in communicating especially with 

many part-time Mayors, we consider this sample satisfactory. 

The Focus Grous 

During the field visit in November 1992, four focus groups were held in 

different locations in west and middle Slovakia: Duchonka, Cadca, Zvolen and 

Bratislava. The Director of SIPA, Ing. Anton Goga, and the local Mayors were 

instrumental in issuing invitations to participants. 

Appendix A is the set of questions used during these sessions. All questions 

and answers were communicated through translators, and three different translators 

were used, not all of whom were completely familiar with the technical language of 

either local government or training. 

These sessions were extremely valuable, however, in several ways. First,they 

were two-way interactive dialogues where clarification could be sought on both sides. 

Second, they provided the researcher with not only the content of examples relating 

to questions, but also insight into the processes. Third, they helped to build rapport 

and good will between the researcher (and her host SIPA) and the local officials. 

Finallyi as would be predicted, the participants enjoyed the interaction and hearing 

about problems which were strikingly more common than they would have ever 

imagined. 
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While 	the content findings of these sessions will be found in Section III of 
Report, there are several process observations that could be added here to give the 
reader 	a more complete picture of the technique. 

* 	 The first questions were designed to determine who does what and what 
is important in terms of service delivery. What we found was, even 

though the list of services come from the then current legislation, few 
Mayors knew what they were legally responsible for. They had difficulty 

distinguishing service delivery issues from financing issues. 

Likewise, when asked to distinguish between citizen priorities, 

Mayor priorities and developmental priorities, most respondents did not 
know the difference. They had no real way of determining client 
priorities. They often mentioned "citizen wants" like assistance for the 

elderly and jobs that are not formal local government responsibilities. The 

picture, tht-r,, w3s one of officials with few resources to address either 
real, perceived or legal obligations. Being held responsible for 
"everything" was an extremely stressful experience as descrbed by 

many of the Mayors. 

0 	 When questioned about the process of making decisions, the primary 

technique would be described as "firefighting"/crisis management. There 
was also a more vague reliance on prioritizing those services that they 
had money for, although funds (except for special grants) did not seem 

to be 	tied to particular services. 

•• 	 There was a fair degree of blame placing and helplessness expressed, 

especially as it relates to the State administration. There was a strong 
tendency to defer to State dictates - and wait for permission to take 
action. It is important to remember these sessions were conducted in 
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the middle of the movement towards the split between the Czech 

Republic and Slovakia when attention to the needs of local governments 

was not high. 

" 	 In both the focus groups and later in the questionnaires there was a 

distinct pattern of response that indicated that while many of the 

immediate pressing problems were highly technical (water, sewer, roads, 

lighting), there was little mention of the need for training or technical 

assistance in those areas. The "answers", it seems, for those technical 

problems were somehow focused on "if we had the authority" (i.e., the 

law) or "if we had the money", the problems would be solved. This 

showed a very dependent relationship to the State, and, some lack of 

understanding about the requirements for daily operational management 

that characterizes local government. 

" When questioned about their small staff sizes (and related capacities), 

they seemed unaware of how this might impact their ability to manage. 

They clearly did not realize the limits it was placing on technical 

expertise. The exception to this was the consistent request for lawyers. 

Again, when questioned it appeared they felt the answer to their 

prou .ms Lay somewhere in the law. 

" 	 There was a considerable number of issues raised abcut problems that 

were intergovernmental in nature. Primarily between communities (and 

the uneven distribution of money), and, between the local governments 

and the State district offices. 

• 	 Mayors spoke at great length about the fear they are experiencing from 

their citizens about their loss of stability. "Uncertin but patient". 

11 



* 	 When asked to describe their jobs, the Mzyors in general felt that the 
most imoortant aspect of their job was leader of the community and 
policymaker, but the bulk of their time (except in Bratislava) is devoted 

to supervising daily operations. 

In summary, the way the questions were answered, the content of the
 
examples and stories they told, and the levels o! frustration and confusion expressed
 
by the Mayors offered important perspective on how services should be offered to the
 
Mayors as clients. Maximum effort should be made to make training Droblem
focused, relevant to immediate concerns and issues. and with much
as clarity as
 
possible about real legal and financial situations. SIPA Q use its linkages to State
 
administration to obtain and clarify information 
 needed by local officials. The 
management of information, its political neutrality and image represent major 
challenges for winning the confidence and support of the clients. 

The Questionnaire 

Appendix B is the questionnaire that was used. This questionnaire was 
developed to (jetmore in-depth information about the context of situation for local 
governments, and, to ask very specific questions about th, parameters around 
providing training services. The results of the questionnaires can be found in Section 

Ill. 

The questionnaires were initially developed after extensive discussions with 
SIPA staff and faculty, and using the experience of the researcher in providing local 
government training. The instrument was then field tested in Slovak during the focus 
groups to insure the quality and clarity of translations and the questions themselves. 
We also used the fild testing to determine whether there would be a reluctance to 
answer any of the questic.-.., on the part of the respondents. Some minor 
modifications were made and a final instrument prepared. 
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SIPA sent questionnaires to all Mayors in December 1993. It is important to 

note the financial assistance from AID was critical to making this effort work. All 

costs for duplication, mailing, translation of open-ended questions, coding, computer 

programming and data inputting was borne by -the grant. Support of this type will 

continue to assist in not only the increased professionalism of SIPA operations, but 

also to enhance their ability to respond effectively to client needs. 

Implementation Issues 

As always happens during field research, a few problems were encountered. 

1. 	 Change in government systems. Laws and financial systems in the newly 

independent state of Slovakia are in flux. Government will need to focus more 

clearly on the needs of local governments. There is some reason to believe that 

even the role and responsibilities of the local governments (and their 

relationship to the State) is likely to be changed. 

2. 	 Non-response/missing data. There were some cases of non-responses or 

missing data. Some of this may be related to the researcher's codes. For 

example, in the questions 10-12 about the courses offered by the SIPA, 

Association and CUB, there was a high number of "other" reasons given under 

why people would not attend courses. The researcher had n=t anticipated the 

responses of "I'm too old" and "I am not going to run for re-election." This 

should be viewed as a data error. 

3. 	 Lack of data Drocessina caoacitv at SIPA. All the data processing work was 

done at Rutgers University. SIPA has no capacity to process large data sets, 

Again, it is an important element of the organization's overall capacity to 

develop not only their hardware/software, but their analytical capacity. 

4. 	 Translations for meaning. In an international context, the issue of clarity of 

translations is an issue. There was an effort made to limit the number of open
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ended responses and each response was translated twice. The translations 
were first done in Bratislava and then done by a translator on the professional 

staff at Rutgers. Greater clarity was achieved during this process. 
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Ill. FINDINGS 
This section is designed to review the findings from the combined data derived 

from the focus groups and the questionnaires. The findings are organized by who, 

what, and hLW training and services should be offered. 

Who is the Client? 

Referring to the information offered under "Sampling" in Section II of this 

report, the people who were surveyed here are all local government officials in 
Slovakia. A questionnaire was sent to all 2,800 communities and 16% (448) 

responded. Our sample of responses is "representative" in the sense we have 

communities from all districts, all regions and all sizes. Our sample deviates from the 

general population in that it has a heavier reoresentation of medium (1001-5,000 

population) and large (over 5,001 population) size communities than does the country 

as a whole. 

The reader will also note that the data has been broken down by region (west, 

middle, east) and size of community for each question. This will give us a more finely 

tuned look at differences among community types. 

One further thing that is interesting to note from the demographic information 

is that even thounh we had relatively more medium and large size communities 

(50.5% of sample), there still remained a oreoonderance of small size organizations. 

72.3% of respondents reported under 10 full-time employees and 78.9% of 
respondents reported under 10 part-time employees. (The raader will note that these 

distinctions are M as clear cut in Eastern European organizations where everyone 

tends to have multiple full-time jobs.) The types of training and assistance given, 

then, must be mindful of the very small organizational sizes and the related 

phenomenon of lack of expertise in technical fields. 

Another question which could be asked based on the data is why did so few 
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of the "small" communities participate in the survey? 1,932 communities fall into 
that category; we had responses from 194 (10%). Several explanations could be 
offered: These Mayors have no time or desire to participate in training; these Mayors 
have no time or desire to participate in survey; no staff to complete survey. 

For purposes of planning training or assistance needs, there should be a more 
thorough distinction made between (a) and (b). Training for this group of highly rural, 
very small communities will entail quite a different expert base than for larger 
communities. And although they constitute 69% of the total population, if they are 
not interested in training (a) then we would not want to make special emphasis on 
their behalf. Additionally, other mechanisms for communicating information may need 

to be used. 

In terms of who participated in this survey, 72% of the questionnaires were 
completed by the Mayor. This is important as we weigh the question of who should 
be trained. Only 15.7% of questionnaires were completed by professional staff 
members. When asked directly who should be trained, the results were: 

Table 5: Who Should be Trained 

Answered "Yes" 

Elected officials 259 (68%) 
Professional Staff 229 (60%) 
Employees 156 (41%) 
Citizens 32 ( 8%) 

This is important because current efforts from both SIPA and the Association 
have been primarily focused on elected officials. Given the reported high number of 
elected officials who express the desire to not continue as an elected official, in order 
to stabilize the local governments, equal or greater attention must be paid to staff 
training. This would include all elements of what we refer to in the western 
democracies as career development and career service. This concept is not widely 
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understood or embraced in the central European community at this point. It goes, 
however, to the core of not only insuring stability of government on local level, but 

also to the complexity of problems faced, the need for competent, qualified personnel 

and the use of expert knowledge. There is an enormous amount of work to do in this 
area of capacity-building. What makes it both interesting and challenging is that 

neither the American, British, French or Scandinavian models are exact "fits" as they 

are. It really will require a more flexible, hybrid model probably developed by an 
international team of human resource specialists who can work within the context of 

central Europe. 

Finally, it is worth noting that during the focus groups there were clear 
distinctions made between "local self-government" officials and district office 

personnel. The nature of the relationships we observed ranged from cooperative and 
helpful to extremely hostile. There is clearly a lot of prior history involved in some of 

these arrangements. But, at a minimum it is fair to say that the interests and 

concerns of the two groups were markedly different. This is important as it relates 

to not only who is chosen to be trainers (and what are their perspectives and bias) 
and what explanations, examples, and materials are used with local officials. 

What should be the focus of the Training and Assistance? 

We also asked a set of questions to determine what were the appropriate 

subject matter for the training offerings. Tables 8 and 9 illustrate how this 
information was summarized from open-ended questions. The reader will note that 

each Table has three versions as follows: 

8a/9a - Aggregate 	Analysis - Most Important Issues
 
Most Important Training Needs
 

8b/9b - By Region - Most Important Issues
 
Most Important Training Needs
 

8c/9c - By Size of Community - Most Important Issues
 

Most Important Training Needs
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Before looking at the more detailed findings, several large conclusions loom 

from the data. First, comoaring actual oroblems faced with training needs, there is 

almost an inverse relatinriship of priorities. 

Table 6: Priority Summary 

Top Issue Faced Too Training Needs 

1. Infrastructure 25.8% 1. Legislation 27% 

2. Revenues/taxation 13.3% 2. Admin./Mgmt. 16.3 

3. Economic Development 11.4 3. Finance 12.3 

4. Finance 11.2 4. Revenues/Taxation 11.0 

5. Property 8.9 5. Professional Devel. 8.7 

6. Social issues/problems 7.0 6. Property 5.9 

7. Legislation 7.0 7. Economic Develop. 4.9 

8. Environment 5.2 8. Socials Issues/Problems 4.3 

9. Admin./Mgmt. 2.2 9. Infrastructure 1.6 

10. Professional Develop. 1.8 10. Environment 0.4 

It appears that the only real constant priority are issues of finance and 
revenues. What is interesting, however, is that the comments more clearly reflect n= 
so much an interest in professional financial management, as "money is the solution 

of our problems." With enough money, management problems disappear. 

What is striking is the range of differences among the other priorities seen in 

Table 7 below. 
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Table 7: Comparison of Priorities 

Top Issues TOO Training 

Infrastructure 1 	 10 

Legislation 7 	 1 

Administration 9 2 
Management 

Professional 10 5 
Development 

There are several possible explanations: 

a. 	 more technical areas, it is assumed, can't be trained; 

b. 	 the reliance on "the law" to save them/authorize them/empower them 
with enough knowledge of "the rules" the problem wil! disappear; 

c. 	 personal behaviors and skills (admin./mgt. and prof. development) re 
not as important as the rules and money on an ongoing daily basis; and 

d. a generalist, not a specialist orientation. 

The overall conclusions, however, may simply be that the Mayors do not see any 

relationshio between training and solving their real problems. The researcher noted 

that during the focus groups, there were consistent efforts made by the Mayors to 

turn the questions to address their real, daily problems faced in their communities. 

If this is the case, considerable attention will be needed to adjust curricula and 

teaching methodologies, acclimating current and new staff to the realities of local 

administration, and changing the methods used to advertise these courses to make 

them more directly related to their problems. 
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Table 8a: Most Important Issues - Aggre 
I Infrastructure 

water supply, sewerage 
.gas 
wastewater treatment 

solid waste disposal 

roads 


Total 

Revenues/Taxation 
property tax 

Income tax 


Total 


Finance 
budget
accounting 

Total 

Property 
settlement/privatization 
management (maps, documentation) 
restitution 
transfer from state to local government 
n'inicipal 
urbnn planning 


Total 


Social Issuesfroblems 

providing services 

cutural center 

house of mourning 

houaing 

schools, youth programs 

gypsies (criminality, getting along with) 

law enforcement 

health care 


Total 

Economic development 

construction 

financing 

tourism 

unemployment 


Total 

Legislation 
application of new laws 
property/land 

financial issues 

taxation 

labor relations 


Total 

Environment 

environmental protection (water, etc.) 

forest management 

ecological construction 


Total 

ate 
17 Table Sa: Most Important Issues - Aggre ate (continued) 

123 Administration, management 101 
60 structure/organization of -govt -7 
54 practical skills training 6 
65 relations with state govt 2 
15 relations with enterpreneurs 3 

334 25.8% Total 28 2.2% 

99 Professional development -5 
731 business/entreproneurship skills 12 

1I computer skills 6 
1731 .. 70 j foreign language 0 

051 Total 23 1.8% 

52 
8 

1Other 1 161 _1.20.] 

1451 11% No Answer 1 651 5.0% 

21 
32 
11 
15 
8 

17 
12 

116 S 

16 
10 
10 
6 

24 
8 
9 
4 
4 

9l . 

42 
40 
57 
2 
7 

148 11.4% 

15 
24 
7 
1 

44 
0 

91 7.-J

39 
12 
6 

10 
67 S 
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Table 8b: Most Important Issues- by Reon 
West Middle East 

Infrastructure 7 1.6 7 1.5 3 1.0 
water supply, sewerage 49 10.9 43 9.0 30 9.8 
gas 23 5.1 15 3.1 22 7.2 
wastewater treatment 16 3.6 22 4.6 15 4.9 
solid waste disposal 
roads 

32 
14 

7.1 
0.9 

22 
7 

4.6 
1.51 

10 
31 

3.3 
1.0 

__Total 13 1  29.1 116 24.3 8 27.2 

RevenuesrTaxation 341 7.6 39 8.2 261 8.5 
property tax 191 4.2 32 6.7 21 6.9 
income tax 01 0.0 1 0.2 0 0.0 

Total 53 11.8 72 15.1 47 15.4 

Finance 231 5.1 441 9.2] 171 5.6 
budget 20 4.4 18 3.8 14 4.6 
accounting 2 0.4 6 1.3 0 0.0 

Total 45 10.0 68 14.2 311 10.2 

Property 10 2.2 4 0.8 7 2.3 
settlement/privatization 11 2.4 12 2.5 9 3.0 
management (maps, documentation) 5 1.1 3 0.6 2 0.7 
restitution 7 1.8 3 0.6 5 1.6 
transfer from state to local government 3 0.7 4 0.8 1 0.3 

_mnicipal 1 81 1.8 6 1.3 3 1.0 
urban planning 5 1.1 6 1.3 1 0.3 

Total 1 491 10.9 38 7.9 28 9.2 

Social issues/ptobleme 10 2.2 5 1.0 1 0.3 
providing services 5 1.1 4 0.8 1 0.3 
cultural centor 4 0.9 2 0.4 4 1.3 
house of mourning 2 0.4 4 0.8 0 0.0 
housing 9 2.0 11 2.3 4 1.3 
schools, youth programs 4 0.9 2 0.4 2 0.7 
gypsies (criminality, getting along with) 2 0.4 3 0.6 4 1.3 
law enforcement 2 0.4 0 0.0 2 0.7 
health care 2 0.4 2 0.4 0 0.0 

Total 40 8.9 33 6.9 18 5.9 

Economic development 13 2.9 20 4.2 9 3.0 
construction 19 4.2 11 2.3 101 3.3 
financing 12 2.7 25 5.2 20 6.6 
tournm 0 0.0 1 0.2 1 0.3 
unemployment 4 0.9 0 0.0 3 1.0 

Total 48 10.7 571 11.0 43 14.1 

Legislation 4 0.9 5 1.0 6 2.0 
application of new laws 9 2.0 12 2.5 3 1.0 
property/land 3 0.7 4 0.8 0 0.0 
financial issues 1 0.2 0 0.0 0 0.0 
taxation 18 4.0 16 3.3 10 3.3 
labor relations 0 0.01 0 0.0 0 0.0 

Total 35 7.8 37 7.7 19 6.2 

Environment 15 3.3 17 3.6 7 2.3 
environmental prokection (water, etc.) 2 0.4 7 1.5 3 1.0 
forest management 0 0.0 4 0.8 2 0.7 
ecological construction 4 0.9 2 0.4 4 1.3 

Total 21 4.71 30 6.3 16 5.2 
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Table 8b: Most Important Issues -b egion (coninued) 

Administration, management 
structure/organization of govt 

practical skills training 

relations with state govt 

relations with enterpreneurs 


Total 

Professional development 
business/ entrepreneurship skills 
computer skills 
foreiqn language 

Total 

Other 

No Answer -

West 
# 

2 
2 
2 
0 
1 
7 

3 
5 
4 
0 

12 

71 


21 


% 

0.4 
0.4 
0.4 
0.0 
0.2 
1.6 

0.7 
1.1 
0.9 
0.0 
2.7 

1.61 

0.41 

Middle 
# 

6 
5 
3 
2 
1 

17 

1 
4 
0 
0 
6 


31 


21 

% # 
East 

% 

1.3 2 0.7 
1.0 0 0.0 
0.6 1 0.3 
0.4 0 0.0 
0.2 1 0.3 
3.6 4 1.3 

0.2 1 0.3 
0.8 3 1.0 
0.0 2 0.7 
0.0 0 0.0 
1.0 6 2.0 

0.61 61 2.01 

0.41 4 1 1.3 
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Table 8c: Most Important Issues - by SizeofComnity 
<500 % I01. 

1000 
% 1001-

5000 
% >5001 % 

Infrastructure 0 0.0 3 1.0 10 2.2 3 1.6 

water supply, sewerage 
gas 
wastewater treatment 

26 
15 
7 

11.2 
6.4 
3.0 

-34 

14 
15 

11.8 
4.9 
5.2 

46 
21 
20 

10.3 
4.7 
4.5 

9 
6 
5 

4.7 
3.1 
2.6 

solid waste disposal 
roads 

17 
5 

7.3 
2.1 

14 
6 

4.9 
2.1 

19 
3 

4.3 
0.7 

14 
1 

7.3 
0.5 

Total 70 30.0 86 30.0 i191 26.7 38 19.7 

Revenues/Taxation 
property tax 

15 
15 

6.4 
6.4 

2r, 
'2 

8.7 
4.21 

40 
28 

9.0 
6.3 

12 
8 

6.2 
4.1 

income tax 0 0.0 0 0.0 0 0.0 0 0.0 
Total 30 12.9 37 12.9 68 15.3 20 10.4 

Finance 16 6.9 20 7.0 28 6.3 14 7.3 

budget 
accounting 

Total 

8 
31 

27 

3.4 
1.3 

11.6 

11 
0 

31 

3.8 
0.0 

10.8 

17 
5 

60 

3.8 
1.1 

11.2 

12 
0 

26 

6.2 
0.0 

13.6 

Property 
settlement/privatization 
management (maps, documentation) 
restitution 

5 
6 
1 
3 

2.1 
2.61 
0.41 
1.31 

2 ! 
4 
2 
3 

0.7 
1.4 
0.7 
1.0 

6 
13 
4 
5 

1.3 
2.9 
0.9 
1.1 

7 
7 
3 
4 

3.6 
3.6 
1.6 
2.1 

transfer from state to local government 
municipal 
urban planning 

Total 

0 
4 
2 

21 

0.0 
1.7 
0.9 
9.0 

1 
1 
2 

15 

0.3 
0.3 
0.7 
5.2 

3 
7 
4 

42 

0.7 
1.6 
0.9 
9.4 

2 
4 
3 

30 

1.0 
2.1 
1.6 

15.5 

Social Issues/problems 
providing services 
cultural center 

2 
2 
2 

0.9 
0.9 
0.9 

1 
2 
5 

0.3 
0.7 
1.7 

8 
4 
2 

1.8 
0.9 
0.4 

5 
2 
0 

2.6 
1.0 
0.0 

house of mourning 
housing 
schools, youth programs 

oypsies (criminality, getting along with) 
law enforcement 

2 
2 
2 
2 
1 

0.9 
0.9 
0.9 
0.9 
0.4 

3 
1 
4 
1 
1 

1.0 
0.3 
1.4 
0.3, 
0.3 

1 
4 
2 
1 
2 

0.2 
0.9 
0.4 
0.2 
0.4 

-0 
16 
0 
3 
0 

0.0 
8.3 
0.0 
1.6 
0.0 

health care 0 0.0 2 0.7 2 0.4 0 0.0 

Total 15 6.4 20 7.0 26 5.8 26 13.5 

Economic development 
construction 

6 
6 

2.6 
2.6 

6 
14 

2.11 
4.9 

21 
14 

4.7 
3.1 

5 
6 

2.6 
3.1 

financing 
tourism 

12 
0 

5.2 
0.0 

18 
1 

6.3 
0.3 

18 
0 

4.0 
0.0 

5 
1 

2.6 
0.5 

unemployment 2 0.9 1 0.3 3 0.7 0 0.0 

Total 26 11.2 40 13.9 56 12.6 17 6.8 

Legislation 
application of new laws 
property/land 
financial issues 

4 
4 
1 
0 

1.7 
1.7 
0.4 
0.0 

4 
2 
2 
0 

1.4 
0.7 
0.7 
0.0 

4 
14 
4 
1 

0.9 
3.1 
0.9 
0.2 

1 
3 
0 
0 

0.5 
1.6 
0.0 
0.0 

taxation 8 3.4 13 4.5 18 4.0 2 1.0 

labor relations 0 0.0 0 0.0 0 0.0 0 0.0 

Total 17 7.3 21 7.3 41 9.2 6 3.1 

Environment 10 4.3 8 2.8 17 3.8 4 2.1 

environmental protection (wator, etc.) 
forest management 
ecological construction 

Total 

3 
0 
1 

14 

1.3 
0.0 
0.4 
6.0 

4 
0 
3 

16 

1.4 
1.0 
1.0 
5.2 

4 
3 
2 

26 

0.9 
0.7 
0.4 
5.8 

1 
3 
3 
9 

0.5 
0.5 
1.6 
4.7 
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Table 8c: Most Important Issues - by Size of Community (continued) 
<500 % 501- % 1001- % >5001 % 

____________________________1000 ____ 000 
Administration=management 1 0.4 4 1.4 4 0.9 1 0.5 

structure/organization of govl 1 0.4 3 1.0 2 0.4 1 0.5
practical skills training 0 0.0 3 1.0 1 0.2 2 1.0 
relations with state govt 0 0.0 0 0.0 2 0.4 0 0.0 
relations with enterpreneurs 0 0.0 1 0.3 1 0.2 1 0.5 

Total 2 0.9 11 3.8 10, 2.2 51 2.6 

Professional development 0 0.9 4 0.3 1 0.2 3 1.6fousiness/entreDreneurshp skills 2 0.9 4 1.4 0 0.0 6 3.1 
computer skills 1 0.4 0 0.0 2 0.4 2 1.0 
foreign language 0 0.0 0 0.0 0 o.0 0 0.0 

Total 3 1.31 6 1.7 3 0.7 11 5.7 

Othar s 2.1 5 1.71 31 0.71 31 1.6l 

No Answer 331 1.3 1 0.3 11 0.21 1.0 
Total 1 2331 100.01 2871 100.01 4451 100.01 1931 100.01 
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Tabie 9a: Most Important Training Needs 
Legislation 

application of new laws 
property/land 
financial issues 
taxation 
labor relaticas 

182 
99 
18 
5 

92 
3 

Table 9a: Most Important Training Needs (continued) 
Infrastructum 2 

water supply, sewerage 0 
gas I 
wastewater treatment 0 
solid waste disposal 3 
roads 0 

Total 39 2 Totis: 0.4%] 

Finance 44 Environment 19 

budget 
accounting- Total 

___________________Total 

Revenues/Taxation 
property tax 
income tax 

Total 

. 

26 
1111811 

1221 

31 
5 

1581 

123% 

10.7'I1 

environmental protction (water, etc.)2 
forest managementeclgi a onstruction 

1Other 

No Answer 

I 

1 

2I 

241 

30 

971 

16 

2.0/.1 

6.67% 

Professional Development 
business/entrepreneurship skills 
computer skills 
foreign language 

Total 

57 
33 
27 
5 

122 8.1 

Administration, Management 
structure/organization of govemnment 
practical skills training
relations with state government 
relations with entrepreneurs 

Total 

116 
60 
41 
11 
13 

241 1 

Property 
settlement/privwtization 
management (maps, documentation) 
restitution 
transfer from state to local goverment 
municipal 
urban plannig

Total 

23 
17 
6 
6 
3 

20 
8

83 

Social Issue/Problems 
providing services 
cultural center 
house of mouming 
housing 
schools, youth programs 
gypsigs (criminality, getting along with) 
law enforcement 
health care 

Total 

40 
9 
0 
0 
6 
2 
0 
1 
5 

63 4.3%] 

Economic Development 
construction 
financing 
tourism 
unemployment 

Total 

53 
8 
11 
I 
0 
73 
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Table 9b: Most Important Training Topics 
West 

- by Re *on 
Middle East 

Leglelallon 
application of new laws 
property/land 
financial issues 
taxation 
labor relationt 

Total 

63 
38 
12 
3 

39 
1 

156 

11.3 
6.8 
2.1 
0.5 
7.0 
0.2 

27.9 

75 
39 
4 
2 

32 
1 

153 

13.9 
7.2 
0.7 
0.4 
5.9 
0.2 

28.3 

44 
22 
2 
0 

21 
1 

90 

13.8 
6.9 
0.5 
0.0 
6,6 
0.3 

28.2 

Finance ____2_23 

budget 
accounting 

Total 

14 
47 
84 

4.1 
2.5 
3.4 
15 

16 
5 

38 
59 

3.0 
0.91 
7.0F 

10.9 

51 
7 

24 
36 

1.6 
2.2 
7.5 

11.3 

Revenueulrraxatlon 481 8.6 45 8.31 281 8.8 
__ prcperty tax 

income tax 
Total 

121 
4 

641 

2.1 
0.71 

11.41 

13 
1 

59 

2.4 
0.2 

10.91 

5 
0 

33 

1.6 
0.0 

10.3 

Professional development 
business/ entrepreneurship
skills _____ 

14 
13 

2.5 
2.3 

26 
15 

4.8 
2.8 

17 
5 

5.3 
1.6 

_ computer skills 
foreign language 

Total 

12 
1 

401 

2.1 
U.2 
7.11 

10 
4 

S5 

1.9 
0.7 

10.21 

5 
0 

27, 

1.6 
0.0 
8.S 

Administration, management 
structure/organization of
QovI 
practical skil;s training 
relations with state govt 
relations with enterpreneurs 

Total 

38 
24 

7 
8 
5 

82 

6.8 
4.3 

1.3 
1.4 
0.9 

14.6 

46 
23 

20 
3 
6 

98 

8.5 
4.3 

3.7 
0.6 
1.1 

18.1 

32 
13 

14 
0 
2 
611 

10.0 
4.1 

4.4 
0.0 
0.6 

19.1J 

Property 
Bettlement/privatization 
management (maps, 
documentation) 
restitution 
transfer from state to local 
government 
municipal 
urban planning 

Total 

13 
5 
3 

4 
1 

10 
4 

40 

2.3 
0.9 
0.5 

0.7 
0.2 

I 
1.8 
0.7 
7.11 

71 
6 
3 

1 
1 

II 
5 
2 

25 

1.3 
1.1 
0.6 

0.2 
0.2 

0.9 
0.41 
4.61 

3 
6 
0 

1 
1 

5 
2 

18 

0.9 
1.9 
0.0 

0.3 
0.3 

1.6 
0.6 
5.6 

Sociallssues/problems 
providing services 
cultural center 
house of mourning 
housing 
schools, youth programs 
gypsies (criminality, getting 
along with)
law enforcement 
health care 

Total 

17 
6 
0 
0 
4 
1 
0 

0 
1 

29 

3.0 
1.1 
0.0 
0.0 
0.7 
0.2 
0.0 

0.0 
0.2 
5.2 

15 
3 
0 
0 
2 
1 
0 

0 
3 
241 

2.8 
0.6 
0.0 
0.0 
0.4 
0.2 
0.0 

0.0 
0.6 
4.4 

8 
0 
0 
0 
0 
0 
0 

1 
1 

10 

2.5 
0.0 
0.0 
0.0 
0.0 
0.0 
0.0 

0.3 
0.3 
3.1 

Economic development 
construction 
financing 
tourism 
unemployment 

Total 

21 
2 
5 
0 
0 

28 

3.8 
0.4 
0.9 
0.0 
0.0 
5.0 

19 
4 
4 
1 
0 

28 

3.5 
0.7 
0.7 
0.2 
0.0 
5.21 

13 
2 
2 
0 
0 

17 

4.1 
U.6 
0.6 
C.0 
0.0 
5.3 
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Table 9b: Most Important Training Topics - byRe ion (continued) 
West

#% 
Middle 

% # 
East 

%% 

Infrastructuro 
water supply, sewerage 
Q_ 
wastewater treatment 
solid waste disposal 
roads 

Total 

2 
0 
0 
0 
2 
0 
4 

0.4 
0.0 
0.0 
0.0 
0.4 
0.0 
0.7 

0 
0 
0 
0 
1 
u 
1 

0.0 
0.0 
0.0 
0.0 
0.2 
0.0 
0.2 

0 
0 
1 
0 
0 
0 
1 

0.0 
0.0 
0.3 
0.0 
0.0 
0.0 
0.3 

Environmentenvironmental protection 81 1.4
0.2 

9 1.7
0.2 

.2
0 

0.6
0.0 

(water, etc.) 

forest management 
ecologica: construction 

Total 

1 
0 

10, 

0.2 
0.0 
1.8 

1 
0 

11 

0.2 
0.0 
2.0 

0 
1 
3 

0.0 
0.3 
0.9 

IOther T9 Fl 1.6l 121 2.2j 91 2.81 

1No Answer 1 141 2.51 15 2.81 141 4.4] 
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Table 9c: Most Important Training T pks - y Size of Community

<500 % 501. % 1001. % >5001 %
 

1000 5000 
Legislation

application of new lawE 
property/land 
financial issues 
taxation 
labor relations 

Total 

29 
18 
4 
0 

16 
0 

67 

10.7 
6.6 
1.5 
0.0 
5.9 
0.0 

24.6 

38 
21 
6 
1 

29 
2 

97 

12.2 
6.7 
1.9 
0.3 
9.3 
0.6 

31.1 

74 
36 
6 
2 

27 
1 

146 

14.5 
7.1 
1.2 
0.4 
5.3 
0.2 

28.7 

29 
20 
2 
1 

15 
0 

67 

12.4 
8.5 
0.9 
0.4 
6.4 
0.0 

28.6 

budget 
accounting 

Total 

_Finance 7 
6 

20 
33,_ 

2.6 
2.21 
7.4 

12.1 

61 
61 

35 

1.9 
1.9 

11.2 
15.1 

22 
10 

37 
69 

4.3 
2.01 
7.3 

13.6 

7 
3 
7 

17 

3.0 
1.3 
3.0 
7.3 

Revenues/Taxationproperty tax 2261 8.12.21 33121 10.613.81 41111 8.12.21 130 5.60.01 

income tax 
Total 

1 
29 

0.4 
10.7 

2 
471 

0.6 
1.11 

2 
41 

0.41 
10.6 

0 
13 

0.0 
5.6 

Professional Development 
business/entrepreneurshi skills 

15 
2 

5.5 
0.7 

10 
3 

3.2 
1.0 

19 
10 

3.7 
2.0 

10 
15 

4.3 
6.4 

computer skills 
foreign language 

Totd 

3 
1 

21 

1.1 
0.4 
7.7 

5 
1 

19 

1.6 
0.3 
6.1 

9 
0 

38 

1.8 
0.0 
7.5 

9 
3 

37 

3.8 
1.3 

15.8 

Administration, Management 
structure/organization of government 
practical sldlls training 
relations with slate government 
relations with entrepreneurs 

Total 

23 
18 
14 
41 
3 

62f 

8.5 
6.6 
5.1 
1.5 
1.1 

22.8 

20 
8 
8 
1 
1 

38 

6.4 
2.6 
2.6 
0.3 
0.3 

12.2 

41 
21 
10 
4 
6 

82 

8.1 
4.1 
2.0 
0.8 
1.2 

16.1 

24 
8 
7 
2 
1 

421 

10.3 
3.4 
3.0 
0.9 
0.4 

17.9 

Property 
settlement/privatization 
management (maps, documentation) 
restitution 
transfer from state to local govemment 
municipal 
urban planning 

Total 

4 
3 
0 
1 
0 
3 
1 

12 

1.5 
1.1 
0.0 
0.4 
0.0 
1.1 
0.4 
4.4 

3 
2 
2 
2 
2 
1 
1 

13 

1.0 
0.6 
0.6 
0.6 
0.6 
0.3 
0.3 
4.2 

10 
7 
1 
2 
0 
9 
2 

31 

2.0 
1.4 
0.2 
0.4 
0.0 
1.8 
0.4 
6.11 

4 
3 
3 
1 
0 
5 
3 

19 

1.7 
1.3 
1.3 
0.4 
0.0 
2.1 
1.3 
8.1 

Social lesue/Problemo 4 1.51 10 3.2 14, 2.8 8 3.4 

providing services 
cultural center 
house of mourning 
housing 
schools, youth programs 
gypsies (criminality, getting along with) 
law enforcement 
health care 

Total 

0 
0 
0 
0 
0 
0 
1 
0 
5 

0.01 
0.0 
0.0 
0.0 
0.0 
0.0 
0.4 
0.0 
1.8 

21 
0 
0 
0 
0 
0 
0 
3 

15 

0.6 
0.0 
0.0 
0.0 
0.0 
0.0 
0.0 
1.0 
4.8 

4 
0 
0 
2 
1 
0 
0 
1 

22 

0.8 
0.0 
0.0 
0.4 
0.2 
0.0 
0.0 
0.2 
4.3 

3 
0 
0 
4 
1 
0 
0 
1 

17 

1.3 
0.0 
0.0 
1.7 
0.4 
0.0 
0.0 
0.4 
7.3 

Economic Development 
construction 

8 
1 

2.9 
0.4 

11 
0 

3.5 
0.0 

20 
5 

3.9 
1.0 

9 
2 

3.8 
0.9 

financing 
toursm 
unemnployment 

...Total 13 

4 
0 
0 

1.5 
0.0 
0.0 
4.8 

2 
0 
0 

13 

0.6 
0.0 
0.0 
4.2 

4 
1 
0 

30 

0.8 
0.2 
0.0 

.9 

1 
0 
0 

12 

0.4 
0.0 
0.0 
.1 

28
 



Table 9c: Most Important Training T(piczby Size of Community (conlinued) 
<500 % 501- % 1001- % >5001 % 

1000 S000 
Infrastructure 0 O.f, 0 0.0 1 0.2 1 0.4 

water supply, sewerage 0 0.0 0 0.0 0 0.01 0 0.0 
gas 1 0.4 0 0.0 0 0.0 0 0.0 
wastewater treatment 0 0.0 0 0.0 0 0.0 0 0.0 
solid waste disposal 1 0.4 1 0.3 1 0.2 0 0.0 
roads 0 0.0 0 0.0 0 0.0 0 0.0 

Total 2 0.7 1 0.3 2 0.4 1 0.4 

EnvIronment 4 1.5 2 0.6 12 2.4 1 0.4 
environmental protection (water, etc.) 1 0.4 0 0.0 1 0.2 0- 0.0 

forest management
ecological constructionTotal 

0 
16 

0.0 
0.42.2 

1 
03 

0.3 
0.01.0 

0 
013 

0.0 
0.02.6 

0 
01 

0.0 
0.00.4 

Other 1 81 2.91 71 2.21 91 1.81 41 1.71 

No Anower 1 141 5.11 12 3.8 13 2.6 41 1.7 
1 Total 1 2721 100.01 312 100.0 509 100.0 234 100.0 
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A second general observation is that there were remarkable similarities across 
eograQhic area.s. Using an arbitrary measure of significance (4 points difference 

between high and low percentages), the vast majority of issue areas showed little 
significant difference across geographic areas in the regional breakdown. What 
differences did emerge seeme to reflect a more urban/rural or west/east split. In 
general, the eastern part of the country had more concerns about the broad range of 
development (economic development, housing, environmental concerns and gas) than 
did the western part of the country. Further analysis of the demography of the 
country would answer the question about whether this is being driven by a set of 
socio-economic factors (i.e., the eastern part of the country being more rural, poorer, 
less well-developed). This is an important consideration for location of the regional 
training sites and what services they would provide. 

A third general observation related to the second is that there were also 
remarkable similarities among issue areas across the sizes of communities. There 
were, of course, some notable exceptions mostly related to the differences of the 
communities under 1.000 (small) and over 5,000 (large). 

To give the reader more specific elements of this analysis, a more detailed 
description of Tables 8a., 8b., 8c. and 9a., 9b. and 9c. follows. 

Most ImDortant Issues Facing Communities 

(Summary of Tables 8a, b, and c) 
Each respondent was asked to identify the most important issues currently 

facing their self-government. These responses were open-ended and Tables 8 a, b 
and c represent a coding of this information into categories which represent typical 
topical responses. In order of priority: 

1. 	 Infrastructure 
The most critical issue area in this number 1 ranked area was infrastructure 
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(28%). There were some differences in emphasis across the regions with gas 

being a more important issue in the east, and solid waste disposal in the 

western part of the country. Likewise, there was a much more significant 

number of these concerns in smaller communities (30.0%) than in larger 

communities (19.7%). This is most likely related directly to the greater 

development and infrastructure in the larger communities, versus almost no 

such existing systems in rural areas. 

2. 	 Revenues/Taxation 

The second most critical issue in general was revenues and taxation (13.3%). 

42.2% of the people responded with concerns about property tax, while there 

was virtually no interest in income tax. This is presumably driven by the local 

nature of the property tax. There were no significant differences across 

regions, but the middle-sized communities expressed much greater interest 

(15.3%) than did the large size communities (10.4%). 

3. 	 Economic Develooment 

Two interesting factors were mentioned in general in this category. First, 

again financing dominated this category (38.5%) and in the focus groups there 

were numerous stories offered about the confusion of what is the government 

role in promoting Drivate economic development. Common practices in the 

United States such as tax incentives, enterprise zones, etc. were unknown in 

Slovakia. These conversations focused much more on taking formerly 

government run enterprises private. 

Second, although in the written questionnaires the issue of 

unemployment was not frequently mentioned (4.7%), it dominated many of the 

answers Mayors gave in the focus groups. This may be the result of comparing 

the difference between what are the official policies versus what are the 

practical concerns of citizens which plague all Mayors in all settings across the 
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worldl 

The concern about financing economic development was more 

significant in the east (6.6%) than the west (2.7%). Likewise, it was a much 

more significant aspect for small communities (25.1 %) than larger communities 

(8.8%). 

4. 	 Finance 

This category is differentiated from "revenues/taxation" (where does money 

come from) by its emphasis on the management of financial resources. Far and 

away the most pressing concern in this category was general financial practices 

(58.6%) and budgeting (35.9%) which was not reflected in the training needs 
which emphasized accounting! Again, the researcher feels this reflects their 

aeneral concerns over how to provide services with no financial resources. 

There were no significant difference by region or size. 

5. 	 Property 

In this category are a wide variety of property related issues from 

settlement/privatization/restitution to urban planning. The most significant area 
of concern was settlement/privatization (27.6%). This issue was somewhat 

more significant in the west (10.9%) as compared to the middle region (7.9%). 
Size of community did not have a great deal of differences except in the case 

of the 500-1,000 category of (5.2%) compared to all other categories of size 

which 	averaged (11.3%). 

6. 	 Social Issues/Problems 

Again, this category has a very broad range of responses from cultural centers 

to housing to Gypsies. The predominant area of concern was housing (24%). 

These concerns seemed of more interest in the west (8.9%) than the east 

(5.9%) probably related again to urbanization. This was also more of a concern 
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in larger communities (13.5%). 

7. 	 Legislation 

The number one area of legislative interest was again taxation (48.3%). What 

is also of interest was that there was no interest expressed in labor relations 

legislation despite many concerns over employment and benefits to employees 

which was expressed by the focus groups. Regional differences were minimal, 

while this interest is clearly much more important to small towns (14.6%) than 

to large cities (3.1%). 

8. 	 Environment 

This category is separate from the infrastructure issues and deals primarily with 

the galjjt of the environment. Despite maior environmental problems (as 

judged by outside observers), this area of concern ib quite small for local 

officials. This is no doubt due to the national-level response that is required for 

many of these issues. These concerns were less in the west (4.7%) than the 

other two regions (Middle 6.3%; East 5.2%), and much less in large cities. 

9. 	 Administration and Management 

Included here are not only forms and structures of government and 

intergovernmental relations, but also practical skills. It was somewhat 

surprising to again find this category so low in the written responses as 

compared to problems identified in focus groups. As stated in Section II,there 

were numerous issues identified during focus groups with difficulty in 

cooperating among communities and across i%2vels of government (local, 

district, state). These issues were somewhat more pressing in middle Slovakia 

than the other two rogions, and of very little interest to veryi small communities 

(under 500 - 0.9%). 
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10. 	 Professional Develooment 

This was the lowest priority area of concern. What is of some concern was the 
especially low level of concern in areas such as computers and foreign 
languages which would allow the Mayor to reach out beyond their community 

or state. Given the immediate urgency of the many other categories, perhaps 
it was natural that this category fall to last. There was more concern about the 
area in larger communities, probably due to their greater exposure to the 
outside professional community, public and private. 

NOTE: 	Before going to Tables 9 a, b and c detailed analysis, the reader is 
reminded that there was almost an inverse relationship between "what 
is most pressing problems" and "areas of training needs." 

Current Areas of Training Needs for Local Governments 
(Summary of Tables 9a, b and c - in order of priority) 

1. 	 Le_ islation 

Under the category 24.8% of respondents wanted aoolicaltion§ of new laws 
and especially concentrated in area of taxation (70%). In the written 
questionnaires, there were numerous comments offered about the inadequacy 
of current instruction. The instructors seem only to tell them what the law is, 
not to answer questions or respond to specific problem-solving situations. (This 
was also reported from the IPA project in the Czech Republic where the 
concern was even more obvious about instructors from the Ministries sent to 
lecture to local level officials). There were no significant regional differences, 
but here this concern seemed more important to the smaller towns (55.7%). 

2. 	 Administration and Management 
The forms and structures of government were of prime concern in this category 
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(25%), followed by practical skills (17%). The written comments would also 

indicate that the concerns were about how to organize small governments. (The 

reader will remember that even in the "large" communities, many reported full

time staff sizes of less than 10 people). These concerns were more 

pronounced in the east region, and smaller size communities (35.0%). 

3. 	 Finance 

Unlike the responses to "most pressing problem," the answers here were 

overwhelmingly (61.3%) in relation to accounting. This may have also been 

impacted by the then pending implementation of a new accounting law and the 

plans the Association was making to offer accounting training. The researcher 

is unclear about the gurrent status of either of these activities. This area was 

more of a concern in the west than the other regions, and in the middle size 

communities. 

4. 	 Revenues/Taxation 

Again, property tax was of more interest than income tax. There were no 

differences between regions, but much greater interest among small towns 

(25.8%). 

5. 	 Professional Development 

This ranked much higher as an area of interest in terms of training. There were 

equally strong interests in business/entrepreneurial skills and computers, with 

much less emphasis on languages. There is some question as to the degree to 
which these areas were related to their role as "Mayor" and their other 

professional interests. 

6. 	 Prooertv 

The information offered was the same as Tables 8a, b and c. 
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7. 	 Economic Develooment 

The information was approximately the same as Tables 8a, b and c. No 

differences among regions or sizes of communities. 

8. 	 Social issues/oroblems 

The span of issues was very broad as in Tables 8a, b and c, with no differences 

among regions or sizes of communities. 

9. 	 Environment 

The pattern of responses are very similar to Tables 8a, b and c. 

10. 	 Infrastructure 

The number one category in terms of "most important problems" is at the 

bottom of the training needs. Virtually no classes were requested in this area. 

Several other questions were asked to give the reader an even greater 
understanding of what types of training and assistance were required. Question 9 
looked at what types (formats) of training were of most interest. 

Table 	10: Types of Training Experiences 
Legal updates on new laws 239.90'
 
General knowledge about local government 189.01
 
Problem solving on actual problems 147.11
 
The law 105.08
 
Information about current practices in other 94.35
 
convnunities in Slovakia
 
Opportunities to interact with my peers 66.94
 
General knowledge about technical subjects 59.08
 
Skill development for actual work 51.78
 
Conceptual/heoretical frameworks 43.78
 
Other 
 12.71 

Respondents were ranking priorties 1-3. 
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Each of the types of training suggested here are related to specific training 

techniques: 

Table 11: Types of Training Methodologies 
Training Types Training Methodology 

Legal updates on new laws newsletters, short written briefs, short lectures at other 
meetings 

General knowledge about local government lectures, readings, comparative information, guest 
speakers, field trips, case studies 

Problem solving on actual problems case studies, simulations, small group exercises 
The law readings, lectures 
Informailon about current practices in other field trips, guest lectures, newsletters, regular meetings
communities in Slovakia - networking 
Opportunities to interact with peers one-to-one and group interaction; small group

discussions 
General knowledge about technical subjects lectures some cases 
Skill dovelopment skills based training with practice and feedback, on the 

job training, simulations, grcup exercises, coaching,mentoring 

Corceptual/theoretical frameworks lecture, discussion 

What will be important is to compare these woes or methods of training with 

the techniques used by current instructional staff. Clearly the Academy, for instance, 

relies primarily on lecture formats. Could the training be made more impactful or 

useful for participants? It may also iodicate the need for training for trainers for Al 

instructional staff including experienced faculty. 

Comoaring Three Programs 

Three specific programs were the focus of several of the questions. Each offers 

training for local officials and all have been operating approximately the same length 

of time. 

First, "the Academy" offering from SIPA was highlighted. Only 40.6% of 
respondents even knew about the program, despite the direct mailing done to all 

Mayors from SIPA. There are several other factors which could be significant 
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including the format of the publicity that was sent out (you had to search to find local 

government program); the relationship of SIPA and the Ministry to the local officials 

and their trust of State agencies; and, the fact that SIPA has very little real visibility 
(i.e., people out in the field) beyond efforts of the Director. 47.1% said they would 

be willing to send their employees or themselves to the program. Those unwilling to 

send people cited the following reasons: 

Table 12 

Reasons for Non-Attendance to SIPA proarams 

number per centage 

did not know/lack of information 24 6.0 

not relevant to my work 3 0.8 

cost to high!lack of money 24 6.0 

course too long/cannot miss work 37 9.3 

do not know about quality 2 0.5 

other 34 8.5 

NA 274 68.8 

100% 

Second, the orograms of the Association were highlighted. There was a much 
higher level of awareness (67.6%) than the Academy, but still significantly lower than 

could be anticipated given both the high number of Mayors who are members of the 
Association2 , and, the fact that the Association makes many attempts to directly 

relate to the communities. This ma be related to reports made during field work that 
not all the Mayors trusted the Association, and, the perception that the Association 

is more involved in the interest of larger communities. 55.8% of respondents have 

attended the courses and 66.5% said they would continue to attend. When asked 

why they would =o attend, the responses ranged from: 

2 exact figures unavailable; reported to be over 90%. 
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Table 13: Reasons for Non-Attendance to Association Programs 

Number percentage 

did not know/lack of information 14 3.6 

not relevant to my work 5 1.3 

cost too high/lack of money 9 2.3 

course too long/cannot miss work 11 2.8 

do not know about quality 3 0.8 

other 29 7.4 

NA 321 81.9 

100% 

Finally, questions were asked about the newest entry into this training market, 

The Effective Manager course offered by CBU. Only 17.6% of respondents were 

knowledgeable about this course, although 30.8% said they would send themselves 

or their employees. When asked whey they could rigt attend, they responded: 
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Table 14: Reasons for Non-Attendance to CUB Effective Manager Course 

number percentage 

did not know/lack of 
information 

29 7.25 

not relevant to my work 15 3.75 

cost too high/lack of $ 22 5.5 

course too long/cannot miss work 28 7 

do not know about quality 3 0.75 

other 25 6.25 

NA 278 69.5 

100% 

There are several additional comments that should be offered. The reader will 

note that in terms of why people would not attend, there were a large number of 
aother". When the responses were examined an alarming trend was noted. The two 

common responses were "I'm too old" and "I am not going to run for re-election." 

This has serious impact on stability of government, professionalization, and who to 

train. 

Secondly, these results would also indicate that there is a market for all three 

types of services and that perhaps a coordination of effort would be useful to all 

parties. This will require a much more overt and structured effort and a willingness 

to cooperate for the greater good. 
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Other Services 

Training is only one type of service that can assist local government officials. 

Question 20 asked about a range of other services: 

Table 15a: Other Services Desired - Overall 

number % rank 

information about other self-governments 236 15.6 4 

Library or reference materials 270 17.9 3 

Research on specific problems 110 7.3 6 

Legal assistance 378 25.1 1 

Publications on new laws or topics of interest 303 20.1 2 

Newsletter of current information 190 12.6 5 

17 1.1 7Other 


NA 4 0.3 8
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Table 15b: Other Services Desired - by Region
 
West Middle East 

# % # % # % 
information about other sefl- 87 15.5 90 15.6 58 16.1 
governments 

library or reference materials 105 18.7 103 17.8 62 17.2 
research on specific problems 42 7.5 42 7.3 26 7.2 
le al assistance/consultancy 140 25.0 143 24.7 92 25.5 
publications on new laws or 116 20.7 112 19.4 74 20.5 
topics of interest 
newsletter 65 11.6 79 13.7 44 12.2 
other 3 0.5 9 1.6 4 1.1 
NA 3 0.5 0 0.0 1 0.3 

Total 561 100.0 578 100.0 361 100.0 

Table 15c: Other Services Desired - Size of CommunitL 
<500 501-1000 1001-5000 >5001 

I % # % a % # %Information about other self-ovemments 49 16.3 54 15.9 75 13.8 41 16.8 
Library or reference materials 55 18.3 64 18.8 101 18.6 39 16.0 
Research on specific problems 22 7.3 22 6.5 36 6.6 22 9.0 
Legal assistance 73 24.3 87 25.6 144 26.6 51 20.9 
Publications on new laws or topics of interest 53 17.7 72 21.2 107 19.7 49 20.1 
Newsletter of current information 44 14.7 37 10.9 69 12.7 25 10.2 
Other 2 0.7 4 1.2 8 1.5 3 1.2 
NA 2 .7 O0 0.0 2 0.4 14 5.7 

Total 300 100.01 340 100.01 542 100.0 2441 100.0 
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There is a strong desire for legal assistance. When questioned about this during 

focus groups this has to do with specific problems in communities and to act in the 

There are very few lawyers trained in the specialty of
role of "municipal attorney." 

local government law. 

was need reference materials. MoreSecondly, there a for library or 

Also, it is importantinvestigation should be made about the nature of the requests. 


to develop a delivery system throughout the country for these materials. Finally,
 

materials from abroad may be of assistance, but an effort must be made to get
 

materials translated.
 

Finally, some consideration should be given about how to economically provide 

other types of information for wide distribution. In Poland, for instance, a computer 

network of resource centers were set up on a regional level which were networked 

by modem and FAX. This system was initially funded from United States grant 

money and plans to become self-supporting over time. It is coordinated out of a 

central site in cooperation with both the national and university libraries in Krakow. 

The ocher good news about these services is that overall 87.7% of respondents 

werewould be willing to pay for these additional services. There some regional 

differences as noted below: 

Table 16a: Willingness to Pay for Other Services - by Refion 
Western Middle Eastern 

#t, % *# % # % 
Yes 152 91.0 154 i 90.1 86 80.4 

9 5.4 14 8.2 14 13.1No 
NA 6 3.6 3 1.8 7 6.5 

Total 167 100.01 171 ,00.0 107 100.0 
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Likewise, smaller size communities were less willing to pay: 

Table 16b: Willingness to Pay for Other Services b Size of Community 
<500 501-1000 1001-5000 >5001# % # % # % # % 

Yes 73 80.2 83 80.6 147 92.5 64 95.5No 12 13.2 16 15.5 7 4.4 2 3.0NA 6 6.6 4 3.9 5 3.1 1 1.5Total 91 100.0 103100.0 159100.0 67 100.0 

This would suggest some consideration should be given to using sliding pricing 
scales or in finding ways to offer free services to more rural settings. 

How Should Training be Offered? 

In this section, questions of time and space will be examined. The success of 
training programs is as much a function of the wy they offered as what isare 
offered. Currently, SIPA is a highly centralized operation with one regional site. Plans 
are being made to expand the regional sites. This information, then, is offered to 
assist in planning. 

* 94.2% of respondents said they would allow their employees to attend 
training on work time (i.e., during regular working hours, Monday-Friday). 
It is unclear whether alternative formats (nights, weekends) would be 
successful. This needs further investigation. 

* 56.7% said they would be willing to have employees act as instructors 
during work hours, but only 7.6% said they had employees who would 
be interested. Significant work would need to be done to recruit local 

officials asinstructors. 



The preference for courses that last 2-3 days (50.0%) and single day (22.1 %) 

probably reflects the small staff sizes and the difficulty in leaving the work site. 

Primarily, the scheduling used now for SIPA is for the convenience of instructors and 

to utilize the building rather than the customers. 

Table 17: Lenhgt of Courses 
Overall 'By Size of Community 

<500 501-1000 1001-5000 >s0' 

# % # % # % # % #7 

1day 99 22.1 26 28.6 28 27.2 32 20.1 71 10.4 

2-3 days 224 50.0 45 49.5 45 43.7 82 51.6 351 52.2 
1 week 44 9.8 5 5.5 10 9.7 18 11.3 101 14.9 
in short times over time 66 14.7 12 13. 16 15.5 23 14.5 11 16.4 
NA 15 3.3 3 3.31 4 3.9 4 2.5 4 6.0 

Total 448 100.0 91 100.01 103 100.0 159 100.0 67 100.0 

There was no significant differences between regions, but there were differences 

among sizes of communities as noted below: 

0 	 As the reader will note there is a much stronger preference for one-day 

sessions among the smaller communities (28.6%) than the larger 

communities (10.4%). 

Related to time is the issue ot how far people would be willing Q.r '.. Tables 

18a, b, and c highlights the responses for one-da sessions versus Tables 19a, b and 

c looks at multi-day sessions. It is interesting to note that people would travel further 

for one-day than multi-days. The researcher assumes this is driven by the 

respondents need/desire to return home at night. The survey did n specifically refer 

to residential settings for multi-day. Respondents in the west region were less willing 

to travel as far. Again, more investigation of travel patterns should be undertaken to 

refine these findings. Finally, people from larger communities will travel further for 

one-day sessions. 
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Finally, the question of willingness to Day. These figures refer to Crowns as of 

December 1992. Since this questionnaire the money has changed currency and 

inflation may have impacted amounts. Table 20 outlines the responses to how much 

would you pay for one (8-hour) day of training? 

Table 18a: Travel to One-Day Session - Overall 

in community 5 1.1 
0-10km 42 9.4 
11-25km 170 37.9 
26-50km 176 39.3 
over 51 km 50o 11.2 
NA 5 1.1 

Table 18b: Travel to One-Day Session -by R_ _ion 

West Middle East 

in my community only 2 1.2 0 0.0 3 % 2.8 
0-10 kilometers 11 8.6 14 8.2 16 15.0 
11-25 kilometers 60 35.9 66 38.6 42 39.3 
26-50 kilometers 65 38.9 73 42.7 38 35.5 
over 51 kilometers 25 15.0 18 10.5 7 6.5 
NA 4 2.4 0 0.0 1 '0.9 

To)tal 167 100.0 171 100.0 107 100.0 

Table 18c: Travel to One-Day Session - by Size 
<500 501-1000 1001-5000 >5001 
# % # % # I% # % 

incommunity 1 1.1 0 0.0 2 1.3 1 1.5 
0-10 km 11 12.1 13 12.6 14 8.8 3 4.5 
11-25 krn 44 48.4 41 39.8 57 35.8 13 19.4 
26-50km 29 31.9 40 38.0 70 44.0 29 43.3 
over 51 kn 6 6.6 7 6.6 15 9.4 19 28.4 
NA 

Total I-
0 0.0 2

103 
1.9

100.0 
1

159 
0.6

100.0 
2 
67 

3.0
100.0 
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Table 19a: Travel to Muli-Da Sessions 
,# % 

same as one day 64 14. 
0.50km 9i 21. 
51-100km 96 21. 
101-150km 88 19. 
over 151km 8 19. 
NA 	 1 3.1 

Table 19b: Travel to Multi-Dy Session - by egion_ _ 

West Middle East 
# % # % # % 

same as above 19 11.4 23 13.5 20 18.7 

0-50 idlometers 32 19.2 38 22.2 24 22.4 
21.6 32 18.7 30 28.051-100 kilometers 	 36 

34 19.9 12 	 11.2101-150 kilometers 	 42 25.1 
40 23.4 16 	 15.0over 151 kilometers 	 33 19.8 

5 3.0 4 2.3 5 4.7NA 
100.0 100.0 107 100.0Total 	 167 171 

Table 19c: Travel to Multi-Do'' Sessions - by Size _ 

<50" 501-1000 1001-5000 >5001 
# % 1 % # % % 

13., 21 20.4 25 15.7 2 3.0same as one day 12 

0-50 on 25 27. 25 24.31 30 18.9 3 4.5
 

24.3 38 23. 10 14.951-100 km 	 20 22. 25 

19 20. 12 11.7 37 23. 19 28.4
101-150km 


ovcr 151 kn 9 9.9 17 16.5 27 17. 32 47.
 
3 2 	 100.06 6.6 2.9 1.3 61 1.5NA 	 159 100.0103 100.091 100.0Total 

sto Pay 	 ____ _____ ____ _of _ _____ __ >__000Tab le 20: Willin ggnes By Region 
_____ By Size of Communit
 

<S000-1-000 11,001-5,000? >SO=
Oierall West 	 Middle Eoa W. 

8.68 	 9.69 10.81
Mean S 9.33 10.21 8.70 .	 8.64 

45. 233.9 233.2 261.7 291.8
Mean 252.03 275.6 234.9 

149.5107.2 98.6 89.1 120.6
SD 113.351 133.6 91.2 

06 94, 	 141 56
Nua er 403 148 155 97 
* Assume $1U.S. z 27 Crowns. 

This information is extremely important in terms of determining a pricing 

mechanism to move training onto a self-support basis. These prices would be for 

SIPA has a very highinstruction and materials, M including food or lodging. 
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overhead bound up in maintaining and running two resident;al facilities. There is also 
currently not a standard plan for payment of instructional staff. 

Respondents felt overall that fees of $9.32 a day for training was reasonable. 
Predictably, the smaller the community the less they were willing to pay, again 

speaking to the need to consider a sliding scale. 
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Summary of Findings 

(1) 	 The typicai respondint (and maybe typical client) was an elected official, from 

a medium tn large size community, with a small staff and most likely would 

prefer training for staff rather than him or herself. (What is interesting to note 

is this is also probably a very common profile for the average elected official in 

the United States who also would not be primarily interested in training for 

self.) 

(2) 	 Many of the potential clients come from yry small communities with few or no 

staff resources, very limited budgets and many demands, especially in the 

middle and eastern regions. 

(3) 	 There are clear distinctions between the roles, responsibilities, perspectives and 

resources between the local government officials and the State/District level 

officials. Careful attention should be paid to this difference in service delivery. 

(4) 	 There is an inverse relationship between current problems and training needs, 

suggesting that clients do n= see the relationship between training and solving 

their problems. The only area that remained fairly stable was finance. 

(5) 	 In general, the training needs remained fairly constant across regions and sizes 

of communities. The patterns which did emerge in particular areas seemed to 

be driven as much by the urban/rural split as other explanations. It also seems 

to be driven by resource availability. 

(6) 	 The different types of training experiences would dictate a broader range of 

training methodologies than the current reliance primarily on lectures. 

(7) 	 The programs of the Association are most widely known by elected officials, 

although 40.6% of respondents were also familiar with the Academy (SIPA) 

49 



and only 17.6% knew the Effective Manager course (CUB). Tne reason; given 

for non-involvement were typically "course too long/can't be out of work," "I'm 

too old" and "I'm not running for re-election." 

(8) 	 Coordination of services among providers would probably allow for more 

effective use and more variety of offerings for clients. 

(9) 	 There was considerable support for a variety of other services - legal 

assistance, information - and most clients would be willing to pay for the 

services. 

(10) 	 Training should be offered during work hours, short-term in duration (1-3 days), 

with a travel distance of under 50 km, and costing approximately $10 a day. 
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Ill. Recommendations 

There are several general recommendations which can be offered based on this 

assessment but the need for continuous assessment and more specific examination 

of particular dimensions of this rroblem should be emphasized. These 

recommendations are best framed as the beginning of a dialogue with the SIPA staff 

and then more broadly among the community of providers. It is clear in any case that 

there is great need for a coordinated aloroach to develoo Dractical training for local 

government elected officials and staff that is adapted to their real and oresent needs 

and that uses participative training methodologies such as workshops, case studies 

and oroblem solving exercises, as well as presenting clear information on current laws 

and applications of them. The recommendations are divided into four types: content 

of training and other services, staffing, cooperation among providers and management 

of training. 

Content of Training and Other Services 

1. 	 Reconsideration should be given to shaping the Academy conceot and grogram 

to more closely relate to both the oractical oroblems and training needs 

identified by clsents. The curriculum as it is now presented, delivered and 

evaluated represents a very traditional "academic" approach to education. 

Relying on lectures from professors, the Academy does not deal closely enough 

with the real and immediate needs of the clients. 

2. 	 While restructuring curriculum, attention should be given to identifvng those 

local oovernment soecialties which will reouire professional credentials. 

Certainly there are occupations within the scope of local government activities 

which require particularly high levels of expertise and skill (i.e., accountants, 

chief financial officers, property tax assessors, waste water treatment 

operators, etc.). SIPA could develop specialty curriculums and certification 

processes in order to insure the quality of the functions and to assist in 
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stabilizing and professionalizing local government operations. This will be 
potentially conflictual given the tension over State-dictated standards for local 

governments. 

3. 	 Efforts shVild be made to exoand and strengthen the technical assistance and 

information dissemination aspects of the SIPA services to local governments. 

One particularly important aspect of this would be to seek greater clarification 

and understanding of actual applications of the new laws from the Ministries. 

They could provide expert analysis and Droblem-solving around issues of 

answering the local officials questions about the application of a new law. 

Staff 	Development 

4. 	 There is a need to seriously assess the instructional staff for their exoertise and 

skills and offe' them opportunities to upgrade their skills where needed. This 
would include increasing their depth of knowledge in certain areas, gaining 

greater familiarity and comfort with the people and practices of local 

government, and improving their teaching techniques to use utilize participative 
methclology for adult education. 

5. 	 A process of identifying, selecting and training comoetent new instructors 
should be developed that will insure fairness, consistency and high Quality 

choices. A system of modern human resource development techniques should 

be put into place within the SIPA staff. 

6. 	 Efforts should be undertaken to interest and involve more young Deoole in 

careers in government. Through internships, mentoring, outreach efforts, SIPA 

could contribute greatly in the development of a highly competent group of 
young 	professionals who want to make their careers in government. 
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CooDeration among Providers 

7. 	 Continued efforts should be made to coordinate training and services among the 

providers to local governments. SIPA has begun the process of encouraging 

and facilitating cooperative relationships. There is a nee" for both the 

development of informal professional relationships and a more structured 

strategy of cooperation. The information contained in this needs assessment 

could provide the base for such a plan. 

8. 	 SIPA could provide critical assistance in bringing together different levels of 

government (intergovernmental) for the ourpose of Droblem-solving. This could 

include providing information to all parties; seminars and workshops to bring 

people together to share ideas, experiences, and develop relationships; provide 

specific problem-solving consultation both using technical expertise and process 

consultatiol skills. This will require re-training of faculty for consulting roles. 
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Aooendix A 

FOCUS GROUP QUESTIONS
 

Bratislava, Nov. 1992
 

I. What do you do? 

1. Under the current legislation, we understand the areas of local government 

authority to be: 

Administration 

(relation to the community)
 
* 	management and handling of 

moveable and immovable property of 
municipality 

* administering local taxes and fees 
" communal budget 
* 	social financial aid 
* 	fire protection 
• 	 local chronicle 
• 	 library 

Soc. al welfare 
" 	health care 
* 	operating nurseries for children 
* 	 laundries 
* 	catering facilities 
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Environmental 

* 	Approval of business activities of 
lega. and individual subjects 

0 procurement and approval of 
landscape 

0 amendments and territorial housing 
construction 

0 public security 
0 providing conditions for healthy life

style (sports and training) 
* 	education and culture 
* 	public services (waste remroval, 

cleaning, municipal greenery tending, 
water, wastewater treatment) 

Technical 
* 	construction and maintenance of 

local roads 
0 maintenance of public places 
* 	maintenance of local cemetery 
* 	local transportation services 
* 	construction and maintenance of 

lighting 
* 	"investment for the benefit of the 

community" 



2. 	 Are there any services or activities you provide to your residents which are not 

on the list? (ADD IF NECESSARY) 

3. 	 Who provides these services currently in your community? 

slf-government 
state arid district government
 
jointly provided
 
delegated
 
not provided at this time
 
privately provided
 

4. 	 No government can meet every demand for service. How do yu determine 
priorities in your community? (DISCI "'SION) 

5. 	 Among those services provided b, -4 self-government, what are the top three 
priorities (most important) 

for your residents, citizens
 
for your community's development
 
for your region
 
in your professional judgement
 

6. 	 Which activitiec make up most of your time? (DISCUSSION) 

7. 	 The communities in Slovaka range in size from: 

0-1,000 residents 1,946
 
1-5,000 residents 764
 
more than 5,000 124
 

8. 	 What special challenges do you face due to the small size of your crmmunity? 
(DiSCUSSION) 

9. 	 Are there any efforts at cooperation across communities? 
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II. 	 Nature of your work 

10. 	 The role of the Mayor has been described to me as "next to god". Do you 
characterize your work as primarily: 

leader 	of the community--public figure 
policy maker
 
manager/supervisor of operations (daily)
 
directly providing services yourself
 

11. 	 Which role do yM think is most important to the success of your community? 

12. 	 Which task/role takes the most time? 
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Appendix B
 

TRAINING NEEDS ASSESSMENT
 
QUESTIONNAIRE
 

Slovak Institute of Public Administration November, 1992
 
Bratislava
 

Directions:
 

This questionnaire has been developed to determine the training needs of the
 
self-government officials in Slovakia. It is part of a process of needs
 
assessment that the Institute is undertaking in order to provide the best
 
programs and services to the local officials.
 

Please fill this form out as completely as possible. If you have any
 
questions, please ask the administrator during your session. Return the form
 
before lunch to the consultant.
 

Thank you for your assistance.
 



For Office 

Use OnI'
Part A: 
 General Background Information
 

1. 
In which district is your community located?
 
(check one)
 

Banska Bystrica 
 Povazska Bystrica

Bardejoy Presov
 
Bratislava 


Prievidza
 
_Bratslava-vd. 


Rimauska Sobota
Cadca 

- Dolny Kubin 	 Roznava
 

Senica

Dunajska Streda 
 Spisske Nova Ves
Galanta 


Stara Cubovina
 
H u m e n n e --'----

Komarno 


kTopocany
Kosice-mesto 

Trebisov


Kosice-Vidiek 

Treniso
 

Levice 

Trnava


Liptovsky Mikulas 
 Velky Krtis
Lucenec 

- Vranov n/Topiou


____Michalouce
Martin 
 ____Zvolen
Zoe
 
_____c Ziar n/Hronom
Nitra 


Zilina
 
Nove Zamky
 
Poprad
 

-1i



For Office
 

Use Only
 

2. What is the 
name of your town or community?
 

3. 
What is the population of your community? 
 2.
 
(check one)
 

under 500
 
501 - 1,000
 
1.001 - 5,000
 
over 5,001
 

4. How many paid, full-time (at least 35 hours 3.
 
per week) employees does your town or
 
connunity employ? (check one)
 

under 10
 
11 - 20 
21 - 30
 
31 - 40
 
over 41
 

5. How many paid, part-time (less than 35 hours 4.
 
per week) employees does your town or
 
community employ? (check one)
 

urder 10
 
11 - 20
 
21 - 30
 
31 - 40
 
over 41
 

6. Who has filled out this questionnaire? 5.
 

Mayor
 
Council/Board member
 
professional staff
 
other
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For Office
 
Use Only
 

Part B: Nature of Training Programs
 

7. What are the two most important issues currently

facing your self-government? 
 (please describe)
 

6. 

7. 

8. 

8. 
What three areas of training do you feel are currently
 

most important for your government? (please list) 
 9.
 

10.
 
ll.
 

12.
 

3 



For Office 
Use Only 

11. Are you aware of the Training programs offered 

by the Association of Towns and Communities? 

__ yes _ no 20. 

Have you ever attended these courses? 21. 

__ yes _ 1o 22. 

If yes, would you continue to attend Association 23. 
courses? 

yes __ no 

If no, why? 

12. Are you aware of the City University-Bratislava 
course called The Effective Manager? 

__. yes __ no 24. 

If yes, would you send your employees or yourself 25. 
to that training program? 

I yes no 

If no, why? 

Part C: Nature of Training Population 

13. Who do you believe should be trained in your 

self-government? (rank from one to three) 26. 

elected offic4ils 27. 

professional staff 28. 

citizens 

-5- I 



For Office 
Use Only 

How far would you travel to attend a multiple day 33. 
training session? 

same as above 

0  50 Kilometers 

51 - 100 Kilometers 

101 - 150 Kilometers 

over 151 Kilometers 

18. How much would you be willing to pay for 1 day 
(8 hours) of training including lunch and 
materials? 

crowns 34. 

19. How long should courses be? 35. 

__ 1 day 

2 - 3 days 

1 week 

offered in short times overtime (2-7 months) 

20. What other services would you like th(. Institute to 

offer your self-goveinment? (check as many as apply) 

information about other self-governments 36. 

library or reference materials 37. 

research on specific problems 38. 

legal assistanc2/consultancy 39. 

-_ non-legal technical assistance/ 

consultancy 

-7 



_ 

publications on new laws or topics 

of inte:est 

newsletter of current information 

other (please specify) 

For Office 

Use Only 

Would you be willing to pay for these additional 

services? 

yes no 40. 

21. Any other comments_ 

Tha-'k you for your assistance. 

- 8



KONCEPT I -nie je urden pre cirkuliciu bez povolenia
 

ODHAD POTRIEB EXTERNMHO SKOLENIA
 
SLOVENSKAHO INSTITOTU PRE VEREJNO SPRAVU
 

INSTITOT VEREJNEJ SPRAVY (IPA)
 

MAREC 1993
 

Dr. DEBORAH CUTHIN
 
spolupracovnidka Ingtitfitu pre verejnfi sprfvu
 

Tfito spriva vznikla v rimci projektu podporovan~ho grantom

od USAID pre IVS, ktori je zameran na pomoc Slovensku a
 
Ceskej republike pre posilnenie .kolenia pre demokratick6
 
miestnu sprivu.
 



I. OVOD
 

Tcito sprdva je zhrnutim informicii, ktor6 boli zhromaiden6
 
ako sidast procesu odhadu intenzivnych potrieb, ktory
 
vykonival Ingtitot pre verejnfi sprivu (IVS) pre Slovensky
 
ingtit~t pre verejn6 sprivu (SIVS). Pod vedenim Ing. Antona
 
Gogu, riaditela SIVS, §tidiu previedla Dr. Deborah Cuthin za
 
pomoci Dr. Jany Cechovej a person&lu SIVS v obdobi od 2. do
 
13. novembra (podiatoni prica v ter6ne) a od decembra 1992
 
do februira 1993 (vyplnenie a analza dotaznikov). V teito
 
kapitole s6 nadrtnut6 ciele odhadu potrieb a je tu uvedeny
 
kritky popis pojmov a premennych pou~itych v odhade.
 

CIELE ODHADU POTRIEB SKOLENIA
 

Ciele tejto §t~die m6ieme ur~it nasledovne:
 

1. 	 Systematicky zozbierat informAcie o potrebich gkolenia
 
a pomoci pocitovanych 6radnikmi miestnej samosprivy na
 
Slovensku.
 

2. 	 Poskytnt sp&tnG vdzbu a analyzu personilu SIVS, ako aj
 
inym organizitorom §kolenia miestnej spr&vy, aby sa
 
zlepili sluiby SIVS a spIiali potreby klientov,
 
prostrednictvom preverenia programov gkolenia,
 
metodol6gie a materiilov, personilneho obsadenia a
 
marketingovych aspektov dinnosti SIVS.
 

3. 	 Poskytnit spdtni vizbu miestnym funkcionirom o
 
celkovych potrebich pomoci a gko]enia, ktor& im umo~ni
 
urdit ich 6asov6 ,,riority a zdroje.
 

4. 	 Poskytn~t spdtn6 vdzbu pre IPA-New York a A.I.D. o
 
budcich potrebich gkolenia a pomoci.
 

Tieto informicie by mohli tie byt tie u~ito~n6 pre
 
v~etkych poskytovatelov fondov, vditane programu PHARE
 

Eur6pskych spolo~enstiev.
 

DEFINICIA POJMOV
 

Ked ditatel bude prezerat tento dokument, je d61e~it6 poznat
 
niektor6 v~eobecnS definifni osobitosti, ktor6 bo.i pou2it6
 

pri vyvoji nistrojov, analyze dit a pri pisani tejto sprivy.
 

Tito gtfidia je zamerani na "miestne samosprivy" - t.j. na 
2.800 volenych samospriv na Slovensku. V tejto sprive sa 
budG oznadovat ako "miestie sprivy". To by sa malo odlizovat 
od ctrednej 6rovne §titnej sprivy - od okresov alebo 
oblastnych jednotiek - ktor6 sO s66astou §titnej sprivy, ale 
niekedy sa oznaduj6 ako Olokilne". V tejto sprive ich budeme 
oznacovat ako ""okresy". Podas prev&dzania tejto 9t~idie 
doch&dzalo k neustilym zmenim 61oh a konfiguricie okresov. V 
analyze tie2 hovorime o "krajoch". TJctu ozna~ujfi v~eobecne 
akceptovan6 rozdelenid okresov do troch krajsk~ch obla3ti 



- - - - - - ------

zipadn6, stredn6 
a v~chodn6 Slovensko.1 Pouiivaj6 sa tu ako
qejqgKafick delenie, nie ako politick6 delenie. je v~ak
potenciilne d61eiit6 rozdelenie, pretoie SIVS 
to 


uva~uje o
vyuiiti niekolkych krajskych gkoliacich centier. 
Nakoniec,

n~rodni gtdtna sprAva 
sa oznaduje ako "9tit".
 

Na Slovensku je 2.800 miestnych sprAy. 
ZvlAit zaujimav6 je
velmi mald velkost spolodenstiev.Pre 66ely tejto sprAvy 
sme
spolodenstv& rozdelili nasledovne:
 

Pocet obyvatelov Podet takych obci 
 V sprAve oznac ovan6
 
celogtAtne /1991/ ako
 

menej ako 500 69 % 
 mal6
 

501 - 1.000 69 % mal6
 
1.001 
- 5.000 27 % stredn6 

viac ako 5.001 4 % 
 verk6
 

Tieto 5isla 
 odzrkadluj6 nielen "malomestsk6" povahu
Slovenska, ale aj velmi obmedzen6i zgkladfiu zdrojov, 
ktor6
budfi m6ct jednotliv6 miestne sprAvy ziskat. Podobn6
rozdelenie 
v New Jersey, napriklad, by bolo 
: mal6 - menej
ako 10.000, stredn6 - menej ako 40.000, velk6 viac40.000. Zaujimav6 je, 2e 
- ako 

s pou~itim rovnakej klasifikdcie je
vgeobecn6 rozdlenenie velmi podobn6 v New Jersey s pribline
65 % malych, 25 % strednych a 10 % vefkych komunit. Vel'kx
rozdiel je v zaludnenosti. 
"Mal6" obce /komunity/ v New
Jersey sfi prev&2ne "predmestsk6ho charakteru, 
zatiar¢o na
Slovensku s6 jasne vidiecke. Mald 
velkost komunit ma tier
vgznamn d6sledky v dostupnosti expertnych/ odbornNch
znalosti a zru5nosti pri riadenie 
easto vel'mi technickich
 
opericii.
 

V ddtach sa 
 uv~dzaj6 programy troch ingtit-6cii. SIVS
ozna~uje Slovensky Ingtitfit verejn6
pre spr~vu, ktor je
stAtna prispevkovi organizAcia 
 spojen& s Ministerstvom
vnfitra. Asociicia oznaduje AsociAciu miest a obci, o je
neziskova lenskA organiz&cia. City University /CCUB/ je
skromn6 univerzita, partnerskS 
s Open University vo Velkej
Britdnii. PredpokladA 
sa, ie programy, ktor* r-oskytuj6 tieto
skupiny, s6 prim~rne vn6tro~tAtne zdroje v eobecnej pomoci 
a
gkolenia funkciondrov miestnej spravy, existuju 
 aj ine
zdroje, najmd z medzindrodn6ho spolo~enstva.
 

Pokial ide o sf5asn ponuku gkolenis, spominan6 programy
zahrfiajf Akad6miu - kurzov, ktor6SIVS s'Tbor 
 sa do znaenej
miery zakladaj6 na tradidn~ch konceptoch, pristupoch 
a
obsahu "fakiltnej" 
odbornosti. /SKONTROLUJTE TENTO 
POPIS A
ROZLRTE HO S PERSONALOM SIVS/. Tieto kurzy sa vgeobecne
 

1 Okresy v ka~dom kraji s6:
 
Zapadoslovensk6 Stredoslovensk6 VN*chodoslovensk6
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ponfikajO v tyidennych blokoch. S pomocou IVS vyvija SIVS 
tiei 9tvortidhov" moduly o mana~mente miest. Asoci~cia 
pon6ka poldenn6 a jednodhov6 programy, ktor6 s6 primarne 
orientovan6 na prehlad B66asnych z~konov. Tieto kurzy sa 
prevgdzajfi vc velkfch skupiuach /nad 200 os6b/ a maj6 
predngkov6 formu. Kurz Efektivn mana26r, ktory organizuje 
CUB je samo~tudijn kurz za pomoci t6tora a trva .......... 
hodin. Je zamerany na vysoko motivovan~ch gtuduj6cich, ktori 
si sami urdujfi rychlost §tfidia a mA vgetky typy foriem 
knihy, video, kazety, pridelen6ho t6tora a skupinov6 
semingre. Je to prv kurz trojdielneho s6boru - dalgie dva 
kurzy s6 PC a Gdtovnictvo pre manairov a Marketingov6
 
vztahy so zAkaznikmi.
 

Nakoniec, otvoren6 ot~zky a odpovede 7 a 8 boll ozna5en6 
americk~mi definiciami veci. Napriklad, pouiivali. e me 
kateg6riu "infragtruktra", ktord sa neobjavila v ;iadnej 
odpovedi. Pou~ili sme ju, aby sme odligili fyzicky rozvoj 
("infragtrukt6ru" - voda, kanaliz~cia, cesty atd.) od toho, 
do sa 6astejgie oznadovalo ako 0 prostredie" (ekol6gia, 
ochrana, atd.). RovnakA pozornost sa venovala presn6mu 
zisteniu "prcvnych" informcii alebo informAcii o "prAvnom 
poriadku": do je zakon? do to znamend? do by som mal robit? 
Tieto rozdiely sa dali ovela lahgie pochopit prostrednictvom 
otizok podas stretnuti so sledovanhni skupinami ako na 
zAklade dotaznikov. Toto s6 velmi d61eiit6 osobitosti, 
preto~e su rozli5n6 druhy gkolenia - na baze vedomosti, 
zrudnosti, alebo riegenia probl6mov. 

II. PREDPOKLADY A METODOLOGIA
 

Thto kapitola popisuje predpoklady, ktor~mi sme sa riadili
 
pri v~voji nistrojov prieshumu a nddrte metodol6gii
 
zhromaidovania a analyzy dit. Tito kapitola je rozdeleni na
 
dye 6asti: sledovan4 skupiny a dotazniky.
 

PREDPOKLADY
 

Z cielov, ktor6 sO uveden6 v Kapitole 1, boli pri vfvoji 
tejto §t6die pou~it6 nasledujfice vgeobecn6 predpoklady. 

1. 	 Potr-eby kolenia a pomoci pre miestne sp_. vy, neboli
 
dobre definovan6 v SIVS. Miestne sprivy s nov6 a ich
 
Glohy a povinnosti sa postupne vyvijajO. Skolenie
 
miestnej sprivy je pre SIVS a jeho zbor relativne nov6.
 
Egte existujO nejak6 nejasnosti o 6lohich a privomoci
 
miestnych spriv vis A vis ,titnej sprive.
 

2. 	 Podas tohto obdobia zmien by Proces odhadupotr iebmal
 
byt neustily a flexibilny. Tento odhad by sa
 
najpresnejgie mal oznadit ako zadiatok procesu. Po
 
prv6, pretoie zikony (a finandn6 §trukt6ry) sa neustile
 
menia, bud6 potrebn6 ustavidn6 revizie informicii a
 
sfivislosti. Po druh6, ked bude val. viac ludi skfisenosti
 
ako "funkcioniri miestnej spriv'", ich potreby bude
 
moin6 lepsie pochopit. Jeden z najznepokojuju1cej~ich
 
signilov, ktor6 sme zistili po-as stretnuti so
 
sledovanymi skupinami bol, £e na otizku, Ci sa chcu
 



uchidzat o znovuzvolenie, vdaginp starostov odpovedala

ziporne. Toto by Tphic naznacovat nestabilitu nielei z

privrieho /finan~n~ho hiadiska, ale tie2 v miestnon
 
vedeni. To by mohlo byt obtia~ne vzhladom na velmi mal3
 
poc~et vy~kolen6ho personilu. Odhad potrieb bude treba
 
opakovane skorigovat v budficich rokoch.
 

3. Mo ,no existuij akisi -neoc-hota zo-st rany mi estnych
funkcionirovz~i5astfiovat 
sa v pisomnomprieskume. Za 
danej hist6rie d6vernosti a pou~itia informdcii 
existovali skuto~n6 d6vody obivat sa, 6i sa funkcionirj

bud6 ochotni z66astnit. Celkov 
pomer odpove'de-bpolI 14%.

Odpovede boli 
zo v~etk~ch okresov a predstavovali

vgetky velkosti obci.
 

4. Je d6le~jt6 pou~ivat viacnisobn6 met6dy zhroma~dovania
 
inforinicij. Vzhladom na 
kultirne a jazykov6 rozdiely a
 
rezervovanost resporidentov bol uprednostnen pristup

vyuzivajtici viac meritit;> T~mto sp6sobon sie mohli
 
nielen objasnit 
v~znam ur~it~ch slov a terminov, ale

tie2 umiestnit do kontextu gpecifickych prikladov dan6
 
odpovede. Pou~ili sa dye ietodol6gie: sledovan6 skupiny
 
a gtruktiirovan6 dotazniky.
 



VZORKA
 

V jednej alebo obidvoch z tychto met6d sa zOfastnilo celkove
 
383 funkcionfrov. Kto boli tito tespondenti? Tabufka 
i. 1 
ukazuje rozdlenenie 06astnikov. 

TAB. 1: KTO SA ZUCASTNIL?
 

Sledovan6 skupiny Dotazniky
 

Starosta 78 % 72 %
 
Clen zastupitelstva / rady 
 0 % 1%
 
Profesion~iny personfl 17 % 
 16 %
 
InF 2 5 


97 It 94 % * 

/* celkov s~det nie je 100 % vzhradom na chybajfce
 
odpovede na otfzku # 6 %/
 

Odkial boli tito fdastnici? Tabulka 2 ukazuje rozdlenenie,

kto sa z67astnil v okresoch. Treba poznamenaC, 2e stretnutia
 
so sledovan~mi skupinami 
sa konali na Atyroch (4) miestach,

kde boli k 68asti pozvan6 gpecifick6 obce. Pisomn6 dotazniky

boli zaslan6 vgetk~m 2.800 starostom.
 



Tab. 2 V KTOROM OKRESE SA NACHADZA VASA OBEC?
 

OKRES 


Bansk& Bystrica 

Bardejov

Bratislava 

Bratislava 
- vidiek 

Cadca 

Doln Kubin 

Dunajsk& Streda 

Galanta 

Humenn6 

Komdrno 

Kogice-mesto 

Kogice- vidiek 

Levice 

Liptovsk Mikulg§

Lu~enec 

Martin 

Michalovce 

Nitra 

Nov6 Zhmky 

Poprad 

Povd£ska Bystrica 

Pregov 

Prievidza 

Rimavsk& Sobota 

Ro~hava 

Senica 

SpigskA NovA Ves 

Stari Lubovha 

Svidnik 

Topoldany 

Tren~in 

Trebigov 

Trnava 

Velk. Krti§ 

Vranov n/Topfou 

Ziar n/Hronom 

Zilina 

Zvolen 

Ziadna odpoved 


spolu 


DOTAZNIKY 


podet 


9 2.3
 
10 2.6
 
11 2.9 

9 2.3
 

21 5.5 

8 2.1
 

10 2.6
 
10 2.6 

10 2.6
 
7 1.8
 
5 1.3
 
6 1.6
 
7 1.8
 
8 2.1
 
6 1.6 

4 1.0
 
4 1.0
 

13 3.4
 
16 4.2 

16 4.2
 
10 2.6
 
6 1.6
 

10 2.6 

11 2.9
 
4 1.0
 

17 4.4 

11 2.9
 
16 4.2
 
7 1.8
 
7 1.8 


11 2.9
 
9 2.3
 

14 3.7 

8 2.1
 
3 0.8
 

21 5.5 

5 1.3
 

21 5.5 

2 0.5
 

383 100 % 


SLEDOVAN9 SKUPINY
 

podet
 

6 15
 

8 20
 

2 5
 

1 2
 

1 2
 

2 5
 

7 17
 

2 5
 

1 2
 

1 2
 

10 24
 

41 100 %
 
Treba poznamenat, 2e i ked sa vr~tilo len 14 
% dotaznikov,
ka~dy okres bol zast1pen3, priiom najvygi podet odpovedi
bol z Cadce, Zvolena a Ziaru had Hronom 
- kde sa uskuto~nili
stretnutia so sledovan3imi skupinami. To by mohlo naznaeovat:,
".e sa '6stne girili nejakL spr~vy o tom, ak 6el maju

dotazniky.
 



Mali sme zgujem, aby boli reprezentovan6 vAetky verkosti
 

obci. Tabulka 3 ukazujp rozdlenenie obci podia velkosti.
 

TAB. 3 : POCET OBYVATEI;OV OBCI
 

Podet obyvatelov Sledovan6 skupiny Dotazniky CeloAtAtne
 

menej ako 500 5 % 20.4 % 69 %
 
501 - 1.000 10 % 22.7 %
 
1.001 - 5.000 61% 
 37.6 % 27 %
 
nad 5.001 24 % 13.8 % 4 %
 
bez odpovede 0 5.5 %
 

! 

Zatialdo vzorka obsahovala v~etky skupiny, v jednej vzorke
 
to zjavne boli sk6r stredn6 a velk6 obce, ktor6 boli
 
zast~pen6 viac ako v celkovej populAcii.
 

Celkove m6ieme povedat, ie prieskumu sa z66astnili
 
predstavitelia zo vgetkych okresov a zastfipen6 boli v~etky

velkosti obci. Okresy boli zaqtizpen6 pKrjbli ne v rovnakom
 
pomere, ako sOi v skutodnom podte obyvatel'ov 
z~padoslovensk6 /145/, stredoslovensk6 /147/ 
 a
 
v~chodoslovensk6 /89/. Podobne, vzorka respondentov v 
dotazniku presnejgie odzrkadluje skutodn6 popul~ciu.

Najd61eiitejgim aspektom vyberu vzoriek v~ak bola
 
skutodnost, ie sledovan6 skupiny predstavovali pozvanch

fidastnikov zo 9tyroch miest, zatial5o bczou pre odpovede v
 
dotaznikoch bola celkovi populdcia.
 

Nakoniec e~te jedna poznimka k velkosti vzorky. Citatel by
mohol povedat, 2e vzorka je prilig mali na to, aby skutodne 
ilustrovala potreby populdcie. Na jednej strane, u 
norm~inych prieskumov tohto typu v Spojenfch §t~toch by sa 
dala odak~vat miera odpovedi 25 - 40 %. Na strane druhej,
podia presnosti techniky v~beru vzorky sa v marketingovych
prieskumoch rutinne pouiivaj6 tak6 ma16 v-rky ako 1 --5 %
 
Naga vzorka je niekde uprostred. Podstatnejgie je, za danej

movosti tohto pristupu /asi to bol prvy formilny prieskum

recipientov/, nestAlosti vztahov v §t&tnej spr~ve a taikosti 
v komunikfcii, zvlft s mnohymi starostami, ktori funkciu 
vykon~vaj6 popri zamestnani, povaiujeme t~to vzorku za 
uspokojiv6.
 

SLEDOVAN9 SKUPINY
 

Podas n&v~tevy v ter6ne v novembri 1992 sa konali stretnutia
 
so 9tyrmi sledovan~mi skupinami na r6znych miestach v 
z~padoslovenskom a stredoslovenskom kraji / v miestach 
lokalizicie gkoliacich centier/, v Cadci, Zvolene a v 
Bratislave. Riaditel SIVS, Ing. Anton Goga, a miestni
 
starostovia boli nipomocni pri rozosielani pozvinok
 
Odastnikom.
 

V dodatku A je s~ibor otgzok, ktor6 sme pou2ivali na tichto
 
stretnutiach. Vgetky ot~zky a odpovede sa komunikovali
 



pomocou tlmoc5nikov. Pou ili sme 
troch r6znych tlmoe'nikov,
ktori nie vgetci celkom dobre ovldali technicky jazyk
terminol6gie -niestnej sprAvy alebo gkolenia.
 

No i tak boli tieto stretnutia mimoriadne cenn6 v niekol'k'chsmeroch. Po prv6, 
boli to dvoismern6 interaktivne dial6gy,
kde 
sa obe strany mohli usilovat o objasnenie. Po druh6,
poskytovali v~skumnej pracovnidke nielen 
obsah prikladov
sfivisiacich s ot~zkami, tie2
ale nahliadnutie do procesov.
Po tretie, pomdhali vytvir3t tesny 
vztah a ochotu medzi
vyskumnou pracovnidkou (a jej hostitelom SIVS) a miestnymi
funkcion~rmi. Nakoniec, 
ako sa dalo predvidat, sa radi
zap~jali a po66vali o probldmoch. ktor6 boli po6udovanie
na 

v~eobecnejgie, ako by si kedy predstavovali.
 

V Kapitole 1II. tejto spr~vy uvedieme obsah toho, Co sme
zistili na tychto stretnutiach. Tu 
uvedieme len niekol'ko
 
Pro--e1Alysb pozorovani, ktor6 
 dajfi citate'ovi
 
kompletnejgi obraz techniky.
 

Prv6 otdzky boli zamerana6 na to, aby sa ureilo, kto Co
 
robi a do je d6leit6 v podmienkach poskytovania

slu~ieb. Zistili sme, 
2e i ked zoznam slu~ieb poch~dza
z vtedy platnej legislativy, malo starostov vedelo, za
 eo s6 pr~vne zodpovedni. Mali ta~kosti pri 
rozli-ovani

otAzok poskytovania slu ieb od otAzok financovania.
 

Podobn6, ked sme sa 
ich pgtali na rozligenie medzi
prioritami obdanov, prioritami starostu a prioritami

rozvoja, vdina respondentov rozdiel nepoznala. Nemali
2iadny skutodft sp6sob ur enia priori 
 klienta. (,asto

spominali po~iadavky ob~anov ako pomoc star-im a
zamestnania, do nie su 
formIAlne povinnosti miestnej
sprAvy. Obrazom potom bol funkciondr, ktor md malo

zdrojov na 
to, aby riegil skutofn6, pocitovan6, alebo

zgkonn6 povinnosti. Zodpovednost za "v~etko" je
extr6mne stresovA prax, ako to 
popisovali mnohi
 
starostovia.
 

Ked sme sa p~tali na proces rozhodovania, ako primrnu
 
techniku popisovali "hasenie po~iaru" (krizovy
mana~ment). Neurdit6 bolo tie2 urcovanie priorit 
t'ch
sluzieb, na ktor6 maj6 peniaze, i ked fondy (okrem

zvligtnych dot~cii) sa nezd-ali byt viazan6 na ur?'it6
 
slu~by.
 

Znadne sa ponosovali a vyjadcovali bezmocnosU zvl,.(' vo

vztahu k §tAtnej sprAve. Bola silnd tendencia
 
podriadovat sa diktitu §titu 
- a 6akat na povolenie,
aby sa mohli do nie~oho pustiC. Treba pripoment, e
tieto stretnutia sa prevddzali uprostred pohybu k
rozdeleniu Ceskoslovenska, kedy sa nevenovala vysokg

pozornost potrebAm miestnej sprivy.
 

V oboch pripadoch, ako pri stretnutiach sledovanNch
 
skupin, tak\aj nesk6r v dotaznikoch bola vyrazna vzorka
odpovedi, ktor6 ukazovali, 2e zatiaYco mnoh6 z
okam~itych naliehavych problimov s6 vysoko technicke
(voda, kanalizicia, cesty, osvetlenie), milo sa 
spomina

potreba skolenia alebo technickej pomoci v t3"chto 



oblastiach. Zdd sa, 
2e "odpovede" na 
tieto technick6
probl6my boli nejako zameran6 na 
"keby sme mali
vrchnost'" 
(napr. zdkon) alebo "keby sme mali peniaze",
probl6my by sa vyriegili. Toto ukazovalo vel'k6
z~vislost 
od §t~tu a nedostatok pochopenia po~iadaviek

ka~dodenn~ho operativneho riadenia, ktory

charakterizuje miestnu spr~vu.
 
Ked sme 
im ddvali otAzky tYkajce sa toho, Ae maj6 milo
 
personglu /a prislugnych kapacit/, zdalo sa, 
2e si
neuvedomujO, ako 
to m6ie p6sobit na ich schopnosC
zvlidnut 
probl6my. Zjavne si neuvedomovali obmedzenia,
ktor6 to kladie na 
technick6 odbornos. 
V~nimkou bol
konzistentn 
dopyt po prdvnikoch. Zdalo sa, 
2e majua
pocit, ze odpoved na ich probl~my spodiva niekde v

prdvnom poriadku.
 

Zna~ny po~et otdzok vznkol okolo problimov
 
medzispravnej povahy. Primdrne medzi obcami 
(s
nerovnakou distribfciou peiazi) 
a medzi miestnymi

sprivami a gtdtnymi okresn mi 6radmi.
 
Starostovia zogiroka hovorili o obavich svojich ob'anov
 
zo straty stability. " 
Neisti, ale trpezlivo to
 
zndgaj6."
 
Ked sme ich poiiadali, aby popisali svoju pricu,

starostovia vo vgeobecnosti mali pocit, 2e

aj 6le~itjou strdnkou ich price je vedenie oboe a
tvorba politiky, ale v&6§inu 6asu 
(okrem Bratislavy)
venujd dozoru nad ka~dodenn~mi opericiami.
 

Celkove m62eme povedat, 
2e sp6sob odpovedi na otdzky, obsah
prikladov a pribehov, ktor6 rozprgvali a firovefi frustricie a
zmcitenosti, ktor6 
starostovia vyjadrovali, ponika 
d6leitf:
perspektivu, 
ako by sa mali poskytovat sluiby 
klientom.
Maximdilne usilie by sa 
malo sstredit 
na to, aby -kolenie
bolo zameran6 na 
probl6my, relevantn6 pre okam~it6 
starosti
a otizky 
a pokial mo2no jasn6 ohladne prdvnych a financnych
otizok. 
SIVS by mohol vyu~it svoje spojenia so Atatnou
sprivou, aby ziskal 
a objasnil informicie, 
ktor6 potrebujfi
miestni funkciongri. Zvlidnutie 
informicii, 
ich politick&
reutralita 
a imid2 predstavuj6 
hlavn6 mo~nosti ziskania
d6very a podpory klientov.
 

DOTAZNIK
 
Dodatok B je anglickS verzia dotaznika, ktory bol pou,it
Tento .
dotaznik bol vyvinutY, aby 
 sme ziskali hlbgie
informicie o kontexte situAcie miestnych sprdv 
a aby sme sa
op3tali 
na velmi §pecifick6 
otezky ohladne poskytovania
gkoliacich slu~ieb. 
 Vysledky dotaznikov 
 s6 uvedene 

Kapitole III.
 

Dotazniky boli 
p6vodne vyvinutA po rozsiahlych diskusich s
personglom a zborom SIVSu 
a s .yu~itim sk6senosti v~skumnch
pracovnikov pri poskytovani gkolenia miestnej sprivy. Tento
nistroj bol 
 potom tevtovan 
 v ter6ne po as stretnuti 
so
sledovan3-mi skupinami, Tby 
sme sa presvedCili o kvalite a
 

v 



jasnosti 
prekladu 
a samotnich
sine tie POu~ili, aby 	
otizok. Testovanie 
sme zistili, di 	 v ter6ne


zdr~hac odpovedac 	 sa respondenti nebudu
na niektor6 
ot~zky.
modifik~cie 	 Urobili sa mierne
a pripravil 
sa konedni ndstroj.

SIVS rozoslal dotazniky v~etkym
Treba poznamenat, 	 starostom v decembri 

finan nd 

2e pri tejto pr~ci 	 1993.
 
pomoc 	 bola rozhodujdca
od AID. Vgetky nklady 
za rozmno:'enie,
pogtovn6, pzeklady otvoren~ch otdzok, k6dovanie, pocita(ov6
programovanie 
a -,kladanie d~t 
zndgal
tohto typu 	 tento grant.
bude pokraovat, aby napomohla Podpora


profesionality 	 nielen
operdcii 	 zv3§eniu
SIVSu, 
 ale tiei podporila
schopnost 6ine reagovat na potreby klientov.	 
jeho
 

PROBLbfY REALIZACIE
 
1. ZmqnY..pyst6m
.
 pr.vy_. Z~kony a finandn6 systemy v
novej nezavislej Slovenskej Republike sa neustle
menia. Vl~da sa bude musiet zamerat jasnejgie na
Potreby miestnych


verill, 	 sprav. Jestvuj6 d6vody, aby sme
te dokonca aj u1oha 
a povinnosti miestnych
sprav (a ich vztah k 9titu) sa pravdepodobne zmenia.

2. 	 NeZodpovedan6.otazky_chybaj6e 


fidaje. Vyskytli sa
nlektor6 pripady nezodpovedanie otdzok alebo
chybaj~cich dat. Niedo z toho m6ie sfivisiet
v~skumnej pracovni5ky. Napriklad, v otgzkach 
s 
10 
k6dmi
 
- 12 o
kurzoch, ktor6 pon6ka SIVS, Asocicia a CUB bol uveden;
v~d.§i pocet 
"inych" d6vodov pod otdzkou
nenavstevjqy
6uI pre5o 	'udia
kurzy. V~skumng pracovni5ka negpredvidala
odpovede ako "Som prilig starY" a "Nebudem sa uchidzat
o znovuzvolenie,
 

3. Nedostato-n- kaacit 
 re spaqo*vaniedit vSIVS
prdca so spracovanim d~t sa 	 Celd
prev~dzala na
University. SIVS nem& kapacitu na 
Rutgers
 

sborov dit. 	 spracovanie velk.:ch
D61e~it/m prvkom celkovej kapacity
organizdcie je 
rozvin6t nielen svoj hardware/software,
ale tie2 svoju analytick6 kapacitu.

4. Preklady_ 
 mu V medzinirodnom kontexte je otizka
jasnosti prekladov problimom. Usilovali
Podet odpovedi 	 sme sa obmedzit
s otvorenim koncom a ka~dA odpoved sa
prekladala dvakrit. Preklady sa
Bratislave a potom ich robil 

nejprv robili 
v
jeden Cech, 6len
profesionilneho personglu Rutgers University. Po(as
tohto procesu sa 
dospelo k va&6ej jasnosti.
 

III. ZISTENIA
V tejto kapitole je 
uvedenY prehrad
kombinovanych dit odvoden~ch obidvomi sp6sobmi, 

toho, 
(o sa zistilo 
z
so sledovanymi 
 skupinami 	 zo stretnuti


usporiadan6 podia odpovedi na 
a z dotaznikov. 
 Zistenia 
 s6
inych klasifikacil. 	 otizky kto, 6o, kedy, a podfa
Sfhrn. v§etkqh, tabuliek_avetkch

sa! pALqbgdza.v_ Dodatk~ C.	 
dat 



Kto je klient?
 

Podia 	informicie poskytnutej pod "Viber vzoriek" v KapitoleII. tejto sprivy, v~etci 
ludia, ktorich sme tu skdmali, boli
funkcion~rmi 
miestnej sprivy na Slovensku. Dotaznik bol
zaslani do 2.800 a 14
obci % /383/ odpovedalo. Naga vzorka
odpovedi je "reprezentativna" v tom zmysle, 
2e mcime obce zo
v-etkch okresovzo vetkych kraqjva__y etkch_verkosti.
MalA vzorka sa odchyluje od celkovej populicie t3im, £e ma
vd__ie 
zast.penie str edn~ch /1.001 - 5.000 obyvaterov/vefk ch /ad 5.001 obyvatelov/ obci nei krajina ako celok. 
a 

Citatel si tie vgimne, 2e ddta boli 
rozd1enen6 podfa krajov
/vychodoslovenski, stredoslovensky, z~padoslovensky/ 
 a
velkosti obce pre kafd 
 otizku. Tim ziskame presnejgi pohlad

na rozdiely medzi typmi obci.
 

Dalgia zaujimavost, 
ktor6 sme si vgimli z demografickich
informAcii, 
 i napriek ie
je, 2e 	 tomu, sme mali relativne
viac strednich 
a velkych obci /51,4 % vzorky/, e~te ostala
prevaha ma_.ych orQanizicii. 74,2 % respondentov hl~silo
menej ako 10 zamestnancov 
 na plny 6v~zok a 78,9 %
respondentov hlisilo menej 
ako 10 zamestnancov 
na 6iastofnt
6v~zok. 
 /Pre ditatea poznamen~vame, 2e tieto
charakteristiky 
nie sui tak jasne ohrani5end vo v chodnej
Eur6pe, kde mnohi maj6 niekorko zamestnani/. Teda typy
gkolenia a pomoci musia pamdtat na 
velmi 	mal6 organiz~cie a
s tym 	siavisiaci 
fenomen nedostatku odbornosti v technick~ch
 
oblastiach.
 

Dalgia otdzka, ktor6 sme si mohii polo~it 
 na zaklade
uvedenich 6dajov, je, predo sa 
 tak mlo "mal1ch" obci
z66astnilo v prieskume? Do 
tejto 	kateg6rie spada 1932 obci;
my sme mali odpovede od 165 	 by
/9 %/. Mohlo byt niekolko
 
vysvetleni:
 

a) 	 tito starostovia nemaj6 das alebo si neielajz

z6dastnit sa na gkoleni
 

b) 	 tito starostovia nemaj6 das alebo si ne~elaju

z6dastnit sa prieskumu
 

C) 	 nie je tam personAl, aby sa vykonal prieskum.
 

Za Gdelom plAnovania potrieb gkolenia 
alebo pomoci treba
pozornejgie rozligovat 
medzi (a) a (b). Skolenie pre tfito
skupinu vidieckych, velmi m~lch obci bude vy adovat: celkom
odli~nf odbornf, bdzu ako pre v&6§ie obce. A napriek tomu, ie
predstavujf 
69 % celkovej populicie, ak nemaj6 zAujem na
§koleni (a), potom by sme nekladli zvlAgtny d6raz 
na ich
prospech. Navy§e, bude
mo~no 
 treba 	vyuiit in6 mechanizmy

oznamovania informicii.
 

U tych, ktori sa z66astnili tohtc prieskumu, 72 % dotaznikov
vyplfioval starosta. To d6lefit6,
je 	 ked zva.ujeme otazku,
kto by sa mal gkolit. Len 15,7 
% dotaznikov vyplfiovali
6lenovia profesioniAlneho personalu. 
 Ked sme sa priamo
spytali, kto by sa mal gkolit, v~sledky boli:
 



Odqpovxedali "no"
 

Zvoleni funkciondri 259 (68 %)

Profesiondiny personal 229 
 (60 %)

Zamestnanci 
 156 (41 )

Obcania 
 32 (8 %)
 

Toto je d61e~it6, preto2e sfkasn6 
usilie SIVSu a Asociicie
 
sa s~stredilo prim~rne na volen~ch funkcionarov. Za dan4ho
 
uveden6ho 
 nizkeho po5tu volenych funkciongrov, ktori

vyjadrili 
2elanie nepokraovat ako volen9 funkcionir, treba
 
venovat rovnak6 
alebo vdiu pozornost platen6mu person~lu,

aby sa stabilizovali miestne sprAvy. Toto gkolenie 
 by

obsahovalo vgetky do
prvky toho, v z~padn~ch demokracigch

ozna~ujeme "career development" a "career service" (dalie

vzdelAvanie zamestnancov). Tento koncept nie je iroko
 
pochopen alebo prijaty v stredoeur6pskej spoloCnosti 
v
 
tomto bode. Dotyka sa v~ak jadra zabezpe~enia stability

gttnej spr~vy na miestnej firovni, a tie. zlo;itosti

riegen~ch probl6mov, potreby kompetentn6ho, kvalifikovan6ho
 
person~lu a vyu~itia odborn~ch znalosti. V tejto oblasti

budovania kapacit 
treba urobit ohromn6 mno~stvo price. Je to

zaujimav6 a je 
to tie2 vyzva, preto~e ani americk6, britsk6,

franczske, ani gkandinAvske modely sa presne "nehodia" tak,

ako sij. Naozaj to vy~aduje flexibilnejgi, hybridnv' model,

pravdepodobne vyvinuty medzinirodn~m timom odbornikov 
v

oblasti 1udskych zdrojov, ktori m6 u pracovat v kontexte
 
strednej Eur6py.
 

Nakoniec treba poznamenat, 2e podas stretnuti so sledovan~mi

skupinami sa jasne odligovali funkciongri "miestnej

samosprivy" a personil okresnych 6radov. Povaha vztahov,

ktor6 sme pozorovali, bola v rozsahu od kooperativnych a

nipomocn~ch a2 po extr6mne nepriatersk6. Samozrejme, 
ze

tieto vztahy majfi v sebe vela z predchddzajcej hist6rie.
 
Ale prinajmengom treba povedat, 2e ziujmy a obavy t/chto

skupin boli vyrazne odlign6. To je d6le~it6 preto, lebo to
 
sfvisi nielen s tfm, ktojvyran na gkolenie (a ak6 sfi
ich perspektivy a predpojatost) a ak6 vysvetlenia, priklady
 
a materiily sa 
pouiivaj6 pre miestnych funkcionArov.
 
Na 6o bysa gkolenie malo s~stredit?
 

Poloili sme tie2 rad otizok, aby sme urdili, 5o by bolo
vhodn3m predmetom ponfikanych gkoleni. Tabufky 4 a 5

ilustruj6, ako sme tieto informacie zhrnuli z otvorenich
 
otfizok. Citatel vgimne, ka dA mi
si 2e tabufka nasledovn6
 
tri verzie:
 

4a/5a - Celkov& analyza - Najd61e~itejgie probl6my 
-

Primrne potreby gkolenia
 

4b/5b - Podia kraja - Najd6le~itejgie probl~my 
-

Primrne potreby §kolenia
 

4c/5c - Podia velkosti obce - Najd6lefitejgie problimy
 
Primirne potreby ckolenia
 

Sk6r ako sa na zistenia pozrieme podrobnej~ie, z 6dajov sa
 
rysuje niekolko velk3ch ziverov. Po prve, ked porovnime

skuton6 probl~my a uvadzan6 potreby §kolenia, existuje

medzi nimi takmer inverznvztah priorit.
 



Tabulka 6: ZHRNUTIE PRIORIT
 

AktuiIne probl my
 

1. Infragtruktfira 	 28 %
 
2. Prijmy /dane 	 14 %
 
3. Ekonomick rozvoj 	 13 %
 
4. Financie 	 11 %
 
5. Vlastnictvo 	 10 %
 
6. Sociilne ot&zky / problmy 7,4 %
 
7. Legislativa 	 6,8 %
 
8. Zivotn6 prostredie 	 5,0 %
 
9. Admin. / management 	 2,4 %
 

10. Profesion&lny rozvoj 	 1,9 %
 

AktuAilne potreby gkolenia
 

1. Legislativa 	 27 %
 
2. Admin. / management 	 18 %
 
3. Financie 	 13 %
 
4. Prijmy / dane 	 11 %
 
5. Profesiond1ny rozvoj 	 8,7 %
 
6. Vlastnictvo 	 5,9 %
 
7. Ekonomick rozvoj 	 5,4 t
 
8. Soci~ine ot~zky / problmy 4,2 %
 
9. Infragtruktfira 	 4,0 %
 

10. Zivotn6 prostredie 	 1,6 %
 

Tak~e sa zdd, ie jedint skutone kon~tantne pioricr __s

problmy financii rijmov. Zauj imav6 je vsak, e poznamky
 
ja3nejgie odzrkadlujf ani nie tak ziujem na profesion~inom

finandnom manafmente, ako sk6r "peniaze sfa riegenim nagich

probl6mov". S dostatkom pefiazi probl6my mana~mentu zmizn6.
 

Nipadne r6zny je rozsah rozdielov medzi in.mi prioritami:
 

ROZSAH
 

Aktu 	Ine problmy Aktuilne potreby
 

gkolenia
 

Infragtruktra 1 	 9
 

Legislativa 7 	 1
 

Administrativa 9 2
 
Manaiment
 

Profesionilny 10 5
 
rozvoj
 

Jestvuje niekolko mo~n~ch vysvetleni:
 

a) 	 predpokladi sa. 2e nie je mo:n6 gkolenie v technick~ch
 
oblastiach;
 



b)l 	 spoliehanie sa na to, le "zdkon" 
ich zachr~ni/

autorizuje/zmocni 
- s dostato~nou znalostou "pravidiel",
probl6m zmizne;
 

C) 	 osobitn6 spr~vanie a kvalifikdci (administrat./
manaiment a profesiondlny rozvoj) nie s6i tak6 d61e~it6 
ako pravidIA a peniaze; a 

d) 	 vgeobecnd, negpecializovan4 orient~cia.
 



Tabul'ka 4 a. NAJD6LE2ITEJ§IE PROBLtMY - CELKOVE 
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Tab 4 b. NAJD6LE2ITEJgIE FROBLtMY-
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Tab 4 c NAJDLEITEJSIE PROBLEMY PaDllA 'VELKOSTI OBCE 
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Druh6 vAeobecn6 
pozorovanie 
je, 2e existovali 
Pozoruhodn6
Podobnost 
 cez
-- geograf ick 
- oblasti.nez~visI6 mieru Ked sme pouili
signifikantnosti

vysok 3mi 

(4 body rozdiel
a nizkymi percentami), medzi

obrovskS 
v&4.ina oblasti
ukazovala mlo signifikantn rozdiel 
cez geografick6 oblasti
v rozdleneni 
podra krajov. Zdd
objavili, sa, e rozdiely, ktor6
odzrkadlovali rozdelenie podia 

sa
 
toho, di je
viac mestsk&/vidiecka, oblasC
alebo vychodnd/zdpadng. V _odnd 6asC
krajiny 
mala vo v~eobecnosti 
vA69i zgujem o
ot~zok rozvoja (ekonomick girok rozsah
 

prostredie a plyn) ako 
rozvoj, b~vanie, 2ivotn6
 

demografie krajiny by 
z6padnd 6ast krajiny. Dalgia anall;za
dala odpoved 
na otizku,
vyvolan6 s6boroni 6i je to
socidlno-ekonomick@ch


vychodnA( faktorov (t.j.
ast krajiny je vidieckejgia, 
chudobnejgia, menej
rozvinutd). 
To 
je d61e~it6 zvdit pre lokalizdciu oblastnch
skoliacich miest 
a slu~ieb, ktor6 bud6 poskytovat.
 
Tretie v~eobecn6 
pozorovanie, 
ktor6 s6visi
existovali s # 2 je, 2e
tie zp__ruhodn6

velkostobci. Samozrejme, 

eodobnost_ medzi_ oblasuami cez
existovali
v~nimky, ktor6 niektore pozoruhodn6
vd5rinou 
sfiviseli 
s rozdielmi 
medzi malymi
(pod 1000) a vefk;mi (nad 5000) obcami.
 

Specifickejgie 
 prvky tejto 
 analyzy
podrobnejgom popise tabuliek 4a, 4b, 
sG v nasledujO:om
 

4c a 5a, 5b, 5c.
 

NAJDOLEZITEJSIE PROBLtMY OBCI
 
/Zhrnutie tabuliek 4a, 
4b, 4c/
 

Ka~d6ho respondenta sme po~iadali, aby urdil najd61e itejgie
problmy, pred 
ktor3mi s166asne stoji ich 
samosprdva.
odpovede boli rozgiriteln6 a tabulky 4a, 
Tieto
 

k6dovanie tychto 4b, 4c predstavuj6
informdcii do 
kateg6rii, ktor6 
predstavuj6
typick6 aktuilne odpovede. V poradi priority:
 

1. Infra~truktqa
 

Najkritickejgou probl6movou oblasuou v tomto suibore
otizok zoradenych pod 6islom I. bolo z~sobovanie vodou
a kanaliz~cia 
(28%). Existovali niektord rozdiely cez
kraje, pridom vo vychodnej 6asti krajiny bol
d61eiitejgim probl6mom plyn 
a v zapadnej dasti 
krajiny
to bolo zbavenie sa 
pevn6ho odpadu. Podobne, ovef'a
signifikantnejgi podet tychto probl6mov bol v mengich
obciach (31,3%) ako vo vgdgich obciach (15,9%).
pravdepodobne priamo svisi s vdcgim rozvojom a 
Toto
 

infragtruktirou 
vo v ddich obciach, zatial' 5o 
vo
vidieckych oblastiach neexistuj6 takmer 2iadne tak6to
 
syst~my.
 

2. Prjp y dane
 

Druhou najkritickejgou ot~zkou v~eobecne boli
dane prijmy a
(14%). 46% 
ludi odpovedalo, 2e maji 
probl~my
dafiou z majetku, zatiar &o o dafi 
s
 

z prijmu prakticky
nebol 2iadny z~ujem. To je pravdepodobne sp6soben6
lok1inou povahou dane 
z majetku. Neexistovali :iadne
signifikantn6 rozdiely cez kraje, ale stredne ve'k6
 



obce vyjadrovali takmer dvojngdobn z~ujem (15,6%) ako
 

ve]k4 obce (7,7%).
 

3. Ekonomickyrozvoj
 

V tejto kateg6rii sa vo vgeobecnosti spom'inali dva 
zaujimav6 faktory. Po prv6, v tejto kateg6rii znova 
dominovalo financovanie (42%) a v sledovanch skupinich 
sme si vypouli mnoho pribehov o zmdtku v tom, aka je
iloha miestnej sprivy v podpore s~kromn~ho ekonomick~ho
 
rozvoja. Befni prax v Spojen~ch gtdtoch ako: dafiovd
 
stimulacia, z6ny podnikania, atd. boli ne Slovensku
 
nezngme. Tieto rozhovory sa ovela viac zameriavali na
 
prevod byvalch §titnych podnikov do sikromn6ho
 
vlastnictva.
 

Po druh6, napriek tomu, ,ev pisomngch dotaznikoch sa
 
probl6m nezamestnanosti nespominal' asto (3%),
 
dominoval v mnoh ch odpovediach starostov v sledovanych

skupinich. To m6 e byt vysledkom porovnania rozdielu
 
medzi tim, do je oficigina politika a t3im, co sU 
praktick6 probl6my ob6anov, ktor6 trdpia v etk ch
 
starostov vo v~etkych sidlach na svete! Probl6my okolo
 
financovania ekonomick~ho rozvoja boli
 
signifikantnei-ie na vychode (7,8%) ako na zipade

(3,1%). Podobne bol to ovefa signifikantnej i aspekt
 
pre ma1 DTbce (26,6%) ako pre vA6ie obce (6,7%).
 

4. Financie
 

Tito kateg6ria je odligni od "prijmy/dane" (odkiaf

pochidzajfi peniaze) svojim d6razom na manafment
 
finantnch zdrojov. Daleko najnaliehavejgim probl6mom v
 
tejto kateg6rii bola vgeobecnA financna prax (57%) a
 
tvorba rozpo~tu (37%), (do sa neodzrkadlovalo v
 
potrebich gkolenia, ktor6 zd6razfiovali 66tovnictvo!).
 
Znova, v3skumni pracovni~ka mA pocit, 2e to odzrkadluje

ich vgeobecn6 starosti, ako poskytovat slu2by bez
 
finandn ch zdrojov. Neexistovali 2iadne signifikan~n6

rozdiely podia kraja alebo velkosti obce.
 

5. Vlastnictvo
 

V tejto kateg6rii s6 velmi rozmanit4 problmy stvisiace
 
s vlastnictvom od prevopdu majetku/ privatizicie/
 
re~titcii aE po mestsk6 pl6novanie.

Najsignifikantnejgou oblastou probl6mov bol prevod/
 
privatizdcia (29%). Tento probl6m bol signifikantnejgi
 
na zipade (11,5%) v porovnani so stredoslovensk~m
 
krajom (8,8%). Velkost obce nemala veik podiel na
 
rozdieloch, a2 na kateg6riu 500 - 1000 (4,9%) v 
porovnani so vgetk mi ostatnymi kateg6riami verkosti,
 
kde bol priemer (10,6%).
 

6. Sociilne otdzky/problemy
 

V tejto kateg6rii bol tie2 velmi girok rozsah odpovedi
 
od kult~rnych centier, cez b~vanie ai po R6mov.
 
Prevlidaj~cou oblastou probl~mov bolo bgvanie (25%). 0
 
tieto problAmy bol vi,"i ziujem na zipade (8,41) ako na
 



vchode (5,9%), co pravdepodobne op t s6visi s
urbaniziciou. Bolo to 
tie2 predmetom v~d~ieho zdujmu vo
v~d.ich obciach (9,6%).
 

7. Legislativa
 

Na prvom mieste zdujmu v oblasti legislativy boli opat
dane (45%). Zaujimav6 je tie2, 
 e nebol 2iadny zdujem o
legislativu pracovn~ch vztahov napriek tomu,
sledovan6 skupiny e
 sa vyjadrovali o ainohych problmoch
ohliadne zamestnani 
a vyhod pre zamestnancov. Region~ine
rozdiely boli minim lne, zatiar 6o tento zdujem je
ove]'a d6le~itejgi pre ve'k6 mestS 
(26,4%) ako pre male
mestA (12,1%).
 

8. .2ivot-n 
_ ost re die 

Tdto kateg6ria je oddelend od probl6mov infragtruktury
a zaoberd sa 
v prvom rade kvalitou 2ivotn6ho
prostredia. Napriek velk~m probl6mom 2ivotn~ho
prostredia (ako sddia vonkajgi pozorovatelia), 
t~to
oblast: z6ujmu je 
celkom mal 
 pre miestnych
funkcion~rov. To je bezpochyby v d6sledku toho,
mnoh6 ",e na
z tichto problmov sa 
 iada o:?oveff Tia nmrodnej
6rovni. Tieto zgujmy boli ovel'a men!ie 
na r~pade (2,9%)
ako v ostatn)'ch dvoch krajoch (9,0% 
v ka~dom) a ove|'a
men~ie vo ve]'kych mest~ch.
 

9. Adrninistratjvnymn~Iet 

Tu s6 
zahrnut6 nielen formy a Atrukt6ry miestnej sprivy
a medzisprivnych vzCahov, ale tie2 praktick6 zruenosti.
Znova bolo trocha prekvapujuce zistenie, ie tAto
kateg6ria bola velmi nizko hodnoteng
odpovediach v porovnani v pisomn~ch
 
s probl6mami, kto.-6 
sme
u sledovan~ch skupin. Ako sme 

zistili
 
uviedli v Kapitole II,
pocas stretnuti so sledovanymi skupinami sme 
zistili
mnoho probl6mov s fa~kostami 
v spoluprAci medzi obcami
a medzi 6rovfiami 
spravy (miestnej, okresnej, gt~tnej).
Tieto problmy boli 
trochu naliehavejgie na 
strednom
Slovensku ako v ostatn~ch dvoch krajoch 
a boli vetmi
milo zaujimav6 pre velmi male obce (pod 500 obyvatefov


- 1,0%). 

10. Pr~ofesionilny..rozvoj
 

Toto bola oblast zdujmu s najni2gou prioritou. Trochu
zaujimav6 je, 
Ae 
zvlggt nizka urovefi zgujmu bola 
v
tak~ch oblastiach ako po~itace 
a cudzie jazyky, ktor6
by starostovi dovolili dosiahnut za 
svoju obec alebo
§tt. Za danej okam~itej naliehavosti mnohych in)ch
kateg6rii bolo azda prirodzen6, 2e tito kateg6ria padla
na koniec. 0 tito oblast bol vdiC'i 
z~ujem vo v&6ijch
obciach, pravdepodobne v d6sledku ich v46Aieho styku 
s
vonkajgou profesiond1nou spoloinos~ou 
 verejnou a
sfikromnou.
 



POZNAMKA: 	Sk6r ako prejdeme k podrobnej analyze tabuliek 5a,
 
b a c, pripominame ditatelovi, ie existoval takmer
 
inverzn vztah medzi "najnaliehavejgimi

probl~mami" a "oblastami potreby §kolenia".
 

SOCASNA OBLASTI POTRIEB SKOLENIA PRE MIESTNE SPRAVY
 

(Zhrnutie tabuliek 5a, b a c - v poradi priority)
 

1. Legislativa
 

V tejto kateg6rii 24% respondentov chcelo aplikicie

nov~ch zfkonov (24%) a zvlft sa zaujimali o oblast
 
dani (70%). V pisomnych dotaznikoch boli podetn6

poznimky o neadekvAtnosti s6dasnych ingtrukcii. Zd sa,

ie ingtruktori im len povedia, do je v z~kone,

neodpovedia na ot~zky alebo nereaguj6 na situdcie
 
riegenia Apecifickych probl6mov. (Toto bolo uveden6
 
tie2 v spr~ve IPA projektu v Ceskej republike, kde bol
 
e~te zjavnejgi zdujem o ingtruktorov z ministerstiev,

vyslanfch 	predn&gat funkciongrom lok~lneI 6rovne.)

Nevyskytovali sa iadne signifikantn6 region~lne

rozdiely, ale tento probl6m sa znova zdal d6le~itej~i
 
pre v4ddie mestf (28,2%).
 

2. Administrativa a manaiment
 

Primfrny ziujem v tejto kateg6rii bol o mest& a
 
gtrukt6ry sprfvy (23%), potom nasledovala praktickf

kvalifik~cia (18%). Pisomn6 pozn~mky by tie2
 
naznadovali, ie bol ziujem o to, ako organizovat mal6
 
miestne sprivy. (Citater si spomenie, 2e dokonca aj vo
 
"velkych" obciach bol personal mnohokrdt mengi ako 10
 
ludi na pln uv~zok). Tieto zgujmy boli vyraznejgie vo
 
vychodoslovenskom kraji a v obciach mengej vefkosti
 
(37,7%).
 

3. Financie
 

Na rozdiel od odpovedi do s6 "najnaliehavejgie
 
probl6my", odpovede tu boli prevaine (62%) v s6vislosti
 
s 66tovnictvom. To mohlo byt sp6soben6 tiei vtedy

odakivanym zavfdzanim nov6ho z~kona o 66tovnictve a
 
plnmi Asocifcie poskytnat gkolenie 66tovnictva.
 
V~skumng pracovnidka presne nevie, aky je s~dasni stay

tychto aktivit. 0 t6to oblast bol v~d~i zaujem v
 
z~padoslovenskom kraji ako v ostatnych krajoch a vgd~i
 
zfujem v obciach strednej velkosti.
 

4. Prilmy/dane.
 

Znova bol 	vAcMi zfujem o dah z majetku ako o dafi z
 
prijmov. Neboli iiadne rozdiely medzi krajmi, ale ovela
 
vgd~i z&ujem medzi malymi mestami (27%).
 

5. Profesionfiny rozvoi
 

Bol umiestneny ovela vygie ako oblast ziujmu v
 
podmienkach gkolenia. Rovnako velkY z~ujem bol o
 
obchodn6/podnikatelak6 zrudnosti a pocita~e s ovela
 



mengim d6razom na jazyky. Vznika ot~zka do ak6ho stupfia

sa tieto oblasti spgjajO 
s funkciami "starostu" a ich
 
dalimi profeaionfInymi zfujmami.
 

6. 	 Vlasl:nictvo
 

Poskytnut6 informAcie boll rovnak6 ako v 
 tabulkgch 4a,

b a c.
 

7. 	 Ekonomick rozvoj
 

Informdcie boli pribliine rovnak6 ako 
v tabulkdch 4a, b
 a c. Neboli 2iadne rozdiely medzi krajmi alebo
 
velkostami obci.
 

8. 	 Sociilne otizky/probl6my
 

Rozpitie problimov bolo velmi 6irok6 ako v 
 tabulkdch

4a, b a c bez rozdielov medzi krajmi alebo velkostami
 
obci.
 

9. 	 Zivotni prostredie.
 

Vzorky odpovedi boli velmi podobn6 tabulkAm 4a, b a c.
 

10. 	 InfraAtruktira
 

Kateg6ria dislo jedna medzi "najd61e~itej~imi

probl6mami" je na poslednom mieste v potrebAch

Akolenia. V tejto oblasti 
sa nepoiadovalb prakticky

iadne kurzy.
 

Poloiili sme niekolko dalich otdzok, aby sme

ditatelovi umo~nili e~te lep~ie pochopit, 
ak6 	typy

pomoci a gkolenia sa iadali. Otizka 9 sa 
zamerala na
 
to, o ak6 typy/formAty/ gkolenia bol najvd 
 i zgujem.
 

Tabulka 6 - Typy gkoleni
 

Privne novely a nov6 zikony 
 206,15
V~eobecn6 znalosti o miestnej sprive 
 157,85

Riegenie probl6mov na aktuAlnych probl6moch 
 125,66
Privny poriadok 
 88,01

Informicie o sOdasn~ch praktikich v in~ch
obciach na Slovensku 
 79,69
Prile~itosti interagovat so 
seberovn3 mi 
 57,87

V~eobecn6 znalosti o technickfch predmetoch 48,71
Rozvoj zrudnosti pre vlastn6 prdcu 
 44,64
Koncepdn6/teoretick6 rimce 
 37,41
In4 
 5,01
 

Ka~dy z typov gkoleni, ktor6 tu boli navrhnutd, sfivisi so

6pecifick3mi technikami Akolenia:
 

I, 



Typy gkoleni 	 Met odoL_6q_ a §koleni 

Pr~vne novely a nov6 zfikony 	 Pi8ornn sprivy, krfitke Pisar±6
 
poudenia, kritke prednd~ky na
 
in~?ch stretnutiach
 

Vgeobecn6 znalosti 	 p r e d a S 9 k y, lektfiry,
 
o miestnej sprive porovnivacie iriformicie,
 

hostuj~ici prednggaj~ici, cesty
 
do ter~nu, pripadov6 9t~idie
 

Riegenie probl6mov 	 pripadov6 §t~~die. simulicie,
 
na aktuAInych prob1~moch 	 cvitdenia mal~ch skupin
 
Privny poriadok 	 lektfiry, predndgky
 
Informicie o s6~6asnfth 	 cesty do ter~nu, hostuj~aci
 
praktikich v infch obciach 	 prenfigaj~ci, p i s o m a 6
 
na Slovensku 	 s p r i v y, pravideln6
 

stretnutia - 8iete 
Prile~itosti interagovat 	 vzdjomn6 a skupinov6
 
so seberovn~mi 	 interakcie; diskusie v malfth
 

skupinich
 
Vgeobecn6 znalosti predndgky, nejak6 pripady
 
o technick~ch predmetoch
 
Rozvoj zrutdnosti gkolenie s praxou a sp&tnou
 
(kvalifikgcie) vdzbou, kvalifika6n6 gkolenie,
 

simul~cie, cvi~enia v 
skupindch, praktick vycvik, 
rady 

Koncepdn6/teoretick6 rimce 	 predngi6ky, diskusie
 

Buda d6letit6 porovnat tieto typy a met6dy Akolenia s
 
technikami, ktor6 pou~iva s~xdasn ingtruktorsk person~1. Je
 
jasn6, Ee naprikiad Akad~mia sa spolieha v prvom rade na 
prednigkov6 formy. Dalo by 8a. §kolenie spravit 66innejgim 
alebo uiitot~najgim pre fidastnikov? Mohlo by to tieE ukizat 
potrebu gkolenia kolitelov pre cel in~truktorsk personil 
vritane sk~isen~ho zboru §kolitelov.
 

Porovnanie troch Programov.
 

Niekolko otfizok sirie zamerali na tri !§pecifick6 programy. 
Kaid poskytuje gkolenie miestaych funkciondrov a v~etky
 
fungujOa pribliine rovnako dihfl dobu.
 

Najprv sine si poavietili na "Akad~miu", ktorfi pon~ika SIVS. 
Len 42% respondentov v6bec vedelo o programe napriek tomu, 
ie v~etci staroatovia dostali o iiom pogtou priame ozn~menie 
od SIVS-u. Exiatuje niekolko dalgich faktorcV, ktor6 mohli 
byt signifikantn6, vritane formitu oznfimenia, ktor6 bol.o 
rozosielan6 (museli ste hladat, aby ste nagli program pre 
miestne sprivy); vz--ahu SIVS a Ministerstva a d6very 
miestnych funkcionfirov v §tAtne agentfiry; a faktu, ie SIVS 
je skutocne velmi milo viditeln (t.j. mfi mibo ludi vonku v
 
ter~ne), mimo dosah 6~silia riaditela. 46,5% odpovedalo, 2e 
by boli ochotni vyslat svojich zamestnancov alebo seba na 
tento program. Ti ktori neboli ochotni posiat ludi, uvfidzali
 
nasledovn6 dbvody:
 



nevedeli/nedostatok in'ormgcii 24 6.0 

nie je relevantny pre moju pricu 3 0.8 

prili6 vysoki cena/nedostatok pefiazi 24 6.0 

prilig dlh kurz/nem62em zame~kat prfcu 37 9.3 

nepozn& kvalitu 2 0.5 

in6 34 8.5 

iiadna odpoved 274 68.8
 

Po druh6, posvietili sme si na Prog!ramy Asocigcie. Boli
 
ovela zngmejgie (68,4 %) ako Akadmia, ale e.te stAle menej
 
znAme, ako by sa dalo predpokladat za dan6ho vysokiho podtu
 
starostov, ktori s6 dlenmi Asociicie (L %) a vzhradom na
 
skuto~nost, ie AsociAcia ma priamy vztah k obciam. Toto m62e
 
si'.isiet so sprAvami, ktor6 sme sa dozvedeli po~as price v
 
terine, 2e nie vgetci starostovia d6verujfi Asociicii a s
 
pocitom, ie AsociAcia sa viac zapodieva zdujmami velkgch

obci. 55 % respondentov navgtevovalo kurzy a 66,6 %
 
odpovedalo, ie by ich aj nadalej navgtevovali. Na otgzku,
 
predo by ich nenav~tevovali, odpovede boli:
 

nevedeli/nedostatok informicii 14 3.6
 

nie je relevantn pre moju pricu 5 1.3
 

prilig vysok& cena/nedo.. tatok pefiazi 9 2.3
 

prilig dlhy kurz/nem6iem zamegkat prAcu 11 2.8
 

nepozng kvalitu 3 0.8
 

in 29 7.4
 

iiadna odpoved 321 81.9
 

Nakoniec sme polotili otgzky o organizAcii, ktord ako
 
poslednS vstipila na tento trh vzdelgvania, je to kurz
 
Efektivnv manai4r, ktory ponfika CUB. Len 17,5% respondentov

vedelo o tomto kurze, i ked 30,5% odpovedalo, 2e by vyslali
 
seba a svojich zamestnancov. Ked sme sa ich opytali, predo
 
by ho nenavgtevovali, odpovedali:
 



nevedeli/nedostatok informicii 29 7.25
 

nie je relevantn pre moju pricu 15 3.75
 

prilig vysokg cena/nedostatok peiiazi 22 5.5
 

prilig d1hy kurz/nem6tem zame~kat pricu 28 
 7
 

nepoznf kvalitu 3 0.75
 

in6 25 6.25
 

tiadna odpoved 278 69.5
 

Treba uviest niekolko dalich pozn~mok. Citatel si vgimne,

ie vo vyjadreniach, predo by ludia nenav~tevovali kurzy, bol
 
velk podet "in~ch". Ked sme preskmali odpovede, v~imli sme
 
si alarmujici trend. Dye bein6 odpovede boli: "som prilig

stare" a "nebudem 8a usilovat o znovuzvolenie". Toto mA
 
vfne d6sledky na stabilitu spr~vy, profesionaliz~ciu a koho
 
6kolit.
 

Po druh6, tieto vysledky by tie2 ukazovali, ,e existuje trh
 
pre vsetky tri typy sluiieb a ie by azda bolo uiitodn6 pre

v~etky strany, keby skoordinovali svoje fsilie. Toto bude
 
iiadat ovela zjavnejgie a gtruktrovanejgie 6silie a ochotu
 
spolupracovat pre vddie dobro.
 

In6 slu~by
 

Skolenie je len jeden typ sluiieb, ktor6 m6lu pom~hat

funkcionArom miestnej sprivy. Otfzka 20 sa p-@ala na rozsah
 
infch sluiieb:
 

Tabulka pre in6 sluiby - celkove
 

I tformfcie o infch samosprivach 200 15.5
 

Kniinica referenntch materiflov 232 18.0
 

Prieskum §pecifickfch probl6mov 91 7.1
 

Privna pomoc 323 25.1
 

Publik~cie o novych zfkonoch alebo 259 
 12.5
 
zaujimavfch aktuilnych otzkach
 

Miestny spravodaj 161 
 1.3
 
o siasnfch inform~ciich
 

In6 17 
 0.3
 

Ziadna odpoved 4
 



Tabulka__7b 
- In6 slufby - kraje 

Inform. o inich samoopr~vach 


Kniinica referend. materiglov 


Prieskum gpecif. problmov 


Pr~vna pomoc 


Publ. o novfch zikonoch alebo 

zaujimavgch aktuil. otfzkach
 

78 15.7 % 77 15.5% 45 15.7%
 

94 18.9 % 90 18.1 4 16.8
 

38 7.8 % 35 7.0 18 6.3
 

120 	24.1 % 124 24.9 77 26.9
 

102 20.5 % 97 19.5 59 20.6
 

Miestny spravodaj 
 60 12.0 % 66 13.3 34 11.9
 
o s asnfch informfcigch
 

In6 
 3 0.6 % 9 1.8 4 1.4
 
Ziadna odpoved 
 3 0.6 % 0 0.0 1 0.3
 

498 100 498 100 286 100
 

Tabulka 7c 
- In6 slu;by - verkost.obce 

Informdcie o inych 
 43 16.7 45 15.7 69 13.9 32 18.5

samospr~vach

Kninica referendnych 
 47 18.2 54 18.8 92 18.5 29 16.8
materiflov
 
Prieskum specifickfch 
 19 7.4 16 
 6.6 35 7.0 15 8.7

problmov

Pr~vna pomoc 
 62 24.0 75 26.1 130 26 
 39 22.5
Publ. 
o novfch zdkonoch 
 47 18.2 60 20.9 98 19.7 37 21.4
alebo zaujimavych aktuilnych ot~zkach
Miestny spravodaj 
 36 14.0 33 11.5 64 12.9 18 10.4
 o sOdasnych informfciich
 

In6 
 2 0.8 4 1.4 1.6
8 3 1.7
 
Ziadna odpoved 
 2 0.8 0 0.0 
 2 0.4 0 0.0
 

.-- 258 100 287 100 498 
 100 173 100
 

Velmi si 2elaj6 prfvnu pomoc. Ked sme sa 
na to p~tali po~as
stretnuti sledovanfch 
skupin, sfviselo 
to so gpecifick~mi
probl6mami v 
obciach a s Odinkovanim 
v Olohe "obecn4hozAstupcu". Je velmi milo pr~vnikov, Akolenych odbornikov 
na
z~kony miestnej sprdvy.
 

Po druh, jestvovala potreba 
kni~nice alebo 
referentnfch
materi~lov. 
Povahu tychto po~iadaviek by bolo
preskjmat. Tiei d61e~it6 	
treba lepgie
je 	 vyvinjt syst6m dorucovania
tychto materidlov v celej 
krajine. Konedne,
materiily zo zahrani~ia, ale 	
m6iu pom6ct


treba vyvinzt 6silie, aby boli
preloien6.
 



Nakoniec, malo by sa zvgkit ako ekonomicky poskytovaC in6
 
typy inform~cii pre 6irok6 distrib6ciu. Napriklad, v Polsku
 
bhola vytvoreni podita5ov& siet centier zdrojov informacii
 
na region~inej firovni, ktor6 boli napojen6 na siet pomocou
 
modemuu a faxu. Tento system bol spodiatku dotovan z pefiazi
 
nad~cie Spojen~ch §tftov a postupom dasu sa mg stat
 
sebesta~n~m. Je koordinovan z centrilneho miesta v
 
spoluprAci s nirodnou a univerzitnou kniinicou v Krakowe.
 

Dalia dobr& spriva o tfchto slu~bAch je, e celkove 87,5%
 
respondentov by bolo oehotnych platit za tieto dalgie
 
slufby. Existovali niektorg regionAlne rozdiely, ako vidiet
 
niiie:
 

Zgpadoslovensk@ Stredoslovensk Vchodoslovensk
# % # #% 

Ano 132 91.0 132 89,8 71 79,8
 

Nie 8 5,3 12 8,2 13 14,6
 

Ziadna
 
odroved 5 3,4 3 2,0 5 5,6
 

Spolu 145 100.0 147 100.0 89 100,0
 

Podobne obce mengej velkosti boli menej ochotn6 platit:
 

500 501 - 1000 1001 - 5000 5001 

Ano 84 82.1 87 77,0 134 93.1 51 96,2 

Nie 10 12,8 10 184 6 4.2 1 19 

Ziadna 
odpoved 4 5.1 4 4,6 4 2,8 1 1,9 

Spolu 78 100.0 87 100.0 44 100,0 53 100-0
 

Preto by bolo treba zvi it pouiitie pohyblivej tvorby cien 
alebo ijs t sp6soby poskytovania bezplatnfch slu~ieb 
vidieckej~im sidlam. 

Ako by sa malo poskytovat gkolenie?
 

V tejto kapitole preskfmame otizky dasu a priestoru. Uspech
 
programov gkolenia je rovnako funkciou sp6sobu, ak~m s6
 
poskytovan6, ako aj toho, o sa poskytuje. V sOdasnosti SIVS
 
pracuje vysoko centralizovane s jedn~m krajsk'm miestom.
 
Robia sa pliny na rozgirenie krajskgch miest. Tieto
 
informicie teda pon6kame, aby pomohli pri plinovani.
 

94% respondentov povedalo, e by svojim zamestnancom
 
dovolili nav~tevovat gkolenie v pracovnom 6ase (t.j. po~as
 



pravideln6ho 

jasn6, di by 

pracovn~ho 6asu, pondelok - piatok). Nie jeboli 6spegn6 alternativne
vikend). formy (veter,
To treba dalej preskzmat.
 
55,9% povedali, 
 2e by boli ochotni 
 nechat' zamestnancov
p6sobit ako instruktorov podas pracovneho dasu, dle len 6,3%
povedaii, 2e maj6 zamestnancov, ktori by mali zdujem. ZnadnA
pr&ca 
 by sa musela 
 urobit 
 pre ziskanie miestnych
funkcionarov ako ingtruktorov.
 

Uprednostfiovanie 
kurzov, ktor6 
trvajz 2
jedin defi - 3 dni (51%) a(21,9%) pravdepodobne odzrkadluje mal( podetnost
persondlu 
a probl6my 
s opustenim pracoviska. Rozvrhy, ktor6
teraz pou~iva 
SIVS vyhovujfi hlavne 
ingtruktorom 
a vyu~itiu
budovy a nie zakaznikom.
 

1 dei 
 84 
 21_9
 
2 - 3 dni 
 197 
 51,4
 
1 tg defi 
 38 
 9,9
 

Krdtko
 
noprargngm ease

2iadna odpoved 55 14.4
9 
 2 _3
 

Neboli iiadne signifikantn6 rozdiely medzi krajmi, ale boli
 
rozdiely medzi velkostami obci, ako je uveden6 ni2ie:
 
Ako dlho by mali trvat kurzy 
- podia velkosti obce (19 na 
3)
 

500 501 - 1000 1001 - 5000 5001
 

1 dei 23 29.5 22 25 3 30 208 5
 

2-3 dni 39 50,0 41 47.1 
 76 528 29 54,7
 
1t_. 
 5 6,4 9 103 
 14 9.7 
 9 17.0
 

Krdtko
 
-p_9r q 8 2 ,7 1 _ 2 -.33 1 .L,2 


Ziadna
odpoved 3 
 3,8 
 2 3 3 2,1 1 1.9
 
Spolu 78 
 100,0 87 
 100.0 144 
 100,0 53 
 100,0
 

Citatel 
 si v~imne, 
 2e jednodhov6 seminfre 
 ovela viac
uprednostfiujO mengie obce (29,5%) ako v&6§ie obce (9,4%).
 
S dasom s6visi aj otizka, ako daleko by Tudiacestovat. Tabulky boli ochotni
8a, b c
a objashujO
jednodiov6 semin~re odpovede pre
a tabulky 9a, b a c
semin~re. zaujimav6 vgimnftt 

pre viacdfiov6
Je 

dalej na jeden defi ako 

si, 2e ludia by cestovali na viac dni. Vyskumna pracovni4ka ,iI. 



predpokladA, ie je to vyvolan6 potrebou/ielanim respondentov
 
vr~tit sa veder domov. Prieskum sa gpecificky. nezmiefioval o
 
okolnostiach b vania po~as viacdfiovgch semindrov.
 
Respondenti v zdpadoslovenskom kraji boli menej ochotni
 
cestovat tak daleko. Modely cestovania by bolo treba e~te
 
viac preskmat, aby sa tieto vsledky upresnili. Kone~ne,
 
ludia z vddgich obci budO cestovat dalej na jednodov6
 
semindre.
 

Nakoniec otfzka ochoty platit. fieto 6isla sfi uveden6 v
 
korunich v decembri 1992. Od vyplnenia tohoto dotaznika sa
 
zmenila mena a inflcia mohla ovplyvnit hodnoty. Taburka 10
 
ukazuje odpovede na otdzku: kolko by ste zaplatili za jeden
 
defi (8-hodinov) gkolenia?
 

Tabulka 8a - Cestovanie na jednodfiov seminar - celkove
 

v obci 4 1-,
 
0 - 10km 38 9.9 
11 - 25km 146 38,1 
26 - 50km 158 41 .3 
nad 51km 33 846
 
Ziadna odpoved 4 1i.0
 

Tabulka 8b - Cestovanie na jednodfiovy seminar - podia kraja
 

v~chod stred z2pad 
jednodfiovf program §kolenia # % --1$# 
Len v moiej obci 1 0,7 0 0,0 3 3,4 
0 - 10km 10 6,9 12 8,2 15 18,9 
11 - 25km 5235,9 5839-5 35 39.3 
26 - 50km 60 41_4 66 44,9 32 36, 0 
nad 51km 19 13,1 11 7.5 3 34 
Ziadna odpoved 3 -2 0 0 0 1 1 
Spolu 145 100,0 147 I00,0 89 100,0 

Tab. 8 c - Cestovanie na jednodfiovy seminar - podia velkosti
 

< 500 501-1000 1001-5000 >5001
 

# % # % # # %
 

v obci 1 1.3 0 0.0 1 0.7 1 1.9 
0 -10 km 0 .7__ 3 .11. 7 
11 - 25 km 36 46.2 34 39.1 53 36.8 12_22.6 
26 - 50 km 29 37.2 34 39.1 65 45.1 24 45.3 
nad 51 km 2 2.6 7 8.0 10 8.9 12 22.6 
nezodpovedan6 0 0.0 2 2.3 1 0.7 1 1.9 
spolu 78 100 87 100 144 100 53 100 



Tab. 9 a - Cestovanie na viacdfiov seminar - celkove 

to ist6 ako jednodfiov 57 14.9
 
0 - 50 km 
 80 20.9
 
51 - 100 km 83 21.7
 
101 - 150 km 78 20.4
 
nad 151 km 74 19.3
 
nezodpovedan6 11 2.9
 

Tab. 9 b - Cestovanie na viacdfiovi seminar  podia kraja
 

#% # #
 

Ako hore 15 10.3 21 14.3 19 21.3
 
0 - 50 km 29 20.0 31 21.1 20 22.5
 
51 - 100 km 30 20.7 29 19.7 24 27.0
 
101 - 150 km 37 25.5 31 21.1 10 11.2
 
nad 151 km 30 20.7 32 21.8 12 13.5
 
nezodpovedan6 4 2.8 3 2.0 4 4.5
 

spolu 145 100 147 100 89 100
 

Tabulka 9c - Cestovanie na viacdhov6 semingre - podia
 
velkosti
 

17b: Ako daleko by ste cestovali, aby ste sa zz6astnili na
 
viacdhovom gkoleni (17 na 3)
 

<500 501-1000 1001-5000 >5000
# % # % # % # A 
tak ako jednodhov6 11 14,1 17 19 5 23 -160 2 3j8
0-50km 23 29,5_214 26 18 i 2 3,8
51-100km 17 21.8 19 21,8 36 25_0 8 151
 
101-150km 15 19,2 11 12,6 34 23,6 17 32,i

nad 151 8 10.3 17 19,5 23 160 23 43 4
 
Ziadna odpoved 4 5,1 2 2,3 2 1,4 1 1j 0
 
Spolu 78 100 87 100 144 100 53 100
 



Tabulka 10 - Ochota platit 

podia krajov podia velkosti obce 
celkom zApad stred v3 chod pod 501- 1001- nad
 

500 1000 5000 5001
 
Priemer 2519 279,1 231,7 245,6 237 233 257 _311,8
 

g9,72 010,33 g8,58 g9,09 m8,58 g8,02 9,54 !1.54
 
Standard.
 
odch. 116,16 137,8 89,1 111.9 102,1 92,3 117.0 159
 
Podet 348 128 136 92 14 80 130 44
 

* predpokladdme al U.S. = 27 korOn 

Tfto informAcia je mimoriadne d61eiitA v podmienkach

urdovania mechanizmu tvorby cien, aby sa gkolenei dostalo na
 
sebestadn6 bAzu. Tieto ceny by boli za ingtruktAd a
 
materiAly, nezahfrali by stravu a ubytovanie. SIVS mA vermi
 
vysokA prevAdzkov6 nAklady spojen6 s fidr~bou a prevAdzkou
 
dvoch rezidendnfch zariadeni. V s66asnosti tie2 nejestvuje
 
gtandardn plan platenia personAlu ingtitzta.
 

Respondenti mali celkove pocit, 2e poplatok a9,32 za defi 
gkolenia je rozumn . Predvidatelne, dim mengia obec, tgm
menej sfi ochotni platit, do znovu hovori v prospech potreby 
zvAgit pohybliv6 stupnicu.
 



Zbrnutie zAverpv.. 

(1) Typick~ft respondentom (a mo~n~m typickkm kieritom) bol
 
volen funkcionir ad streA--e velk~ch po velk6 obce, s mal~m
 
po6tom pracovnikov, ktor by vo v46§ine pripadov dal
 
prednost vzde1ivaniu podriaden~ch pred svojim osobn,m
 
vzdeldvanim. (Stoji za pov~imnutie, e je to tie2
 
bezpochybne spolodn& c6rta priemern6ho volen~ho funkciongra v
 
Spojen~ch stdtoch, ktor by sa taktie2 v prvom rade
 
nezaujimal a vlastn6 vzdeldvanie.)
 

(2) Mnoho potenciglnych klientov poch~dza z veimi mal~ch
 
obci s ma1lhn alebo 2iadnym po~tom stdlych pracovnikav, s
 
limitovan3 m rozpo~tom a mnoh~mi po~iadavkami, zvldgt v
 
stredn~ch a v~chodn~ch regi6noch.
 

(3) Existuj6i zrejm6 rozdiely medzi rolami, zodpovedr.ostami
 
perspektivami a zdrojmi, medzi funkcionirmi miestnej spr~vy
 
a funkcionirmi t~tnej spr~vy. Pri poskytovani slu~ieb je
 
patrebn6 tamuto veriovat zv1~gtnu pozornost.
 

(4) Existuje opadni vztah medzi be~n3 mi probl6mami a
 
patrebami v oblasti vzdel Alvania, ktory sveddi a tom, 2e
 
klienti nevidia s~zvislost zhedzi vzdel~vahim a riegenim ich
 
probl~mov. Jedinou dost ust~1enou oblastou bali financie.
 

(5) Vo v~eobecnosti potreby v oblasti vzdelgvania bali v
 
jednotlivfch regi6noch a v r6zne velk~ch abciach v padsate
 
rovnak6. ZdA sa, 2e rozdiely, ktor6 vznikli v jednotliv~ch
 
ablastiach, spodivaj6 tak v (zemn~ch/vidieckych
 
adlignostiach, ako aj v infch d6vcndoch. ZdA sa taktie2, ie
 
vypl~vaj' z dostupnosti zdrajav.
 

(6) R6zne sk~senosti v oblasti vzdelhvania vy~aduji §ir~i 
razsah vzdelivacich met6d, nei je be~n6 spoliehanie sa v 
prvom rade na prednigky. 

(7) Medzi volen3 mi funkcionfirmi s6~ najzngmejgie pragramy
 
Zdru~enia miest a obci, aj ked 42% respandentov je tiei,
 
obaznfimenfch s dinstou Ingtit~itu (SIPA) a iba 18% poznA
 
kurz Efektivny mana26r (CUB). D6vody pre ne66ast bali
 
zvy~ajne "kurz je prilig dlh /nem62em sa uvalnit z price",
 
"samt prili§ starV" a "nechyst~m sa kandidovat v dal~om
 
volebnom abdabi".
 

(8) Koordinficia poskytovariych sluiieb medzi jednotliv3 mi
 
organiz~tormi by mohia zv9git efektivnost ich vyu~itia a
 
r6znorodost panuky pre klientov.
 

(9) Klienti v~znamne podparili aj paskytovanie r~znych inych 
sluiieb - pr~vnu pomac, informAcie - a v&dgina z nich je 
achotnA za tak~to slulby zaplatit. 



(10) Vzdel~vanie by malo byt organizovan6 v pracovnej dobe,
 
kritkodobe (1-3 dni), do vzdialenosti inaximilne 50 kmn, s
 
cenou priblifne 10 o na deri.
 

III. Odvort6hania 

Na z~klade tohoto hodnotenia m62e byt navrhnutfch niekolko 
vgeobecnfth odpor~dani, ale musime zd6raznit nevyhnutnost 
da1~ieho,hodnotenia a gpecifickejgich v~skumov v 
jednotliv~ch oblastiach dan6ho probl6nu. Teda tieto 
odpor~idania s6 koncipovan6 ako zadiatok dial6gu s 
pzracovnikmi SIPA a potom girgie medzi spolo~nostou 
organizdtorov. V ka~dom pripade je jasn6, 2e je nevylinutn 
koordinovan pristup k rozvoju praktick~ho vzdelivania pre 
volen~ch funkciondrov miestnej spr~vy a ich podriadenfch, 
ktor6 je prisp6sobei6 ich skutofthm a s(~asn~m potrebim a 
ktor6 vyu~iva participavivne met6dy vzdeldvania, ak3 mi s6i 
tvoriv6 dielne, pripadov6 §t~adie a cvi~enia na rie~enie 
probl6mov, ako aj s6i6asn6 jasn6 inform~cie z oblasti be~n~ho 
priva a ich aplikAcia. Odporidania s6~ rozdelenA na 9tyri 
typy: obsah vzdelAvania 4 in~ch poskytovanfch slu~ieb, 
starostlivost o st~lych zamestnancov, spoluprAca medzi 
organiz~tormi a iana~ment vzdelAvania. 

Obsah ______ani a inich ioskytovanich slutieb. 

1. Je Potrebn6 Prehodnotit formuliciu paEga uoqrI q 
In~ttittu, aby viac zodpovedali praktic-ktProbl6mom,ako~gj 
Rgtrebam vzdel~vania. tak ako boli identifikovan6 klientami. 
Studijn plAn, tak ako je teraz prezentovan , plnen a 
hodnoten predstavuje velini tradi~~nk lakademick " pohrad na 
vzdelgvanie. Ingtitf~t sa spolieha na prednAgky profesorov a 
nezaoberh sa dostatodne d~sledne skutodn3mi a 
bezprostrednkmi potrebami svojich zAkaznikov. 

2. Pri re~trukturalizAcii §tudijjn6tho Pl4nuearbn 

venovat Pozornost identifikicii _ic)i.o zv1Agtnosti miestnej 
sprcivy.Aktorf.dude vviadovat ProfesionAlne Posfidenie. V 
skutodnozti v rimci rozsahu dinnosti miestnej sprivy 
existujz zainestnania, ktor6 vyiaduj6i zv1.Agt vysok6 6rovehi 
odbornej kvalifik~cie a zru~nosti (nepi-. 66ctovnici, hlavni 
finandni (iradnici, odhadcovia pre vyrubovanie dani z 
nehnutelnosti, previdzkovatelia distidiek odpadovfth v'8d a 
Pod. ). SIPA by mohia zostavit rekiamn6 §tudijn6 pl~ny a 
overovacie pastupy za (zdelom zabezpe~enia kvality funkcii a 
podpory stab:ilizAcie a profesionalizicie cdinnosti miestnej 
sprfivy. Toto bude zdrojom potencidlnych konfliktov, ked~e 
sa vyvija tiak na .4t~tomdiktovan6 normy pre miestnu sprAvu. 

3. Treba sa sna~it o roz~irenie a n~rast odborne _poimoci a 
aspektov 6irenia informAcii o slu~bAch kStoqrA__poqgyj SIPA 
miestnej_sgpr~k:e. Jedn~m zo zvlA~t d6le~itfch aspektov je 



snaha o lepgie objasnenie a pochopenie aktuilnej aplik~cie
 
nov~ch z~konov zo strany ministerstiev. Mohli by zabezpe~it
 
expertn6 analyzy a riegenie probl~mov v oblasti odpovedi na
 
sporn6 ot~zky zo strany funkcionirov rniestnej sprivy ohiadom
 
aplik~icie nov6ho zdikona.
 

Rozvoj zamestnancov
 

4. Jepotrebn6 seri6zne zhodnotit tim ped agog ickk h 
p_~onkv o~d ich odbornosti a_zrucnosti a tam,_ kde 
le toPten o~ku im moinost rozvi .at si svoje 
schopnosti. Siatuth yml byt aj prehlbenie ich 
poznatkov v ur~itfch oblastiach, zlep~enie vztahu k rudom a 
praktik~m miestnej spravy, ako aj zlep~enie met6d 
vyuc~ovania, vyu .itie participativnej met6dy v oblasti 
vzdeldvania dospelfth. 

5. Proce v bq.Li aL vzdelivania novy(ch §ko litelov ie pot rebn6 
roz racova taabybtoL__jentoVber nezauj tY~,_-z&sadovYV a 
na=!okejvalicti.vnei __rovni. Pracovnici SIPA by mali 
vytvorit system technik modern6ho rozvoja ludsk~ch zdrojov. 

6. Je pgtrebi6 vyijnft iisiie,_yzbudoit z ujeminA 
zainteresovat mlad~ich Idlrtp&iu v spr aye. SIPA by 
mohol prispiet k rozvoju vysoko odbornej skupiny mladfch 
odbornikov, kt,;,ri hy mali zdujem pracovat v spr~ve 
prostrednictvom Lt2i in~trukt&2i a osobn6ho vedenia. 

pcLqp.~ac mezior aniz~ormpi. 

7. j~tpLoZtqn6 vynqaloiit dalgiefisilie na koordin~ciu a. 
posytovanie lqquieb medzz~jedno-livviniorjanjztprm-i 

vzdelAvaniaprni~estnu sprvu. Ingtitfit u2 za~al pracovat 
na rozvoji a upevniovani danej spolupr~ce. Existuje tu 
potreba v rozvoji neformdlnych profesionilnych vztahov a 
viac gtrukturalizovaiej strat6gii spolupr~ce. Z~kladom 
tak6hoto pl~nu by mobli byt informdcie obsiahnut6 v tomto 
hodnoteni potrieb. 

8. SIPA by mohol poskvtnfit d~ei6PmcPizlivn
 
cozli~nivch (irovni sprAvy (rqedzi edpqotlivgmift s arij a to 
za 06elom riegenia probl~mov. Toto by malo byt obsahovat 
rjoskytovanie informdcii vgetk~m stranAm, semingre a tvoriv6 
dielne za Odelom v~hneny sk~senosti, nAzorov a nadvdzovania 
kontaktov, poskytovania poradenstva pri rie~eni.§pecifickych 
probl6mov a to prostrednictvom vyu~itia odbornej expertizy a 
samotntiho poradenstva. Toto si vyiiada pre~kolenie 
pedagogickfch pracovnikov na vykonivanie poradenskfch roli. 
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I. Introduction 

This report has been prepared for the Director and the 5iaff of the Slovak Institute for 
Public Administration (SIPA). headquartered in Bratislava. by IPA/NY to summarize the 
organization assessment and recommendations made by Dr. Deborah Cutchin during the 
period Seotember 26 - October 4. 1992. This includes a summary of the activities 
undertaken during the consultancy and the findings of the data collection. 

Goals of Organization Assessment 

The goals of this fieldwork can be stated as follows: 

1. 	 To conduct an organizational assessment of the Slovak Institute for Public
 
Administration in order to identify strengths, weaknesses and areas of potential
 
improvement.
 

2. 	 To provide feedback to the Director and staff about the results of assessment. 

3. 	 To help detennine areas in which SIPA would like to concentrate efforts for 
organizational development and to make recommendations for a plan of action. 

4. 	 To provide feedback to [PA/NY team working with SIPA. A meeting for this 
purpose was conducted on October 7. 1992. 

This report was presented to Mr. Anton Goga, Director of SIPA during November 
2-13, 1992 fieldwork. During this period, there were extensive discussions about his ideas 
how to follow-up on the recommendations which are summarized here. The timeframe for 
his planned !nterventions is somewhat longer than anticipated here due to primarily to 
staffing issues, financial constraints and political limitations to action. M. Goga 
authorized the release of the Recommendation section of the report 'o AID on November 
II, 1992. 

I1.Methodology 

A detailed description of all fieldwork methodologies is available. In brief, individual 
interviews were conducted with 44% of the Bratislava staff, psychological profiles and 
organization culture survey data collected, and an extensive review of the secondary data 
sources was made. While the SIPA has been in the business of training government 
officials for 23 years, twin forces of changes in local government structures since 1989 and 
the presence of competitors in the training market make this assessment timely. What 
follows are the recommendat'-s made by the consultantx . 



III, Recommendations
 

Given the findings of the fieldwork in September 1992, many
tasks loom large in terms of making SIPA more effective and
efficient. Since no specific future-oriented mission 
statement

currently exists 
for 	SIPA, the consultant chose to focus the
recommendations on more general types of organization development

activities. All recommendations, however, may require 
at least
 
some 	outside assistance.
 

These recommendations have 
been reviewed with the Director

during the exit interview. In general, there was a high degree of
agreement between Director the
the 	 and consultant. These
recommendations will 
be translated into Slovak and used as the
basis for discussions during 
a second field trip scheduled for
November 1-15, 1992. At that time efforts will be made to develop

an implementation plan and strategy, and to identify what
 
additional resources will be necessary.
 

Recommendations
 

(1.) 	 Stabilize Leadership. First, it is important the Director

make a personal commitment to staying at the Institute for at

least 3-5 years, and that the Ministry recognize the

importance of stable leadership during this transition period.
 

Second, and perhaps even more important, is the development of
 
an effective, trustworthy and loyal management team among the

department heads. 
There is lack of respect, cooperation and
 current knowledge among the staff currently in management

positions. They were reluctant to cooperate 
with this
 
assessment, refused to 
share pertinent information, and in
 
some cases were defensive and hostile. The Director, during

discussions with the consultant, also noted that some of the
 same behaviors occur 
in actual work situations. Immediate

action should be takento select and establish a team of 3-5
 
managers who possess the wi .ingne.ss to make the changes

necessary, are enthusiastic and motivated to inspire a staff.
skillful in modern management practices and willing to work as
 
a team.
 

(2.) 	Managerial Training. Managerial training should be offered to

selected staff to begin immediately. The consultant had the

opportunity during the fieldwork 
to review the course

materials for a three-part management training sem'nar offeredby the City University - Bratislava, and, to discuss thisapproach to training with Mr. Jan Morovic. A brief
description of the materials can be found in Appendix H.
 

The basic three part managerial training is conducted in both

English and Slovak. 
The basic courses include:
 

(a.) 	The Effective Manager: 
 200 hours of instruction broken
 
into four parts: Managing Yourself, Managing Your Team,
Managing Your Organization and Managing the External
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Environment.
 

(b.) 	Accountinq and the PC for Managers: 110 hours of
instruction 
designed to enable managers to use financial
information in decision-making and practical work on PCs
 
(c.) 	Manaqing Customer and Client Relations: 110 hours of
coursework dealing with relationships with clients.
 
The SIPA Director has already completed The Effective Manager
course and enthusiastically supports the use of these concepts
and approaches both in 
managing SIPA operations and
developing managerial training courses for local officials.

in
 

What is recommended here a ois that group -5-8 persons fromSIPA begin the course work in November 1E They would be
going for two 
reasons. 
 A grop of the E5op manaQers (-I
Persons) will be attending primarily to improve their skills
in order to manage SIPA. As part
assignments, they will work intensively as 
of their special
 

a team with the
Director and a facilitator to dvelo 
 the strategicPlan for
 
SIPA.
 

The 	second set of people 
(2) would be faculty members who
would attend the 
courses for a different reason. 
 Both the
SIPA Director and the CU director are interested in adapting
these courses to local government officials and offering them
to the Slovak self-government community. 
The faculty would be
not only learningthe concepts of modern manaqement for their
ownProfessional development, but developing case studies with
the assistance of an 
adult learninQ secialist about local
government topics and setting .
 

Ideally, by the end of May 1993 there would be a core of 6-7
people at SIPA trained 
in basic modern management, a plan
developed, and the beginning of a local government management
curriculum which could be jointly offered by SIPA and CU. The
great advantage of this approach is that it would also allow
the courses to be offered to local officials fro j
Xedit, a feature not available through the SIPA Academy. 
In
fact, these three courses can lead to the 
core of an MBA
program. The Director would be taking the second level course
- Accounting and PCs 
- and will always be one 
step 	ahead of
his staff in terms of professional development. SIPA would
specialize in short preparatory and follow-up courses.
 

IPA/NY can assist in this process in several ways, depending
upon 	available resources. 
First, under th3 current grant, the
cost 	of tuition can be split between IPA and SIPA. 
Second, a
facilitator to a strategic planning process could be provided.
By undertaking the external needs assessment during November
1992, we have begun this process. Finally, assistance could be
provided by a consultant who could work with 
faculty in
writing case studies and adapting curriculum. All of this, of
 course, depends on available funding.
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(3.) Create a Strategic Plan. 
Related to #2, major emphasis should
be placed on creating a 5-year plan for the future of SIPA.
As suggested above, it could be an integrated effort with the
managerial training, the dimension of the plan should outline
the strengths, weakness, implications and financial

projections for least scenarios
at three currently under
 
consideration:
 

(a.) Remain a state-funded operation within Ministry

(b.) Become a "mixed" operation - partly funded by the 

Ministry and partly self-supporting (probably some 
form of a joint-stock enterprise); or

(c.) Become a totally private, non-profit operation.
 

(4.) 
Conduct a financial audit of operations. Related to #3, there
is a need to conduct and independent financial audit of the
operation. The Finance Director was unable to provide either
the Director or the consultant with any useful financial
 
management information.
 

This audit should not only review current priorities and
budget levels, but focus on creating a modern accounting
system (which will be promoted by the new accounting law which
 goes into effect January 1993), and to establish a set of
 
performance measures.
 

There is a number of international accounting firms working in
Bratislava which could conduct this work.
 

(5.) Establish a verformance management system. 
 This management
system would include accurate, current job descriptions,

training, performance contracting for managers, feedback and
evaluation systems and revisions of the current bonus system.
Under current law, there is a pool of bonus money which isdistributed quarterly and can range up to 40% of salary. Thispool of money can be used to drive the new system which can bephased in 
over a year and one-half and would include all
managE.!.ial personnel (top and mid-level) and 
the faculty.
 

This work will again require some assistance from a management

consultant/facilitator to work with the Director.
 

(6.) 'Examine the 
Role of Internal Faculty. There has been

inadequate attention given to the use of internal faculty in
the operation. This deserves a special analysis which would
look at 
a number of different elements including, but not
 
limited to:
 

(a.) appropriate responsibilities and course loads

(b.) more modern knowledge, more generalist approach to
 

information to develop courses
(c.) modern training techniques and learning technologies
 
(TOT)


(d.) ability of faculty to do consultancy

(e.) appropriate resources and materials
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(f.) the appropriate evaluation system for courses to provide
 
feedback to faculty
 

This approach should be combined with information from the
 
financial auditing process to determine the cost effectiveness
 
of maintaining an internal faculty. One interesting element
 
that has been discussed is the fact that based on hourly
 
rates, external faculty are paid almost 10 times the rate of
 
the internal faculty, but there are several internal faculty

who taught less than 10 hours of classes all last year.

Clearly, the economics of the arrangement is critical to
 
deciding balance of emphasis on internal and external faculty

in the strategic plan.
 

(7.) 	Develop a list of necessary training materials and eguipment
and seek funding. There is a significant need to provide
modern training resources - books, audio- and video-tapes 
and equipment- in particular a computer lab. The "lab" that 
currently exists is minimal and the equipment is on loan to 
SIPA. Consultancy from IPA/NY (Bruce Egan) in November and 
collaboration with the IPA/NY library will begin to work in 
these area under the current grant.
 

(8.) 	Establishing Linkages. Assuming a desire to coordinate
 
resources and network among various interested parties, there
 
needs to be a concerted effort to establish better relations
 
among SIPA, CU and the Association. Without going into all
 
the details of comple. arrang#ements and dynamics, it is
 
sufficient here to say that zzcveral obvious ideas will not
 
work. Much of the problem seems to be driven primarily by

personal conflicts. This will be very difficult to resolve in
 
some sort of official effort. Trust and respect are earned
 
over time, not negotiated or legislated. While there is some
 
suggestion of a formally derived written agreement, the
 
consultant recommends a more informal effort at this point.

The consultant feels mutual successes (win/win) will begin to
 
develop trust. There are currently two possible scenarios
 
which could be facilitated towards this end, if it is desired
 
by all parties.
 

(a.) 	Publications. 
Each party has a need for the most current 
reliable training material which can be produced.
Likewise, each part needs-materials which can be tailored 
to local officials' needs. Finally, each party has 
something to contribute to publication. SIPA has money
for training materials but not its own materials. The 
Association maintains it has I manuscripts ready for 
publication but no funding. The CU has desk-top
publishing capacity which could be used to reduce costs. 
The publications could be jointly produced and 
distributed. 

(b.) 	Town -management courses. In addition to the Effective
 
Manager course discussed above. IPA under an AID grant

has a developed a town management course which SIPA is
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adapting to Slovak local government. ICMA under another
AID grant is reported to be developing another course

through the Association. 
And European Commission PHARE
 
program may support a town management course through the
 
Association as well.
 

In this case, cooperation could be fostered. 
This might

be facilitated through continued discussions among IPA,

ICMA and the EC PHARE representatives.
 

U:\PROJECTS\AWALSH\SIPA
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SYNOPSIS 

Two visits have been made to the Czech and Slovak republics in an effort to 
provide the tools and knowledge necessary to train local government officials in 
the use of personal computer hardware and software. The first visit was
undertaken to develop an equipment-acquisition plan for the Institutes of Local 
Administration in Benetov and Bratislava. The report for that visit was prepared
and delivered to the Institute of Public Administration (IPA) in March, 1992. 
This second visit was undertaken to identify an effective means for developing the 
computer skills of local government officials. This was accomplished through a 
series of short educational workshops where local government officials and staff 
were instructed in the use of the hardware and software that is representative of 
the type used by local government officials in the U.S. The emphasis was on the 
use of micro-computer hardware and softwar, as tools to be used for preparation
of government documents, particularly statistical reports. In addition, discussions 
were held with a number of officials concerning the computerization of 
government information systems, and the city and regional planning issues facing 
local government officials in the regional districts. 

The principal investigator and assistant trainer were involved in the following 
activities during the second visit: 

o 	 Discussions with officials at the Institute of Local Government in 
Bratislava concerning hardware/software and training needs of the 
Institute. 

o Hands-on training of local government officials in Bratislava on the use 
of wordprocessing, spreadsheets, statistical graphics, and thematic
mapping graphics. 

o 	 Discussions with officials at the Ministry of Interior in Prague on how to
develop an appropriate plan for utilization of existing mainframe computer
equipment, and the creation of a plan for electronically connecting the 
Czech regional districts together ina distributed computer environment for 
the collection and dissemination of statistical information. 

0 	 Discussions with officials at the Institute of Local Government in Beneov 
concerning simultaneous translation equipment and future equipment 
acquisition and training. 

o 	 Hands-on training of local government officials at the training center in 
Krom fff in the use of wordprocessing, spreadsheets, statistical graphics, 
and thematic-mapping graphics. 

0 Discussions with Krom~ffl officials regarding possible U.S. assistance 
with city and regional planning issues. 

(Note: 	Appendix F contains samples of the materials used in the training sessions.) 

Professional Communications Training 



HARDWARE/SOFTWARE NEEDS IN BRA TISLA VA 

Our discussions with Dr. Goga, Director of the Institute of Local Administration in Bratislavawere short due to his poor health. He is currently under a doctor's care for a heart condition
and did not return to the Institute again after our initial visit with him. 
 An equipment request
was presented by Dr. Lubomir Mojto, Project Coordinator for Slovakia, and accompanies this
report as Attachment A. It included computer equipment for the Director, the department offoreign cooperation, the coordinator's office, and video equipment for the Institute. There aretwo basic concerns regarding this equipment request. First, because of our short visit with Dr.
Goga, it is unclear whether the list represents what Dr. Goga believes would be appropriate for
the Institute, or if the list represents Dr. Mojto's personal opinion of what equipment should be
acquired. 
 Second, none of the equipment purchases requested seem to be specifically for
training with the possible exception of the computer equipment requested for the department of
foreign cooperation, and the video equipment of the Institute in general. It is unclear to mewhether IPA and U.S. AID are willing to finance equipment to be used for the operation of the
Institute as opposed to training. 

Recommendations: 

If the requests for equipment for non-training uses are considered appropriate, then myrecommendation concerning the specific types of equipment requested in Appendix A are 
J . 

as follows: 

o There does not appear to be a need for three fax machines. The Institute issimply not a large enough organization to warrant this type of redindant
equipment. A possible alternative solution would be to upgrade their existing fax 
machine if it is considezed inadequate. 

o The purchase of a VHS recorder and monitor is appropriate as long as they are
able to play VHS tapes in both the PAL/SECAM and American NTSCformats. This equipment would be similar to the :'ems previously purchased forthe Bene§ov Institute, and the same Sony equipment would b' suitable, or any
other comparable equipment as long as it is can be serviced locally in Bratislava. 

o The practicality of purchasing a video camera is not obvious. B(th Institutes in
Bene§ov and Bratislava seem to feel that they have the technical expertise toproduce their own training films. I have not seen any evidence of this capability,
particularly in Bratislava. At this point I would prefer to see the money spent onother items such as software for the computer equipment they are requesting. Avideo camera for recording of conferences and seminars would be an appropriate
use of this equipment if money was available after other equipment has been 
purchased. 
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o 	 Any brand or type of notebook computer would be acceptable as long asit has at a minimum an 80386 processor, 60 meg hard disk, and an 
external VGA monitor port. 

0 The Hewlett Packard laser printers should be either the HP-ill or IV series sincethese have scalable fonts which dramatically increase the capability of the printer
for a variety of printing needs. 

o Any desktop computer purchased shoul .J have at a minimum an 80386 processor,
80 meg hard disk, SVGA color monitcr, and 2-4 megs RAM. 

0 	 The equipment list did not include any request for software. I would recommendthat for each computer purchased, an appropriate wordprocessing, spreadsheet,and graphics package also be purchased to insure that we are not supporting theconcept of simply copying the software from another computer. My preferencewould be WordPerfect or Microsoft Word for word processing, Lotus, Excel, orQuattro Pro for the spreadsheet, and Harvard Graphics for the graphics. Othersoftware selections would be acceptable as long as they allow the user to integrate
statistics and graphics from other software programs. 

o Not mentioned in the equipment request was simultaneous translation equipment.If the equipment purchased for this purpose for the Institute in Benegov provesto be adequate, a similar purchase for the Institute in Bratislava could expand theInstitute's capability to host multi-national seminars. 

HANDS-ON TRAINING IN BRA TISLA VA 

The training conducted at the Institute of Local Government in Bratislava was successful inintroducing the following skills to the government officials who participated: 

o 	 Training in word-processing skills and document creation techniques with emphasis onintegration of word-processing with graphics, spreadsheets, and other applications. 

o Training in a graphical application as a statistical analysis and presentation tool. Includedbasic charting techniques, integration of charts with spreadsheet and word-processingapplications, and possibly thematic mapping for charting geographical data. 

o 	 Training in a spreadsheet application as a statistical analysis and presentation tool.Included the preparation of spreadsheets and accompanying graphics, and integration ofspreadsheets with word-processing and graphical applications. 
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The workshop evaluations for Bratislava that accompany this report in Appendix B indicate that 
those attending the workshop felt that the workshop was useful and informative, particularly as 
to the use of graphical software to explain and present statistical information. This last use of 
computers seemed to particularly intrigued the participants, and it was interesting that in addition 
to explaining how to use the software, we also had to explain why one would use graphics as
opposed to just producing a report with numerous statistical tables. For future workshops, it
would be appropriate to spend more time explaining and demonstrating the theory and practical
application of tools like graphical software in addition to teaching the mechanics of using the 
software. 

The training effort was hampered to some extent by our inability to control our teaching
environment and a general confusion of "who's in charge" with regard to the facilities and
equipment being used. The computer lab that was set up was apparently controlled by another 
government agency that was renting the space from the Institute. Consequently, while we had 
access to the lab while a representative from the other agency was present, we were unabie to 
use the lab past 5:00pm the day before the workshop for installing our software and hardware. 
This proved to be a serious time constraint since we lacked key technical information concerning
the hardware prior to arriving in Bratislava and consequently had to make several major changes
in our preparation for the workshop on the following day. Nor were we able to continue the
workshop past 4:00 pm because we had to remove all of our hardware and software by 5:00 pm. 

An additional problem was our lack of information concerning both the professional background
of the participants and their computer abilities. This made it difficult to determine a level of 
teaching appropriate for participants with the result that we were probably teaching above the 
skills of some of the participants, and below the skills of others. 

The success of future workshops would depend on being able to control the lab environment and
targeting the teaching to specific groups of participants. Given the expense of providing such 
training by U.S. experts, it would appear to make sense to develop a 'train the trainers' model
whereby the training given to trainers can tien have a multiplying effect as the trainers take the 
knowledge back to their own organizations. 

Recommendations 

0 	 'The Institute in Bratislava is to be commended for acquiring basic computer
training capability by providing space for a computer lab installed by another 
agency. That decision shows some foresight by the Institute to acquire computer
training capability on a temporary basis until the Institute can acquire it's own 
equipment. A clarification of how and when the lab can be used would make for 
a smoother training process in the future. 

o Future hands-on training can be successful if a longer period of time is allowed 
for training, if there is more access to the equipment to be used, and if the
audience is more carefully selected to allow for targeting of their abilities and 
needs. 
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o The concept of "training the trainers" would be particularly successful. In 

addition, more time could be spent on the discussing the appropriate use of 
software within government agencies. 

Purchasing of software for training purposes would not appear appropriate untilo 
the Institute has acquired the equipment, technical staff and trainers necessary for 
a successful hands-on training program. 

DISCUSSIONS WITH MINISTRY OF INTERIOR OFFICIALS 

This meeting was not planned prior to our departure from the United States. Nevertheless it was 
informative and demonstrates how specific U.S. technical support and advice could be very 

beneficial to Czech officials responsible for government information systems. 

Our meeting was with Ms. Taisia C~bisbvA, advisor of the Vice-Ministry of Interior, and Dr. 
Pavel Malfk, Secretary of the Deputy Minister. The Ministry is concerned with two related 

information management issues. The first involves the Ministry's mainframe computer that was 
previously used by the Czech secret police. It is now available for use in the collection, 
analysis, and dissemination of a variety of statistics collected by the Czech government. Control 
of this equipment appears to be spread among two or more different organization. with no one 

individual or group having overall authority. Certain groups within the government are 
advocating the expansion of this equipment while others, citing apparent compatibility problems 
with current/future technology, are concerned about spending more resources on hardware and 
sofLware that may be useless in the very near future. 

The second issue concerns the need to electronically link the Czech regions together in an 
attempt to have one distributed computer environment where conceivably each region could have 
a certain amount of control over the collection and dissemination of its own statistical 
information, and yet still be linked to the central government in Prague for aggregation of 
information for the Republic as a whole. There are already software vendors trying to sell 
various information databases to the different regions, and the Ministry of Interior appears 
interested in taking the initiative to establish a uniform procedure and/or standards in hopes of 
guaranteeing some level of compatibility among the different regions. 

The Ministry's question to us was basically a request for guidance on how to proceed with 
solving the problems. Having had no time to review these issues, we responded at a very basic 
level by stating that these issues were very similar to the ones faced ty local, state, and federal 
government agencies in the U.S. We stressed that the issues are complicated by a the rapid 
evolution of computer hardware and software. Also a problem is the resistance to change of 
supporters of one type of hardware/software whose vested interest in their particular solution to 
the problem makes it difficult for them to recognize the advantages of another solution which 
they may very well view as a threat to their future employment. 
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We made two tentative suggestion regarding these problems. One was that until authority and 
control over the mainframe equipment was established, no consensus can be reached concerning 
the future of this equipment. Second, given the vested Interests of some within the government, 
tie establishment of a neutral task force, possibly including government representatives and 
technical support staff from the U.S., could independently evaluate the situation and advise the 
Ministry of its options since there is almost always more than one solution to this type of 
problem. We indicated that the trend in the U.S. is definitely toward the downsizing of 
equipment and the introduction of distributed computer environments as opposed to centralized 
control of all information systems, but we did not feel comfortable in offering further advice. 
However this is certainly a situation where the Czech officials could learn from U.S. expertise 
in how to approach the development of information systems and the management of information. 

Recommendations 

0 	 U.S. AD could provide significant support to the Ministry of liaterior, and 
probably other ministries as well, by providing technical expertise and guidance 
in information systems design and implementation. There is considerable 
expertise in the U.S. concerning these issues, and efforts to help the Czech 
government agencies to approach their computing needs in a systematic manner 
could play a significant role in the successful implementation of current 
information technology. 

HANDS-ON TRAINING IN KROMERZ 

The two training sessions conducted in Kromhi were very successful and definitely the 
highlight of our training activities during this visit to Czechoslovakia. The success is directly 
attributable to Dr. Miroslav PilAt, Deputy Director of the regional district office in Krorni, 
who supervised the outstanding preparation of facilities, staff assistance, and selection of 
workshop participants. Not only did we have an entire computer lab at our disposal for the 6 
days we were to teach, we also had complete access to technical support staff while teaching. 
This proved invaluable since we did expcrience equipment problems that were immediately 
corrected. The one word that defines the involvement of all the Czech officials and staff 
involved in the teaching effort in Krrm6ti is motivation. Everyone we worked with was 
motivated to make the training experience a success. Given such an environment we were 
naturally delighted to teach the students as much as they could absorb, and additional evening 
sessions were encouraged and well attended. We practically had to throw them out the lab at 
the end of each day. 

The course evaluations are in Appendix C. As in Bratislava, the graphical software for statistics 
and thematic mapping were very well received, and again it was apparent that more time should 
have been spent explaining the theory behind using graphs to present and analyze statistical 
information. The workshop participants m Krom6if will be expected to train their colleagues 
should their agencies decide to purchase any of the software being used in the training. 
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Recommendations 

0 	 Technical training capability is already in place in Krom ffi and should be 
encouraged. The technical staff and officials would be able to immediately take 
advantage of the purchase of softwcare and hardware. An appropriate initial 
purchase would include Harvard Graphics for the 10 workstations in the computer 
lab, and the purchase of a Hewlett Packard 550C Deskjet printer. If additional 
funds were available, the purchase of a Hewlett Packard Laserjet III or IV for the 
computer lab would be appropriate. 

o 	 An additional purchase to be considered would be for a Hewlett Packard 550C 
Deskjet printer and one copy of Harvard Graphics for use by the staff of the 
regional district office in Krom6fi. These items would be put to immediate use. 
The result would be that the use of this technology would soon be demonstrated 
to other regional districts, and to the government agencies in Prague as reports 
using these products are distributed throughout the Czech Republic. 

o 	 Finally, the technical staff in Kromdiff could easily be trained to give a series of 
half-day demonstration seminars on the use of professional communication 
techniques in each of the Czech regional districts. Following these seminars, the 
instructors at the training institutes in Krom~ff, and Benekv could teach hands
on workshops. 

DISCUSSIONS WITH LOCAL AND REGIONAL OFFICIALS IN KROMERIZ 

This was our secoaid unexpected meeting with Czech officials and again was very informative 
in revealing the types of problems the local officials are trying to solve. We met with the 
Director of the regional district in Krom.fff, and the Mayor of Kromfff, Ing. Petr Kvapillk, 
concerning the needs of local and regional government officials. Both the Director and the 
Mayor expressed interest in the possibility of additional support/advice from U.S. AID regarding 
local govenment planning issues. Many of their questions concerned basic cost/benefit 
approaches to city and regional planning issues. It appears that they would welcome hands-on 
training and involvement in solving a variety of problems concerning economic development, 
government finance and infrastructure, housing, real estate, and land use and environmental 
planning. They may need to learn some city and regional planning theory, but primarily they 
want advice from experts who can work along side them to solve their problems, not just teach 
them theory. It should be noted that there is an ongoing effort to establish a university in 
Kromffl, and officials are also evaluating the how to expand tourism in the area. 
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Recommendations 

o 	 As already mentioned, all the government officials involved in the hands-on 
training effort in Krom6iM were highly motivated to learn as much as possible, 
and translate that knowledge into practical applications as quickly as possible. 
Hands-on city and regional planning expertise could be extremely effective, and 
possibly provide a model of cooperation and support that could be duplicated in 
the other regional districts. A logical next step would be to request that the 
Director of the regional district office and the Mayor of Kromtff put together 
a request for support which could then be evaluated by U.S. AID for future 
funding and support efforts. 

HARDWARE/SOFTWARE NEEDS IN BENESOV 

The discussion with the Benegov Institute officials primarily concerned the final decision on 
purchasing simultaneous translation equipment. After discussing the issue with Dr. Wolf who 
is responsible for information systems and technology at the Institute, we agreed with the vendor 
selected by the Institute. The translation equipment is manufactured in Czechoslovakia. The 
hcadsets are manufactured in Japan. The equipment to be purchased is appropriately priced 
relative to other vendor's proposals. In addition the vendor is local (Prague) and can provide 
on site training, equipment repair, and consultations as needed. The equipment to be purchased 
in listed in Appendix D. in addition, I requested three amendments to tht sales contract as 
follows: 

o 	 The vendor will provide in writing a specific turnaround time for repair or 
replacement of defective equipment, the exact response time to be determined by 
Dr. Wolf. I requested this in an effort to minimize the down time during multi
national conferences resulting from equipment failure. 

o 	 The vendor will provide a bid on the cost of an extended warranty as a separate 
item. This is a warranty past the initial one-year warranty period and will allow 
the Institute the option of either purchasing it now, or planning for the 
expenditure in next year's budget. 

o 	 The vendor will provide in writing a specific training schedule as agreed to by Dr. 
Wolf. This training is to include both operation and maintenance of the 
simultaneous translations equipment. Both support personnel and backup support 
personnel will be trained to insure that adequate expertise is available at all times 
for operation, maintenance, and minor repair of the equipment. 
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In terms of additional equipment purchases, I believe that the Institute has sufficient technical 
expertise with Dr. Wolf to justify additional purchases at his discretion from the list of items 
submitted in the March, 1992 report, and in,'luded in Appendix E, with the understanding that 
those purchases include the items listed below: 

o 	 Computer lab copy of Harvard Graphics for 10 workstations 

o 	 One Hewlett Packard 550C Color Deskjet printer 

o 	 One Hewlett Packard Laserjet Ill or IV. 

o 	 As in Bratislava, the Ber.e§ov Institute is requesting a video-camera for preparing 
training films. While I have the same reservations about this equipment as I have 
for Bratislava, I do feel that there is a better chance of the equipment being 
successfully used in Beneov than ir Bratislava, and would agree with the 
purchase of a video camera that can be locally purchased and repaired. The 
preferred vendor would be Sony for complete compatibility with the VHS recorder 
and monitor already purchased. However I think that the other hardware and 
software needs listed above should be met first. 

It should be noted that a VHS recorder and monitor capable of playing PAL/SECAM and NTSC 
video tapet have already been purchased. In addition during this second trip a high-output 
overhead projector and ten computer mice to be used during the trai'aing in Krom6f-! were 
purchased. At the conclusion of the training, these items were delivered to Dr. Karel Lacina 
te be taken to the Institute in Beneov. 
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Bratislava Workshop Evaluations
 



PROFESSIONAL COMMUNICATIONS 
Evaluation Form 

Today's Date:___Course 

Please answer the following questions: 

How valuable was the class? 

How well organized was the class? 

How would you rate the instruction? 

How useful were the exercises? 

How well were your questions answered? 

Location: 

(low) 1 2 

(low) 1 2 

(low) 1 2 

(low) 1 2 

(low) 1 2 

3 

3 

3 

3 

3 

4 

4 

4 

4 

4 

5 (high) 

5 (high) 

5 (high) 

5 (high) 

5 (high) 

What did you like most about this class? 

How could we improve the class? 

What other classes would you like us to offer? 

Additional comments (use back of form if needed): 

Thank You!
 



PROFISIONAL COMMUNICATIONS
 
Hodnocen! Kursu
 

~Dn~ni ~Ni-stoatum: kongni kursu: -

Zodpov(-ste laskav na ndsledujid otizky: 

Jak by jstc ohodnotil(a) drovcei ceicho kur-,u? (=16h) 1 2 45 

Jak by jste ('hodnotiI(a) organizaci cekho kursu? (miau) 1 2 3 '4 5 (vn~ 

Jak by jste ohodnotil(a) vjkon instruktora? (mali) 1 2 '4 L,~
 

Byla jvdnotliv i cvi~eni pro N"as pfinosem? (milo) 1 2 3 4 5 (%vYsoko)
 

Zodpovidal instruktor na Va~e oulzky kvalitni? (mg l) 1 2 .1j
 

- . ,4 L V - r 
ai~Ust kursu byla pro Vs nejlepg i? 

jak 

Jalk~n zp.psiohcm si myslite ;.e hychom mohli zlepiit ni! kurs? 

Jnk6 kursy si myslite ;e by hyly vhodnd dopinil do na.4eho cyklu? 

Dodakend pfiporninky (je'tli;e potfchujefe vice mista, poubijle zadnf slranu ror::..uuW. 

Dikuji!
 



PROFJSlONAL COMMUNICATIONS 
1-odnocetif Kursu 

korndni kursu:________/ ( ~MistoDnc.%ni dat tai: } 


Zodpov~st laskavE na nisledujici ouizky:
 

2 3 .4 5 (vy.Soksi)(m:ahi) 1 
Jak by jste ohodnofil(a) 6irovefi cci~ho kursu? 

(ma hi) 1 2 3 4 -; (% ..kj)celkho kursu?Jak by jstc ohodnotil(a) organiz.ac 

1 2 3 4 5 (vysok )(mnal)
Jak by jstc ohodnotil(a) vfkon instruktora? 

1 2 3 4 ko)(m~1o)
Byla jednottivA cvi~cni pro V~s piinoscm? 

3 4 5 (Nysoko)
Zodpovidal instruktor na Va~e otdzky kvalitnP? (m~ilo) 1 2 

Jakil Ust kursu byla pro Vs nejlcpgi'? 

Jak~m zp~sohem si myslite 2e bychom mohli zlcpgit niU kurs? 

JkCkusy si mys)ei by hl hd~dpntd aeock 
1o

' ' 'V'L* 

Dodate~nk pItipominky (jestljic polfebujele vice mista, poulijte zadni stranu rormule): 

De-kuji.'____
 

http:organiz.ac


___ 

PROFISIONAL COMM UNICA TIONS
 
Ilodnocent Kursu
 

Dnc.%ni datumn: ' M iNtto kondni kursu: 

Zodpovcst IaskavE, na ndsledujici otdzky: 

Jak hy jslc ohodnotil(i) tirovcii cch~ho kursu? (mai5) 1 2 3 4 5 (vN okd) 

Jak by jstc ohodnotil(a) organizaci cckhn kursu? (maid) 1 2 3 4 i 

Jak by jste ohodnotiI(a) vikon instruktora? (niali) 1 2 3 4 5 (~soki) 

Byla jcdnoilivA cvi~eni pro Vis piinosem? (mdlo) 1 -2 3 4 5 ''oko) 

Zodpovidal instrukior na Va~e otuizky kvalitni? (mdlo) 1 2 3 4 'D (i.uko) 

Jaki dst kursuj hyla pro Vi.s nejlcp.4i? 

Jakini iqpisohcin Ai myslile ;.e hychom mohli zlcp. it nd.4 kurs? 

JnkU kursy si myslite ie by byly vhodni dopinit do na.4eho cyklu? 

Doldane pilpominky (jesulihe poichbujete vice mistu, pou;.ijte zadni stranu rormulife): 

r*. l~ 

Dekuji! 

http:nejlcp.4i


TIONSPROFISIONAL COMMUNICA 
Ilodnocen( Kursu 

konini kursu: ~ _tt6 ?
DncWn daitum: J~ 1.Misto 

Zodpovkstc laskavk no rnisledujici otdzky: 

(=15i) 1 2 3-Jak by jslc ohodnotil(a) tirovedi cckbo kurso?. 

(niuhi) 1 2 3 4 ' ysoU~)
Jak by jstc ohodnotil(a) organizaci cc~tho ktirsu? 

Jak by jstc ohodnotil(a) v~kon instruklora? (muIl) 1 2 3 4 -\Ni 

(m~ilo) 1 2 3 4 2 iuko
ByIli jednotlivdl cvieni pro Vdis phinoscm. 

(m~Io) 1 2 3 4 Cj)(vysoko)Zodpovidal instrukilor no Va~e ot zky kvalitnk?' 

Jakil Ust kursu byla pro V~s nejlepWi 

Jakim ,.pisohcm si myslite ).c bychom mohli zlep~it niiA kurs? 

Jok6, kursy si niysile le by byly vhndn dopinit do na~cho cyklu? 

ou;.ijie 7adfli stranu rormulife):Dodald~n6 pfipominky (je'sIie potfecbujete vice miS12, 

De-kuji!
 



PROFISIONAL COMMUNICA TIONS
 
Hodnocen( Kursu
 

'i/7.c/I~~i~t'~~,~i 	 Nisto kon~ini kursu: 

Zodpov(ste Iaskav na ngsledujici nt(izky: 

Jaik hy jslc ohodnotii(a) tirovexi celkho kursu? (mahi) 1 23 4 5 (iv.,okd) 

Jaik hy jse ohodnotiI(a) organizaci cek~ho kursu? (mald) 1 2 34 5 (%v'soU~) 

1 3 A)JAk hy jste ohodnotil(a) vkon insruktora? 	 (mal) 2 4 4 44 

(MAI~O) 1I 3 4 5 (vysoko)Byla jcdnotikvi cvi~eni pro VAs p~inoscm? 


Zodpovidal instruktor na Vake otdzky kvalitnV? (indlo) 1 2 3 4 5 o
 

jaki tiist kursu hyla pro V~s nejIep~i? 

Jakjn izptsohem si myslite 2e bychom mohli zlep~it nd.4 kurs? 

Jak6 kursy si mysife )e by byly i'hodn dopinit do na.4eho 	cyklu? 

Dodauc~nk plipominky (jestli~e potfehujete vice mista, pouh.ije zadni stranu (ormuhiix.): 

Dikuji!
 



_________ 
_____ 

PROFISIONAL COMMUNICATIONS 
HodnoceJ2( Kursu 

Zodpov.5tc Iliskav na rndsledujici otaizky: 

1 2 3 4 5 (vNvsokii)(mrnAl)
Jak by js(c ohodnoti(aI) iiro-ci cek~ho kursu? 

3 4 so)(malg) 1 2 
Jak by jste ohcodnofil(a) organinici cek~ho kursu? 

(mal) 1 2 3 4 ,5 (vysokj) 
ink by isle ohodnotil(a) vikon instruktora? 

v~ni pro Vds p~inoscrn? (m~ilo) 1 2 3 4 .soko) 
[Ivia jednotliv k e 

1 2 3 4 5' (Nysoko)
na Va~ct oIS7,ky kvalitnV? (m~Io)

Zodpovidal instruktor 

- -. i ,-u2~'ii -' 

Jakil Uist kursu hyla pro V;Ls nejlepgc? 

nes ku rs?/
y-kint z.pisobcm si myslite ic hychom mohli zlep~sit 

dopinit do nu.4eho cyklu? b ,r ' x ub 
Jakt kursy si myslite le by hyly vhodn 

Djkuji!' 



PROFISIONAL COMMUNICA TIONS
 
Hodnocen( Kursu
 

Dnc~ni datum:_________ Nfisio kongni kursu * 

Zodpov~qe Imskavl- na ndisledujfci o;,izky: 

Jak by jslc ohodnofil(a) iiroveii ceh~ho kursu? (ma!A) 2 3 51 S,4 ysok~i) 

ak by j~sle ohodnofil(:i) organim~ci cckho kursiu? (malA) 1 2 3 4 5 '~o)
 

Jak by jsle ohodnotil(a) vykon instruktora? (malD 1 2 3 4 S( sok )
 

Byla jednotIii cvi~cn pro V~is pfinoscm? (m~io) 1 2 33 4 5 (vysoko)
 

Zodpovidal instruktor na Va.~e n(Azky kvalitnl? (m~Io) 1 2 3 4( 5,) "' Ati)
 

Jakfi Uist kursu byla pro V~s nejlepgi? 

Jakini zp6~.ohem si myslie .eisychom mohli zlep~it miS kurs? 

JakU kursy Ai n1)slitc k by byly vhodni dopinit do na.4eho cyklu? 

Dodafcnd pfipominky aemii.e pottebujetc vice mista, pou2ijte zadnf stranu tormuI~e): 

Dikuji!
 



PROFISIONAL COMM UNICA TIONS
 
llodnocen( Kursu
 

IDne~siii daigur: V./9, 'LMisto konmini kursu:2/AK A'/ 

Zodpo~v~ste liskav naZmsledujt'ci otdzky:no 

Jaik by js:c ohodnotil(a) tirosveri cetcho kursu? (=Wl~) 1 2 3 C 

Jak by jste ohodnolil(a) organizaci ceh~ho kursu? (mahi) 1 2 3 ( 9 5 (%vysok-ij 

Jak by jsle ohodnotil(a) v~kon insfruktora? (mal) 1 2 3 4 ('s5 '~ 

Byla jednotiv~i cvi-ciii pro V"i p~inosem? 1 .*' (4 (%(mndo) 2 :.,ko, 

Zodpovidal insruktor no Va.~c oti'.ky kvalilnk? (mdlo) 1 2 3 4 (Divysoko) 

Jakzi Ust kursu byla pro VIs nejlep~(? 

Jak~m zpiisohcm si npvsifte k. bychom niohli zlcpsit nd. kurs? 

JAC-s kursy si myslite h y byly vhtodn6 dopinit'do na.4eho cyklu? 

DndultCC, pilpominky aastli~e potfehujctc vice mfsto, pou;.ijte zadni stranu formuI~c): 

Dikuji! /
 



PROFISIONAL COMMUNICATIONS
 
Hodnocen( Kursu
 

konini kursu:M4~~i~'"~Nisto IV3. ' Dn~ni datum: 

7,od pnvste Iliskav na n;Lsledujfci otdzky: 

Jak hy jste ohodnotil(a) lirovcri cct~ho kursu? (rnaIQ 1 2 3 4 0 
Jaik by i~ste oliodnotil(a) firganinici cekho kursu? (math) 1 2 3 4 CS~u~i 

Jak Iby jste ohodnofil(a) Y~kon instruktora? (mal) 1 2 3 4 C5 (vysok9) 

ByIa jednotdivAi cviteni pro V~is pfinosem? (MAIO) I ( 3 4 0 

7odpovidaiI instruktor na Va~e otiizky kvailitnE? (MAIO) 1 2 3 4 (Yysoko) 

Jakil Ust kursu byla pro V~s ncjlepgil 

-Juk5 m zp~isohem si myslite hc bychom mohli zlep~it ni4 kurs? 

JaU.. kursy si myslile ie by hyly vhodnd dopInil do na~cho cyklu? 

Dodate~n6 pifipominky aestlife pottehujcte vice mista, pou;.ijte 7zadnf stranu tormut~fe): 

D-kuji.' 



PROFISJONAL COMMUNICATIONS
 
Hodnocen( Kursu
 

N1sto konai ktirsti:-£Dncigni datum: " 'M/ " 

Zo~dpovil-ste IaskaY6 na nfisledujici otizky: 

(ma i) 1 2 3 4Q- (I(' h
Jak by jsle ohodnofil(i) Liroveii clkho kursu? 

(maid) 1 2 3 4 (5 (%iysokd)
Jak hy jstc ohodnotil(a) orguni7.aci cckho kursu? 

(maI9) 1 2 3 -(Jaik by jste ohodnotil(a) v~kon instruktora? 

(mAlta) 1 2 3 4 (5 (ysoko)
Byla jednotlival cvileni pro Vals pfifnosem? 


Zodpovidal instruktor na Va~e otlzky kvalitnV? (mAlta) 1 2 3 4 5' (%Yso 11)
 

Jakal Ust kursu hyla pro VAl nejiepgil 

Jakym qpLsoheni si myslite ix hychom mohi zlep~il nA.4 kurs? 

Jukk kursy si myslite k.e by hyly vhodn dopinit do nakeho cyklu? 

Dodat-Enk ph~pomfnky (jestlic potfebujele vice mista. pouiijtc 7zadfli stranu forn uaw: 

Dc-kuji!'2
 



ATTACHMENT C
 

Krom'rf Workshop Evaluations 



EVALUATION OF THE PROFESSIONAL COMMUNICATION TRAINING
 

Total of 40 participants were present at the training, including 5
 
employees of our office (Pilat, Benes, Trdlica, Martinek,
 
Roubalova). All participants were divided into two groups of 20.
 
All of them were present trough all the training and were also very
 
ictive. Some of the trainees didn't have any knowledge of the
 
issues discussed, but even these were able to succeed in the final
 
training requirements of the trainers. Only one trainee had
 
several comments concerning the training syllabus. After mutual
 
discussions, everybody's opinion was united.
 

A big asset or the training was a background of the participants:
 
they were employees of city, small municipalities, district
 
offices, and in addition some of the best high school students.
 

The training organization: I highly evaluate the trainers'
 
preparation. A written materials had been given to us even beforf
 
the seminar, so that we could have had copies for all trainees
 
Hence, the daily and hourly schedule of the training was very wel
 
done. The trainers were able to adjust their lectures according ti
 
activities of the sponsors. They were willing to transfer some
 
lectures to night hours, which required extreme presser on them.
 

The selection and focus of the topics were of high quality, which
 
was also demonstrated by the evaluations of all trainees at the end
 
of each lecture. These evaluations were taken to the trainers. A
 
coordination of graphical statistical and written information,
 
together with its presentition through colored overhead projector
 
or computer will be a sign'Lficant contribution to district assembly
 
meetings. All selected program material was appropriate, including

the Czech version of the processox. 



It is unfortunate that the material was not bought in the US for
 
our purposes exclusively, in original package, and the trainers had
 
to take it back to the US.
 

The selection of the trainer and his assistant by the Us side was
 
very good. It met all criteria of excellent trainer and assistant.
 
Both of them are by any standard professionals in their fiel., they
 
have good matters and high responsibility towards the seminar.
 
Because of a good translation, there was no language barrier. Many
 
participants mastered passive English. Another contribution to the
 
work was the trainers' technical equipment: printer and computer
 
connection for the overhead projector, which we were not able to
 
obtain.
 

The sponsors of the training presented programs for managing
 
municipal and district offices, which was another contribution to
 
the seminar. Some of the sponsors listened to the lectures
 
themselves.
 

Finally, it can be said that the goal of the seminar was reached.
 
We only hope 
sometimes in 

that 
the fu

we will 
ture agai

have been 
n. 

fortunate to our trainers 

Kromeriz 
12/9/92 Miroslav Pilat 

(THE NEXT PAGE LISTS NAMES OF PARTICIPANTS AND THEIR OFFICES]
 



HodiiOcen semngle Professfonaj Communictjons 

Sermin-fe se zdi~mtnio cetkeu, 40 frekventant,t z tohloto podtu bylo 5 zamnstmL-dc 
io dfada a to PiIgi M..BeneZ V.,Trdlica L.Martfnek K.,.Roubadovd M. Ti to byll
'ien! do dvou Skupin po dvaceti. Vsicli Se zii~astnily seminffe Po celou clobu Iv prvrif
.n6v sobotu a vystupovali velni aktivud. N&ld frekvend semWn~e neM611 celkem

znalostu v t~to, problematice a presto jejich zdvare~n6 pridce spinil jak po2adavky


-a talc ijejlch pledstavy.Pouze jeden z zIaastnLkfi ni~1 pfipomfrijcy vi~di program a
59-saminfle So vzgjemnd diskusj dog1o k sjednocenf n~.zoru n a forrau seniingUe. 

Veilcym kladem seuiindr-c bylo slo~enf i1aastn~cd , byly Mde zastoupeny skupiny jak z
cych tiladi talc malych obcf ,okresnfch igHdfi a taW Mde byll nejlepgt studenti z 
;Wa a Obchodaf akadernie a SOUS. 

Celkovd organizace seznin~fe: veirni hodnotfni pl'fpravu lektorfl pfedem net vdbec
Tl zadaJ jejich pfsemnd materidlyjcter6 ndm byly dodghy pfedein jsie tnobly
)Wi pro kaMd~o Qiastnf~a a takd rozvr~eaf na jednotliv6 dny a hodiny bylo provedeno
lobfe. Lektofl tak6 p,.uin6 dokAzal zzn~ait pofadf v~uky vzhledem k 6innostf 
rd SeuiingJr a presunout pfengsky i na ve~ernf bodiny, cot vytacdovalo sjejicli strany 

Vlastnf vyb& ternatiky a zatnfa celdho seinne bylo provedeno, vysoce kvaUtn6 o
r6daf hodnoceaf L1dastnj kald den po skondeaf vyuky a kter6 si lektofi odvezil 
Propojenf grafickIch statistickych a texzovycb inforniacf do jednoho crlku a jejich

.zntc pornoc barevnych foliC pfes zp~tny projektor nebo poaftadovy r~xneZek bude 
nyrn obohacenm,jednn okresnfch shroulme'f a zastupitelstev. Vybran6
aovd podnkty byly voleny velmi pe Iiv a uvdz1iv6, v~tnW esk vere textovdho 



8koda jen e tyto produkiy nebyly zakoupeny v USA pro nds predern v origin~lnfm 
baleni a bylo pracovdno s verzeaL. kterd lektor musel odv~st zp~t do USA. 

Vyjbgr Iektora a jeho asistentky byl proveden americkou st-anou velaril zodpov&Tha a 
splihova1 vgechny ndroky na kvaliwnfho ektora a a~stentky. Oba dva jsou perfektnf 
profeion,;-ov6 v oboru, vekni kvalitnilo chovAnf avystupovdnf a nesmfirn zodpov&1n6 
pfisupovali k vedenf apr~ci bMbem semindfe . PH~ ckobrdni tlutno~erf poinoci profesion~ildeh 
tlumo~nMk riedo~Io kjazykov6 baridfe. Mnoho dasbi pasivn6 ang~itinu ovlgdalo. Veli 
kvalitnf bylo tak6 vyulitf vkech nezbytnych technickych prosffedkU ze strany Iektonfi-tiskArny 
po~Lta~ovy rfte~ek na zp~tnd projektor ,Jter6jstne sam!i nemobly zajistlL 

B~bem semindre byly spoozorskyi firmani pfedvedeny programy pro Uwzef obcf a 
okresnjlo iifadu co2 pfisp,1o k obohacenf semindae a n~kteff sponzoli si takA Cst semingfe 
vyslechi. 

ZAv~em Ize konstatovaL ,te bylo dosa2eno cfle sezningte a Lze jenom doufat , fe 
budeme wft to Kt~stf se s Iektory jegtg jednon n~kdy setkat na dalgim serninAri. 

Kromdf-fz 9.12.1992 Zpracoval :M. PiIAt 



06astnici semini.e "PROFESSIoN&L coMMUNICATIONS.
 
ternuin 26. 
11.  28. 11. 1992 30. 11. 
2. 12. 1992
 

Okresni tOhad ZI~n 
 ing. Stuch:likov4
 
ing. Tomek
 

Ok-resn! '5.
ad Hodonin 
 Aing. YKlimeg
 

Okresn! 6iad T Eeb6 
 ±1g. ElavllnovA
 

Lng. Iominejk
 
Okresn: tirad Blansko ing. Forbelsk'y
 
Okresri 
CLEad B~eclav 
 Dr. Llzriar
 

flagistr~jt m~sta Brna 
 ing. Repova
 
ig. MoitlovA
 
ing. Hord.kovi
 

M~stsk. Ead Chropya6 
 ing. Kroupa 
Kateiina Lu~anovi 

Okresni d1Ead gumperk Vladimir Brhel
 
OkxresniL 
 u'rad Ol~omouc ing. Procbhizka
 
Okxesni dad'Fryldekc- -MStek 
 lug. Prd~ek
 

Ing. Matovd
 
M~tgistrit m6sta 
 Dmna lug. Hynek Klima 
MgstskY 6ikad Krome'Ej' Ivana KraEmerovg 

t4~stsky$ dead Rory~ariy 
 ±11g. K063,
 

M~stsk 
uttad Holes'ov 
 Josef Ragfk
 

L4iStsky ii~ad Hulin 
 irig. Aleg Moric
 

Obchodni aJkademie Kromikii prof. MaAcsek 
Jan Dovrte'1 
Peir Janeaka 
Ladislay AdamIek 

Gymnazium Krome'-i ~ prof. Kubg~ek 
Boris zublk 
Miroslav Vokoun 
JiLEI Iv~nek 
Miroslav Plasi1 
Martin Lukas'
 
Vladimia~r Poixtzek
 

KrM1 
 Jarowlav,Tocai 
Jan Ropal -(. 



PROFESSIONAL COMMUNICATIONS 
Evaluation Form 

Today's Date: Course Location: 

Please answer the following questions: 

How vpluable was the class? (low) 1 2 3 4 5 (high) 

How well organized was the class? (low) 1 2 3 4 5 (high) 

How would you rate the instruction? (low) 1 2 3 4 5 (high) 

How useful were the exercises? (low) 1 2 3 4 5 (high) 

How well were your questions answered? (low) 1 2 3 4 5 (high) 

What did you like most about this class? 

How could we improve the class? 

What other classes would you like us to offer? 

Additional comments (use back of form if needed): 

Thank You!
 



PROFISIONAL COMM UNICA TIONS
 
Hodnocedi Kursu
 

toQDncdnf datum: .'. :?'z Mistn konini kursu: 

Zodpoi'~ste laskayC- na nisledujici o(;izky: 

Jak b~y jstc ohindnotil(a) tiroveci ceh~ho kursu? (muki) 1 2 3 4(9 (vsok) 

Jak by jste ohodnotil(a) organizaci celt~ho kursu? (mahi) 1 2 3 a 5 (vysnk6) 

Jak by jstc ohodnotiI(a) vfton instruktora? (malj) 1 2 3 4 (9~vysoki) 

Byla jednotliv5i cvi~eni pro Vis prinosem? (mdlo) 1 2 3 ()5 (vysoko) 

Zndpov'fdaI instruktor no Vese otilzky kvalitni? (m~ilo) 1 2 3 4 (j)(vysoko) 

ijakAi cst kutrsu hyla pro Vis njepp;i? 

.Jak~uu zpi~sohcrn %imvslite c hychoin moih1; zlep.it ti.; kurs? 

JAktjrsy AsivIk ehby hyly vhodnti dopinil do nac;ho cyklu? 

Diodattn. pifipominky (j-tIli;. poifehujete vice mista, pou~Jjte 7.udnimsranu formul6i' 

-Dikuji! 



PROFISIONAL COMM UNICA TIONS
 
Hodnocent Kursu
 

kondnri kursu: 4AV$deMi Z
*d.MisinDnegni daitum: 

Zodpos&ZCst liskayi na nmistedujfci oItizky: 

Jak by jste ohodnotil(i) uroveii ceh~ho kursu? (mal) 1 2 3 %vsokU) 

Jak hy jstc ohndnotil(a) organi7.ad cehho kursu? (mahi) 1 2 3 5 (vysokd) 

Jnk by jste ohodnotil~a) vykon instrukhora? (maI9) 1 2 3 4 O fvysoky) 

Byla jcdnohliv i cvi~eni pro Vds p~fnoscm? (mdlo) 1 2 3 40 (vysoko) 

Zodpovfdal instruktor na Va~c oi~tzk% kvalitni? (milo) 1 2 3 4 (vysoko) 

Jaki5 6st kursu hyla pro Vds ncjkcp~s.'

1NP'~cc1lftS ti'oI Os ,ft-e gAl M 
'I 

.Jak~ni qp~snheni si mysliie h hychE3in mohli zlep~iii n-.i. kurs? 

Jaik kursy si rnylile h! hY hy-ly Yhodn6t dopinil do na.;eho cyklu? 

Dodaic'1n pfipominky (jiU.c~poebujuic vice misia. pijujie ;.adni stranu formu]L--

S IP 116 ,7F1&L4 

Dikuji.'
 



TIONSpROFJS01iOAL COAMUNICA 
Ilodnoceut Kursu 

L " '4''Misto kondni kursu: 
Dnegni dutum: .. 4i4. 

otdizky:Zodpo~v&stc Inskavi na n~sleduj(i 

(%vsokd)(mald) 1 2 3 4 
Juk by jste ohodniotil(a) tirovefl ce~hIo kursu?' 

(mali) 1 2 3 C 5 (vysokd) 
Jak hy jstc ohodnotil(fl) orgainici celkho kursu? 

(maIj) 1 2 3 &- - !Vysoky)
Jak hy jstc ohodnotil(fl) vikon instruktorna? 

(milo) 1 2 30 4 5 (vysoko)
Byla jednotlivd cvi~eni pro Vds p~inoscm? 

5 (Vysoko)
Zndpiwidat instruktor na Va.4e ntdL-y kvalitni? (mdlo) 1 2 3 

JakA Uist kursu hyla pro Vas ncjepsi? 

*jakym ip~sohet si mysiteL hc hychomi mohii ,.kp~it n~.kurs? 

lv vhodiic doplni( do naLCho cyklu?
IMak kLursv si rn slite he by h% 

Dndaten? piipominky (jLMRic pothiefljel vice iflisZu, ptiu;.Ijte 7.udfll stranu formuld.-

DNkuji!__________________
 



PROFISIONAL COMM UNICA TIONS 
Hodnjocent Kursu 

0 A' C-
Dneni datum: '2..( . ~~.Nista M koniini kursu: CL 

Zndpov&-ste InskavE, na nisedujfci oitizky: 

(ma15) 1 2 3 4 C &sokd)
Jak by jsle oijodnotil(a) iiroveA cel1ho kursu? 

T'- T- "' " 

(Mali) 1 2 3 4 5 (vysokOi ;, r 
Jak hy jste ohiodnotil(a) organi7.3ci cel~ho kursu? 

(mal) 1 2 3 4 z !vysok )
.Jak by jstc A~odnofiI(a) v~kon instruktora? 

(MdIo) 1 2 3 4 5 (vysoko)
Byla jednotlivd cvi~eni pro U~s p~rnoscm? 

(mdlo) 1 2 3 4 5 (Yysoko)
Zodpovidal instruktor na Va~e o(tizky kvaliti? 

njk*pW?JakiU tst kursu hvla pro) Vd 

.Jak~n zpisohern si mysIite ;e hychorn rohli zlep.;it nti.; kurs? 

elhy hyly vhodn6 dopinit do na.;eho cyklu?JAkurs siny 

Dodafetn phiporinky atoesic polfebujele vice iia. pou~jiIC 7.adni strainu rormulhi' 

D~kuji! C 



pROFISJONvAL COMMUNICATIONS 
1-odnocent Kursu 

Misto konaini kursu: 
Dnc~ni datum: 

Zodpov~stc Iashavi na niisedujici 007iky: 

Jak by jste olhodnotil(a) iirovefi ceh~ho kurru? (mal) 1 2 3 4 "-"(OvsokU) 

Jak by iste ohodnotil(a) orgali7.aci ceh~ho kursu? (maM 1i 2 3 4Q5)vsoku) 

Jik by jstc ohodnotil(a) v'kon instruktora? (Mali) 1 2 3 4 r7- :Vysoky) 

Byla jednotliv5i cviteni pro Vds p~inoscm? (rmilo) 1 2 3 4 0 (vysoko) 

Zodpovidal instruktor na Va~c otd1zky kvalitnE? (mullo) 1 2 3 4\@ (vysoko) 

Jaik~i 6ist kursu hyla pro Vis necjkpC. 

hychom mohli zkep.i( i- kurs? 
*jak~ nl zpi~sohem ,i niysliite h 

dopinil do na.;ehoi cyklu?
J.,k kwsy si nivIite h. by hyly vhoni 

ice mista, ptbujte 7.adni stranu tormulki? 
phipominky aitt.e potfebujeleDiidatc-Cn-

DM uji! )
 



APROFiSliOAL COMMUNICA TIONS 
Ilodnoceuf Kiursz 

konini kursu:_____________Dnegni datum: 44Misto 

Zndpov~stC lnskive na nisledujici otdizky: 

(mali) 1 2 3 4 %,vvsok1)
Jak by jste ohodnotil(a) 6~rovefl cch(-ho kursu? 

(maid) 1 2 3 4 j(vysok6)
Jak by jste ohodnotil(a) organi7nci cecho kursu? 

(maI9) 1 2 3 4 CjTvysokj)
Jaik by jstc ohodnotil(a) v'~kon instruktora? 

(m~ilo) 1 2 3 4 C5 (vysoko)
Byla jednotlivi cvi~eni pro V;is p~inosem? 

(m~to) 1 2 3 4 So. (vysoko)
Zodpovidal instruktnr na Vae otizky kvalilnV? 

Jaki -ist kursu hylu pro V~is necjkpif. 

.1akii zpusohem si rnyslit e hychoirn mohi lepsit na.; kurss? 

JA6kt kairsy si rnystitc )Aby byly vhodn.W dopinit do na~eho cyklu? 

7udfli stranu formul6;
Dod~m.-Cnni- priplminky (jestihv pofre)ujeC vice mislu, puuiijt 

DAkuji.1______________ 



PROFJSIONAL COMIMUNICA TIONS
 
Hodnocent Kursu
 

Misto koridni kursu:_____________Dnegni datum:________ 

ZndpovC-ste iaNanvC na nisedujici ot~izky: 

Jaik by jste ohiodiiotii(a) diroveA' ceh~ho kur-su? (maid) 1 2 3 4 (vysokU) 

Jak hy jste ohodnotil(a) organizaci ceIelho kursu? (maid) 1 2 3 4 ~9(vysoU~) 

Jak by jstc ohndnotil(a) vyikon instruktora? (maI9) 1 2 3 4 so (vysoki) 

Byk. jednotlivd1 cvi~en( pro Vdis p~inosem? (mdlo) 1 2 3 04 5 (vysoko) 

Zodpovidal instrukior na Wae otdzky kvalitni? (mdlo) 1 2 3 4 (5(vysoko) 

' Jak~i -ist kursu hylu pro Vis njep.;? 

.1;k~ni zpusohein si myslitei e hychom mohli zlep.;t ni; kurs? 

JaUi kursy si nivslife he hY hyly vhodni dopinit do na:eho cyklu? 

M~dale~n pifipomiaiky at(1tih pinfebujutc vice mista, pou~ijle 7.aIdfi stranu rormuWd 

DAkUji!
 



PROFISIONAL COMM UNICA TIONS 
IHodniocenf Kursu 

Misto konmi kursu: 4'Dn nf datum:_ e*'1f9 

Zodpov'&ste laskav na nisledujici otdizky: 

ink hy jstc ohodnotiI(a) tirovesi celho kursu? (maid) ! 2 3 4 ~)(%vsokA) 

Jak hy jste ohodnotil(a) orgatnizaci celi~hel k~ursu? (mahI) 1 2 3 6) 5 (vysokA) 

ink by jstc ohodnotiI(a) vfkon inistruktora? (maij) 1 2 3 4 G (vy-soky) 

Byta jednotiivd cvi~eni pro Vis piinosem? (mdlo) 1 2 3 0 5 (vysoko) 

Zodpovidal instruktor na VaAe otdzky kvalitn6? (mdlo) 1 2 3 4 (59 (vysoko) 

JakA tiist kursu hyla pro Vfis nejlepi" 

2O?1i' /me X I 

Jakint zptisohcm .-1 myslitc ;.e hychom mohli zlepfit ni4 kurs? 

Jak(- kursy si myslitle le by hyly vhodni dopit do na.4eho cyklu? 

Dodalntcn pfipominky Uestlik. potiehujele vice mista, pou~jjte 7zadnf stranu formuldh--: 

Dikuji!
 



PRoFJSiovAL COMM UNICA TIONS
 
Ifodnocefl( Kursu
 

konini kursu: ,I .. ' 
Dncgn( datum: /4./ ~~]Misto 

Zodpovkle iaskav6± na ndsiedujfcf otiizy: 

(maid) 1 2 3 4 T'(%vvsokd)
Jak by jstc ebhodnotii(a) Orovcfi celiho kursu? 

(maid) 1 2 3 C4 5 (vysokd)
Jak by jste ohodnotil(a) organizaci cel~ho kursu.? 

(ma ij) 1 2 3 4 (5 (vysokj)
Jak by jste ohodnotil(a) vfkon instruktora? 

(mdio) 1 2 3 4 (5 (vysoko)
Byla jcdnotivA' cviteni pro Vs prfnoscm? 


Zndpovidal instruktor na V'.. -zky kvaiitni? (mdum) 1 2 3 4 C5.(vysoko)
 

dst kursu byla pro Vis ncjkepCi
JuikA 

Jaik~ni zpiisoben %imysitei 2e hychom mohi zlep it nwi. kurs? 

IJaUi kur-q si nivsiffe -&hy hyly %Indiu6 dopinit do na:%eho cykin? 

tranu formul6-'
1)odaieniw pfipomisky U-itlihi polrfdbujtee v'ice mista, ptou;ijte 7.ndfl! 

D&kuji!
 



POFJSJONAL COMMUNICA TIONS 
Hodnoceid Kursu 

Dneg ddatum: k 0 2.. Misin knnni kursu: trMvY2- Ie 

Zndpov~istc Inshavi± na nasledujici nt~zky: 

ink by jstc ohodilngil(a) iiroveui cek~ho kursu? (ma1) 1 2 3 (vysoki1) 

ink by jste ohodnotiI(ai) organin.ci ceI~ho kursu? (mahi) 1 2 3 4 (vysnk6) 

ink by jstc ohodnotil(a) v~kon instruktora? (maI9) 1 2 3 4 '(vysoky) 

Byla jcdnotivai cvi~eni pro Vs pFinosem? (mailo) 1 2 3 5 (Yysoko) 

Zodpovidal instruktor na Va~e otdzky kvalitnE? (mdilo) 1 2 3 4CS?) (vysoko) 

IJak.1 6ist kursu hyla pro Vas ncjlep~rc? 

rohli zdepsi( tii. kurs?I .Jikim zpusobein si myslite -;c hychin 

Jak6 kursy si niyslitc ;.e by hyly %'hodn6i doplnit do nas'eho cyklu? 

Dodaw-Cni Phipominky UL-stlih potrebuiete vice in. pou).ijte 7.ndni stranu formula; 

Dkuji!__________ 
__ 



PROFISIONAL COMMUNICATIONS 
Hodnocen( Kursu 

9 " ' -

Dnegni datum: e -'Nf. fsto kondni kursu: 

Zodpov~ste laskavE na nilsledujfd otdzky: 

(maid) 1 2 3 (4 5 (vysokd)
Jak by jste ohodnotil(a) droveA celiho kursu? 

(maid) 1 2 3 (4A/ 5 vysokA)
ink by jste ohodnotil(a) organizaci cIelho kursu? 

(malf) 1 2 3 C4 5 (vysokf)
Jak by jste ohodnotil(a) vikon instruklors? 

(mdIo) 1 2 63'4 5 (vysoko)
Byla jednotlivil cvitenf pro Vds pffnoseni? 

4
Zodpovidai instruktor na Wa.e otiizky kvalitni? (mdlo) 1 2 3 C, 5 (vysoko) 

Jakil Wit kursu byla pro Vds riejlep~r? 

Jakim zpt~sobem si mysifte le bychom mohi zlep~It nail kurs? 

Jaki kursy si mysifte le by byly vhodnd dopinit do naleho cyklu? 

Dodate~n pifipominky (jestlile potlebujete vice mist2, poulljle zadn( strunu rormuidfe): 



PROFISIONAL COMMUNICATIONS 
Hodnocen( Kursu 

Dnegni atm Mfsto konfinf kursu:_____________ 

Zodpov~.te Iaskaiv6 na nisledujfcd o(t1zky: 

Jak by jste ohodnotil(a) d.roveui ceIlho kursu? (mal) 1 2 36 5 (vysokA) 

Jak by jste ohodnotil(a) organizaci celkho kursu? (mBIA ' 1 2 345 (vysokd) 

ink by jste ohodnotil(a) vfkon instruktora? (maly) 1 2 3 469(vysokf) 

Byla jednotlivil cvilenf pro Vds pifnosem? (m~Io) 1 2s 4 5 (vysoko) 

Zodpovfdal istruktor na Vage otdzky kvali(ni? (mdlo) 1 2 3 41 (vysoko) 

[jakd Wlt kursu, byla pro Vds nejlepgr? 

Jakim zp~sobem si mysifte le bychom mohii zleptit n6A kurs? 

Jaki kursy si mysifte le by byly vhodni doplnit do na~eho cyklu? 

Doaen6 pf ipomfnky aestliie pottebujete vice mista, poulijte zadni stranu rormulile): 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

Dnegnf datum:___ Misto kondnf kursu:__________ 

Zodpov~.te lask-avE na ndsleduJfd otAzky: 

Jak by jste ohodnotil(a) dlrovedi celkho kursu? (maid) 1 2 3 4 ~i(vysokA) 

Jak by iste ohodnotil(a) organizad cel~ho kursu? (maid) 1 2 3 4 6)(Yysokfi) 

Jak by jste ohodnotil(a) v~kon Instruktora? (maI9) 1 2 3 4 (~vysokj) 

Byla jednotlivd cvImef pro Vds pfnosezn? (mfilo) 1 2 3 4 LP(vysoko) 

Zodpovfdal instruktor na Vage otdzky kvalitnE? (mdlo) 1 2 3 4 CIiI0 yoo 

Jakil bist kursu byls pro Vi, nejlepgr7 

Jakf m zpiisobem si mysifte le bychom mohli zlepit nd kurs? 

Jakd kursy si mysifte le by byly vhodnEd dopinit do nDacho cyklu? 

Dodatedni pf pomfnky (jeshlife poffeb~.Jete vfce mfsta, pou*.ijte zasdnf stranu rormuldte): 



PROFJSION4L COMMUNICATIONS2
 
HodnocentKursu
 

Dnegni datum: I ! tV2Mto, koninf kursu: 4 4' , 

Zodpov~ste lasikavE na nfisledujfd otAzky: 

Jak by j~ie ohodnotil(a) ilroveui celdho kursu? (maiA) 1 2 3 4 (5 (vysoki) 

Jak by jste ohodnoJiQ~s) o:ZanlzaeI ceI~io kursu? (mal) 1 2 3 C45 (YysokA) 

Jak by Jste ohodnotll(a) vfkon hutruktora? (mal) 1 2 3 4 (f5 (vysokf) 

Byla Jednotllvd cvliW pro Vds pffnosem? (mAio) 1 2 3 4 CS(ysoko) 

Zodpovfdal Instruktor na Vide otizky kvaUtni? (milo) 1 2 3 4 (5AvysMoko) 

jal:A Wdt kursu byla pro Vis nejlepgfi7 

Jaklm zpidsobern sA mysifte le bychom mobi zlepill WLkurs? 

Jakd kursy si mysifte le by byly Yhodni dopinit do naleho cykiu? 

Dodate~nd piflpomfnky (Jstlih poti'ebujete uice mfsta, poui~te ndn( stranu frmnulgfe): 

DWuji.'
 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

Mfsto kondnf kursu:_ _______Dnnf datum:__ 

Zodpov ste laskavi na nisledujfd otfzky: 

Jak by jste ohodnotil(a) droveAi celho kursu? (maid) 1 2 3 4 5 (vysokd) 

Jak by jste ohodnotil(a) organizacl celho kursu? (mali) 1 2 3 4 (5'(vysokA) 

Jak by jste ohodnotil(a) vikon instruktora? (malf) 1 2 3 4 (vysok$) 

Byla jednotlivd cvRienf pro Vfs ptlnosem? (malo) 1 2 3 4 ( (vysoko) 

Zodpovfdnl instruktor na Voae ollzky kvalitni? (mdlo) 1 2 3 4 (vysoko) 

JakA Wts kursu byla pro Vis neJlep§f? 

Jaklm zp6sobem si mysifte te bychom mohli zlepgit ndg kurs? 

Jakk kursy si mysifte le by byly vhodn6 doplnit do nageho cyklu? 

Dodate~ni pfipominky (Jestlile potiebujete vice mista, poulijte zadnf stranu formulAfe): 



PROFISJONAL COMMUNICATIONS 
Hodnocen( Kursu 

Driegn( datum: 21. 4 cQ.. Misto koninf kursu:______________ 

Zodpov~ste IaskavE no nisleujfd otdzky: 

Jok by jste ohodno~iis) Lirovezi ceIlho kursu? (maid) 1 2 3 40 (vysokA) 

Jak by jste ohodnotil(a) organizad ceIdho kursu? (maid) 1 2 3 4 (J(vysokA) 

Jak by jste ohodnotil(a) vikon Instruktora? (mal) 1 2 3 4 &vysokf) 

Byla jednotlivd cvi~enf pro Vfis pif1nosem? (milo) 1 2 3 4(i) (-ysoko) 

Zodpovfdal instruktor no Vote otdzky kvalitni? (millo) 1 2 3 4 0(vysoko) 

JnkA U4st kursu byla pro Wis ncjlepgr 

Jak~rm zp~sobem si mysifte le bychom mohi zlepdit ndi kurs? 

Joki kursy si myslfte le by byly vhodni dlopiit do na~eho cyklu? 

Docdate~rnl pi~ipominky oestlile pottebuje~e vice mists, poulijte zadni sf~ranu tormulilie): 



PROFISIONAL COMMUNICATIONS
 
Hodnocen( Kursu
 

Dnegnf datum:- M(sto konfnf kursu: 

Zodpov~ste laskavE na ndsledujfd otfizky: 

Jak by jste ohodnotil(a) droveh celho kursu? (maIA) 1 2 3 4 :)(vysokd) 

Jak by jste ohodnotil(a) organizacl celho kursu? (mal) 1 2 3 5 (vysokf) 

Jak by jste ohodnotil(a) vykon instruktora? (malf) 1 2 3 5 (vysokO)
(vysoko) 

Byla jednotlivd cvi~enf pro Vds ptfnosem? (mdlo) 1 2 3 4 (vysoko) 

Zodpov'dal instruktor na Vae otizky kvalitnk? (mdlo) 1 2 3 8 5 (vysoko) 

Jaki Wt kursu byla pro Vs nejlepgf? 

Jak.m zpfsobem si mysifte te byhorn mohli zlepgit nAA kurs? 

Jakd kursy si myslfte Ee by byly vhodni dopinit do naleho cyklu? 

Dodate~nd p'ipominky (Jestlife potiebujete vice mfsta, poulijte zadrd stranu rormulite): 

() 



0 PROFIONAL COMMUNICATIONS 

Hodnocen( Kursu
 

Mfsto kondnf kursu:- . cw& 'LDnegni datum: Z7 IV 


Zodpov~ste laskavi na nslsledujfcf ot~zky:
 

Jak by jste ohodnofil(a) d~roveii celiho kursu? (mald) 1 2 3 4 (vysokA) 

Jak by jste ohodnotil(a) organizaci ceI~ho kursu? (ma'I* 1 2 3 4 ~)(YysokA) 

Jak by jste ohodnotil(a) vykon instruktora? (maly) 1 2 3 4 ~9(vysokf) 

Byla jednotlivii cvitenf pro VAs pfnosemn? (mdlo) 1 2 3 4 ~J(vysoko) 

Zodpovidal instruktor na Vage otfizky kvalitni? (millo) 1 2 3 4 ()(vysoko) 

JakA Wlt kursu byla pro Vds nejlepgfi? 

Jakim zpt~sobem si myslite le bychom mobi zlep~it ndt kurs? 

JakW kursy si m'yslfle fe by byly vhodni dopirtit do na.geho cyklu? 

Dodand pitipaminky (jstliie poiitebujete vice mfsta, poulijte zndn( stranu rormufiAte): 



PROFISIONAL COMMUNICATIONS 
HodnocentKur= * 

Dnedrd datum: 'Y'~Maso kon~nf kwiu: ( '. -~ 

Zodpoviste Iaskavl us nAsledujfd otAzky: 

Jak by jste ohodnotll(a) drovedi celiho kursu? (mall) 1 2 3 4 f~ (Myoki) 

Jak by jste obodnotll(a) organizad celaio kursu? (maIA) 1 2 3 g~ 5 (Yysokd) 

Jak by Istt ohodnotW(a) vlkon Instruktora? (mal1$) 1 2 3 4 (Yysokj) 

Byla jcdnot~yl cvi&enf pro Vds pflnosem? (ilo) 1 2 3 4 5j (Yysoko) 

ZdpovfdAI Imstruktor na Vale otdzy kvsitl? (milo) 1 2 3 4 (t) (vysoko) 

Jakd W~t kursu byla pro VL-neJlepW. ArI,, ' 

Jakfm zpdsobemn &Imysifte le bychom mohil zlepill i kurs? 

JakA kwisy A myulfte ie by byly vhodni dopinit do naisho cyklu? 

NoateW p'pomftnky (jstils pottebuJete Wece mists, pcuJte zadnf stranu formnutie): 

Diku#!.
 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

Dndrdf dalum: Masto koninf kursu: ~ '& / 

Zodpoviste laskayl na ndsleduJfcf o(Ay: 

Jak by Jste ohodnodi(a) ilroveil celiho kursu? (mB 14) 1 2 3 4 D vysoki) 

Jak by Jste ohodnotiI(a) organizad cel6ho kursu? (ma 14) 1 2 3 4(T(vysoki) 

Jak by Jste ohodnotil(a) vlkon Imstruktora? (malf) 1 2 3 4(jI)(Yysokt) 

Byla Jednotilvd cvlW( pro Vis ptlnoseim? (mdlo) 1 2 3 4 ( (Yysoko) 

Zodpovfdal Instrukior n Vase olAzky kvaflnl? (midlo) 1 2 3 4 (vy(soko) 

JlkkA Wit kursu byla pro Vi nejlepgr? 

Jaklm zpulsobem si mysie le bychomnw WU kurs?mobluep~t 

Jaki kursy di mysifle le by byly vhodni dopinit do na~ebo cyklu? 

DodfiteWn pwicnky Qetlie pot! ebujete Yvke mts, poubijte zaf :Lrnu formuLe): 

DXkufi.'
 



PROFISIONAL COMM UNICATIYONS
 
HodnocerdKursu
 

Dndgntdalmn: $0e/f 111470L Misto kon4nf kw~u:s"': -W 

Zodpoylste taskayl na nisteduJfd otizy: 

Jak by iste ohodriotil(a) dmrvcsi celdho kursu? (mali) 1 2 3 4 S (Yysok) 

Jak by Jste ohodnodl(a) organizadi celdho kursu? (mali) 1 2 3 4 S (vysoki 

Jak by jste ohodnotI(a) vlkon Instruktora? (malj) 1 2 3 4 1 (vysokj) 

Byta jednotflvd cvi~en pro Vds pffnosesn? (miilo) 1 2 3 4 5(;;,-.oko) 

Zodpovfdal lnstruktor na Vage otdzky kviltni? (mido) 1 2 3 4 (W(yskD) 

Jakid W1s kursu byla pro Vis neJlepgf9. 

Jakjm zpdsoban si mysifte le bychom mobil zleplit nfJ kurs? 

Jaki kursy sl mysift e by byly YhodnE dopinit do nujho cfkiu? 

DodatebW ptipomfnky Oesife potebujete vfca mn(sts, poulj~te zadni stranu formulge): 



PROFISIONAL COMMUNICATIONS 

HodnocentKur.,'u 

Dnegnf datum: u9 . - 4" Mlto konn kuu:________ 

Z-odpov~ste Wakav6 na nisleduJfd otbzky: 

Jak by Jste ohodnotll(a) ,lroveA celdho kursu? (miali) 1 2 3 4 ,(vyski) 

Jak by iste ohodnotil(a) organizad celiho kursu? (nwiA) 1 2 3 C4 S ("yski) 

Jak by jste ohodnotll(a) rfkon Instruktora? (maif) 1 2 3 4 GS (vyskf) 

ByIla jednotilvA cvl&di pro Vis pit(nosmi? (mdlo) 1 2 3 4 (f., (rysko) 

ZodNvfdzi lastruktor via Wei otdzy kvafltni? (m~Io) 1 2 3 ( ) S (Yysoko) 

JakA Ust kursu byla pro Vis nejlep§P. 

Jaklin zpidsobemn WJmyslfte It bychomn mohil zkep~I riU kiwi? 

JakE kursy 21 mysifte le by byly vhodnE dopini do nakho cyklu? 

Dodatoen pOipomfnky QestUle pot'ebAJete Wece mista, pouljte sdni strau formiUJe): 

Dikuji.
 



PROF7SIONAL COMMUNICATIONS 
Hodnoceid Kursu 

Dnegnf datum: .3L if lq,2, Mio kwo4dkursu: ~ 

Zodpoviste laskavO na nisledLujfd o"zky-

Jak hy Jstc ohodnotll(a) drovedi rtldho kursu? (m&a) 1 2 3 4 5("ski) 

usk by Jste ohodnoti(a) organizadi celdho kursu? (mali) 1 2 3 4> 5 (vyski) 

Jak by Jste ohodnotAI(a) vkoa 1nstrukeora? (mall) 1 2 3 4 r~(vyskf) 

Byla Wenotflvd cylEsi pro '/ds plfnosem? (milo) 1 2 3 4 5 (Yysoko) 

Zodpovfesal InstrukWo na We~ ottzky kvalitnt? (milo) 1 3 4 ?(vyoko) 

Jaki W4t ktirsu bybA pro Vds iwjlepAP? 

Jaktm zpiisobesn s1 mysLle le bychom mobil ziepilt ng kurs? 

JaWc kursy si mysifte it by byly ihodni dopii do naleho cykhi? 

DodateWn pt'ipomnfnky QjestUie potfebuJete Yvka mfsta, poidijte zadnf stranu frrnuli?): 

Dikuji!
 



PROFISIONAL COMMWUNICATIONS 
Hodnocent Kursu 

Dndni datum: .1 Y * Mlstokonnf kursu:_____0___ 

Zodpoviste laskawl na ndsleduJfd ol~zy: 

Jak by jste ohodnotll(a) dirovedi celdho kursu? (ma&l) 1 2 3 4 s'(VysOk") 

Jak by Jste ohadnotil(a) organizad celdho kursu? (malL) 1 2 3 it S (qyskA) 

Jak by jste ohodnotiI(a) vjkon tnstruktoa? (maiJ) 1 2 3 4 5'iyqso)) 

Byla jedno(IOvi cvIlen pro V&i plfnosemn? (milo) 1 2 3 4 &%vysoko) 

Zodpovfdal Instruktor na Vase otLzky kyailtni? (m~lo) 1 2 3 4 %(yoo 

Jaki Wit kursu byla pro Vis nejleplP. 

Jaklm zpdsobegn si mysifte fe bychom mohil zlep~it ndE kwis? 

Jakd kursy &Imyslfte Ie by byly vhodnd doptnlt do nalkho cyklu? 

DoclateWn ptiIpomfnky QestDI ptebujete rice mlsta, pouffJte ndnf strmnu formulgie): 

Difl 



PROFJSIONAL COMMUNICATIONS 
Hodnocen Lirsu 

Mfsto konnf kursu: _______Dneinl datum:_____ 

Zodpov~ste laskavi a nAsiedujfd otdzky: 

Jak by Jste ohodnotil(a) drovcA ceJffio kursu? (mmIA) 1 2 3 4 5 (vysoki) 

Jak by isle ohodnotll(a) organizad celfo kursu? (mali) 1 2 3 5 (Yysoki) 

Jak by jste ohodnatiI(s) vlkon lnstruktora? (malf) 1 2 3 4 ((VY1o14) 

Byla jednollivi criAen pro Wds p~fnosem? (milo) 1 2 3 4LS (vysoko) 

Zodpovfdal lnstruktor rua Vse otizky kvnl~tni? (muGo) 1 2 3 5 (wysoko) 

Jaki UQ kw-su byla pro Vis nejlepW 4.~r 

Jaklm zpdsoben Al mysifte ie bydiom mohU mlepglt flU kurs? 

Jaki kursy ul myslfte It by byly Ybodni dopint do naftho eyklu? 

c mista, poubjte zadnl stranu tormui~ie):DodaeW~n pt'lpominky Uestlih poifebujee 

Dikuji.'
 



PROFISIONAL COMMUNICATIONS
 
Hodnocerd Kums
 

Dndaf datum: Misto konknl kwrsu: JWJ'%7oP. 

Zodpoviste laskari via nisleduJkl OUAzY: 

Jak by Jste ohodnotil(r) dmrvesi cel~io kursu? (ma 1))1 2 3( ) (rysoki) 

Jak by Jste ohodnotil(a) orgnnizad cel~ho kursu? (ma Lo 1 2 3 4 I~(vyski) 

Jak by iste ohodnotfll(a) vjkon Instruktora? (malJ) 1 2 3 0~S (vYsokf) 

Byla jednotflvd cvi~efd pro Vis ptlnosem? (m~Io) 1 2 3 4 (f (vysoko) 

Zodpovfdal instruktor via Vae otAzky kvafltni? (mAlo) 1 2 3 4 j (vysoko) 

Jak Ust kursu byla pro Vis ne.jlepiP? 

Jakfm zpvdsoban s) mysifte It bychorn mobil ziep~it Wikwis? 

Jaki kurxy d1 myslfte le by byly vhodni dophii do Wehdo cyklu? 

Dodste6E pipomfnky Uestille pottebujete vice mista, pouflJte zadni stranu formulife): 

Dikuji.'
 



PROFISIONAL COMMUNICATIONS
 
HodnocerdKarsu
 

Dnant datum:- / 2 sCto koninfkursu: -Jtut, t 

Zodpovhte laskavi na nisledujfd odiiy: 

Jak by Jste ohodnotlt(a) dlrovedi celtio kunsu? (mali) 1 2 3 5' (rysoki) 

Jak by Jsle ohodnotil(s) organizad celiho kwisu? (mali) 1 2 3 4 1. (ysoki) 

Jak by Jste ohodnotll(a) vlkon Instruktora? (mal$) 1 2 3 (C S (vysok) 

Byla jednotlivi cvi~eni piro Vis ptfnosezn? (milo) 1 2 3 4 (3 (vysoko) 

Zodpovidal lnstruktor na Vak othzy kvalltnIT (milo) 1 2 3 4 (&)(vysoko) 

Jaki Wit kursu byla pro Vds neJlepWf? 

Jaklm zpidsobean & myuifte ie bychom mobli zlep~l ni kiwi? 

Jakf kursy Ai mysifte le by byly vhodnE dopili do nakeho cyklu? 

DodsteWd ptipomtnky festile potlebujft vfce mfsta, poudAJte zadnf stranu formnulaN): 

Dikufi.'
 



PROFISIONAL COMM UNICATIONS 
Hodnocent Kursu 

Dndni datum: /- '&Misto koa~n kwrsu: 4~ 

Zodpoviste Iaskavi na nisleduJfd ot~zy: 

Jak by jste ohodnoiW(a) dirovedi celfti kwisu? (malA) 1 2 3 4 CS (vysoki) 

Jak by Jste ohodnolll(a) organl7.ad ceI~ho kursu? (maIl) 1 2 3 (Lf 5 (vysoki) 

Jak by jste ohodnoll(a) vlkon Instruktora? (maI$) 1 2 3 4 LS. (Yyso~j) 

Byla jednotlvd cvibWn pro Vis ptluosesn? (m~io) 1 2 3 4 .S(rysoko) 

Zodpov(dal lrstruktor na Vale olizy kyallini? (milo) 1 2 3 4 (j')vysoko) 

Jaki Wit kursu byla pro Vis neJlepdf.9 

Jaklm zpdsobeni s1 myslfte ie bychom mobil zleplit nil kurs? 

Jaki kursy si myslflte le by byly vhodni dopinit do nateho cykiu? 

DodatebEk pf Ipomfnky Qestile pottebujete vfce m~sts, poufijte zadnl strau fornuliie): 

IL 

http:organl7.ad


PROFISIONAL COMMUNICA.TIONS
 

Hodjiocenf Kursu
 

Dnedddalum: "i)fe Mfsto koaWn kuru:_________ 

Zo4Jpoviste laskavl na ndsiedujf o(~zy: 

Jak by Jste ohodriotit(a) dmrved cel~ho kursu? (malA) 1 2 Ti 4 S (vysoki) 

Jak by jste ohodnotil(&) organizad cet~o kursu? (nmu~) 1 (1) 3 4 S (vyski) 

Jak by Jste ohonotil(a) Yjkon Instruktora? (=Ifj) 1 2 3 (j) S (Yyrokl) 

ByLa jednot1ivy cvi~id pro W~s pffnosemn? (milo) 1 2 34 S (vysoko) 

Zodpovfdikl Instruktor na Vale otbzky kvafitni? (milo) 1 2 30 5~(vysoko) 

jaki W1t kursu byla pro V&~ neJlepg(7- '--~ 

Jakjm zpidsobezn si mysllle ie bychoni mobi luepil nil kurs? 

Jaki kursy Ai mystfte It by byly vhodni dophii do naleho cyklu? 

DodateWn pfipomfnky Qestlt potlebujete vfce m-fita, pou]Ujie iadni stranfu forinule): 

Dikuji.'
 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kuru
 

Dndnl datum:_____ Mfsto koiiin kuru:________ 

Zodpowlste WAukvi na ndstedujf otdzy: 

Jak by Jsl. ohodnotil(a) t1roveA celdho kursu? (matE) 1 2 3 4 (Y(ysoki) 

Jak by Jste ohodnoti(a) organizad Me~O kursu? (malU) 1 2 3 4 ("vski) 

Jak by jste ohodnotli(a) vlkon Instruktors? (mal) 1 2 3 4 (Vysafk) 

Byla jednotlvd cvi~d pro Vtls pffnosemn? (milo) 1 2 3 4 (ysoko) 

Zodpovidal Instruktor na Wae otizy kialtni? (milo) 1 2 3 (9) 5 (Yysoko) 

JaM st krsubyIapo Via riejlepWf 

Jaklm zpdsobesn I mysife le bychom mohil zlepdII nhi kurs? 

JakE kursy d!mysifte ke by byly ihodnd doplit do nalbo cyklu? 

DodateWEptipomfnky Qstile potfebujete vice mists, pouiljte zadni stranu formulite): 

Dikufl.'
 



PROFIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

MHto konWn kursu:______Doddf daum:_____ 

Zodpoviste laskayl na nisledujf otdzky: 

Jak by Jste ohodnotll(s) diroveud celdho kursu? (mali) 1 2 3 &j 5 (qyski) 

Jak by Jste ohodnodi(a) organizad eIdho kursu? (mai) 1 2 g~ 4 5 ("7ski) 

Jak by Jste ohodnotll(s) vlkon lnstruktora? (mall) 1 2 3 4~5 (qyikj) 

Byla jedriotivi cvI~wI pro Wds pifooseun? (milo) 1 2 3 Ci 5 (vyoko) 

Zodpovfdal lnstruktor n Vale otizy knaitl~n? (mnu) 1 2 3 5) (vysoko) 

Jaki list kimru byla pro Vis nejlepWI? 

Jakfm zpdsoben si myslftt ie bychom mohil ziepilt nMJ kwrs? 

Jaki kursy gi mysifte le by byly rhodni dopinht do naleho cykiu? 

Dodatebi pflpxmlnky Gesile pottebiuele Yfce mfsta, pouflJte zadni strinu formuliie): 

* 9I
 

DWkUji.
 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

Dnednf datum: IMtsto kondnl kursu:_ _______ 

Zodpoviste bskavi ns nisleduJ(ci o~izy: 

Jak by Jste ohodnotll(a) ilroveil celiho kursu? (msli) 1 2 3 4 t~(vysok4 

Jak by Jste ohodnotll(a) orgaizad celiho kursu? (msA) 1 2 3 4 (5)yoi 

Jak l y Jstie ohodnotll(a) vfkoni Inslruktors? (=Il$) 1 2 3 4 i(vysokl) 

Byla jcdnotllvi cvi~enf pro Vz1s p~fnosem? (mito) 1 2 3 4 ()(vysoko) 

Zodpovfdal lnstrukt&r na Vah otizky kvaftnl? (milo) 1 2 3 4 (Y~ywow) 

Jaki W4t kursu byla pro Vis neWlpWi 

Jaklm zpI~sobemsn 5 myslfte ie bychomn mobil zlepdIt nil kwis? 

AkM kursy si myslfte le by byty Ybodni doptnit do na~eb cyklu? 

Dodatelni plpomfinky flslc potfebujete viee Wis, poul~jte zadni stranu formuW'e): 

Diku#!.
 



PROFISIONAL COMMUNICATIONS
 
HodnocentKwrsu
 

Dndnt datum:______ Mtsto koninf kusu:__________ 

Zodpoveste laskavi nit IieduJ(C5 oti~y: 

Jak by Jste ohodnotil(a) dlrovedi celJbo kursu? (mali) 1 2 3 4 (S' (vysokA) 

Jak by jste obodnotli(a) organizad celaio kursu? (mall) 1 2 3 4 ,-$' (vysoki) 

Jak by Jsle obodnotil(a) vjkon instruktora? (malf) 1 2 3 f-- 5 (vysokj) 

Byla jednotflvi cvIlent pro Vi. pt(nosern? (milo) 1 2 3 4 (vysoko) 

Zodpovtdal lns~ruktor tn V&ae ot~zy kval~tni? * (ilo) 1 2 3 4 r~(vysko) 

JAI~ W[s kursu byla pro Via n~Jlepdf9 

/-Q - VQA P : R Al AJS 

Jakym zpidsobem &Imysift. fe bychom mobil uzepdl nW kurs? 

Jaki kursy s1 myulfte ie by byly whodni dopinit do nakeho cyklu? 

DodateWn ptipomfnky Geetle potebujcte Yfee mist&, poul~te zadzif utnnu tormuliie): 

Dlkufl.'J
 



PROFJSJONAL COMMUNICATIONS 

Hodnocen(Kursu 

M kursu:UiUDnednfdatum: Mlt oWU ~ s 

Zodpov~ste Iaskavi na nisledujfcd otdiy: 

Jak by Jste ohodnoiil(a) drovesi celdho kursu? (maLA) 1 2 ~1 4 S (vyskd) 

Jak by Jste ohodnotil(a) organizad cel~io kursu? (mats) 1 2 3 (3) S (Vysok~ 

Jak by Jste ohodnotil(a) vlkon Unstruktora? (maIJ) 1 2 ( ) 4 5 (vysokj) 

Byla jednotI~vd cvlW pro Vis pllnosem? (ib) 1 2 3 C3) 5 (rysko) 

Zodpovfdal Instruktor na Vage otizky kvafltni? (milo) 1 2 3 4 (vYsoko) 

JakU Mt kursu byls p.-o Vis neJlepWf? 

FfA1QSf-A V--MP AP~ 

Jakym zpidsobeun ol mystlie le bychom mohil zlep~It nil kurs* 

Jaki kursy sl myuifte ie by byly vhodni dopinit do akho cyklu? 

DodateWn ptipornInky Qjutflec polbujete Yfce mists, poufijte uadnl utranu formulge): 

Dikqfl.
 



PROFISIONAL COMMUNICATIONS 
Hodnocent Kursu 

Dnedni datum: /.r NQ Mfsto konini kursj_________~ 

Zodpoviste laskayl riN niskcdujfd otdzky: 

Jak by Jste oliodrnotll(a) dlrovedi cedho kursu? (=UL) 1 2 3 4 (' (v-ysokA) 

Jak by Jste ohodnWtl(a) organizad cel~ho kursu? (main) 1 2 3 4 j ("yski) 

Jak by Jste ohednoJI(a) vjfcon instruktora? (maIj 1 2 3 4 S. (vysokj) 

Byta jednotllv6 cvl6Wn pro Vds pflnasem? (mito) 1 2 3 4 ( ) (vyko) 

Zirdpovidal Iastruktor ns W'e otiiy kvatltni? (milo) 1 2 3 4 CS )(vysoko) 

JakA Wt~ kursu byla pro Vis nejlepif? . - r-A 

Jaklm zpidsobein si mysifte le bydiom mohil clep~1t nil ku s? 

Jaki kursy si myslfte It by byly YhodnE dopinit do naebo cyki;'? 

J~DaAeE ptlpomfnky (JattIle po~?ebLujete vice mists, poui~Jte zadn: 5tranu formuI~N): 

' D"' "f' 



2/PROFIIOSIONAL COMMUNICATIONS 
llodnocen( Kursu 

Dn~n( dutum:1 "'7' Misto kondini kursu: A 2r~"K 

Zodpovt~ste laskavC- na ndsledujkci otiizky: 

Jak Iby jste oliodnotilia) 6irovcui cek~ho lkursu'! (maid) 1 2 3 4 A"vysoki) 

Jak by jsle ohodnotil(a) organi7.aci cek~ho kursu? (mali) 1 2 3 4 K (vysokai) 

ik hy jstc ohodnotil(a) v~kon instruktora? (maly) 1 2 3 4 (Y)soky)i 

Byla jednotlivai cvi~eni pro VAds pfinosem? (mdlo) 1 2 3 4 K (vysoko) 

ZodpovidaiI instruktor n Vae otdzky kvalitn1E? (mdlo) 1 2 3 4 SK (vysoko) 

SJaik.1 U1s kursu hyla pro Vais ncjlcps'r. 

Jaiki~t zpisohei si myslite ;.e hychom mohii zepsil ui.R kurs? 

JaUki kur-,y si rnyslite -c by hyly vhiodin6 dopinit do nua:ehii cyklu? 

V 2,s13 t4 /t4 7-J1/?fi 3U6 9f-r7 1-

Dodaitevn pripominky 0astl~e poffiebujete vice mislu, ptou).jte 7A~dfli stranu tormuldi 

DAkUji!1
 



PROFISIONAL COMMUNICATIONS
 
HodnocentKursu
 

MLstokond kursu:_____Q___Dnela datum: 4~2. 4"*?i 

Zodpovlste laskavi na nisleduj(cf 0"iy: 

Jak by Jste ohodnotli(s) ilovesi ceIlio kursu? (mali) 1 2 3 (Vp s (vysoki, 

Jak by jste ohodnotll(a) organi?' d celiho kursu? (mWl) 1 2 (J')4 S (YywkA) 

Jak by Jste ohiodnotil(a) vjkon Instruktors? (malt) 1 2 3 ( 3) (Yymk$) 

Byla Jednotllvi cvI~efd pro Vis pffnosem? (mi1o) 1 2 3 ()S (Myoko) 

Zodpovfdal Instruktor na Vale otdlzky kya~tni? (muGo) 1 2 3 4 (9P(vysoko) 

JakA fst kursu byla pro Vis nejiep§i? 

fJakfm %pidsobam d1 mysifte ie bychom mohil zleplit aM km.? 

Jaki kursy s1 mysift. foe by byly vbodrE dopinit do nAftho cyklu? 

Dodatelni pipomfnky eQestfe potebujete Yfee mfsta, pou~IJte zadnf stranu formul~e): 

_________Dikufl! 



PROFISIONAL COMMUNICATIONS
 

HodnocentKursu
 

Dnednf datum: Z/2 oflo Mfsto koidn kuruu _______ 

Zovste laskavi na nisledujfd ot~zy: 

Jak by Jste ohodnotil(a) d~roved~ cdho kursu? (miatA) 1 2 3 4 (V9 (rfsoki) 

Jak by jste ohodnotll(a) organizad celdho kursu? (mate) 1 2 3 4 (3) (vysok" 

Jak by jste ohodnotil(a) vlkon Instruktora? (maif) 1 2 3 4 (3) (yskj) 

Byla Jednotfivi cvl~enf pro Vds pffnosem? (mdlo) 1 2 3 4 (0 (vysoko) 

Zodpovfdal irnstruklor na Vale ot~zy kvraltnl? ' (mfilo) 1 2 3 4 (T(vyoko) 

Jgk Ws kursu byla pro Vis nejleyiM? 

Jaklm zpi~sobem I mnysift le bychom mohil zlep~il nU kiwi? 

JAk kursy A1mysIfte le by byty vhodnd dophLnt do ra&Mh cyklu? 

DodaW.Mn pJ'ipongnky Utitile pottebujde vfce mhst, pcui~te zadni strau fonnu~ie): 

Dikufi.'
 

http:DodaW.Mn


PROFISIONAL COMMUNICATIONS
 
Hodnoceni Kwu
 

Mbto kwnin kiruu ______Dnelaf daktum:_____ 

Zodpovhste laskavi na uisedujfcf otizy: 

Jak by jhte ohodnotll(a) tirovesi ce~iho kursu? (mali) 1 2 3 &j s (vysoki 

Jak by Jste ohodnotll(a) organizad cellho kursu? (mml) 12(5, 4 s (rysoki 

Jak by Jste ohodnotfl(a) vf'kon Insftuktom? (malf) 1 2 3 4 (f,,(vysokl) 

Byta jednotivi cvihmf pro Vis pfinosemn? (milo) 1 2 3 49 S (vysoko) 

Zodpovhial lnstruktor ng Vsk otbzky kvttnM? (milo) 1 2 3 4 CS (yysoko) 

Jaki Wdt kursu byla pro Via nejlepWi7 

Jakjm zp~oban al myslfe ie bychom mobil aepill nl kiwi? 

JAk kwisy d myslfte ie by byly Yhodni dopinit do makho cykiu? 

DodateWn ptiporainky OutUile pottebiucte vfce mLsta, poutijte zadni stmnu formulii'e): 

Diku#S 



PROFISIONAL COMMUNICATIONS
 
Hodnocen( Kursu
 

D,2nf datum: 2~V.\A.Mfsto konfini kursu: 'OLA1S 

Zodpov~ste Iaskav6 na rnisleduJfd otfizky: 

Jak by jsfe. ohodnotil(a) droveii ceIlho kursu? (maId) 1 2 3 4 CS (vysokd1) 

jak, by jste ohodnotil(a) organizaci celdho kursu? (maid) 1 2 3 4 (Yysok4) 

Jak by jste ohodnotil(a) v~kon instruktora? (mal) 1 2 3 4 (vysokD) 

Byla jednotlivil cvi~enf pro Vils pflnosem? (nidlo) 1 2 3 ib 5 (vysoko) 

Zodpovfdal instruktor na Vage otzlzky kvalitnE? (mullo) 1 2 3 4 ®(vysoko) 

Jaki M~t kursu byla pro Vis nej~lepgr.7 

Jakym zpidsobem si mysifle le bychom mohi zleptit ndi kurs? 

Jakd kursy si mysifte le by byly Yhodink doplnit do inaeho cyklu? 

DodaleWn ptipomfnky aesfl-e poltebujele vfce mfsta, pou~ijte zadnf stranu formuli'e): 



2 

PROFISIONAL COMMUNICATIONVS
 
Hodnoceni Kursu
 

Dnegnf datum: 1'. f~0% Mrjjsto kongrif kursu: 

Zodpoviste laskavE na nisledujfc1 otdzky: 

ink by jste ohodnotil(a) iirovezl ceIkho kursu? (Mali) 1 2 3 c~S (vysok4) 

Jak by jste ohodnotil(a) organizadl cel~ho kursu? (maid) 1 2 3 S (YysokA) 

ink by jste ohodnotiI(a) vfkon instruktora? (maly) 1 2 3 4 05 (vysoky) 

Byla jednotii cviL-nf pro Vds pflnosezn? (mdIo) 1 2 3 4 (V(vysoko) 

Zodpovfdal instruktor na Vage otAzky kvalitni? (mdIo) 1 2 3 4 (vysoko) 

JakA ts kursu byla pro Vds nejtepi?9 

Jakim zpi~sobem si mysirte fe bydiom mohi zlepgit nd§ kurs? 

Jaki kury si mys!(te fe by byly Yhodink dopinit do riWeho cyklu? 

Dodate~nd pfipomfnky (Jestlife potiebujete vfce mista, poufljte zadn; strnnu fornjlife): 



PROFIONAL COMMUNICATIONS 
HodnocerdKursu 

Dndfn datum: s P 't Mfsto konWn kursu: 5 2 e 

Zodpovhste Iaskav8 xis nisiedujrcf ot~zy: 

Jak by Jste ohodnodW(a) dlrovedi ceJdho kursu? * (mialA) 1 2 3 4 ,3rs(-Ak) 

Jak by Jste ohodnotll(a) organizad ce1~ho kursu? (ma 14) 1 2 3 4 (vr(yokgl) 

Jak by Jste ohodnotli(a) vfIcon lnstruktora? (ma1$) 1 2 3 4 (3)(vskj) 

Byta jednot~yd cv1ien pro Vds pi'(nosem? (mAlo) 1 2 3 (3 S (vysoko) 

Zodpovfdal tnstruklor xis Vale otiky kvafl? (mdlo) 1 2 3 4 (j) (rysoko) 

JakA Ws( kursu byla pro Vds onJlepW 

jakfm zpdsobem Ai mysifte it bychom mohil zlep~l nif kwis? 

Jaki kursy sl myslfte ie by byly vhocnE dopinit do nuleh cyklu? 

DodateWn ptilpomfnky Getls potlebujete rice mists, pouJte zadnf stranu formuWite): 

Dikuji.'
 



PROFISIONAL COMMUNICATIONS
 
Hodnocent Kursu
 

fo kondnf kursu:_ ________Dneint datum:__- Wo~ 

Zodpoviste laskai a nisleduJfd otizky: 

Ja~k by Jste ohodnotil(a) dlrovedi cellho kursu? (malt) 1 2 3 4 (c)(vysok 

Jak by Jste ohodnotil(a) organzad celtho kursu? (mo IA) 1 2 3 4, 5 (Yysokt) 

Jak by Jste obodnotll(a) Ylkon Instruklmr? (malf) 1 2 3 4 (~(vysokj) 

Byla jednotUi~ cvIlenf pro Vis pifoosem? (milo) 1 2 3 4 (~(vysko) 

Zodpovfdal lnstruktoe na Vage otAzky kvalltni? (milo) 1 2 3 4 (j vywow) 

JAM Wt kursu byla pro Vts nqjlepWt? 

Jakym zpi~sobem Ai mysifle le bychom mohli zlepM1t n6 kurs? 

Jaki kursy idmyslfte ie by byly wbodni dopinl do nadeho cykin? 

DodateWn pflpomfnky Qestlile potbuJete Yfce mista, poufljte zAdnl stranu formuWge): 

'7q#
 



PROFISIONAL COMMUNICATIONS
 

Hodnocent Kursi
 

Dndnf datum: $0. a . 904/gnnku~u 

ZodPoviste laskayl na nisledujfd ctizy: 

Jac by Jste ohr-4notll(a) ilrovedi ceidho kursu? (mnalfi) 1 2 3 4 K (vysok.0 

Jak by jste ohodnotil(a) organizadl celgho kursu? (ma LA) 1 2 3 k~S (,vysoki) 

Jak by Jste ohodnotl(a) vlkon rLnstruktors? (malf) 1 2 3 4 (vysokf) 

Byla jednotlivi cvl~eni pro Vis ptlnosem? ('nito) 1 2 3 4 &(vysoko) 

Zodpovfdal Insiruktor na Vale othzy kvailtni? (Wl~o) 1 2 3 4 SFvysoW) 

Jaki bst kursu byla pro Vds nejiepdP? 

Jakjm zpasobei 'nysifte ie bychom mobi luepit nii kiwi? 

JAM kursy si mysifte it by byly vhodnE doplnhl do nalebo cyklu? 

DodateWn pilpominky Uestl&i pottebuJete Yike mfsta, pmuqte zadni stranu formute): 



PROFISJONAL COMMUNICATIONS
 
Hodnocen( Kursu
 

Dnegn( datum: to .41. ( i- Mlsto konfinf kursu:- 100-S K7.KM& 

Zodpov~ste IaskavE na niisledujfci otlzky: 

Jak by jste ohodnotil(a) diroveA celfho kursu? (mald) 1 2 3 4 ( (vysokA) 

Jak by jste ohodnotil(a) organizaci ceIlho kursu? (maid) 1 2 3 (D5 (vysok-A) 

Jak by jsle ohodnotil(a) v~kon instruktora? (mal) 1 2 3 4 (1 (vysokf) 

Byla jedno(Iivd cvilenf pro Vfis ptfflosem? (mAio) 1 2 3 4 ~3(vysoko) 

Zodpovfdal instruktor na Vage otAzky kvalitni? (rnilo) 1 2 3 4 (vysoko) 

Jalul W4t kursu byla pro Vis nejlepgf9 -s 

Jaklm zpi~sobeni si m6 yslfte le bychom mohi zlepgit iA§ kurs? 

JAM kursy si myslite fe by byly vhodn6 dopilh do na.leho -cyklu? 

Doduani ptipominky (jestlile po~tebujete vfce mfsta, poufijte zadnf stranu formul~fe): 



PROFISIONAL COMMUNICATiONS
 
HodnocentKursu
 

Dntdndatum:_____o. Mso konAW kursu: Pc7i~~K -~2 

Zodpov~ste laskavi na nAsleduJ(cI otdzy: 

Jak by Jste ohodnotli(a) dlroved celtho kursu? (ma 14) 1 2 C3'4 S (vyWLkQ 

Jak by Jste ohodnotfl(a) organizad celdhc kursu? (matiA) 1 2 3 CCL5 (YywUk) 

Jak by Jste obodnotll(a) vlkon Instruktora? (malf) 1 2 3 5) (vysokf) 

Byla J-6dnolivi cvi~enf pro W~s pflnosemn? (rnilo) 1 2 3 5~(vysko) 

Zodpovfdal Instruktor na Vuje ot~zy kvsIltnV?IJakiWst kursti byla pro Vis nejlepdf9? 

(m~Io) 1 2 3 4 (j)(vysoko) 

Jakfin zpdsobern si mysifte ife bychom mnohi zlepdIt nAf kurs? 

JakE kursy &Imyutlfe by byly yhodni dopinll do naleho cyklu? 

DodateoW pi'ipomfnky Qest~ile poti'ebujee vfoe Ws, pouJ(e zadiif strau formu~ge): 

Dikufi.'
 



APPENDIX D
 

Simultaneous Translation Equipment Bid 
for Bene'ov Institute 



Institut pro mistn( sprAvu
 

prof.PH. D.Karel Lacina Dr. Sc.
 
Na Pergt~nO 11
 

V Praze dne 1.11.1992
110 00 Praha I 


-!abdka'L souiPr Vv tlumoenick~ho zaetzenf-varianta 6.,2 

Zasil~m VAm pisemnou nabidkLu soupravy tlumodnickdho zarfzeni.
 

Pro tri a! maximA1nO test Jazykd je dodAvAn tlumodnick vysflae
 

gestikanA1ov',samostatn6 pracovigtO technika a dle podtu Jazykd pracovi~t
 

tlumo~nfkd (pro kad jazyk jedna skri'ka tlumodnika).
 

Podet dastnick ch-peijimad-pro Mst-4azy-kd J omszon.pouze kapacitou
 

sAlu (po~tem sedadel).
 

Prklad cenovO nabfdky soupravy:
 

rbidka noupravy Pro 3 e~pi a 200 peiifma
 
92 9 0 0 ,-
I ks tlumodnick' vysilad pro 6 DeU 


1 ks skeftka technika (ovlAdact pult) 11 900,

7 ks skrafika tlumodnika (kabinov zesilovad) (A 10 900,-) 32 700,

200 ks Odastnickg prijimad pro 6 redi (A 900,-) 180 000,

peislugenstvt od firom AKO,Bayer Dynamic,Telex,Sennheiser a pod.
 
5 000,dynamick mikrofon 5k% (A 1 000,-) 


sluchAtka pro tlumodniky 6ks (A 2 000,-) 12 000,

sluchAtka stereo Iks (A 2000,-) 2 000,
450,mikrofonni stoJAnek 3ks(A 150,-) 


1 750,piPpoJn9 panel 5ks (A 350,-) 

2 500,sada propojovacich kabeld 

2 000,sada obald-kufry 


cca 5 000,zatkolent obsluhy,doprava 

sada tulkovgch baterH-alkalick6 400ks (A 16,-) 6 400,

1 470,kallAtko pro tlumodnika 3ks (A 490,-) 


pro pou2itf soupravy Jako mobilni speciAlni sada mobil.kabold 5 000,
500,.:iprava tlum.qysilade pro napAjani z akumulAtord 


cca 11 000,montAI 

------------------..........-------------------------------------...............................
 

souprava celkem (varianta d.3) 	 372 570,-Kds
 

Dodaci lhdta je 2 a 3 mdsice.V pipadO vA!n~hozAJmu,zaHzenf u VAs 

pfedvedeme a doporudime nejvhodngjdi konfiguraci. 

S pozdravem I,/
 

Vladimir KovaPfk
 
ELKOM SERVIS
 

V Peipadd Vageho zAjimu zaglete objednAvku na adresus 	ELKOM SERVIS
 
SafIAova 15
 

102 00 Praha 10
 
telefon:02 756245
 



APPENDIX E
 

March, 1992 Equipment List for Benesov Institute
 



REVISED DESCRIPTION OF RECOMMENDED EQUIPMENT 

(Note: Vendors listed are recommended American vendors. However in some cases 

shipping costs may be prohibitive and local vendors in the Czech republic should be used 

instead.) 

$ 281 Reversible White Markerboard or Markerboard/Chalkboard Combination 

as anPurpose: Provide versatile writing surface for effective use of color 

instructional tool. 
Requirements: Should be portable with floor guides or casters. Full-length 

accessory tray. Minimum size of 4' by 6'. Shculd have adequate frame to 

support pad of easel paper held by jumbo clips. 
Recommended Vendor/Model #: 
$260 One (1) DEMCO #P163-8318 Reversible markerboard @ $260.00each 
$ 21 One (1) DEMCO #P163-8308 Markerboard casters set @ $21.00each 
Notes: An initial purchase of one board with appropriate supplies for each 

Institute could be supplemented later by additional purchases with Institute 
monies. The prices listed were quoted by a DEMCO representative and do 
not include any applicable taxes, duty, or shipping. The purchase of the above 
items is dependent on shipping to the APO address for the U.S. Embassy in 
Prague and the U.S. Consulate in Bratislava. Otherwise the shipping costs 
will be prohibitive. 

$ 804 Miscellaneous Low-Tech Audio-Visual supplies. 

Purpose: Provide a variety of low-tech audio-visual supplies that can be used 

in different combinations for instructional purposes in the classroom and also 
can be used in the institute's hallways and lobby to provide information 
regarding courses, seminars, events, and lectures. 
Requirements: No specific requirements. 
Recommenoed Vendor/Model #: 

$ 84 Four (4) Demco #P153-8102 Dry erasable marker kit @ $21.00 each 
$ 45 One (1) Demco #P149-6700 Dry erasable black markerboard 

@ $45.00 each 
$ 15 One (1) Demco #P153-8147 Erasable florescent marker set @ 

$15.00/set 
$ 55 One (1) Demco #P146-8521 Solid oak display easel @ $55.00each 
$ 25 One (1) Gaylord #QP202306 Non-laser pointer @ $25.00 each 
$ 10 One (1) Gaylord #QP202308 Replacement lamp for pointer 

@ $10.00 each 
$300 One (1) Demco #P141-0600W4T Floor display @ $300.00 each 



$180 Four (4) Demco #P153-2027 Plain paper copier transparency film 
packs (8 1/2" x 11" - 100 sheets/pack) @ $45.00ipack 

$ 90 Two (2) Demco #P146-0769 Easel pads, 50 sheets/pad - 4 pads/pack 
@ $45.00/pack 

Notes: The intent of this purchase is to provide the institute with exposure to 
basic low-cost presentation items used on a daily basis throughout the United 
States. Because of the cost of supplies such as paper and transparencies, the 
institute should be enccu'aged to use media such as markerboards whenever 
possible. The prices listed were quoted by Demco and Gaylord 
representatives and do not include any applicable taxes, duty, or shipping. 
The purchase of the above items is dependent on shipping to the APO 
address for the U.S. Embassy in Prague and the U.S. Consulate in Bratislava. 
Otherwise the shipping costs will be prohibitive for certain items such as the 
floor display unit. 

$ 2,500 Laser Printer 

Purpose: Provide high-quality printing of instructional materials including 
spreadsheets, text charts, pie/bar/line charts, preparation of course 
information, literature, brochures, conference proceedings and mailing labels, 
and administrative word-processing. Materials can be printed on paper stock, 
transparencies, and mailing labels. Transparencies can be shown on standard 
overhead projectors. 
Requirements: Pre-wired for Czech electricity. Compatibility with a wide 
variety of microcomputer hardware/software. Ability to prr-luce text and 
graphics with a least 300 dpi (dots per inch) resolution and also produce 
documents using Czech-language inflection marks. Basic scalable font 
capability with future postscript capability. 
Recommended Vendor/Mofel: Hewlett Packard - HP Lasejet III or IV @ 
$2,500 each 
Notes: Must verify that these printers are readily available with appropriate 
service and support within Czechoslovakia. The premier feature of the 
Hewlett Packard line of printers is compatibility with a wide variety of 
software and hardware, and the ability to withstand constant use on a daily 
basis with minimal maintenance. There are laser printers that offer more 
standard features, but durability is going to be a key for this equipment and 
that capability has been demonstratedt by the Hewlett Packard line of laser 
printers. From an ecological viewpoint it would be good to introduce the 
institute staff, instructors, and local government officials to the concept of 
recycling the toner cartridges used in this or any other laser printer. 
The price listed was quoted by a U.S. Hewlett Packard representative. The 
waiving of the Czech government tax may reduce this price. 



$ 1,100 Color Ink Jet Printer and Supply of Transparencies. 

Purpose: Provide the capability of producing full color text charts,
 
pie/bar/line charts, and other graphical items that can be produced on paper
 
or transparencies that in turn can be displaycd with standard overhead
 
projectors.
 
Requirements: Pre-wired for Czech electricity. Compatibility with a wide
 
variety of microcomputer hardware/software. Ability to produce text and
 
graphics with a least 300 dpi (dots per inch) resolution.
 
Recommended Vendor/Model: Hewlett Packard - HP Deskjet 550 C - Must
 

verify that it can be purchased within Czechoslova-ia, or Europe with repair
 
services available.
 
Notes: In conjunction with a laser printer, this color ink-jet printer will allow
 

preparation of very high-quality color transparencies that can be shown with
 
any standard overhead projector. An initial supply of transparencies for this
 
printer should be supplied. Additional supply needs should be purchased by
 
with the Institute's monies. The price listed was quoted by a U.S. Hewlett
 
Packard representative. The waiving of the Czech government tax may reduce
 
this price.
 

$ 700 Graphics Software (DOS based) 

Purpose: Provide the Institute with the capability to prepare text charts, 
pie/bar/line charts, area charts, and organizational charts to be used for 
instructional purposes, for diseminating information in seminars and 
meetings, and for administrative purposes. 
Requiremcnts: Must run on any DOS-based microcomputer with a minimum 

of 640K of memory. Must be able to produce output on standard dot-matrix 
printers and laser printers. Should be consider one of the industry standards 
for graphics packages. At least a basic level of technical support must be 
available within Czechoslovakia or Europe. 
Recommended Vendor/Model #: Harvard Graphics 3.0 - education 10 

workstation lab kit, purchased directly from Software Publishing Corporation 
@ $700 each. 
Notes: Good example of American software that can be taught at the 

Institute and easily demonstrated throughout Czechoslovakia. It is anticipated 
that additional copies would be purchased with Institute monies. The prices 
listed were quoted by a Software Publishing Corporation representative in the 
United States and do not include any applicable taxes, duty, or shipping. 



595 Spreadsheet Software 

Purpose: Introduction of computerized spreadsheet concepts and techniques. 
Requirements: Must run on any DOS-based micro-computer with a minimum 
of 640K of memory. Must be able to produce output on standard dot-matrix 
printers and laser printers. Should be consider one of the industry standards 
for spreadsheet packages. At least a basic level of technical support must be 
available within Czechoslovakia or Europe. 
Recommended Vendor/Mode! #: Lotus Version 2.4 - single copy - Czech 
version - purchased through Lotus Development Corp. in West Germany @ 
$595 each. 
Notes: Good example of American software that can be taught at the 
Institute and easily demonstrated throughout Czechoslovakia. It isanticipated 
that additional copies would be purchased with Institute monies. The prices
listed were quoted by a Lotus representative in the United States and do not 
include any applicable taxes, duty, or shipping. 

$ 695 Word Processing Software 

Purpose: Introduction of computerized word processing concepts and 
techniques. 
Requirements: Must run on any DOS-based microcomputer with a minimum 
of 640K of memory. Must be able to produce outp:, on standard dot-matrix 
printers and laser printers. Should be consider one of the industry standards 
for word processing packages. At least a basic level of technical support must 
be available within Czechoslovakia or Europe. 
Recommended Vendor/Model #:Word Perfect Version 5.1 - 8workstation copy 
- Czech version @ $695 each. 
3.5" Diskettes: #F2CSIWP51 
f 25"Diskettes: #F4CSrWP51 
Notes: One copy of the Czech 
from any WordPerfect reseller. 

language version can be purchased directly 
Proof of documentation is then submitted to 

WordPerfect for the additional 7 workstation licenses. Good example of 
American software that can be taught at the Institute and easily demonstrated 
throughout Czechoslovakia. Although other software packages such as 
graphics packages can be used in their English-language format, word
processing should be in the Czech language for wide-spread use within the 
Czech government for all official documents and reports. It is anticipated that 
additional copies would be purchased with Institute monies. The prices listed 
were quoted by a WordPerfect representative in the United States and do not 
include any applicable taxes, duty, or shipping. 



$ 5,000 Photocopier 

Purpose: Reproduction of training materials, government regulations, and 
administrative paperwork for the institute. 
Requircments: Pre-wired for Czech electricity. Capacity to produce 25,000 
copies per month. Should have standard sorting, enlargement, and two-sided 
printing capability. Also should be able to accept a control card system for 
controlling use of the copier. 
Recommended Vendor/Model. Canon NP 3825 @ $5,000 each - Can be 
purchased local'y in Beneov. Should check to see if better price can be 
obtained in Prague. 
Notes: The institute already has a copier rated at 150,000 copies per year, but 
is supporting a demand for 300,000 copies per year. The purchase of this 
additional copier would give the institute a capacity of 450,000 copiers per 
year which is a very sizeable amount of copying capability. There may be a 
problem in that the institute may not be controlling/monitoring the number 
of copies being made. An alternative approach may be to buy a smaller 
copier (Canon NP 1520 or Canon NP 2020 at an estimated cost of $2,800 
$3,500) that is rated at 6,000 - 8,000 copies a month and see if the institute 
can more effectively control/monitor its copying needs. However both Dr. 
Lacina, the coordinator for the Institute, and Ing. Evien SSkora, the new 
Director expressed the need for additional copying capability, and the visit to 
Benegov was too short to allow an accurate evaluation of the situation. The 
price listed was quoted by vendors in Czechoslovakia. The waiving of the 
Czech. government tax may reduce this price. 

$ 8,000 Portable Multimedia Display Tablet 
(Estimated) 

Purpose: Would allow portable wide-screen projection of audio-visual 
presentations using MDA/CGA/EGA/VGA/SVGA micro-computer video 
signals and NTSC/PAL/SECAM videocassette and television monitor signals. 

Requirem ents: Must be pre-wired for Czech electricity. Support and service 
must be available within Europe. Must be able to display both American and 
European signal formats. 
Recommended Vendor/Model #: Proxima Corporation/Ovation Display Tablet 
or NVIEW Corp./Media Pro Display Tablet @ $8,000 each (estimated). 
Notes: A portable display unit would allow presentations in all of the 
Institute's classrooms, the large assembly hall, and also could be used for off
site courses, seminars, and meetings. An overhead projector with a light 
output of at least 3,000lumens and efficient cooling system should be used for 
maximum image projection with the display tablet. It is anticipated that the 
overhead projector could be purchased with Institute monies. 



$ 7,500 Micro-computers 
(Estimated) 

Purpose: Would allow hands-on training of applications software appropriate 
for Czechorlovakian government officials. 
Requiremeii's: Must be pre-wired for Czech electricity. Support and service 
must be available within Europe. At a minimum each computer must be 
IBM/compatible, have an Intel 386/16mhz processor, 2 megs RAM, 40 meg 
hard disk, 3.5"high-density floppy disk drive, 5.25"high-density floppy diskette 
drive, mouse, and a VGA color monitor. Must be Novell network compatible. 
Minimum 1 year warranty with service available in Europe, preferably in 
Czechoslovakia. 
Recommended Vendor/Model #: IBM or IBM compatible manufacturer. 
Five (5) micro-computers @ $1,500 each. 
Notes: The price listed above is an average for the type of equipment that 
would be purchased and does not include any taxes, duty, or shipping charges. 



[ADD TO APPENDIX E):
 

FINAL EQUIPMENT PURCHASES, CILA
 

2 Fax, Canon 


Video recorder and tape player, NCNC 


Monitor, Toshiba 


Copy machine, Canon 


Simultaneous translation system 


Service contract on translaton equip. 


Translator units 


Annaco Projectors 


2 Personal computers & Printers, JIMAZ 


TOTAL 


KSC
 

73,810
 

13,800
 

34,900
 

41,790
 

372,570
 

37,000
 

79,467
 

63,880
 

102,930
 

KCS 820,147
 



ATI'.ACIIENT F
 

Sample Document Prepared by Workshop Participants
 
Sample Statistics used in Workshops
 
Sample Handout Used in Workshops
 

Sample Document Prepared by Kromri' Staff
 



VASE CISLA
 
PASTVOU PRO OCI
 

Ms. Amanda Orrick
 
Pro graficke znazorneni cisel a obzvlaste jejich podmnozin jsou velmi oblibene kruhove 

diagramy. Na jednom priklade varn poradimejak pomoci uvedeneho programu muzete vytvaret 
kruhove diagramy a jake moznosti se yam pri tvorbe grafiky nabizeji. Znazomime vekovou 
strukturu zamestnancu jedne firmy. Jako podklad slouzi nasledujici data: 

16 az 30 let: 4500 zamestnancu Czech. Teplota 
197 1990 

30 az 40 let: 6848 zamestnancu 


40 az 50 let: 79877 zarnestnancuALaa es na. ...... ............. ............ .......... A , ,
40 az 50 l t: 79 
50 az 60 let: 4111 zamestnancu 1 ,..,A0 
nad 60 let: 1002 zamestnanci .. ....... ...... AZ 

Jak byste resili takovou ulohu? 18 =11 12 

Nejdrive vyvolate prislusny vstupni formular , , ° 
pro evidenci dat. Toho dosahnete tak, ze v CLusM 

hlavnim menu vyberete volbu "Nova grafika" 
a budete aktivovat "Kruh". Vysledkem bude 
obrazovka umoznujici vstup dat. Tato obrazovka se tremi radkami v hlavicce dovoluje zadat v 
sesti rtznych sloupcich data a parametry diagramu. 

Plochy kultur podle kraju k 1. 1. 1989 

Louky Pastviny 

Praha 0 0 

Stredocesky 48 20 

Jihocesky 124 27 

Zapadocesky 96 40 

Severocesky 54 35 

Vychodocesky 118 33 

Jihomoravsky 71 39 

Severomoravsky 59 65 



Hlavicka obsahuje tri policka pro vstup tak, jak je to obvykle temer u vsech typu 
diagramu Harvard Graphics: 
* titulek k zadani 
* podtitulek pro dalsi radky nadpisu,
 
" poznamka pro evidenci znacky autora, data vytvoreni nebo pramene puvodu.
 

Ve sloupcich pod tim zadate oznaceni a hodnoty pro segmenty kruhoveho diagramu. 
Jednotlive sloupce maji nasledujici vyznam: 

V nasem 
pripade zadejte 
nejprve vstupni 
hodnoty pro Kina podle kraju 
policko "Titulek" a v roce 1988
"podtitulek". 

Potom podle 
tabulky hodnot n27 to01 

vyplnte sloupce 
"Oznaceni" a 91t,20 

"Hodnota". Sektor 
A 
r u h o v e h o 2 , o1rh v h 204 to 260 

diagramu, ktery 260 to 293 

odpovida vekove 
skupine 50 az 60 

293 to 40
let, ma byt zvlast 
zvyraznen. Proto 
se musi nastavit 
radka se 
segmentem, ktery 
ma byt vyriznut, 
zde tedy radka 
ctvrta. Ve sloupci "Rez" vyberte volbu "Ano". Nyni je vstupni formular vyplnen. Do zmen 
predem danych barev a vzorku se jeste poustet nebudeme. Drive nez soubor ulozite do pameti 
a grafiku vytisknete, meli byste si ji nejdrive nechat pro kontrolu ukazat na obrazovce. Toho 
dosahnete pomoci < F2 >. 



UZEMi A. PODNEBI. 

2-1. Rozloha uzemi CSSR podle okresO,'poitet obyvatel a hustota obyvatelstya na I kin' 
(itav k 1. 1. 1989) 

Roi~h Po Hustota .Hullat 

RezdIA Poet oby'a.Poles obyva.. Cizem;. kr~i. okresO"e"r. (knelstva lkm') obyvatel telstv3 
nI I kIm I -n Ikm' 

, 
. 
" 

. . .. 2SSR127899 I5624 021 122 Jihomoravskykra. 
Blansko ...... ........... 

15028 
942 

2058530 
107 9821 

, 137 
11.5 

. Brno.msto . ...... 230 389 892' 1 695 

dSR .. ....... ... 78 864 10 360 480 131 8,no.veko
Bleclav. ..... 

............. 
........... 

1091 
1 190 

157 217. 
125 852 

144 
106 

$SSR. .... .......... .49 035 5 263 541 107 Goctw-:doy .... 
Hodonin ..... 

......... 
........... 

1 031 
1 088 

1 196 206 
162 344 

190 
149 

johlava ..... ............ 1 179 1 108 614 92 

Hla n/ maito Praha 496 1 211 106 2442 Kromhi;. 
Proittlov 

. ........... 
. .......... 

... 
. 

799 
769 

108 526 
113 778 

136 
148 

Stfedofetki kraj 
Benelov ............... 

...... .... 
.. 

10994 
1 443 

1 122023 
8.8 569 

1.12 
61 

T;cbii . .... 
Uherski Hr~d,(t 

........... 

. . .. 

1 519 
992 

117 324 
146 016' 

77 
147 

Beroun . .......... . . 662 76781 116 V ..ko ...... . . . . . . g889 87 380 98 
Kladno. ............. .. 692 151 955 220 Znolmo .............. .... 1 637 112 376 69 
Kolin ............ ....... 819 92 798 113 Zdjr nad S.zavou . . 1 672 125 023 75 
KutnJ Hor. ........... . 937 79 394 85 
Millnik ....... ............ 
MladiBolelay " . ......... 
Nymburk . . .......... 

* Praha.v chod .. ........... 
Praha.zlpad .... ......... 
Pbrim ..... ........... 

712 
1059 

882 
597 
633 

1 628 

95 576 
112 0S1 
90021 
94 742 
75 745 

108912 

134 
106 
102 
159 
120 
67 

Severomoravsky krai ... . 
Brunil ..... ........... 
Frdck-Mistck . ....... 
Karyin! ............... . 
Ndvjli n ............ .... 
Olomouc .... .. ........ 

11 067 "1 1 969 991 
1 745 110071 
1 273 , 226 SC'7 
347.. 289 102 
918 158 507 

1 452 . 224 514 

178 
63 

178 
833 
173 
155 

Ralovnik . .......... . 930 55 439 60 Opav1 ... ............ 
Ostrava-misto ........ 

... 

... 
1 143 
214 

180'897 
330 614 

158 
1 545 

Jlholetkykr-j. .... . 
Cesk -udijovic ..c ....... 
Ceski Krumlo. ..... 

. . . 
.... 

11 345 
1 625 
1 615 

697785 
171 462 
57 522 

62 
106 

36 

Plerov. . 
Sumpcrk . 
Vsctin. .... 

........... 
.......... 

............ 

.. 

. .. 

884 
1 948 
1143 

A39 343 
164 232 
146 204 

,158 
84 

128 
Itn#dichuv Hrade.. . ...... 1 944 93 540 48 I 

Pelh?mov . ........ .. . . 1 290 75 353 58 
Piek ....... ............. 1 162 73 555 63 Hlavni misto SSR Bratislava' 368 435 499 1 183 
Prachatice ..... .......... 1 375 4 51 092 37 

Strakonice . .......... .. 1 031 71 716 70 Zipadosovenski kraj . . . 14 492 1 725 766 119 
Tibor ...... ............ 1 303 103 545 79 8rgs~lv-vidck 

Dunlskj Strcd. 
......... 
....... . 

1 240 
1 075 

146 479 
109 676 

118 
102 

Zipadoeski kraj 
Domahlice ..... 

...... .. 
.......... 

1087S 
1 140 

869 592 
58 904 

80 
52 

GaIanti ..... 
Kornrno ...... 

........... 
.......... 

986 
1 100 

145 461, 
110 374' 

148 
100 

C ih b .. ............... .... 933 87 456 94 Levce. ....... ............ 551 122 202' .79 

Karlovy Vary .... ......... 1 628 123 494 76 NJtr. .. ............ . 1 442 211 00a .146 

Klatovy .... . .... ..... 1 939 90232 47 NovE Zimky .... ........ 1 347 154829 11 
P1zth.mso . ..... ... ... 1.25 174 635 1 397 Seneca .... ....... ..... 1 691 148 160 88 
PlzeA.jih . ........... 
PIze-A.ever . ".......... 

1 079 
1 323 

68 845 
73 400 

&4 
55 

Topol iny 
Tren 

. ......... 

.n ......... 
. 1 360 

1.1310 
161 167 
180 189 

119 
138. 

Rokycany .. .......... ... 575 46 950 82 Trniva .... . . ..... 1390 236 2211 170 
Sokolov .............. ... 754 95 764 127 
Tachov ................... 1 379 P49910 36 Stfedoslovenski kraj . . . . 17 982 I 608 192 89 

8anski Btr~c. .. ....... 2 075 176 907 85 
Severoeskykraj 
de-skhLipa ......... 

........... 
I . 

7819 
1 162 

1 190606 
101 768 

152 
88 

adc.. . 
Dolnj ".u...n ........ 

... 935 
1 661 

123 185 
117 114 

132 
71 

D in . ............ . 909 136 964 1151 Lipto.is4; Mku1j. ...... 1 969 '32 237 .67 

Chornutov.. .... .......... 9.;S 125 416 134 Luicnec. ..... .......... 1 304 96 852 74 
lablonec nad Nsou .. ...... 402 89 714 223 Mj'c,n .... .......... 1 129 112 240 99 
Liberec .. ............ ... 921 160 247 174 Povaiikj 8yic3 ...... .. 1 197 167 433 140 
Litomilice. . .......... 
Louny . 0 . .... 
M1ost ... .............. 
Teplgce.. 

. . 
... 
.. 

1 032 
118 
467 
469 

115 531 
88 913 

121 109 
132 371 

112 
a0 

259 
282 

Pr,ev,dz3 .. .. ......... 
R-m3 %kiSobot. ....... 
V-, r' ..K .. ......... 
Z-o, . ....... 

... 
960 

1 823 
847 

1 721 

138 103 
99 511 
47 596 

120 1a. 

144 
55 
56 
70 

Usti nd Labem ...... ...... 404 118 543 293 Z-,-nr d ono , . . . . . 1 264 94786 7 . 
Z-hnj . . . . . . .. . 1 097 182 047 16 

VichodoZeikv kraj Il.....240 1'240 0847 110 
Havl;1kuv Brod ............. 1 265 96 734 76 Vichodoilovenski kraj . . 16 193 1 494 08U' 92 

Hradec Kriov.. ........ .... 875 .163 087 186 Brdclo4 .. .......... . 1 013 78 044: 77 
".Chrudim- . ....... 1 030 106 511 103 Humennne .. .......... . 1 910 Ill 006 58 

Ji n ' ............. 886 79 468 .90 Koicc.mcsto ........ 243 232 253 956 
Nich~d 
Pardubice . .......... 
Rychnov nad Knffnou .......... 

852 
889 
998 

112 667 
164 161 
79 566 

132 
185 

80 

Ko1,ci.v~diek .... 
Mchalovce. . ... 
Poprad ............. 

........ 
......... 

.... 

1 534 
i 31b 
1 963 

99 337 
111 069 
152 37S 

65 
8s 
7W 

I.Semily :'.. .9....... 699- 1...' 75 635 108 Prefov ... .............. 1 417 197 286: 1 
UStvinad'Or-ic.." . ... 1335 103290 77 Roitava ..... .......... 1 620 86 313; . 3 

1146 
265 

122449 
137279 

107 
109 

Spiliki Novi Ve$ . .
Stri LubAva ....... 

. . . . . . 
..... 

. I 529 
624 

145 372i 
45855: 

9.5. 
73"*. 

" ,. ' - .1 . 29 , . Svidn;k ... .. . . .. .. 862 43 251 0 

" " I! L ;:,' .. ao-: " IVr=novnad Toprou . ;.'" . .. 4 256 .. '86 
" ~~~ ,r "• 1.~el ",:.. 72 5'46"" 



:VoBYVATELSTVO ., 

A- 10i.Pohyb obyvateLtva podle.kraj6 v roce 1988 
•o (abnolutmI udajia- pfedb4|nl vil'ledkt) 

. .m ao ,'I . Ie kov f 

t."jzeml, kril SAuhky Rorvody i l drozno -. vyio *pnetj,.p[irus.,' pP;,, iyit&. p . 

c.l I do28 tek " hovli, holval; eki 

e I I ., , . I * I ' 
,118956. 38 922 216I58178 229 2578 1735 37929; 1264 2240 .- 9761 36953

R......II • , I 1 I 

HlavnimistoPraha '9257 4691 13238 16395. '182. 119 -3157 18199 10034 8165! 5008. 
Stiedofeskj 8654 3243 13487 15499 138 91 -201212083 J14303 -2220-4232 
Jihofesk 5.....1756 8331 74 5878 1066" 1688
5245 8953 102 622' 6944 

Zipadodeski 7346 282" 11100 10480 124 83 620' 6481" 7505 -1024.- 404
 
Severoesk . . 10300 47851 16 006.13 750; 193 120 22561004610148 102' 2154 
Vichbdofcsky . .9518 2911 t5960' 15512' 148 101 448' .7707 8557 850 402 
Jihomoravsky 15 211 4877 26648 24620 266 183 "2028 9401 10 544 -J 1431. 885 

Severomoravsk). 15930 5565 274911 21167. 312 232 6324. 8581 9938 -1 357 4967
 

Hlavni misto SSR, 
Bratislava .... 216 1 310 5552 3767 53 36 1785: 7.025 3045 3980 5765 

Zipadoslovensk. . 12361. 2692 25196' 19057 268 175 6139 7483 10472 2989 3150 
StFedoslovensk* . . 11483 2473 25692 15782 378 258 9910 6621 8111 -490 8420 
Vychodoslovenski .. 10735 17951 26835 13869 414 263 12966 3508 6520 .-30X' 9954 

4-10b.Pohyb obyvatelstva podle kraj6 v roce 1988 
(relatvni 6dile'- oPedbkfnc Yisledky) 

ziPFro. K Novo. ; Cel. 

SAatky Rot. "' Tem. zeni I Rot -n e* : rore. P ick. Vysti. P ek I kov. 
kdaitobyrn stody Zen; leli pl;r. nody .r t. necki i hovali, hoval; stiho- pt;rO;obywteustra stek na 100 ,,mrt. vinim stek 

. . . . -. -..-- .. ... ..- nost 
na 1000 obyvatel ( o) , 1 000 obyvatei,. na 

dSSR ..... 15608183 .7,6 2,49 13,8 11,4 '2,4 32.7 11,9 8,0 0,1 0.1 -- 0,1 2,4 

Hlavni misto •i 
Praha .... 1209149 7'.7 3.88 10.9 13.6 -2.6 50.7 13.7 9.0 15.1 8.3 6,8 4,1

StFedo~esky . 1124107 7.7 2.88 12.0 13.8 ,-1.8 37.5 10.2 6.7 10.7 42.7 -2,0 --3.8 
Jihoeskj.. 697216 7,5 2,52 12,8 11,9 0.9 33.5 11,4 8.3 10.0 8,4 1,5 2,4

Z.padofesky 869760 8.4 3.25 12,8 12,0 0.7 38.4 11,2 7.5 7.5 8.6 -1.2 -0.5
 
Seve.-ofesk , • 1189797 8.7 4.02 13.5 11.6 1.9 46.5 12.1 7.5' 8.4 8,5 -0,1 1.8
 
V)chodo~esky 1241 300 7,7 12.35 12.9 12.5. 0,4 30.6 9.3 6,3 6.2 6.9 .- 0,7 ;-0.3
Jihomoravskj . 2058715 7,4 2.37 12,9 12.0 1.0 32.1 110.0 6,9 4.6 5,1 '-06 0.4
 
Severomoravski 1 967 879 8,1 2,83 14,0 '10.8 3.2 34.9 11,3 8,4 4,4 5,1 -0,7 2,5
 

Hlavni misto SSRI . I,
Bratislava . . "432267 6,7 3.03 12.8 8.7 4.1 44.9 9.5 6,5 16,3 7.0 9,2 13,3

.Zipacdoslovensk'y 1724 377. 7 2 56 14.6 11:1 3'6-21 06' 9 43 1 17 18 
Utfed'~lovenskj .160-4403 7 2[5 16 9.8 6:2 215 147 01415 0;9 5,2154odo.16,0 8 7 0.07 41541 5214 
KsIlvesk9 '- A 489 213 7,2 1,21 18.0 9.3 897 "6.7 154 .8 24 44 -2,..67
.,I-.
-. I Ii-


. -. 43L . .,& ::i*.



INVESTI1NI VYiSTAVB A L&KLADNI PROSTAEDKY 
8-12.Byty dokonlen6 v roce 1988 podle kraji Dwtwl lius .1o6tpIeA 2- W . CJC1C 

.* (zt(ikcn& novou vistavbou) 

v tom V ton 

c.lkem komu. druf. podni- v rod' komu- drul. yni. 

nilni tlqvn; kovi ! e'ch (i,. i)kv dominh(i~m) n 
nilni ucevni koyv4' 

dnmdch 

,cl 

eSsp .... .... !82WO 20514 35436 2551 124409 4370 88411616 121 1749 
CSR.......... . 50700 13673 19915 2382 114730- 2630 589 901 110 1030 
SSR ...... ..... !32210 6841 15521 169 9679 1740 295 715 11 719 

Hlavni r1,sto Praha 9.5953 
Stedo~eskj... .... .5012 
Jiholeski . . . 4663 
.Zipadolesky . . . . . 4101 
'S-verceskj ....... . ... 7073 
Vjc'odoaeskj 5577 
jihomoravsk.. . 9099 
Severomoravski. ...... 222 

.3189 
434 

1459 
1260 
2829 

907 
1409 
2186 

1174 
2206 
17 7 1 
1520. 
3509 
2218 
3356 
4161 

1249 
32 

154 
373 
202 
136 
176 
60 

' 341 
'2340 
1279 

948 
533 

2316 
4158 
2815 

273' 
27D 
237-
203 
335 
307 
532 
473 

141 51,_55 
20 1 97 .2 
66 86' 0 
52 67 19 
122 16' 12 
38 " 99 -. 9 
59 152 10 
91 186. 3 

26. 
151 

85 
65: 
38. 

161 
311 
193 

Hlavni misto SSR BratisIbv 1 3442
Zipadoslovensk ..... 92.52 
Stedoslovenski .. 10199 
Vychodoslovensk 9 . . . . 1 9317 

1331 
2024 
1752 
1684 
i 

1971 
3800 
5199 
4551 

. 

5 .85 
37 1 3391 
87 3161 
40 3042 

.141 
516 
550 
533 

I1. 

55 
86 
77 
77 

80 
."180 

240 
215 

i. 

0 
3 
5 
3 

6 
247 
228.: 
238. 

., 
Sv. pohotovoitnich bytO 

.. . . 

* 8-13. Pffiiistky a 6bytky bytii v roce 1988 podle krajij .tE,. tOoi., of.dWt~ ll ' O."Ici eeA4 It' .j+.LTVf,-,j ri3Io&nS'.-.
 

PMir,,tky (bytky.. 

V tor . V tom " Ozrem. krai novou v)istvbou pFeibnon I Plut 

uhrneni _ _ jin otatnl b .-a . . s.k_ ini__ 0ch ,hrnem 
,,,,tioo mihrl ." o neu u. 

, indvi- noitinil : z ou pro ji6 
- ok~ Ini' ky buv ,,,n 

... _ _ I dullni bytyI I I I
 
sSR ....... 86953 2910 24409 OSS 3188 20392 9838 4581. 5973 6561
 

dSR .......... 54605 M5700 '14730 792 3113 IS 35t 6124 3646- 5581 
 39254 
SSR. .. ........ 32348 132210 9679 63 7S 5041 374 93 392. 27307 

Hlivni misto Praha 6467 5953 341 18, 496 2 297 549 '259 .1 489 4170
SU'edo.esk, . 5363 5012 2340 87 264 1672 696 553 i1 423 3691.
Jiho~esk ... ...... 4892 4663 1279 108 121 - 857 284 . 328 245 14035Zipadoeskj... .. 4356. 4101 948 23 232 970 337 303" 330 3386
Severo.esk ...... 7592 7073 53J 124 395 2842 1004 926 912 4750•Vichodoesk, .... 6192 5577 2316 143 472 1437 .'554 422 461. 4755'
ji. omoravs'kj .. . . 9667 9099 4158 94 474 2631 1467 372 "792 7036

Severonorask .• 10076 9222 1815 95 659 2645 1233 929 '7431 
Favni misto SSR 1
 

Bratislava . . . . 3498 3442 85 7 49 803 336 171 296 2695Zapadoslovenski .. 9259 9252 3391 2 5 1784 1562- 210 12. 7 75
Stfedoslovensk .. . 10218 10199 3161 8 11 1250 906. 267 77: "8968 zVichodoslovensk. 9373 9317 3042 46 10 1204 910- 287 7 8169 

230. -. 



-:,ZEMt DtSTV I. Criclb.L 
:. * 1t-13..Plochy kultur podle krajif k 1. 	 CIO•tit. 	 ha 

-
.N e emd&I cm i, kra. Z em~d .llskI.. 	 toho 
- - -... . - -" 	 I chmelnc Iuk in.k6da"- .,, ornl vii 	 pbt ki p~da 

. SSR 	 . 6 765 4752 13 47 ' 023 " 1 ' 602Hlavn msto Prha... 17 1 12 - 0 0 8 6 025 
•Scedosk ........... 677 568 4 0
Jiho.esk.,........ 	 48 "' 20 415
580 413 -  124 . 27 !:533Z~.iaocsky 	 .514 361 0 	 96-	 10 ' 73,Scvc-cresk.......... 
 387 269 7 1 54. 35 399490 -- 0 118 33 . /474Vichodofcsky....... 67', 

Jiho'ov .906.5 735 0 . 15 .71 39 .602

.Scvcromo-.vskv.".. .51 . 39' 1 0 5965Z-ip.dosovcnsky. .. . 976 825 1 24 36 45 I " 537
Stchdoslovnsk) ..... 745 - 4 147ychodoslcvcnsk)' 

285 	 286 V 039" . . . 7.7 * 400 -	 . 75 228 • .869 

11-,. Zemedelski a orna puda podle sektor6 a kraj6\k 1.1. 1989 
Awc oF ri-iljX aA 	 mt Inj~sedorf cutd rflegio as on 'Yo.Tdn Vcsi ha' 

Sv.tom , ,. ...,rUzcn'I, kr:! "Soc;ist;¢} 	 6.IC- ______-	 OeidI sktn ' 
zemidals
' drulstevniisekcqr sc.:xi z tcho 

• 	 sekI~r st l sektor (bez zhumenky' zivody vl, 

zLhum enkO)l r" .JHR 

- -..- "Zcm~dlski p6da ", ' 

CSS R .
 m . . . .... 	 6767Hlavni m6sto Pr.-h. . . . .	 . 6 425 • .2 052 1 438 , 4 306 . . ' -" 263 "
 
Stc~dozcsk). 646 193 150 5 1 21.ihocsky . .. ........ 
 .562 158 112 "402 2 14,
Zido~csk •................. . 497 280 
 .241 , .i 217. 0 12Scvcro•sky 	 366 244 212 .122 0 16 
V);chodo~esk . . . '...... 638' 171 126 464 3 29Jihororavsk. . ............ 
 .. • 8.59 6 	 "94 670 3 37 'Syveromorvsky ... .... .505 6..:'
Z43pdoslovensky 	 201 146 298 6 ' 38 ..Stfdoslovcrnskv . . .... . 933 208 * 111 709 T6 32',

icho0slovn;k. ,. ...........
.. . . . 699 •. 19S 124 480 * 1 .,. "39 . •.39
 ..706 . . . 199 116 .. .492 ;*15 

Orni p~dt .. " ".-

SSR.. 

tSSR 
............ . 4 664 1 409 1 005 3 231 , 24 7 9
 

HI Zvni rcs 	 12 .2 -., . .0 
SJfcdosk. .. . ... 564 1b3 136 -C 0 , . 4' 
Z'padosk• 
 409 	 .68 310 '. 3.. 

. ......... 	 359 
 192 " 17Z .. . 167Scvero~csky 	 2:'.
266 •167 150 1 99 
 0.'
V.ihodo csk'i . . .35 
 117 90 -367h-om o-ravsk i . , 	 1 ; 451" " :; .... k .......... 718 148' 	 .570 .°0 I
7. 77 

Seooras-. ............. '
Zil03doslovens.ki; . . . . : 380 138 103 240 ' . 13.2Stfcdoslovc'nsky.. ....... 
 . 810 179 96 .625 : 6 ,14 ."chodoslovensky.. . . sk . 267 80 48 ..h'do..." '" ..	 so, 1788 ' '26 .."46-'en .	 .... 
. . " 394 114 65 274. 6 , • . 

., - I.soln} t.hlemidil-kich podn;kt}" 
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ZEM D ,LSTVI 

11-23. Plochy osevu podle kraj0 v roce 1988 ." ' 71 

OseAwni 6I r-cOl o 

xzeml, knj calk.hp plnnne I i J Im kukulc - Brm Sory,
celkem -penice _ourea _ _ _ men na rno 

SSR ..... 4829073 2619313 1244958 143216 800016 l210268 '177413 
Hlavni msto Praha. .... 11920 5491 3289 - 1905 - 115 
StFedcEeskj .... ....... 571 492 301 553 159238 7347 108554 7399 16051 
Jiho~esk ....... . 423 194 226547 79460 27352 90279 240 -27556 
Zipadoesk" ....... . . 367050 192372 79318 13064 76191 1 - 13472 
Sevcro~eski ... ....... 767742 136799 i 63648 9129 51 811 415 4375 
Vchodo~cskj ... ...... 496134 255828 113 443 17222 96091 2989 17817 
Jihomoravski.. . . ...... 744 465 409213 217 123 13806. 112811 35179 24918 
Severomoravsk.. ..... 402116 209051 106428 9652 69 175 3435 15 863 
Zipadoslovensk ..... .. 840311 505939 242986 10641 96992 123233 9134 
Stiedoslovenski ......... 296291 157781 79315 16646 39048 10822 25074 
Vichodoslovenski .... 408 358 218 739 100 510 18 357 57 159 26556 23 038 

dokon~enl 
v ha 

Ozem;, kr~i Krmn6 'Pcniny na Technick henina 
e okopininyl orni p:df plodiny a tepka cukrovka 

a ' p i c e n _ _" _ '__el t ~c h n i c k A , _ _ 

4SSR ........... 32759 1 515855 389011 130465 25738 1,166298 8245 
Hlavni misto Praha . 104 4079 658 - I - 639. . 496" 
Sti"edo'esk)i ... ....... ? 528 190096 51 044 15520 1 687 29623 7 177" 
Jiho.eskj. .. ......... 2 809 14? 149 21 729 14816 5 132 12 1 121 
Zipidoftsky. ........ 2447 136 084 19628 17 352 1 230 - 1.429"'; 
"Severoeski..... ....... 988 102 241 17 113' 8821 - 6590 4 127.. 
Vichodo~esky. . . . .. 4384 168569 43028 15321 I 4978 17138 4 227 
Jlhomoravsk*i .. ....... 5653 225 288 64 147 15235 3988 37 438 11 624 -i,' 
Severomo-avsk. 2.....2623 123 420 43496 15095 3599 21 553- 5844 
Zipadoslovenski . . .. 3394 215749 82070 9361 892 40493 19770 
Stedoslovensk. 3......0386 86 398 15 722 4823 1 1 467 ,5149 ;.6 319 
Vichodoslovenski .... " 743 121 782 30376 14121 2 765 7663 6111 

I vi. sazelky a semenalky a v. krmni cukrovky 

11-24. Hektarcvi vynosy sklizni hlavnich zemidilskich plodin podle kraj6 v roce 1988 

.ktCl a o0 .f aof oa-v Skcl 6j rtoIns -(11t) vt 

z toho I Kukuhce 
Uzemi. kre Obloviny ,Bmbory aje; sms 

ctlem plence jemen j kukuce na zoleno 
1..ou0e na zrno a l;i1l 

ZSSR ........ 4,80 q,28 3,74 4,30" 5,'30 20,64 ,36,64
Hlavni m~sto Praha ... 3,51 3.61 - 3,35 -I 16,98' 26.21 

St.edo~eski. ........... 4,26 4.57 3.63 3,91 4,65 20,44 34,91 
Jihofeskj .4. ..... 4,3 / 4,91 3.83 4,33 6,49 "23,94 '45,00 
Zipado~esk- . ........ - 4.00 't,37 3,54 .385 - 21,32 •38,21 
Severoeski .......... 3,77 4.17 3,16 3,55 4.89 20,74 30,32 
Vichodoeski . . ... 4.43 4,95 '3,87 4,07' 5,45 25,79 39.63 " 
Jihomnoravsk). ......... 5.24 5.71 4,34 4,84 4,15 i 23,82 35'.3t 
Severomoravsk' . • 4.98 5.47 3.72 4.59 1 5,82 21,86 46,26' 
Zipadoslovensk . 5.65 6,14 3,12 4.95 [ 5,53 13,51 30,95.-
Stedoslovensk. 4.....4,86 5.42 4,13 4,10 5,3.3 15,74 , 39.43 
Vichodoslovenski. ... 4,86 5.26 3.54 4.32 5,73 16,33 35.99 7 

307. 



ZEMWDULSTVI 
S-' 1|-35, HospodiLsR zviFectvo 

(stay koncem roku) 

Rok Koni Skot 1 tLho pr2 .~ cits. kuotoho ',.ciiz

krivyprunice r ben Drbe! slepice. 

CSSR • 

1980 45 602 1902 7894. 572 910 47283 .- 22383•1981 44 5 103 1 905 7302 1 508 959 47388 22 5581982 44 
1983 

Z 131 1899 7126 ' 50f 990 49212 2291545 5 190 1 896 7070 462 1041 5977 24 540,1984 " 46 5 150 1880 6743 4431 1068 48519 240461985 1 5 1"846 5065 1 860 6651 4 7 23 259':455 1087 47 278
1986 46 5073 1842 6833 
 474 1 104 48726 233781987 45 5044 1828 7235 496 1 075 47984 237301988 44 5075 1 815 7384 497 1047 48849 23 827' 

CS R
 
1980 124 
 3499 1317 5106 368 308 31 472 14"926 
1981 1 317 4 724 3201 327 31 408 14 809

24 3556: 
1982 1 25 3 546 1 309 4558 317 342 32083 150911983 26 3548 1 302 4507 •288K 364 34192 165561984 27 3503 1286 4299 282 372 -31898 160701985 28 34622 1 273 4333 294 389 30887 153361986 28 3482 1265 4411 303 409 1 32127 152781987 28 3467 1 256 4618 312 404 31 663 153471988 27 3481 1 247 4686 312 399 32480 15700 

SSR 

1980 21 1 503 585 2788 204 6021981 I 1 547 .71581120 7457588 2578 1881982 19 632 15980 .771491 585 590 2568 2 184 4 17129 78241983 19 1 642 594 2563 174 677 16785 79841984 19 . 1 647 594 <2 4 161 696 '16621 79761985 18 1 603 587 2 318 •161 698 16391 79231986 18 1 591 577 2.4,!2 1711987 695 1 16599 81.00'17 1 577 572 2617 184 71 16321 .83831988 17.I 1594 568 2678 185 1 6;8 16369 8127 

11--36. HospodiiFski zviFectvo podle krajCu k 1.1. 1989 
-+V4 rn s6 r.(6onSL on. 1, 1qSI vtit ku IUsO 
Oreml, kr Sko t. I coho z toho Ovcek Iy z tohoprunice a ber2ni Dlepice
 

dSSR ....... 44 5075 
 1 815 73.84 497Hvi0mto Prah 1047 48849 23827.....0 11. 4 1 0 1 501 . 68..StFedoesk' 4 1. 544 197
Jiho~eskj... . .'3 

828 "56 45 4873 2556490 174 578Zp.d6.esk . .39 36 3227 1 644'. 401 143 423 30 55 3055 1520,
Severoekj . ...... ... 2 253 92 308 ,20 "48 3555 1766",'-'icho~do~eskj 5 5Ji• iioravski . 5 584 219 741 48 60 5390 2552romoravski; 6 752 256pzosovesk 1 266 83 74 7312 30454! 5 446 162 541 J..I344..36 80 4567 2 1-40 
oslovenski 6 . 68 2460ed6oslovensk 1 592 110, 1 8100 .38425 465 166 563V)chodoslovznsky • . • 38 276 3732 1923441 156 543 37 • 261. 4537 2362 

334 " 

AVAILABLEBES A COPY 

.34 



STAVEBNICTVI
 

14-4. Vivoi ukazatel ve stavebnicti 

dohon tn; 
v Pfrocentetk, 1970 .100; 

Stavtbni price *ProduktivitaRok provedend Yi. podle dodIva. 'MPltmlrniprice Polet In:_mipracovnlkyI ceskmch smluv I tiIn vd;$rvb&k n a I1 •k dlnik mfdnmiu'eskc ! din;ka 

1980.. CS R 

1983. 185.5 174.3 164.2 181.2 102.41983-. 174,4 131.8173,4 161.2 173.81984 177.9 100,3 139,3
1-985 178.6 164.1 176,9 100,6180.6 141,9185.9 170.0 179,71986 i 184.7 100,5' 145,7189.0 172.1 183,9 100.4 148.71987 , 188,6 194.3. 175.8 188.519P .100,1 * 152,3; 190,2 196.5 176.3 193.3 98:4 154.8
 

_________S SR - - 

1980 1 204,4 199.6 186.8 179.4 113,81983 136,8195.7 191,4 177.9 171.11984 200.9 193.0 
114.3 .141,0 

1985 199.6 196.6 
17. 176.6 113,6 0142,4
17Z.9 176.31986 1131 146,6

1987. 206,2 201.9. 181.5 181,718 ,711,,75 113,4 150.219 212.7 208.3 139,0 187.6 
. 

113.3 154.2I98R 210.0 208.0 135.6 i 192.1 109,2 158.0 

14-5. Stav-bnic;vi podle kraj6 v roce 1988 (.on$Sjcclmu-.fr-(PoL,, m:,,j ,,,vb,,l \=C onSn%' nfn'- v,,, on 
Uzem-S ~ M~Pa vebn; price provedeni stavebnim; podnik', 

jednotka " flkntnI podle dodava. Iledn tki utnt v tom, itel skits 1IIuvpricowniky niv1..1n

-CeJ'emn , v~stmvb na oprav,ih , 0klIrrch'":"
0hc 

"SSR . ... .. . ...... mil. Ks 92922 93-931 6 384 

S,, 3492,


00,0 , 100,0 100,0 100,0 •-...'. 
'SR. .... . S:.. ........... 
 /0 65.1 64,9. 62,3 70,4 71,9 

SR . ..... . . . 0 34,9 35,1 37,7 29,6 28,1II'wni msto Prah3 . . . o/, 12.9 13.1 14.8 10 0' 6.7 .. . . . . . 0oredoeski 5.9 5.7 7,2 11,3ioesky..i 
4.8 

% 5.9 5.9 6.4apado~esky "'-6 3.4 
:Vero eskj apa. . .. 4.8 .""8." .

. • , % 4.7 4.1 6.1. . 8,1 5.6o 8.3jch odo~esk i . .I . C ,,. 7.7 9.6 9,2 
/0 5.6 5.7 5.0 7,4 4.7lomoravskj. ........ 
 % 
 9.5 8.5 11,9 10.6!veromoraysk . -. /, 1.1 12.0 11.0 1 13,3 i '20.4. 

Iavn, m ? R,.BratisIbva
ipadsl -,. i 

o 4.6 •4.9 ;.5.7, 34 24.
 % 1.8 12.0 '13.29 10.0.. 
redos~ovensy . .,I. o/ 9.2 9.0 .9.6 8,2 2 6,2 7. 

.o 9.3 9.2 68,9•0. :.: '. . 9.2 9 5 

j6
 

http:on$Sjcclmu-.fr


23.-4. Dlvadla'podi k*a,'*. ." .L..... 


St~lisciny 
 Pozet diva. Nbdnut "LOzemi, k SudSCfl Soubory Pesae delnic h he; Nl~v,tnk mIt2 n 'l nsv Prdvov n v reper. ( !viech pFed. N,.. - o s . 
wiru , " tvench M 

4."SS .. . ... . .: .
 

HSSR ....... .
 86 106 22222 1 538 8760,9 9 798,0 :
, 

vnsto Prah. . . 19 21 5468 29 3,'"S'edo.esky....... 
 8 2 633.5 2766,6 ., 9 ,esk, 175~ 1 1eo . .'.:,.71 • :355,5 82,A" Jihodsk. ........ 
 . 4 730 ,1" 6 i:290,3 3 . 86,8
 
Severo eskj . ........ 1 6 
 7 1 335" 79 1 468.3. 526.5 "-",88,9'
Seceodesk 
 . 6 10 1644 131 568,6 718.7 79.1.jihomoraski . .. .. . 924 55 318,4 375,9 847 .Severomo'vsk . ..Sevroo.avkj. . . . 94 . 15 29791 2962 2M 1214,5 1 367,0 888'Hlavni m~sto SSR 211 1 299,3" 1 502,9 86,5 

Bratis~ava ...... 7 9Zpadoslovenski . . . . . 
1 676 122 482,1 '531,3 90.75 5 9705 70 352,6Vchodosovensk,, 1 050 67 360,0 97,9362,5 382,96 8 'I1 309 10.., 415,3 501,4 94.7 

82,8
 

23-5. Kina ' " :,
.. .... .. .. .. .. .. .. . ..... 

CSSRUkaxatel fCR.SR.t 
CS17 
 "
 1985 1987 
 1988 1985 
 1997 1988 1985 .987g,1..988 .,
 

Kin. celkem 2818 27857 toho se firoko,'hlou 2778 I 2015 i2005 2004' 803 "780 774' 
 '
 
projekci: . 74 
na 35 mm formnit 1289 - 1364 941 9701 304 989' 348 4 '3 .na?0 mmformat • • 88 87 87 
 56 
 56 561Sedadla v kinech(tis.) 818 810 806 

32 1 " 
Pfedstaveni(tis.) .... 756 

573 . 565' 562 245 245 244 :.750 735 557 556 543 199 194 192 
Nabidnuti mista na viech '
 p.ed~tavenich tis.) . ....,--.... 

.235554 231 62, 225789 
_,.

175 005 %172166 167173 60549 59455.Nivitivnici (cis.) 586161' ':.... 76738 73830 69999 57198 54523. 51.852 19540Niivicvnost(/) 19307 18T47. " • 32.6 31,9 31,0 32,7 31,7 31,0 32,3 32,5 , 31.0 ' 

23-6. Kina podle kraja v roce-1988(1-
n AS, 61 r.cmoS (1 ? :, " ''
 
UIemkrljSedvnlcPldsclvntaIna " 
 Nab;dnutl Nav[t:vnoc 

Unem;, krai 
 Kina Sedidla Pfedstaen (i.) vech p ed- (/t
"I sIcvenich ""M% 

tSSR . . . : .... ...... 2 778 805 819 734 993 69 999.•Hlavni mistoPraha .. ...... 
225 789 31,0 

St e . .
o~s . . . . . . 91 32022 61 682" 7235 22 682 ....I "31'1"9
Sedesk................20 22682: 319
75 255
Jihoeskj.. 61 707 5 214 16527 3,5. . . . . . . .. 136 35 435 33811 13087Z~p~do~esk................. 9 104 '-339.._

204 ,64013.erocesky............. 46397 4 279. 14 883. " 
... 260 80968 79922 28 " 

, 6 421" 25 052 ,''"25,6;..".'.T4.Vhodoz.ski.... ........ 269 
 71 904 67 361 • 6 382 .Jihomoravsk....... 18 4486

S veromo.-avsk .. 407 109 295 91 074 9615. .. .. 357 0729249 28'019 34-93,:; .:
.93323 10072 '636 . 9329619"" 32458 2 :
 
-Ilavni insto SSR Bratisi~a . 27 9 471 . • ," . 

3-iodo lovensk ) - ad slyesk19 "~ I 4.884 6 63654 :- 202 77 531 48 19484 2 479 ."16 I0 -S.v ...... 37 *VchoJoslovens: . . . 293 83035 66 290 I 5732. -19915. 252 . ".,28.8,, 73567 5,1209 5 052 - 15911' ..:3 1 ,w,,'-,
 



) oi . , .KULTURA'! 
"'"" 

23-10. Lidov6 knihovny* podle kraju v roce'1988 ". 	 . ' 
____ ___..."_ " , ","" "•• 

v tom litentur . 
--..

Uzeml, krij Knihoyny Pobo~ky S I 	 f.^ej~stro. .; .. 
'ky' Vtp'O.ky'"Vanlelker .i,-ui pro : ' etenif.1 (tis.) 

essR ~~~~~ 268i911S21W9116 ~ ~ .....~ .904 , ..-
,..........9 2648. 59135,2 26693,7 17024.9 ItSV 2916,6
Hfavnimisto Praha 
 . . 53 . 69 1881.4 844,7 553,3SiFedo.esk. 	 .433,4 J-.. 1-59,5 1'2863....... 
 .... 1 280 76 4934,1 2508:7 1 306.5Jiho~esk) ......... ... 987 42 	

:1 1189 ' *206," , 33,
2787,1 1392,5Zipado~eskj ....... 	 755,6 639.0 --114, 6 4 0,5
. .779 124 3871,8 1841,4 	 .Severofesky. .. 	 1 113.4 917.0 ,161 4 '.'6587,2. . . ... 572 137 4814,4 2 274,8 i1 482,8Vichodoleski.. 	 1 056,8- r.j193.4 '.7 372,5...... ' 1 313 183 5401:7 2859,3Jihomoravsk.............1243 	 1380,3 1 162,1*'' 224,1 7533.5
494 8772.2 4033.7Severomoravski ... . . 116 
2545,9 2192.6't. 40 9 5 ' 14 628,2976 6898.3 3084.9 1.916,7 1896;7: 2,5 15328,2,Hfavni m6sto SSR Brat'lav2 13 33 1 241,6 526.3 408,4 306,9 'Zipadoslovenski . . . /. 769 . 141 	 882 2 461,66707,7 2291 1 940.2, iZ324,0Scfedoslovensk. 	 10457,0. i. 807 224 5880,0 1295.11 801,9Vchodosoyensk 	 1783,0 l!321 0 10386,7.. 1082 149 5944.9 2252:4 1772,5 119200 3.473 10129,8 

v dSR verejnt knihovny ' krom 
 svizkd knih je v 1idovich knihovnich 133,9 tis. rznich dokument6 a informalnich pr-menu 
 . 

23-11. Knohovny.vysokich lkcl v roce 1988 '-'. 

v tom I I 
Vysoo olakk smir iosredn;celkencelkern 6stedn; d;li elkm 	 ikibig.,m .... kniho u., |.1\, ni. . 

CSSR 
i ----------- - .2'

Celkem ...... .. 1 745 70 . 1 675' 13 737 404 44959 504 263v tom smir: 	 3 1!-.71' 298'928 'r'.I " " technicki . . . 483 ,17 466 31982401 13156 1403943univerzitni 	 . 879.b20.; :,928341 002 43 959' 9315 323:zemidilski • • 246 	
27748 13704428 :2068.903'.186 307 ; .4 242 . 810 512!umilecki . . . . 14 6 
3 1"25 IL305620 ,-, 203j125 .,15 953 -4"8 413 329, 930 90272 35423 3834 "*.7, 

_ _ _ _~___~:_CSR 

. 4 

Celkem . • • 55 1283' 10093938 31160 i38.193Sv tom m~r: 
1338 	

. "-
I046802213965 

technick . . 332 14 : 318 2 169590! 8802univerzitnj . . . , 782 	 "805091 ''510 9 54054 \34 748' 
zemid Isky 	

6889 794 19188 2 671 390 JI -z30365 133 324• • 212 "3 ', 209 713339 2587 269426..um ieck .	 17'981. I14628,. . . , 12 4 8 	 ' 321 215 583 66028 25 50 /#2 674. -. 

_______SSR/Celkem , -... .- '" . ."""" ... " ...... 407v tom sm r: 	 15 392 3643466; 13799 .1692328technick. 	 . 1 06'- 94248'.- .151 3 	 . .148 1 028 650j 4 354. 598 852 '.5U,':.38 780Y 
univerzitn; 220 9 211 i 2425529; 8560 .1 033 038 : ' 63 lk1 52983^,zemidIski " ' 34 1 33 971 538 r 36'948325,''umlecki . . . . 2 2 - 92 114: 347 24 24.4.... 10"073:1 

zahrnuts 2 kni~ovn; stledisk" 
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nei lice RIzen6 nirodnimi vibory v& 6stFedn6fizenich v
 

24-6. Nemocnice (ve. porodnic v SSR) podle kraCi v roce 1988
 
(zafizenf spravovan "n~rodnimi vibory)
 

(stav koncem roku)
 

Uzemi, kraIj. Oddilent ______ _____a__SI . I I oLecrova.Potet, Pr6m
ofetrovacnemocnic rn .ce e-0m f n na 1000 
 cch dn6 I dobaI 
 cR obyvatel obyvatelSSR...231 '(tis.) I (dny) 
Hlavni msto Praha 

2048 123627 J 7,9 7,63 35 090,6
........ 1 13,1

Stedoesk- .. . . 

13 123 10158 8.4 9.54 2 875,4 14,2
.. 21 138 9058 8,1
Jiho*esk ........... * 12 
7,71 2 523,3 11,8
102 5 900
Zipadoesk.. 8,5. 7,21 1 622,8 12,91'5 116 7087 8,1
veroesk ........... 7,14 1917.9 13,2


Vichodoeski . ..... 
19 166 10006 8.4 7.15 2 793,1 
 12.625 188 10 587
JSihomoravsk ........... 8,5 6,48' 2 822,3 12,5
20 227 15423
Severomoravskj.. 7,5 6,98......... 4481,9 I 12,7
28 263 16 316 8:3
Hlavni misto SSR Bratislava 6,88 4 828.9 13,9Zipadoslovenski 3 36 2 410
pstdoslovensk. . . 5.6, 7,07 3, 13.4... 70 637.325 242 
............ 13303 7,7 8,36 3779,1 13.2
24 224
'VjYchodoslovenski ....... 11 529. 7,2 7,93 3 410,0 13,0
26 223 11 850 
 8,0 8,67 3 398,6 13,4 

-

.611
 

A
 



1985 
1986 
1R87. 
1988 

4' 
-I 

2217987 
2287370 
2301 299 
2 3.15079 

: 

1814945-
2 b75 319 
1 879437 
1 94(001 

33j647.158. 
35671*211 
34455671 
3529.'484 

797 
' 90.7172;
81,7. 
83.8 . 

I15. 

18.3 
18.2 4,17 

* " 
24--24C PracQ'vni neschopnost pro nemoc a uraz podle krau

- "* (bez JZD ) 'J1" ' 

'I 

,,zeW, kra 

ZSSR 

•SS..-.......... 

HIiavni m~sto Praha...... 
SFedo.esk, , ......... 
Jiho~esk , . ... ........ 
Zipadoteski .. .......... 

-Severo #k . 
VjchodoZskj 
Jihomoravsk . 

. 

. 

PrCsm~rn6 procento 

JpracovpI neschopnosti 

1987 1988 
4,3S- 437 

, 43.9, 

4.36 4,35 
. . 4.25 i 4.27 

4.18 , 4.25 
446 - 4.46 

462.......468 
-1 4,14 ' 4,19 

4...........434 4,34 

,."Podil 

Po[et onemocnkni, 

na 100 poiitnich 

" 1987 1988 
89. 91.2 

83.8 I '84,9 
89,0, .i ' 89.9 

1 9.5.8 l"' 99.8 
98.9 K 99,8 

101.5 100.6 
" 9 .1 97.2 

, 93.1 .94,0 

Prm~rni doba 

onemocnini (dny) 

19-7 1988
1. 1 

17.6k. 17,5 

19.0 ' 18.7 
17.4 17.4 
15,9 15.6 
16.4 16.3 
16.8 16.8 
15,9 15,8 
17.0 16.9 

fen 
x celkovkho poztu 

pojiltnh (%) 

1987 a 1988
466 

'46.$6. 

47.2 "47.4 
46.6 46.5 
47.2 47.3
46.6 46.7 
47.4 47.4 
47.6 .47,7 
47.1 47.2 

-

SeveromorAvskj .. .. . .4.90. 4.90. 95.4 1 95,6" " " : " • "I ! 18.8 18,8 44.4 -44.51 I " .'g. . . 
'. Hlavni masto SSR Bratislava . ' 3.79 • 3.79 797 80.7 1.17.3 17,2 46.76 

Zipadoslovensk. ..... ....... 3,98 -' 4.01. 80.9' 182,2 18,0 17,9 46.7 •-46.1Stfedoslovensk. ..... 4,36 4,43 j83.4 .e5.2 ' 19.1 15".0 45.? 46.1Ychodosfovensk.-.. . . -. ,..4,10 4.23 81.5 85.7. .
 18.4 18.0 I 45.9 . 46.2 

' " . ,- .tS- " ., -. 6 2 1 
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HARVARD GRAPHICS 
Pomi cky 

HarvardGraphicsje stolni programAce grafichmu prezentovdM sfatistickych dat 

SPECIFIKACE 

Vyvolini menu (nabfdka) 

Druhy 	diagram6 
Textov9, Kruhovf, Blokovf, 
(arovf, Oblastnf 

Importovnif dat z jinfch program6 
jako je napf. LOTUS 

Zachovini spojeni mezi daty 
spreadsheetu a diagramy 

Exportovdnf diagram6 do jinych 
program6, jako napf. WordPerfect 

NAPOVtDA PRO UZIVATELE 

F1 Pomoc/informace 
F2 LkAzka diagramu 
FS Moinosti kosmetickfh tiprav 
FO Pokra ovdni v zadAnf 
ESC N~vrat do pf edchizejfciaho zadnn 

VYTVOI1 DIAGRAM 

Zvol #1 - Create a chart aby jsi vytvo il 
diagram 

Zvol Text Cart - #1 aby jsi vytvofil 
slovnf diagram 

Zvol Title chart - #1 aby jsi 
vytvoiil titul diagramu 

Uvea1 1-4 linlhy nahofe 
Uvea 1-8 inek uprostfed 
Uved 1-4 linky dole 
ZmAEkni F2 aby sis diagram 
prohl:dl 
Zmdlkni ESC aby jsi 
pokraoval v prdci 

SPECIFICATIONS 

Menu driven 

Types of Charts 
Text, Pie, Bar, 
Line, Area 

Import data from other programs 
like LOTUS 

Maintain link between spreadsheet 
data and graphs 

Export graphs to other programs 
like WordPerfect 

USER HINTS 

F1 Help/information 
F2 Show chart 
F8 Cosmetic options 
F1O Continue a task 
ESC Return to previous task 

CREATE A CHART 

Select #1 - Create a chart to crovate chart 

Select Text Chart - #1 for word charts 

Select Title chart - #1 for title 
charts 

Enter 1-4 lines for title charts 
Enter 1-8 lines for middle 
Enter 1-4 lines for bottom 
Press F2 to view chart 

Press ESC to more editing 



Zvol Table chart -#3 aby Jsi 
vytvoi'il abulkovq diagram 

Uvea titul 
Uved podtitul 
Uved poznAmky 
Uved tituly sloupc:6 
Uved hodnoty dat sloupc6 
ZmAi~kni F2 aby sis diagram 
prohl6dl
Zmdkni ESC aby jsi 
pokratoval v prci 

Zvol Pie Chart -#2 aby jsi
vytvoil kruhovy diagram 

Uved titul 
Uved podtitul 
Uved poznimky 
Uved jmdna pro jednotliv6 
hodnoty dat 
Uved hodnoty v.ech dat 
Zm1kni F2 aby sis diagram 
prohldl 
Zmd kni ESC aby jsi
pokratoval v prici 

Zvol XY (Bar/line) Chart -43 
aby jsi vytvotil blokovy nebo 
Earovy diagram

Zvol Bar Chart - #1 pro 
blokovy, nebo Line Chart -#5 
pro Earovq diagram 
ZmAikni FIO aby jsi minul 
XY-DATA 
Uved titul 
Uved podtitul 
Uved pozndmky 
U ,ed nzev X-Axis pro 
v~echny hodnoty na ose x 
Uved hodnoty dat pro prvni 
sdrie (Series #1) 
Uved hodnoty dat pro daIf 
s&-ie 
ZmArkni F2 aby jsi vidNl 
diagram
ZmAkni ESC aby jsi 
pokra.oval v prdci 

Select Table chart -43for table 
chart
 

Enter title 
Enter subtitle
 
Enter footnote
 
Enter column title
 
Enter column data values 
Press F2 to view chart 

Press ESC for more editing 

Select Pie Chart - #2 for circle 
chart 

Enter title
 
Enter subtitle
 
Enter footnotes
 
Enter labels for each data 
value
 
Enter each data value
 
Press F2 to view chart
 

Press ESC for more editing 

Select XY (Bar/Line) Cart - #3 
for bar or line chart 

Select Bar Chart - #1 or 
line Chart - #5 for a bar or 
line chart 
Press F1O to skip XY-DATA 

Enter title 
Enter subtitle 
Enter footnote 
Enter X-Axis label for each 
value on the x axis 
Enter each data value for 
first series (Series #1) 
Enter each data value for 
more series 
Press F2 to see chart 

Press ESC for more editing 



ARCHVOVkN.i (UCHOVEJ DIAGRAM) 
Zvol #4-File 
Zvol #4-Save Chart 
Uvea jno diagramu - FILENAME 
na druhFhidce 
ZmAkni FIO aby jsi prdci uchoval 

ARCHIVOVAd (VYVOLEJ DIAGRAM) 
Zvol #4-File 
Zvol #1-Get chart 
Vyber sprivn diagram pomoci Aipky 
Zmikni F10 

UJPRAVA DIAGRAMU 
Zvol #2-Edit chart 
(NejdHiv diagram musi" vyvolat, nebo 
na nkm pracovat, aby jsi ho mohl 
upravit) 

V'SLEDEK (TISKNU.i DIAGRAMU) 
(Nejd~fv diagram mush vyvolat, nebo 
na nkm pracovat, aby jsi ho mohl 
tisknout) 
Zvol #5-Output 
Zvol #1-Printer 1 
Zvol F2-Priview aby jsi vid[l, jak 
bude diagram vypadat ai ho vytiskne§ 
Zvol FlO aby jsi zahAjil tisknutf 

ZLEP OVAkN/OSMLTICKtE UPRAVY 
(NejdFiv diagram musl' vyvolat a mit 
zvolen3 #2-Edit chart nei m6le za.ft 
diagram upravovat) 

Zvyraznit jednu .Lst kruhovdho diagramu
Zmfi hodnotu sloupce 'Cut' z Ne (No) 
na Ano (Yes) pro hodnoty dat, kterk 
chceg zvraznit 
ZrnAikni F2 abyjsi vidil cell diagram 
ZmA kni ESC aby jsi pokra~oval v 
dpravfch 

FILE (SAVE A CHART) 
Select #4-File 
Select #4-Save Chart 
Enter name of chart - FILENAME on 
second line 
Press FIO to save 

FILE (GET A CHART)
 
Select #4-File
 
Select #1-Get chart
 
Select chart using arrow keys
 
Press FIO
 

EDIT A CHART 
Select #2-Edit chart 
(You must first get a chart or be 
working on a chart in order 
to edit) 

OUTPUT (PRINT A CHART) 
(You must first get a chart or be 
working on a chart in order 
to print) 
Select #5 - Output 
Select #1 - Printer 
Select F2 - Preview to see how the 
chart will look when it is printed 
Select F1O to begin printing 

ENHANCEMENT/COSMETICS 
(You must first get a chart and be in 
#2- Edit chart before you can enhance 
the chart) 

Highlight one slice of a pie 
Change the value of the 'Cut' column 
from no (No) to yes (Yes) for the data 
value you want to highlight 
Press F2 to view chart 
Press ESC for more editing 



Doplnit daLf podtituly, pozndmky a tituiy 
legend 

Zvol FS-Opions k vybru moimosti 
Zvol #1-Title/Footnotes aby jsi mohl 
zadat tituly a poznlmky 
Doplfi dodate.n6 informace 
Zmdtkni F2 aby jsi vidMl cely diagram
ZmAtkni ESC aby jsi pokraloval v 
dpravAch 

Zmina velikosti titulu, pozndmek a ndzvu dat 

Zvol FS-Options k vjbru moinosti 
Zvol #1-Text attributes k vybtru
charakteristik v textu 
Zvol #1-For titles/footnotes pro
tituly a pozndmky 
Zmbfi hodnotu velikosti (Size)
sloupce 
Zvol #2-For labels pro ndzvy 
Zm. hodnotu velikosti (Size) 
sloupce 
Zm.kni F2 abyjsi vidM cel9 diagram 
Zm.kni ESC aby jsi pokra~oval v 
dpravdch 

Zmi diagram na 3D (trqjrozrern9) 
Zvol FS-Options k vybiru moinosti 
Zvol #5-Style k vb&ru stylu 
Zvol 2D pro dvourozmn diagramy 
Zvol 3D pro trirozmern6 diagramy 
Zm.kni F2 aby jsi vid l cel9 diagram 
Zm.nki ESC aby jsi pokra~oval v 
dpravich 

Add more subtitles, footnotes, and legend 
title 

Select FS-Options for options
Select #I-Title/Footnotes for titles and 
footnotes 
Add additional information 
Press F2 to view chart 
Press ESC for more editing 

Change size of titles, footnotes, data labels 
Select F&-Options for options
Select #2-Text attributes for text 
characteristics 
Select #1-For titles/footnotes for titles 
and footnotes 
Change value for the size (Size) 
column 
Select #2-For labels for labels 
Change value for the size (Size) 
column 
Press F2 to view chart 
Press ESC for more editing 

Change chart to 3D (three-dimensional)
Select FS-Options for options 
Select #5-Style for style 
Select 2D for two-dimensional 
Select 3D for three-dimensional 
Press F2 to view charts 
Press ESC for more editing 
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WORDPERFECT WORDPROCESSING 
Pomicky 

WordPerftdje stolni wordprocesorse schopnost( stolnTho publikovdn 

SPECIFIKACE 
Je dostupnj v r-6znfch jazycich 

Umo.iiuje kontrolu pravopisu a 
seznam synonym 

Importuje data z jinfch softwaril, 
jako je Lotus 

Importuje diagramy ze softwari, jako
je Harvard Graphics a Lotus 

Exportuje dokumenty do ASCII 
formgtu 

MA automaticky ochranny systdn 
(backup) k uchovni dokumentfi 

Automaticky sestavi seznam a index 
obsahu 


Automaticky spojuje seznam adres 
spolu s dokumenty 

NAPOVI DA PRO UkJVATELE 
Ujisti se, ie automaticky backup 
syst&n je zapojen3y 

ZmAtkni F1, aby jsi zrudil operaci 

Zm'tkni F7, aby jsi ukonlil operaci 

UKOLY 

VYVOLEJ DOKUMENT (SHIFT --FIO) 
Zvol Nabfdku dokumeri!6-Tietosto 
(File Menu) 
Zvol vyvolknf dokumentu-Hae 
(Retrieve) 
Uved misto dokumentu a jmenuj
Zmgtkni ENTER kIdvesu 

SPECIFICATIONS 
Available in different languages 

Has spell-checker and thesaurus 

Import data from other software 
programs like Lotus 

Import graphs from other software 
like Harvard Graphics and Lotus 

Export documents to ASCII format 

Automatic backup protection of files 

Automatic creation of table of contents 
and indexes 

Automatic merging of mailing lists 
with documents 

USER hINTS 
Make sure automatic backup feature 
is turned on 

Press F1 to cancel a current operation 

Press F7 to finish a current operation 

TASKS 

RETRIEVE A FILE (SHIFT + F10) 
Select Tiedosto (File Menu) 

Select Hae (Retrieve) 
Enter file location and name 

Press ENTER key 

a) 



UCHOVEJ DOKUMENT (FO)
Zvol Nabfdku dokumentu-Tiedosto 
(File Menu)
Zvol vyvolinf dokumentu-Hae 
(Retrieve) 
Uvea mfsto dokumentu a jmeno 
ZmAtkni ENTER kilvesu 

VYTISKNI DOKUMENT (SHIFT + F7) 
Zvol vyvolAnf dokumentu-Tiedosto 
(File Menu) 
Zvol tisknuti-Tulosta (Print) 

Zvol 1-cel dokument-Asiakirja, aby
jsi vytiskl cel9 dokument 
Zvol 2-jedna strana-Sivu, aby jsi
vytiskl jednu stranu 
Zvol 6-ob.'az dokumentu-Esikatselu, 
aby sis prohl&3l dokument nei ho 
vytiskneg 

KONTROLA PRAVIPISU (CTRL + F2) 

Zvol Ndstroje-Valineet (Tools) 

Zvol 1-Pravopis-Oikoluku (Speller)

Zvol3-Dokument-As.kirja (Document) 
Zvol 2 -automatickA zmna slova-
Ohita, jestli nechce zmknit 
zvraznin6 slovo 
Zvol 4 -vlastnorutid zmna slova-
Korjaa, aby jsi sdrn opravil
zvftazn.n6 slovo 
Zvol pismeno, kter6 ukazuje 
pravopisn6 slovo toho, kterk je
zvftazn n 
Zmntkni jakoukoliv kl vesnici, aby 
jsi pokratoval ve sv6 prici ai 
dokon6. kontrolu pravopisu 

VYTVO kENI TABULKY (ALT + F7)
Zvol obrazce-Asettelu (Layout) 
Zvol tabulky-Taulukot (Tables) 
Zvol vytvofit-Usaa (Create) 
Zvol potet sioupi6 
Zvol po.et fad 
Zm&h vyhovujfci moinosti v nabfdce 
ZnAkni F7, aby jsi vytvofil tabulku 
a data 

[MPORTOVfQ4 DIAGRAMJ (ALT + F9)
Zvol grafika-Grafuikka (Graphics) 

SAVE A FILE (FI) 
Select Tiedosto (File Menu) 

Select Hae (Retrieve) 
Enter ile location and name 
Press ENTER key 

PRINT 	A FILE (SHIFT + F7)

Select Tiedosto (File Menu)
 

Select Tulosta (Print) 
Select 1-Asiakirja to print entire 
document 
Select 2-Sivu to print one page 

Select 6-Esikatselu to view document 
before printing 

SPELL CHECKER (CTRL + F2)
 
Select Valineet (Tools)
 
Select -Oikoluku (Speller)

Select 3-As.kirja (Document) 

Select 2-Ohita if yhou do not want to 
change highlighted work 
Select 4-Korjaa to correct the 
highlighted word yourself 

Select letter indicating correct 
spelling of highlighted word 

Press any key to continue when 
spelling check is completed 

CREATE TABLE (ALT + F7) 
Select Asettelu (Layout) 
Select Taulukot (Tables) 
Select Usaa (Create) 
Sele.c. number of columns 
Select number of rows 
Change appropriate options
Press F7 to create table and enter data 

IMPORT GRAPHICS (ALT + F9) 
Select Grafiikka (Graphics) 
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Zvol figura-Kuva (Figure) 

Zvol vytvotit-Lisaa (Create) 

Zvol l-jm.no dokumentu-Tiedostonimi 

(File Name) 

Uvea jm.no diagramu 

Zvoi dodatetnd inoinost! 


3-titul-Kehysteksti (Title) 
6-horizontlnf pozice-Paikka 
vaakasuunnassa(HorizontalPosition) 
7-velikost-Koko (Size) 
Zm:i.kni F7 abyjsi vytvoil diagram 
a vrgtil se zp/t do dokunientu 
Zvol liedosto, Tulosta a pak #6, aby 
sis prohl&il dokument spolu s 
diagram em 

Select Kuva (Figure)
 
Select Usaa (Create)
 
Select 1-Tiedostonimi
 
(File Name)
 
Enter graphic name
 
Select additional options
 

3-Kehysteksti (Title) 
6-Paikka vaakasuunnassa 
(Horizontal Position) 
7-Koko (Size) 
Press F7 to create graphic and 
return to document 
Select Tiedosto, Tulosta, then #6 to 
view document with graphic 

vi 



LOTUS SPREADSFET 
Ndpoveda 

Lotus je stoln! pracovrn ybavenj pro matematicki, statistickia finan nf kalkuovdnfo 

SPECIFIKACE 

256 sloupc6i 
8,192 fad 
2,097,152 cel 

Automatickk matematickd kaikulov fni
rekalkulov~ni v fadAch a sloupcich 

Automatick6 statistick6 kalkulov.nm/
rekalkulovd" v fadAch a sloupcich 

Sestaveni" diagramiI ze zanesenych dat 

Data mohou bt importov:ny z ASCII 

(spole&n c-) archfvii 

Data mohot by t exportovAny dojindho
softwrovlio programu nebo do 
ASCII archivu 

POMUCKY PRO UZIVATELE 

ZmA kn; / k1Wvesu, aby jsi
akti-izoval menu (nabfdku) 

Z0.Akni ESC klhvesu, aby jsi 
se vrAtil do spreads:i' tu 

Vyufij gipku/kursor kl'ivesnici, aby
jsi se pohyboval po spreadsheetu 

Na levo, v horni Zdsti obrazovky je
cela a hodnota, ye kter6 se prdv6 
nachd.zig 

ZmA&kni ALT + F4, aby jsi
vymazal' svuj poslendnf zznam dat 

Zmijki HOME klAvesnici, abyjsi se 
dostal na zaZtek spreadseeta 

SPECIFICATIONS 

256 columns
 
8,192 rows
 
2,097,152 cells
 

Automatic mathematical calculation/
r..alculation on row and columns 

Automatic statistical calculation/
recalculation on rows and columns 

Will create graphs from data 

Data can be imported from ASII 
(generic) files 

Data can be exported to other
software programs or to an ASCII file 

USER HINTS 

Press / key to activate menu 

Press ESC key to return to 
spreadsheet 

Use arrow/cursor keys to move 
around spreadsheet 

In the upper left-hand part of the 
screen is the cell you are in and the 
value of the cell 

Press ALT + F4 to 'undo' last daua 
entry or calculation 

Press HOME key to return to 
beginning of spreadsheet 
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UKOLY 

ZAVEIb INFORMA(Ni DATA DO 
SPREADSHlEETU 

Vyuij gipky, aby jsi se 
pohyboval mezi jednotlivymi 
cely a zavea poiadovand data 

PLUS/MiNUS/NASOBEK/D9 LENO 
Plus: (AI+A2+C6+F453) 
Minus: (AI-CI2) 
Nisobek: (AI*C8) 

D6leni: (C5/F12) 

Kombinace: ((A4+ C5)*(D6-F2)/(A8)) 


FUNKCE 

Suma celkern: 0SUM(A1..A243) 


Pr6m r: 	 @AVG(C4..C432) 

Na druhou: 	 @SQRT(D6) nebo 
@SQRT(A4..A12) 

TISKNUI'I SPREADSHEETU 

ZmAkni / aby se objevilo menu 
Zvol Print 
Zvol Printer 
Zvol Range 

Zaznaenej rozpWt hodnot 
k tisknuti. Napt: A2..C6 

Zvol Go k zahjenf procesu tisknutf 
Zvol ESC tak dlouho ai se vrgtt3 do 
spreadsheetu, 	 na kter~m pracujeg 

UCHOVEJ SPREADSHEET 
Zmtkni / aby se objevilo menu 
Zvol File 
Zvol Save 
Zmd kni ESC aby jsi vymazal 
soutasn6 jm~no a odd~lenf archivu, 
jestliie to neni spravnk 
Zaznamenej jmno spreadsheetu 
ZmAtkni ENTER, aby jsi uchoval 
spreadsheet 

TASKS 

ENTER DATA INTO 
A SPREADSHEET 

Use arrow keys to move to 
each cell and enter 
appropriate data 

ADD/SUBTRACT/MULTIPLY/DIVIDE
 
Addition: (AI+A2+C6+F453)
 
Subtraction: (AI-C12)
 
Multiplication: (AI*C8)
 
Division: (C5/F12)
 
Combined: ((A4+ C5)0(D6-F2)/(A8))
 

FUNCTIONS
 
Summation: @SUM(A1..A243)
 

Average: 	 @AVG(C4..C432) 

Square Root: 	 @SQRT(D6) or 
@SQRT(A4..AI2) 

PRINTING SPREADSHEET 

Press / for menu to appear 
Select Print 
Select Printer 
Select Range 

Enter range of value to print 
Example: A2..C6 

Select Go to start printing 
Press ESC until you return to thc 
spreadsheet you are working on 

SAVE A SPREADSHEET 
Press / for menu to appear 
Select File 
Select Save
 
Press ESC key to clear
 
current name and
 
subdirectory if not correct 
Enter name of spreadsheet 
Press ENTER key to save 
spreadsheet 



VYVOLKJ SPREADSHEEr 
Zm, kii / aby se objevilo menu 
Zvol File 
Zvoi Retrieve 
Zvol ESC aby jsi vymazal sou~asni 
jmeno a oddelen{ archfvu, jestliie nenro 
spravn 
Uvea jm~no spreadsheetu 
ZmAtkni ENTER aby jsi vyvolal 
spreadheet 

UKONI PRACI LOTUSU 
Zmtkni / aby se objevilo menu 
Zvol Quit 
Zmdtkni ENTER klAvesnici 

RETRIEVE A SPREADSHEEr
 
Press/ for menu to appear
 
Select File
 
Select Retrieve
 
Pres ESC to clear current name 
and subdirectory if not 
correct 
Enter name of spreadsheet 
Press ENTER key to retrieve 
spreadsheet 

QUIT LOTUS 
Press / key for menu to appear 
Select Quit 
Press ENTER key 



ATLAS PRO 
Pomiicky 

Alas Proje mapovaci program, kterj umoijiuje spojit statistickd data s geografickjmi mapami 

SPECIFIKACE SPECIFICATIONS 

Vyvolhnf menu (nabfdky) Menu driven 

Sestavenf jednoduchd mapy Easy map editing 

Sestavenf jednoduchich dat Easy data editing 

Mnohondsobn6 geografick6 vrstvy Multiple geographic layers 

'Zamif a cvakni' aby jsi vidNl 'Point and Click' to see statistics 
statistiku 

Export maps to other programs like
Exportovfrd map dojinfch program6, WordPerfect
 
jako napf. do WordPerfect
 

NAPOVtDA PRO UZIVATELE USER HINTS 
Zapamatuj si, ie existujf tf i zAkladni Remember that there are basically tree 
typy archivu: 
 types of files:

Geografick6 (Geographic) archfvy Geographic (Geographic) files 
Datov6 (Attribute) archfvy Data (Attribute) files 
Mapov6 archivy (Mapfiles) Map files (Mapfiles) 

Zmgikni ESC, aby jsi se vrftil do Press ESC to return to previous
piedch.zejfci prAce task 

Zm~lkni F10, nebo ENTER Press F1O or ENTER key of Done to
klgtvesnici, nebo Done, aby jsi prlci complete tasks
 
ukon~il
 

UYKOLY TASKS 

ZVOL GEOGRAFICKV' ARCHIV SELECT GEOGRAPHIC FILE
Zvol File Select File
 
Zvol Geographic 
 Select Geographic

Zvol UseAs 
 Select Use As 
ZmA.kni pomlkovou klvesnici, aby Press space bar to see 
sis prohledl moznosti v archfvu file choices 
Zvol mAster geograficky archfv Select master geographic file 
Dej jm~no kopii geografick6ho Enter name for your copy of 
archfvu 
 geographic file
 
ZmA kni ENTER klAvesnici Press ENTER key
 



ZVOL 	DATOV' ARCIV 

Zvol File 

Zvol Attribute 

Zvol Use 
ZmA4kni pomlkovou kl1vesnici, aby 
sis prohl~di moinosti 
Zvol datovq archiv 
ZmAkni ENTER kl~vesnici 

(Pozn~mka: mapa na 
obrazovce se nemiie zm~nit) 

DOPLNiNI DODATEC(NCH REGIONfJ 
DO GEOGRAFICK.F-O ARCHIVU 

Zvol Select 
Zvol Many 
Zvol Regions jako odpov'dajid 
geografickA vrstva k 6ipravdm 
Vyuiij ukazovdtka, aby jsi oznail 
regiony, kter6 chceg vymazat 
Zmdtkni ENTER a3 prAci dokon1f3 
Zvol Edit 

Zvol Geographic 

Zvol Delete 

Zvol Delete 


VYTVOttEN NOVWCH ARCI-fVU DAT 
Zvol File 
Zvol Attribute 
Zvol New 
Dej jm~no nov~mu archfvu 
charakterisik 
Ve sloupci Name ke kaid statistick6 
kategorii dej vhodnd jm~no 
Zmdtkni F1O ai prci dokonffl 
Zvol ano (Yes), aby jsi vytvofil 
seznam dat 

Zvol Regions 


DOPLN NI DAT DO DATOVEHO 
ARCI{VU 

Zvol Edit 
Zvol Attribute 
Zvol Browse 
Vyuiij prav6 gipky, aby jsi se dostal 
do sloupce novqch dat 
Zavel data regionu 
ZmA kni FO ad prici dokon f§ 

SELECT GEOGRAPHIC FILE
 
Select File
 
Select Attribute
 
Select Use 
Press Space bar to see 
choices 
Select data file 
Press ENTER key 

(Note: map displayed will not 
change) 

DELETE EXTRA REGIONS IN 
GEOGRAPHIC FILE 

Select Select 
Select Many 
Select Regions as appropriate 
geographic layer to edit 
Use pointer to mark regions to be 
deleted 
Press ENTER when done 
Select Edit 
Select Geographic 
Select Delete 
Select Delete 

CREATE NEW DATA FILE 
Select File 
Select Attribute 
Select New 
Enter name of new 
attribute file 
In Name column, enter name for each 
statistical category 
Press F10 when done 
Select yes (Yes) to create data 
records 
Select Regions 

ADD DATA TO DATA FILE 

Select Edit 
Select Attribute 
Select Browse 
Use right arrow key to move to new 
data columns 
Enter data for regions 
Press FIO when done 



VYTVOAEN TtMATICKV'CH MAP 

Zvol Thematic 

Zvol Variable 


Zvol ano (Yes) pro 'Thematic On', 
aby jsi mohl ukAzat tgnatickou 
mapu 
Zvol jeden (One) pro po~et r6znych 
typ6 dat, kterd chceg ukdzat 
'Number of Variables' 
Zvol geografickou vrstvu (Layer) 
pro Variable 1 zmA.knutim 
pomlkov6 klvesnice, aby jsi vidl 
moinosti 
Zvol regiony (Regions) 
Zvol data (Data Expression) kter6 se 
objevf na map pomoci zml.knuti 
dvakr~t pomlkov6 kltvesnice, aby jsi 
vidkl moinosti 
Zvol statistickou kategorii 
Dvakrdt zrnkni ENTER 
Zvol Thematic Type a vyber Ranged 
Fill, nebo jiny typ barvy/stinovynf, 
symbol6, nebo tetkovdn" 
Zvol Done, aby jsi se pfemistil do 
daLf obrazovky 
Uri Ranging Method na Quantiles 
Zvol Numbe., of Ranges 
Zvol Edit Range Styles, aby jsi 
vybral typ stinovnf a barvu 
Zvol Done 
Zvol View 
Zvol Redraw, abyjsi vidil zm.n~nou 
t~matickou mapu 

PROIILDKA/IPRAVY STATISTICKY'CH 
DAT PRO ZADANY REGION 

Zvol Edit 
Zvol Attribute pro statistickA data 
Zvol Popup, aby sis prohl~dl data 
pomocf ukazov6itka na mapu 
Zvol Regions 
Posuhi ukazovitko a zmdtkni 
pomlkovou kldvesnici, aby sis mohl 
prohlcdnout regiondlni statistickA data 
Zmdtkni ESC klAvesnici, aby jsi se 
vr~til do mapy 
Posuhi ukazovlStko na jin6 mfsto, aby 
sis prohldnul dalWf statisticki data 

CREATE THEMATIC MAP
 
Select Thematic
 
Select Variable
 

Select yes (Yes) for 'Thematic On' to 
be able to show thematic map 
Select one (One) for how many 
different types of data to show 
'Number of Variables' 
Select geographic layer (Layer) for 
Variable 1 by pressing space bar to 
see choices 
Select regions (Regions) 
Select data (Data Expression) 
to be displayed on map by 
pressing space bar twice to 
see choices 
Select statistical category 
Press ENTER twice 
Select Thematic Type to choose 
Ranged Fill of another type of 
color/shading, symbols, of dots 
Select Done to move to 
next screen 
Set Ranging Method to Quantiles 
Select Number of Ranges 
Select Edit Rnnge Styles to choose 
type of shading and color 
Select Done 
Select View 
Select Redraw to see revised thematic 
map 

VIEW/EDIT STATISTICAL DATA FOR A 
PARTICULAR REGION 

Select Edit 
Select Attribute for statistical data 
Select Popup to view statistical data by 
pointing at the map 
Select Regions 
Move pointer and press space 
bar to display regional 
statistical data 
Press ESC key to return 
to map 
Move pointer to another location to 
see new statistical data 



MOZNOSTI DISPLAYE 
Zvol Display 
Zvol Title 
Zmi' titul (Title Text)
Zmki podtitul (Subtitle Text) 
Dobrovcln6 moinosti: 

Zmh elni typ (Typeface) 
Zm~?i velikost (Size) 
Zm~fi barvu (Color) 

Zvol Flo 

PREHLED MO.NOSTI 
Zvitgenf 

Zvol View 
Zvol Map 
Zvol In, aby jsi zvNtAil 
proporce mapy 
Vyuiij Aipky, aby jsi ozna~il levy
horni a dolnf pravy roh oblasti, 
kterou chceg zvgit 

Zm~ih (Reset) velikost na ptvodni 
Zvol View 
Zvol Map 
Zvol Reset 

DISPLAY OPTIONS 
Select Display 
Select Title
 
Change title (Title Text)

Change subtitle (Subtitle Text)
 
Optional:
 

Change typeface (Typeface) 
Change size (Size) 
Change color (Color) 

Select FlO 

VIEW OPTIONS 
Enlarge 

Select View 
Select Map 
Select In to enlarge a portion 
of the map 
Use arrow keys to mark top left and 
bottom right corners of area to be 
enlarged 

Reset (Reset) to original size 
Select View 
Select Map 
Select Reset 
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bullet Chart
 
* Use short phrases 

* Not too many of them 

* Break up into two slides
 

* Use pictures 



Pie Chart
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Bar Chart
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Area Chart
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LOTUS SPREADSHEET
 

U.S. 

MSA 


Anne Arundel 
Baltimore County 
Carroll 

Harford 
Howard 
Baltimore City 

County Avgs. - 1970 
County Avgs. - 2010 

1970 Employment Data - 1970 
Population Total Manufact. Retail Fire Services 

203211926 57265292 19761548 11071289 3674899 10461468 
2070670 605413 199697 122609 40572 113010 

297539 48237 13047 15517 2196 8076 
621077 150938 67233 32767 5140 17700 
69006 14173 7230 2866 379 1576 
115378 14024 3927 4017 731 2390 
61911 10792 2377 2298 221 3311 

905759 367249 105083 65144 31905 79957 

345112 100902 33283 20435 6762 18835 
563912 164874 54384 33391 11049 30776 



UNITED STATES 
Geographic Data Analysis 

1980 Population (O00's) 

W402 to 921 

921 7to 2364 

Z2364 to 4076 

4076 to 5737 

DIlll!J5737to 23668 



INFLECTION MARKS
 

Lower Case 

a 	 ALT4a 

ALT+c 

ALT+d 

ALT+e 

ALT+f 

ALT+i 


fi 	 ALT+ n 

6 	 ALT+ o 

ALT+ r 

ALT+s 

ALT+t 

ii 	 ALT+u 

ALT+v 

ALT+y 


ALT+z 

Upper Case
 

A 


C 


D 


E 


E 


I 


N 


0 

R 

S 

t 

U 


Y 

Z 

CTRL+a 

CTRL+c 

CTRL+d 

CTRL+e 

CTRL+f 

CTRL+i
 

CTRL+n 

CTRL+ o 

CTRL + r 

CTRL+s 

CTRL+t 

CTRL+u 

CTRL+y
 

CTRL+z 

L( 
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JAK NA TO 

Ernst Tiemeyer 

Dali jste si namahu vytvorit 
sympatickim zpOsobem 
sve textove tabulky 
adiagramy. Pfresto maite 
pocit, Ze neco chyb(. Jake Wk 
by to bylo s obraizkem? 

Y 


maro vabw 

0 brazovd symboly jsou uliten6 

v pHpad6, 2e chcete vylep~it 
nebo ud at nzornjgi obchod-

ni diagramy nebo textovd graffky. 
Ve tfeti Msti naAeho workshopu se 
dozvite, jak se s takovjmi syinboly 
v Harvard grafice pracuje. 

V programovdm bahlku najdete 
sbirku obrazovych symbolai, miete 
si vgak vytvofit take vlastni soubo
ry se symboly. 

Abyste ziskali pfehled o tom, co 
je k dispozici, potfebujete v hlav
nim menu -volbu ,kreslit/doplnit" . 

DAle se rozhodn~te pro varantu 
,,symbol". Nyni vidite menu, kter6
nabizi pdt voleb: .nahrdt" , .uloi.it", 

.skupina", ,jednotliv6" a .mazat". 

Tak vlol(tesymbol 
do grafiky 
Pfikazem. nahrkt" aktivujete sou
bory se symboly, ktord jsou k dispo
zici, a vlo~fte symbol do grafiky. Po 
aktivaci phikazu se nejdfive objevi 
seznam souborCi se symboly.

Tyto soubory poznatr. podle roz-
SYM. V jednom souiieni jmna 

boru s takovym rozAifenim jmena 
mnCie b.vt uloieno a- 20 symbol6i. 
Moina jsou vyobrazeni lidS, aut, 

Y 

Prezentac.,,,
 
budov, kancelbhkch strojfi a map. 

Jedinotlivd symboly nenesou iadna 
jmena. 

Dejme tomu, ie pro grafiku oo-
tfebujete piktogram skupiny osob, 
jak, je obsalen, v souboru 
Lidd2.SYM. Aktivujte tedy tento 

4--'e
 
modit 

.
 

Selet ,s.! 

3--X ostionp-o iottirio 

souzor se symboly. K tomu bud v.

berte poiadovane jmeno souboru 
a potvrcfle stisknutim kiivesv <RE-
TURN>, nebo zadejtejmeno soubo
ru na obrazovce ,vybrat souboru se 
symboly'. Nyru na stinitku vrdite 
sbirku symbolti, ze ktervch mnifete 

|
 
Hotiz:=2IS4 u*rt-ZM 

-

Do sue grafiky mdete vl1ohtJednothu osoby nebo skupiny, kter jste uybrah z 
knihourny symbold Harvardgrafiky. 
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vVbrat jeden nebo ice a vlohit do svoji volbu. Tim se dostanete opt do chcete symbol vlohit. Po stisknuti 
sve grafiky. grafick obrazovky. Symbol se na- k1avesy <RETURN> se tato poloha 

Jestliie vam nestadi standardni chazi uvnitf pravotihelniku na na- .zakotm" a myi nebo kur-zorov-'mi 
nabidkasoubor, matemo~nostzis- vrien6 pozici. klavesam, muzete nastavit dolni 
kat dodatedne obrazov6 symboly, Abyste obraz umistih na jinem pray roh. Timto zpfisobem !ste de
.obchodni syrmboly". Za cenu asi rnista a v urLite velikosn, musite finovali no%., ramedek, kterym jste 
270 marek obdr-ite 300 obr zkci: nejprve stisknout k]avesu take ureih m~ftko w'yobrazeni. 
dopravni znadky, soud~sti podtad6, <BACKSPACE>. Tim se vymaie Szisknutim klavesv <RETURN> 
mapy. obaly potravin nebo ndbvtek. zobrazeny ramedek. Nastavte nyu potvrdte. ±e chcete symbol vlohit. 

Nyni chceme vylepit nat pila- kh2 na levy hor-ni roh polohY, kam V~imnte si. ze zvoleny ramedek 
ovli-iuje proporce symbolu Timto 
zp6sobem v nasem phpad mCiiete 
postavy zobrazit uisi nebo ir i nei

Nastup PC - ale jak ? vp6vonim soubor m dA 
samoztejm zabranit. jesthie Jste 
pfi zmen polohy ramedku stiskli 
klavesu <SHI=F>. zistanou zacho-

Ten, kdo chce pesky ujit cestu 1000 km dlouhou, vAnv dane proporce 

musi jednou ucinit rjrvni krok. Vetsina lidi miuvi Zpracovn" 
" pouze-o.posledni -casti -cesty, a -jen- malo-.z-nich obchodnichdiagramO 

se rozhodne k prvnimu krokub:h.- Jako dal.i pi-lad vezmeme ob
.... chodni diagram. Chceme znazornit 

neize'zacit. . strukturu zam~stnanc1 podniku di
ferencovan6 podle v~ku a pohlavi

(C..ake ) dvojitehr.... pracovniku. a to ve formn 
(Cinske prislovi) sloupcoveho chagramu 

Takov:. sloupcov-v diagram se da 
s Harvard grafikou vvtvoht po
sloupnosti phfkaz6 -novA grafika" 

- sloupcove kresby). Po zadani fady 
dat .mulh' a .ienv" vyberte vprvni 

S vyobrazenim mdliete SLL1J textov; diagramopticky roz~fit a vzbudit uvLai obrazovce s volbami pro osu Y van
pozornost antu Y2, V druhe obrazovce se roz

dov, textovy diagram ,Nastup PC 
ale jak?" vlotenim obrazoveho Vekova struktura zamestnancu 

symbolu. Takovy symbol se da do 
grafiky vloiit ve tfech krocich: (Za rok 1990) 
-symbol nahrat a pfifadit grafi- 0 

ce, 
- urdit polohu symbolu uvnitf ". M z any

grafiky, Struktura znmestnancu w 
-stanovit m-itko symbolu. '. 

-- it - 301lot 

Postupujete .0 -4101 

ve ffech krocch 
,40 - 011Po nahrdni nebo vvtvoteni vhodn6 

grafiky aktivujte v hlavnim menu 
volbu .kreslit/doplnit". Ddle nmsle- 60- 0o1 
duji pfhkazy ,symbol" a ,nahr.t". 
Vyberte nyni soubor ,Lidd2.SYM". rod 60 lot 
Po stisknuti klAvesy <RETURN> 

87 666 43 2 140 2 4 0 610monitor uki4e mnoistvi symbolI6 
Thousa ds Thousands 

z tematick6 oblasti Lid6". Pomoci 
kurzoru ve tvaru nitkovdho kIhie 
vyberte jeden z obrazk6. Stisknu- Symboly u obchodnich diagramech vylepsuji kompaktn2 informact a uleheujp 
tim klavesy <RETURN> potv'rdte pi'azenl lsel a obsahd 
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hodn~te pod bodem .ttul&volby" 
pro druh sloupc6 ,srovnini". 

U tematu struktura zam~stnar.-
cu" se nabizi moinost vloit symbol 
pro muiskou a 2enskou postavu 
V hlavnim menu nejdi'ive vybert± 
volbu kreslit. doplnit" a dale pokra-
dujte -.wb~ren ,symbol" a nahrdt". 
V obrazovce pro zibrazovdni akti-
vujte soubory se symboly s tema-

Create rw rat 


E-nter/TUit chart 


ramedku. Po proveden, phkazu se 
symbol objevi na obrazovce v nove 
velikosti. 

Polohu vloieneho symbolu zm-
nite posloupnosti pfikazi .zm~na" 
a pfemistni". Po oznaceni objektu 
nastavte novou polohu a potvrdte. 

Jestli~e pracujete s barevnou ob-
razovkou, vidite, ie standard.ni 
symboly jsou z Asti barevne. Atn

t/ we abol will k saved a: 

SFrPvat d e 
Impcrt'txport For device: '*do 
e outpt 

aveas ssl 
Sl ideshow ,e, 

Cartb menu 

Setup 


FI-Ialp 

4-JContnue 

Take celou grafiku rnieteuloiitjako s:,mbol. Toho dosdhnete L zobrazenern poh
pro komunikact 

tern ,dlov k, dokud nenajdete, co 
jste hledah. Kurzoro-vmJ klavesa
mi nebo myi nastavte nitkov9 khii 
na symbol. ktern chcete do grafiky 
pfevzit. 

Jestli2e Jste urnistili prvni sym-
bol tak,jak je %'sv~tlenov minuldm 
phkladu, opakujte postup pro 
druhy obrazek Nakonec si stisknu
tim klavesy <F2> nechte soubor 
s grafikou pfedvest na obrazovce. 
Co zde vidite, neni jeWt definitivni 
forma grafiky. Mfiete znova mnnit 
velikost a polohu symbolu, atributy 

napf barev, stejn6 tak vloiene 
syrnbolv znovu vTnazat. 

Potfebne volby pro zm~ny najde
te v menu .kreshu'doplnit". Chcete-
linapl. zm nit nastavene velikosti 

svYmbolii, %-vberte v aktivovantei 
menu phkazy zm~na' a velikost. 
Potom vyberte phslu n," symbol 
a potvrd'te stsknutim k]dvesy <RE-
TURN>. Symbol je nvni oznaden 
a m6i2ete zadat novou polohu rohCi 

S n : 

R -D.'i 

. .. 
-_. -- . . . . 

buty barev se daji m~nit poslou 
nosti phkazi zm~na", volbv'. V*. 
bertne objekt a potvrd'te. Nvni ma:e 
na vWb~r th volby: barva obr.;s'.. 
barva -.ypln~ni a barva stinu. 

Jste-i zcela nespokojeni. daji 
vIoiene symboiy zase vymazat 
K tomu v menu .kreslit doplnit" %.. 
berte phikaz mazat". 

Jak navrhnete 
v/astn( symboly 
Jestli~e vrn nepostaduji pfedem p77
pravene symbolv. daji se s Harva-: 
grafikou nebo s dodavanvm dopin. 
kovyn programem .Draw Partne
vvtvAieet vlatni obrizkv. Pihtc.. 
mu2ete bud' kreslit symboly tipln 
nove nebo kombinovat a zpraco.a

existujici objekty a ty phpo:: 
knihovny svnnboHi. 

Je-li obrazek hotov, mfizete h. 
ulotit bud'jednotliv6 nebo spoledr. 
s ostatnn symbolv. K tomuto ude.'. 
slou- posloupnost phlkazi 'symbc." 
a ulo2it Po aktivaci objektu. kte
,e ma ulozit, se na obrazovce obje' 
pokvn _\.,brat soubor se symbol." 
V berte ted ji* existujici soubc7 
kterv poskvtuje jegt6 misto. ner 
zadejte nove jmeno souboru. Roz
i'enfjmena souboru SYMN se p

poji automaticky. Jestlize soubcr 
obsahuje ui 20 symboI6, objevi .e 

Soubory. se symboly, vytvoene doplikot,ym programem .Drau Partner". se dap
pLmo dale zpraco'va'at vHarvardgrafice. 

... .-- 

http:standard.ni
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4 

zprava, -etento souborje pine. Pod timtojjmdnem souboru by se kaz ..nahrat symbol'. Stisknutimn
Abysteulo.iliviceobjektispoled. m~ly ukldidat symboly, ktere k sou- klivesy <F3> piejd~te do adresafe

n6 jako jeder symbol, vyberte bor-u tematicky path. Harvard gra- Harvard. Ze zobrazenvch souboni 
v menu pro prdci se symboly volbu fika novW symbol p-ipoji na konec se symboly Nryberte ten. kter. poz-a
,skupina" a vytvofte rdmeiek okolo souboru. dujete. Stisknutim klavesy <ESC>
celho symbolu. Takto definovand se vratte do hlavniho menu progra
skupina se di zpracov~vat jako je- mu ,Draw Partner-. Obrazek je
diny objekt - tedy :opirovat a pIe- Par slov k programu unmist~n.
 
mist'ovat. Draw-Partner
 

Je tak6mondrozd~lit skupinu Draw-Partner 
objekt6i zase na jednotlivd objekty. Nakonec se chceme zabyvat tim,jak Ted'mus(tejeste ulozit
K tomu poulijte volbu ,jednothv6" se da pouiit dopltkov program Vybrem volby doplnit- miiete 
v menu .symbol". Zcela jinak bu- .Draw Partner' k vytvd'erj symbo- nyni doplrut kruhovy text. Aby se
dete postupovat, jestliie chcete 16. S timto programem pro kresleni vysledek uloiil jako symbol, mu
ulozit celou grafiku jako symbol, se daji vytv~fdt ilustrace, firemni site nejdiive vyvolat poloiku
napf souhrn vtech variant sloup- znadky nebo vlastni soubory Clip- menu soubor" a phikazpak
covych diagram i. Grafika se musi Art. Stejn6 tak m5iete m~nit grafi- .uloiit soubor". Tim se stanovi,
nejdf-ive nahrit do operarni pamrti ky a obr~zky, kter- jste vytvof-ili do ktereho souboru se symboly sepotitade. V hlavnim menu vyberte s Harvard grafikou nebo jinymi ma symbol ulotit. Symbol, takto
phIkaz .nahrdt/zAloini kopie! aplikatnimi programy.ma- vytvofenv nebo zm~n~ny pomoci
zat'. V menu, kter6 se objevi, akti- ,Draw Partner" vm dovoluje programu .Draw Partner" se divujte variantu .Uloiit jako sym- praci s takovymi efekty, jako jsou pf-mo di.e zpracovavat v Harvard 
bol'. Program se nyni ptd, do krahove nebo zvldAtnim zpCisobem grafice.
kterdho adresdfe a podjakmjmd- rozloien6 texty. UkA.eme postup, 
nem se m soubor se symboly jak symbol opat-it textem uspofa
uloiit. Jestli~e jste potvrdili sve dany m do kruhu. Ernst Tiemeyerje autorern v naklada
Udaje, objevi se zvlaktni okno, ve Nejdhve do programu .Draw telstui Vieueg. Mifmo jine je autoremkterem mlete sv~ij novy soubor se Partner" nahrajte symbol z Har- knLhy *HartardGraphics mit Drawsymboly bli.e popsat. yard grafiky. K tomu aktivujte phi- Partner' 
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kfeuktn pre lit c
 
J Har-ako u2ivatel programu 

vard Graphics jii ur Ui mate 
k dispozici vlastni sbirku ob" 

chodnich diagram6. textovych ta-
bulek a ndkresi, ktere chceme 
v toreto pokradovai .di'ny" propo-
jitdohromadya vytvofitz nich kom
pletni prezentaci.V h~avnim menu naidete volbu

, "esowm 
.~o~o
<zSlide show menu >. Ztohoto menu
si vybereme phl-kaz < Create Slide 
Show >. Po jeho akti,,aci se objevf
diaJogov6 okenko, ve kier6m bude 
vypsqn aktivni disk/adres& a kurzor 
bude nastaven na pol Slide show 
name:" Zde m5iete z-adatjmeno pre
zentace (max. 8 znak E 
a jmeno disku nemusite zadavat. 
Chcete-1i v~ak zm~rmt dive zadanv 
adresi.r, stiskn~te nejprve kombinaci 
klives < SHIFT > < TAB > 

Nazv~me na6 pfikiad ,Showl". 

Program kejmenu automaticky p-
poji extenzi .shw. Strwdne vyv~tle-
ni tkmatu prezentace Ize zu;dat do 
pole ,,Description", na ktPire se do-
stanete pomoci klAvesv <TAB > 

Po t~chto formalitAch zm~eknete 
klivesu < F10 > a obrazovka se vam 
rozd~li na ti 6sti. V horni disti se 
objev, jm6ena granficknch soubonn

•z aktu~ilmuho adres~fe, ktere m ie-

te pou2it ve sve prezentaci. Jsou to 
pfedevim graficke soubory, ktere 
iste sami vvtvof-ili programem Har
vard Graphics. Mdi-ete ale take pra
covat se soubory, kter6 vzniklyjako 
produkty jinych programfi (jako je 
napf. PC Paintbrush, PC Paint, Dr. 
Halo). Do stfedni disti obrazovky se 
vypisuji ty graficke soubory, kterd 
iste jiU do prezentace zafadili. 

V dolni d'sti je moinO pfedist 
popis, kter jste zadali v poll .Show 
description". Mezi jednotlivkrni ob
lastni se mi.ete pohybovat pomoci 
kiivesy < TAB >. 

Abyste vybrali pi-islu~ny graficky
soubor, pfesuhite kurzorov3m lida
vesami kurzor na imeno Lohoto 
souboru a po stisknuti klavesy 

OkAOI
 

1?to 
NI . 

kT F-
dt" 

Chcete pvedv~st '" 

" 
Ct-'
 
n s
nejaky svujp -AproduKI 
nebo kolit 

spolupracovniky?
 
P ezentace 

o
na obrazove 
V van pri tom muze 

prokazat 
e c ntle 

SIuzUy 

Ernst Tiermeyer 
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< ENTER > sejmeno souboru objevi 
ve stfedni ddsti obrazovky, urdene 
pro souborv zafazene do prezenta. 
ce. Vedle jmen se vypisuje take typ 
a popis souboru. 

Stejn~ym zpcisobem postupuite
ph aktivaci dal ich souborfi, (ktere 
chcete pi prezentaci pou2it). Sou.
bory se v seznamu pro prezentac
automatic(- odisluji pod!e pok'adi, 
v jakem budou prezentovwny. Jest. 

liejstejii -ybraii v echny potfebne V< Slide Show Menu > pak vybertesoubor', stiskn~te kldvesu < F1O >. < Display ScreenShow >. Na obra-Tim svoji volbu potvrdite a -rd:tite zovce se objevi obrazek z prvnfhose zp~t do prezentadniho menu. souboru. Chcete-li si proh~ddnout
Nyniiji miiiete vid~t v sledek dali obrazek, stisknrte khivesusve price na obrazovce. < ENTER > . Po promitnuti posled-Akdvujtevolbu < Select slde show > niho obrizku se opkt objevi < Slide a zobrazi se viim seznam prezentaci. Show Menu >.VyhJedejte pfslu.ny soubor Pokud yam nestafi Lakto jednov nagem pffpad6 showl.shw- duche proveden prezentace, nabizia oznadtejej pomoci klivesv < FIO> yam program Harvard Graphics 

specialni efektv pro ,objeverii se
a mizer- jedcnoth vch obrizkl 
Pro peechod m62ete zvolit nojak. 
jinxefekt 

Tyto efekty m liete zadat po zvo. 
leni < Add ScreenShow effect> 
v Slide Show Menu >. 

Obrazovka se pak rozd~li na n
kolik sloupc . V prvnich tfech
sloupcich naleznete 6islo, jrrieno 
souboru a t-p obrazu. VVznam dal
ich pti sloupcCi ed' strudn6 vsvt

lime. Sloupcejsou oznadenv: 
< Draw > - V torrto sloupci Ize 

zadat efekt. tj. zpfsobjakym se ob
razek objevi na obrazovce. 

< Dir > - Urduje srr (provaddn: 
zadaneho efektu) ph operaci 

(Draw > vlevo, vpravo, nahoru,
dolii, dovjmtf, yen (no v~echn%. 
smdrv jsou mo2n6 pro kaidV typ 
efektu). 

< Time > - Urduje dobu, po kterou."ziistane~ne2 zmizi.dany obrazek na obrazovce, 

< Erase > - Zde Ize zadat efekt, tj.
zpsob,jak. nm obrazek zmizi z obra
zovky. 

-J 
< Dir > - Urduje smdr provid~ru

"zadandho efektu pi-i operaci 
1'<Erase >, a to bud' vlevo, vpravo,

nahoru, dloli, dovnitf, nebo yen (nevsechny smdry jsou rnoin6 pro 

kaidy typ efektu).
Pokud v n~kterdm sloupci neza

dAte volbu, plati standardni nasta
veni. Zjednono sloupce do druhbho lze 

*pfechdzet pomoci klkvesy < TrAB x 
Stisknutim kurzorove klvesy neb,
klavesy <ENTER > se miliete pohy
bovat po fadcich; pomkld zapis 
pfeskodite. 

Rudnf 
nebo automatizovand 
pfedvedenl'prezentace 

Najecdte kur-zorem na sloupec 
< Draw >. Po stisknuti klavesy 

http:pfslu.ny
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< F6 > program Harvard Graphics
nabidne moind volby pro tento slou
pec. Stejnd efekty se mohou pouit 
iph vymazavdni obrizku 

create new chart 
Enter,EdIt Cjrt 

Dr u/Anotate 

P4Get/SA/Re~o e 
I"Il [mPort'Export 

rm-:ziskite 
E Inabilhu 

r sl)6 
Add Screen },oueffects 

Is 
Displag Scree ,ow 

c 

<Erase >. Ve sloupci < Dir > op~t 
stisknutim kJlvesy < F6 > 
sm~r i, kter6 roz~iiujf mor. 

nosti eekt6. Sm~ry z teto nabidkv 
v~ak maji smysl pouze ve spoje.al"

n~kter ini efekty. Obdobn6 najde. 
te i pfehed mazacich" efekti a jejich pflpustny)ch sm6r . 

Produce o,,tt ptPo vqbdru efekt6i se vrdite stisk. 
nutrm klIvesy < F10 > zpdtky do 

Char t bool 
: Setup 

k yes m,,,, 

Exit.-

FI-Help 
" 

A Vmenu < Slide Shou Menu > 
na prvnipnhded najdete u~echny volby,
ktere potffebujete pro v'ytoieni 
a phedvedeni sue prezenrtace. 

V horm easti obrazovky jsou jrnea 
souboru, kiere mcte k dispozict. 
Vvbrane obrazky sE zobrazi v pofadi, 
Ujakem jsteje zadah. 

V Na pomocne kartiekv si md.ete 
L progrmmu Harvard Graphics 
zaznarnenat dopliujici informace 
kjednothvym asem ca :prezentace. 

1rltelp 

Slide I KaneSld ?n 

2 ZAES1i Veoua 

Print dat: Yes Oho 

DescriptionDobrazovku 

strutur .. 

Display tim: 

FIB-Cont inue 

< Slide Show Menu >. P-kazem 
< Display ScreenShow > si mtiete 
prohlddnout hotovou prezentaci. 
K]avesou < ENTER > Ize vyvolat nadal-f obrfzek; kJvesa 
< BACKSPACE > vraci o jeden ob
razek zp~t. 

Pfedvid~ni prezentace miete 
automatizovat. Lze pfitom pro
kaidy obrazek stanovit, jak dlouho 
setrvd na obrazovce, ne!jej nahradi 
dali. 

Doba trvdni zobrazeni se rovn&i 
zadivd v tabulce < Add ScreenShow 
effects>. (as se zadavw ve formrAtumm:ss (minuty a sekundy), takie
1:30 znamend dobu jedne minutv 
a ticeti sekuncL 

I pfi automatickem pfedvAdnii 
prezentace mietejeji pribh fhdit,rudn' - obrizek Ize pozdr2et, sko
dit na pfedchozi obrAzek, anebo uCi
nit zmdnu v datech. 
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Castoje zapotfebi mit v pr-bLhu 
pfedniky k dispozici psane po
znamky di komentW tykajici se jed
notlvych bodCi prezentace. Pro 
tento didel program nabizi < Make 
practice cards >. 

Na poznamkyjsou 
praktick6kartidky 

Po zadani phikazu < Make prac

tice cards > si zvolite, ke ktere pre

zentaci si chcete d~lat poznamky. 
Objev% se obrazovka s islem, ime

nem a popisem souboru, vztahujici 
se k pnrumu obrizku prezeritace. 

Pomoci menu se mtiete rozhod
nout, zda se k phslu~nemu obrazku 
ma v;ytisknout s pomocnou karti
kou i tabulka hodnot jedna-li se o 
graf). Pokud jste jezt nezadali 
ddaj o tase, po kter m, obrzek 
set.rva: na obrazovce, m6iete to 

nci ktdvesy <F6> mdiete uyvolat menu zvldtnich efekti', kterd urdi,jakym udinit zde. 

sobem se budou no obrazcvce obrdzky objevovat a mizet na obrazouce. Chcete-i si ud~lat poznarnk
k dal]imu obrazku, stisknCte kiave
su < PgDn > Po dokonem pozna
rnek k obrazkim se stla~enim kla
vesv < F10 > nebo < ESC > pfesu
nute onrt do < Slide Show Menu > 
Zvolite-Li < Produce output > v hlav
m'm menu a pak < Print practice 
cards >, kartidky s pozndrinkarmi se 
vytisknou. Spokojite-i se s jednodu
chkrn seznamem jednotliv-ch obrdz
kfi, zadejte < Print Slide show list >. 
Pro podporu nebo n~iradu sve pre
zentace na obrazovce mi2ete sve 
obrizky vytisknout na tiskrn6, 

soufadnicovych zapisovacich di 

osvtovych jednotkach. 

Veweg Mimojire napsal knhui .HPr 

yard Grnphtcs a Draw Parner 

- 75 
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Ernst Tiemayer 
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J asn6 textov6 tabulky, jako napf.
f6lie, prumitane daprojektory 
nebo elektronick)-mi piistroji se 

dasto pouiivaji na konferencich, po-
rad~ch, pi projednavani projek-
t,, vysledkAi, na kolenich, semi-
naich a v~deckych kongresech 
a pfedndejici doufa, ie se mu 
timto podahi udriet pozornost 
posluchaMfC. 

Pracujete-li s Harvard 
Graphics, maite k dispozici velk, 
mnoistvi zpitsobii gt-afick~ho zpra-
covini textu. Pfehled techto mo4-
nosti ziskate posioupnosti pfikazil 
,New graphics" a .Text". Kaidd vy-
t'.'afena ta.ulka ma svou obrazov-
ku, v niije moine zadavat informa-
ce o vkladanem tex-tu. 

Pfi zada vani textii v grafice je 
moind mnit atributy textu, jeho 
umisteni a velikost znaka. Funktni 
klavesou <F5> milete zobrazovat 
vybrane pojny tu&n6 nebo kurzivou, 
podtrhdvat nebo barevn6 odlifit. 
Funkni kl]vesa <F7> zm~ni zarov-
nAvdrii vybr-nVch fadk i (mistocentrovdid napf. zarovnni vlevo) 

Lqp§iuspofjdanftext0 
V kaidd grafice pro zpracovni 
textii mfete texty nal-.rat v libovol-
ndm formitu. Pro zW'eni piehled-
nostije moin6 pou2ft ipky, rdmed, 
ky nebo kreslene symboly. 

Aby bylc moine dobhe vysv~tlit 
rznd textovd diaga-amy, zvolimidva 
pfi-ldady: z oblasti firemni prezen-
Lace" a ze "semindrni ptedndtky". 

Nechcete-li pi vykladu ztratit 
navaznost, je teba, abyste vy i va~i 
posluchadi mali mo;nost vizualne 
sledovat osnovu azakladnf pojmy va~( 
pfedndky. 0 tom, jak vytvafet takove 
textov tabulky, diagramy apod., se 
dozvfte vnasledujfct m6Inku. 

_ 

e 


Pfi firemni prezentaci potfebuje-
te pro svd podklady titulni stranu ve 
svislm nebo vodorovndm formatu. 
Tuto stranu mCiiete zhotovit porro
ci ,nadpisovd grafiky". Za timto ilde
lem zvolte v h).-vninm menu Har-yard Graphics pu:,.Iku ,New grap-
hics" a v ni variantu Text". Potk, co 


je aktivovAna volLa ,Nadpisovd 

grafika", nachozite se v re~imu za-

davni. Nynfje obrazovka rozd~le-

na na t-i ddsti. Do kaid6 tete _Asti 

mifiete vloit at tfi fadty textu, 

napf. fidaje vztahujic se k: 

- probirandmu tematu, 

- firmn, kterA je prezentovana, 

- osoba referenta, 

- podn6tu prezentace, 

- mistu a oatu prezentace. 


Z aktu1fio i idku se dostanete 
do nAskdujicfho pomoci klvesy 
<TAB> nebo <RETURN>. Zasadn' 
mfiie byt vloieno 60 znakii na 
fAdek, av~ak dbejte vidy omezeni 
sourisejicich s nou v§k% 
znakfi. Obecn6 byste nemh umistit 
vice nez 25 znakfi na r -1ek. 

Chcete-li zjistit, jak standa-rd-n 
format pouiivd Harvard Graphics 
p-i zpracovdni textu, nechte si pfed
vest aktulni text funkni klavesou 
<F2>. ,Adkyjsou v ,nadpisovd gra
fice" automaticky certrovAny. 

Kaid. 6Asti obrazovkyjsou stan
dardn6 pi-ifazeny urite velikosti 
pisma. V horni d.sti obrazovky je 
pismo nejvyMf (velikost znaku 8), 
v dolni .SAsti obrazovky je pismo 
r:-.,jmengi (velikost znaku 4). Toto 
itandardni nastaveni mOi.ete zm
nit funkdri kldvesou <F7>. Zmdnv 
provdite Hdici kldvesou a zadiva:
te novd velikosti. 

Pfehledz/skan,jednoduch 'miseznamyjd 
DalAi moinostf grafickdho zpraco
vdni textfi jsou pf'ehledy ve form6 
seznamii. Je vzato v 6vahu, ie tex
tovd tabulky maji byt v mnoha ph
padech sestaveny z bodfi a hesel, 
kterd se vyskytuji soudasne na jed
noam Mdku. Pro takove pouid na
bizi Harvard Graphics dva zp isoby 
grafickdho zpracovdni textu6, a to 
,jednoduch seznam" a _heslovitv 
seznam". 



Nap-iklad pi firemni prezentaci 

i b1t kratce pfedstaven vyrobni 

rtiment. Skupiny vwrobki maji 

t uvedeny na jednoduchdm se-

amu. Aby bylo moind takovd se-

amy vy+vofit, zadejte posloup-
st phikaz6i: "New graphics", 
.ext-, Simple list". V horni Msti 

irazovky se objevi obraz zni.m" 

rvorby obchodnich diagramCi. Zde 

Cl2ete zadat nadpis, podnadpis 

poznakmu pod darou. V naAem 

EPA 

phipadd napi~te do poloiky nadpis 

,,zam~feni na-i vI0rob". 
dolni 6Asti uvedte skupinyV 

vyrobkfi podle pofadi. Aby byl text 

co nejpfehlednejMi, m~li byste vidy 

dva ftIdky vynechat. 
Vtechny body seznamu jsou au

tomaticky centrovany. To je moznd 

jet6 zmrmt funkdnimi klavesami 

<F5> a <F7>. Prazdnou f-adku do
<CTRL>datedn6 vloiite stiskem 

<INS>. Kombinace kAves <CTRL:. 

~Nadpiscnd-

nCVaianou 

u "s 

...
 

.
 

, 


.
 

.
 

-. 


.
 

.
 

, 


'Harvard Graphicsjemoin4d vytvoit tabulky u gesti varontdch 

.
.:f'z, .. 
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Techno, GmbH 

Prezentace sortimentu vyrobku 

- Cesta do qO. let 

Koi'n I Larek Auel, 4 prosince 1989 

gra/ika poskytne uamir 

podkladuM L.ruz 

na ni2 je<DEL> vvma2e fadku, 
umist~n kurzor. 

jednoducho sezna

mu je tzv. heslovitN seznam". Tyto 
seznamy se hBi od jednoduchch 

v -tom, ze zde jsou poloikam pfedta

zeny vyznaene fidici znaky (sym

boly, disla). Heslovite seznamy pou

z.ivdte napf. k: 
uvedeni tematu prezentace, 

- vysv tleni posloupnosti postupu. 
- zaznamenani stanovenych cihj. 

Nap-iklad pi pfedkladan-i pro

jektu chcete vvsv6tlit kinky, ktere 

jsou spojeny se zavedenim sloufen& 
ho kancela-skeho s.stmnu. Trendy 

jsou uvedeny v heslovit.. m v3'pisu. 

Po volb6 poloiky heslovite sezna

my 7apiste do horni ddsti obrazovky 

nas edujici: 
- nadpis: Uinky organizace, 

podnadpis: spojen6 kanceldfsk6 

systemy. 
Pote pfenist~te kurzor do texto-

Asti, ktera se nachdzi v dalai 

dasti obrazovky. P-itom je zohied

neno nasledujici: 
Na zadAtek f-Adkyje automaticky 

seznamov bod 

Ph dvouftdkov6m textu n6sle

duje automatick6 nastaveil nove

ho fdku 
Pr zdn iMdek utvoite dvojna
sobnyrn stiskem klivesy <RE-

Seznamov bod se auto
i na za Atku noveho 

., ,..,,... , , ,.;., maticky obje. .,*-. :. fdadku. 

.-14 Zp6sob, jakfm se teyty zazn3me

ndvaji v heslovitych seznamech, si 
-d'"L4.A . 

milete nechat pfedvdst stiskem 
4 

- _ .' klavesy <F7>. Ukazatel v levd dasti 

-irau/~ "" obrazovky zfetelMn signalizuje, ie."IrlrC.. , 

nadpis a podnadpis maji stejnou
i, 


vy~ku pisma, a vlastni informadni 
text je centrovdn.

rh ddsti pro zadix.rd t!tu mUett mmt ue velikosti a zobrazerd 

PC WORLD 83,192 
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Zamereni nasi vyroby 

Elektrc,nika pro zabavu 

ktery je programemn a-atomaticky
volen. 
VzddlenosC. mezi sloupci zmdnfte 

stiskem kldvesy <F7>. V poloice 
,meziprostor" mAte moinost pouze
volby mezi K" (pro rnak) -M"(pro 
stfedni) G" (pro velike) a "S" (pro 

fddani textovych grafik je tfeba 
dbdt na forrnilni aspekty. Doporu
duje se zadavat minoho textu. Tak 
by nem~1a dvousloupcovd grafika 
obsahovat %7fce nei deset fAdk6C. 
th-sloupcova na vice nei osm tad
kfl. 

velmi velk6). Standardni forndt Harva-rd Graphics umo±ifuje 
Pristroje pro domacnost textu mdV14ete jekt6 samoziejrn6 z6- take tvorbu voln~ch textov~ch, 

Zdraotnckaechikapojit 
ZdraotnckaechikaTakd 

m~rn6 zmdrnit. (Castoje vhodn6 ph-
ordmov~ni a linky. 

pHi vicendsobnem uspo-

struktur. V tointo phpad6 mu'z~ete 
text voln6 umistit na strd.nkc: poia
dovany-rn zp~isobem (pozice, vej-

Prumyslova elektronika S C 

Elektronika pro automobily tL Tte. Psbnuiazc . 

Jednoduchymi seznamv si zajisuite ~~m-ijk~nne delbe pce , Zk Ww
jasny pfehled ~u~a ' ~ZIrsi se .intforaouaMost 

Ve formatu proved'te jen jednu 4 Ai4. "tik-stukur 
zm~nu ta-k, aby nadpis i podnadpis 
mdI stejnou v- ku pisma 7. ni rnrn.oZjiScpmudaia rc
toho nastavte pro vlastni textzarov. at ze cas projekto ani - ' ~' n~ni vievo aktivaci varianty L. "

V~echny poloiky by ph n~v-rhu Zlie Ps~ se soutezivost 
seznam~i rndy Lbt tvoteny stejnYm 'Oizacn~srgr sezpruznizp~isobem a irn ly by bAt vzdjemn6 U", 
odddleny prdzrsm i-~dkern. 

DaI~i variantou grafickdho zpra
covini texti, jsou dvou- nebo tf s- x 
loupcov6 -rafiky, kdy miIete infor- ~F ae 
mace pfehledn6 urnistit proti sob6, ~~ 
jako naph-klad:-

'"' "
- v~det v~ech pro a prodi, Obrazorkapro zaddvdni heslovifych seznarmil s iidaji o toIbJ uspofadddni 
- postaveni proti sebe: pi-iin, nAd.- 

ledkfi, nistirni fe~eni, 
- srovndni jinych ne2 dfselnych 

dtd aj ii, Hwpodaren i v kaceri.... 
- systematick6 zachyceni rii~znych 'tJbtit:e Formiy um~pJas *a jejich nasledicpj.

aspekt~i, ->S < j Y !fj 
- tabu1kovd zpracov~ni 6isel. . 

Pro dvou- i tftsloupcovd zpraco-
vdnf plat stejny postup. V druhdm 

" 

Aoue ~ 
pHpadd je na obrazovce ojeden 

z 

' .rawovaet~ -1 aist Pn~bcn casq
sloupec vice. ~ 

Ve vybdi-u dvousioupcovy" zada'- t3C3 -iYt... 

te ve zn~jm6 hlavidce ye dvou sloup- ~I 
cich text. Pfitomje moin6 pro ka~idy ANj-c praic'sloupec zvoht vbodnY nadpis. Gl~dnaa 4-fs 

Funlkdnf klavesou <F'-> si mai2e- ~'*~f4 i~i 
e nechat vysledek zp~tn6 ukizat -2 A-ifi-a-i-a 

na obrazovce. Toph-pomind,ie Har. **.- 4 
yard Graphics standardn6 pouhivd -- '~. 'i . 7 

textov6 informace o velikosti 
pisma 5, F-ep.. -Sc. -- ttributes n F? Szem'ace 

-nadpis sloupce podtrien o veli- - ~ . .~ 

kosti pisma 5.5, ~'- *-

-mezi sloupci zfistivd odstup. Obrazoukapro zadcinigraficky zpracovauanych dvoustaupcov'ych text i 



JAK NA TO 

kost pisma) a opatfit jej po.adova-

Pusobeni organizace nymi atributy. 
V natem pikladu ma b-t podle

spojene kancelarske systemy zadani uvedend ddst tex-tu v dr-uh6 
a tf'etim fadku podtriena, pramen 
ma b-t napsdn tudn6 a kurzvvou. 

* Smeruje k uhrnne delbe prace 	 Pro pf-ipojeni dandho textoveho 
atributu umist6te kurzor nejprve 

" Zlepsi se informovanost na prvmi znak, jeho, atribuny tzob
razeni) se maji m~nit (v na:em ph

* Redukuji se byrokraticke struktury 	 pad na pismeno j" slova jednou). 
Stiskn~te klavesu <F5> pro :m~nu 

" Zvysi se produktivita prace typu znaki. 
Nvni unzistdte kurzor na Konec 

" Zkrati se cas projektovani m~nendho iseku textu 1zde konec 
fddku). Poto- se podivejte ma atn

" Zlepsi se soutezivost buty podtrieni, umittn6 v ramet
ku dole na obrazovce. Zde jsou a-k

* 	Organizacni struktury se zpruzni tu, ihinastavenioznadenau-kazate
lem (v nagem phipad _pLn6" 

Seznam 	hesel tvon tsn a preci-nizdklad vagi pfedndgkv a "tudn6'). Odpovidajic atribut 
es-sna "ak zm~nite kJlvesou <T.kB> a pak 

v~b~r aktivujete (nabo dezak-mvuje
te) mezernikem. 

Hospodareni v kancelarich MAvesou <F2> nmi2ete nakonec 
Formy vydaju a jejich nasledky provdst kontrolu. PodobnS-m zpso

bern podtrhnete slovo .k-rokem" 

Formy vvdaiu Nasledkv 	 a odpo-idajidm zpCisobem oznadte 
pramen cititu ,dinske phslovi" (zde 
je atribut ,plnW" dezak-vovan-mnoho -dlouhe 
a atribut kurziva- akuvovan.zpracovatelskych mist prubezne casy 

Jine zm~ny se tykaji velikosti 
pisma. Stiskn~te klAvesu <F7>-roztristenost -cetne 
a v leve dasti obrazovky se objevikomunikace a nakladne zaznamy 
aktuilni nastaveni velikosti pisma. 

-rozsahla -dlouhotrvajici zpracovani 	 Chcete-li zmdnit nastaverni velikos
ti, nastavte kurzor tladitkemschvalovaci jednani 
<TAB> nebo kiavesami pro ovlada-zvysujici se -zadny cileny 
ni kurzoru na edek v nmi ma

priliv informaci informacni zasah 
zmena probehnout. Nyni zde zadej
te novou velikost pisma. Mate 
mnoho mo2nosti, ale nepfehdnejte

Drousloupcoud textoud grafika hned pfehlednj uspofddd uvechna pro a protu 
to! 

Pro textove tabulky nabizi Har
va-Nastup PC - ale jak? 	 vard Graphics tetn6 zajimave 

rianty uspoeadarni. Bud'te si vgak 
v~domi, ie i v pouhvch textvych 
tabulkach mrniete ud~lat zisadni 

ujit cestu 1000 km dlouhou, chyby. astojsoutextovdiagramyTen, kdo chce pesky 
pfet sovwny. Nadmrnos-t textu 

musi jednou ucinit orvni krok. Vetsina hdi miuvi ma za nsledek, ie trpi 6istota 
a srozumitelnost vykladu. Veli

pouze o ujosledni casti cesty, a jen malo z nich kosti pisma jsou ph pfedvadrni 

nehoz publiku dasto piili- male Uvdom
se rozhodne k prvnimu kroku, bez 

te si to a pouLivejte viditeldn veli

nelze zacit. kosti od 14 bodl. 

;i" x& .i:''v') 	 Ernst Ttemayerjeautorer: -"nakla

datelstLi Vieweg, Wiesbadei. Mtmo 
jineje autorem knihy .HarL ardgra-

Volte graficke zpracovdni textu vdrn umoiuje hratsi s uspoadamm phics mit Draw Partner" 
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Ernst Tiemeyer 

Mnozf jsou pfi optickem zpracovani dat pr'li(i
horlivi. Pozorovatele to d~si, podfta~ovy estet je 
urazen. Na p'klad6 Harvard Graphics vam 
uka eme, jak mOlete optimaine vyu~i'vat monostf 
grafiky apfitom pOsobit dojmem profesionalla. 

ro grafickd znrzornEni" Usel 
a obzvlgt jejich podmnofin 
jsou velmi oblfbend kruhov6 
diagramy. Na jednom phl-lad8 

vArn poradfme, jak pomocf uvedend-
ho programu mtifete vytvgfet kruho-
v6 diagramy a jakd moinosti se vdm 
pfi tvorb-, grafiky nabfzejf. ZnAzorni-
me v kovou strukturu zamriestnancO 
jedn6 firmy. Jako podklad sloulf nd-
sledujfcf data: 

16 ai 30 let: 4500 zam~snancti 
30 ai 40 let: 6848 zamdstnanca 
40 a. 50 let: 7987 zamistnanctd 
50 ai 60 let: 4111 zamistnanctO 
aad 60 let: 1002 zamstnanci 

Jak byste fegili takovou dlohu? 
Nejdcfve vyvolAte pffslugny vsrupnf 
formullf pro evidenci dat. Toho do-
sfhnete tak, ie v hlavnm menu vybe-
rete volbu ,.NovA grafika" a budete 
akivovat ,,Kruh". Vy]sledkem bude 
obrazovka umoiiujfcf vsrup dat. 
Tato obrazovka se tfemi Ndkami 
v hlavifce dovoluje zadat v esti rz-
nych sloupcich data a parametry dia-
gramu. 

Hiavidka obsahuje tfi polfcka pro 
vstup tak, jak je to obvykl tdm~f 
u vkech typdi diagramtO Harvard Gra-
phics: 
* 	 titulek k zadini hlavruao nadpisu. 
" 	podtitulek pro da.19i fddkv nadpisu, 

Spozn0.nmka pro evidenci znaekv au-

tora, data vyvofienf nebo pramene 
pdvodu. 

Ve sloupcfchpod tfm zadAte oznaaef 
a hodnoty pro segmenty kruhov6ho 
diagramu. Jednotlivd sloupce majf
ndledujfcfvyzaam: 
0 Segment: obsahuje pfedem dand 

o~slovIansegnentd.
* 	Oznaenf: trmo iuje pSfiaditnizev 

pro segment (maximfln8 20 znakO 
dlouhy); pomocf svisld 6ry lze 
oznadeni rozdElit na dv6 iidky. 

0 Hodrota: zadidnffsla pro segment; 
musf to bft kladnA Ufsla a je umoi-
rino i zadAt desetinnd Arky. 

Q lAez: Vyb~r volby ,,Ano" zptsobi 
,,Vyffznut"' pffslugneho segmentu 
ze zbytko.i kruhu. 

0 	Barva: zadinf 6seln6ho ozna~enu 
z palety barev (0 a2 16); pfi zad"ni 
Ufslice 0 zdkstane segment ,,scho-
van". 

a 	Vzorek:zadnfi fselndhooznadeni 
vzorku pro pf-irIugny segment (0 ai 
12). 

V nagem pHipad6 zadejte nejprve 
vstupni hodnoty pro pohffko ,,Tim-
lek" a "Podutulek". Potom podle ta-
bulky hodnot vyplfite sloupce .,Ozna-
denJ' a "Hodnota". Sektor kruhovd-
ho diagramu, klerY odpcvidA v~kovd 
skupinE 50 ai 60 let, md bit zvlMt 
zv)raznen. Proto se m'isf nastavit 
fr-dka se segmentem, kte,. mJ b.! 

vyhf-znut, zde ted, fMdka drvrtd. Ve 
sloupci ,Jez" vyberte volbu ,.Ano". 
Nyruije vstupnm formuldf vypln~n. Do 
zmn pfrdem danych barev a vzorkH 
se je.td pougt& nebudeme. 

Dfive, nei soubor ulotite do pam 
d a grafiku vytisknete. mali byste si ji 
nejdffve nechat pro kontrolu ukiz.at 
na obrazovce. Toho dosihnete pomo
cf <F2>. 

Vidte, ie Haivard Graphics umisu 
diagram doprostfed obrazovky. Pro
gram pfitom vypotfj velikost jednot
hvch segmentM a znizormfje. Krom 
toho jsou Jednotlivym segment-am 
pF~fazena zadand oznaden.: a hodno
ry. Jestide chcete obrizek opustit.
stiskn~te libovolnou kl~vesu. Na ob
razovce je nyI op vstupnf formuli. 

KromE zldadnfch funkci se nabi
zeji daI.f dodate:n6 monosti pro vy
rvofef kruhovdho diagramu. K tomu 
vdm poslouif obrazovky ,,Titulek 
a volby". 

Prvni strInku mtIete aktivovat ve 
vsn.tpnim formulHi pomocf <F8>. Na 
obrazovce s formuldfem pro ,,Volby" 
se objevidosud zadany utulek, podti
tuick apoznAmky. Pod tfm jsou kdis
pozici rzn6 volby. 

Trojrozm-ndrho efektu ,nt.ete do 
sdhnout pomocf volby ,,3Defekr'. 
ZadAte-li zde ..Ano", dodAte kruho
vniu diaianu stinovni. \ 
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Dva paralelnfdiagamy ziskdte po
moci volby ,,Spojit" a Proporcio- - _ __ __ ____fir 

naln"". Hodnotou ,.Ano" pro volbu 	 UJekDvTitle: struktura za,.estr,,,
Subtitle: (ZA rok 199e),.ProporciondJn6" dosghnete propor- Footnote:


cionilmulo pom~ru dvou kmuhovy;ch "
 diagramtb, kterdvouete knhomyit • Slice .. l 	 . alse - Cut Slice Color Pattern 
diagrama, kterd chcete 7znLornit 	 hat eis sh
vedle sebe. Volbou ,,Vyplvjt &m" *z . . . -Urn" ....
 

mfietestanovit,jestlisekuhovdseg-
 .
 
menty maj zobrazit stejnomm,-v'_ ba- -, 4 . "8 7,8who.
 4 . 3 

revn6, .rafovane, nebo v kombiriaci 58 68 , 5.- "4
4111 

barev a grafovdn" (barevn6 vzorky). - - • M , ho 6 .s
" "" " " o 7 6
 
KromE toho nabfzi prvni strrnka for- . .. - G 7
 
mulge ,,Titulek a volbv" moznost .... 9 .7
o 

I.. . 
zmnit velikost a umistni pisma. . -e. . . . .o , t 18
 
Suskn~te(F7), a na levdm okraji pak -. . ... - 12z:,'.. " jo 

mtete z.rnnit dislice zadand pro ve-
 " .. -. -. 1, 12
 
hkosE znakti.l. F2-, rea ,r .,F,. r. " ." • . ' ,
 

I-j 'F3-SaveL r..9 loeseries
 
F,,2-. riv-c art. N"Drl k, t "F-Colors F -Optin "on F0Contime
 

Vt. i uspech Ve vstupnim formuldii pro kruhove diagramy :addre ritulek diagramu, onaieni'pro 
se 3Defektem 	 segmenry arovnef pfishdn hodnory 

Druhou strdnku obrazovkv .,Tiwlek
 
a volby" akbvujte pomoci <Pgdn>.
 
Zde maiete tifdit segmenry kruhov&
 
no diagramu,
 
oto6it kruhovy diagram zaddnim
 
podru stupfitO mezi 0 a 360 v pohi ku
 

0 zm tit velikost kruhovdho diagra
mu tlm, ie do pole ,Velikost" za
nesete Hfslo mezi 0 a 100,
 

* 	zvyraznit,nebo ztlumit popis seg
mentO a zmnnit velikost pfsma,
 

* 	zapnout, nebo vypnout vypis dfsel
nych iidajO a culenE formitovat Vekovd srruktura :amlstnancd (stav v race 1990): Kruhov diagram poorovateli
(zm~na polohy na obrazovce, pf- ndzornJ ukazuje podi7jednotlivqch segment 
dar" symbolu meny), 

a 	pfevost dfselnd tidaje do procentu- . .. 
d1ich hodnot. 

Pomoci kruhovych diagramO se dasto ' 
znizorfiujfpodfly. Proto je zajimave, T, , . r -,-. 
jestlile se nezndzorn jen absolutni 
disla, ale jako altemativa nebo dopl- ."--"A;"
n~k takd procenrudln" hodnoty pfislu- , A 
nfch segment., 	 ., . 

Nynf bychom chtili v doposud C l"e" "z 
zhotovendm kruhovdm diagramu vy- ". 
psat procenu~fni hodnoty pod ozna*- ' ,. . 
denim segmenr. zatimco uvnitf seg e'; 
mentO kruhu se objevi absolutni hod- • ,panjif:, " ' ., . .- Proportionalpies pi ,--e '...°. "Illo .'.. ,j" "7 , - .3 ', "," 

nory. V tomrto ph'padE je nutnd pro-	 F ll style Color :'Pattern • -.Bth 

vest ve formuldi ,Titulek & volby" 
ndsledujicf zm~ny: 
" idku ,Hodnoru karn" nasLavit na 

I-IHelp 	 r-frttribats 17-Size/Place,,Dovnt ", 	 FZ-Da ch&rt 1- D4ti FIBCont irae
" 	f-dku ,,Procenta" nastavit na ......... . ... .. . "

,.Ano". Na prvn" sirdnce formuldle ,Titulek & volby" dosdhnete pozoruhodnvch 3Defekta 
Nyr" si prohlcinEte hotovy) dia- a sv diagramy md.eme spojit 

'I" 
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2ram.Procentuilnf podfly byly spoc!>
La ny a zapsanv pod pffs~una ozna~e
ni. Za v,;pisy procentudlnf'ch podii U 

Pie I jPie 2 	 se automaticky a bjevi znak pro-cerita. 
~1Clurtst~t I Pie tcoip~n ioveAbsolunihodnot% 	 stojiuvnirfje~not-

Sort slices Yes~Mo IYes h 	 iiv'ch kruhovkch segrnent
St~rtirvi &Nle I 	8Na dnihd strince obrazo\ kv ..Titu

lek & olby je zajfmavi uz jen pra. a
Shou.?Abcl ayes No Yes -	 polovina. Tady mite mo2nost %.

Lel $I e 3 ioht paraleln3 k prvrurnu L-uh0'. 
Sil viue Yes ofto Yes0 MHo 	 mu diasraxnu d ruh%' Obdobn ra . 
PlaWevc-alu esaAJC- isdetee ~~etIsA Ize spojii kruho%Nd:agram Se SiCu-
Cirrerc Yes Otto ic iii. 	 coVm . .\liiete tak bliie v.: 
Si'ou percent 'Yes NO Yes Hriosgmn rhv~h ~~a2
Place percent 0SCBe Acent Ins rile iBel ow AdJACeilt IsII A Nvni pojednzime o torn. jak roho dC'low 

Perc r t rsmA t 
 Sj'hne me 

F.7 f~w h~r FO~tA lb D.Itm-eJak znaizornit dva 
Druh~i srrinka forrnulife Titulek & volb'v" nabi-i mnoho mo~nosti pro konstrukci diagramy sou~asn6 
jednothiis'ch nebo paralelnich kruhov ic/i diagramdVnvmda-au.ke'ccmer-

S~I . mi b~i sou~asn znizom~no. 
jakV7 sruoefi dosalen~ho vzd~1idnf 
kazuji zarnesianci pod 30 let. Pod
kiady k tomu trvof-i ndisledujicf cis'la 

Univerzimfvzdldnf:- 12 17 
Marura: 2217c
 
Vy f odbomn vzdnf: 25 c%
 
Jin6: 41 %
 

Abyste -vyTvofilimisto, vvmzjete nej. 
prve ye vsrupnimn forrnulh ye sloup

* 	ci ,,Ozrnadenr dopLn~k .,Rokv'" 
Hned potom, provedere evidenci hod
not pro dr-uhV diagram. St isk-n~te ted 

Y~kl~vesu <.Pgdni>. Objer'f se forrnulif
 
pro evidenci ke druhemu diagamu.
 

Vlkovd6 struktura :amilsinancd(sray v race 1990): Po zadini hodnoc piejiddie pornoci
 
Vomto diagrama byly iidaje vypoeieny a vy-psdny vprocentech 	 <,F8> na druhou strrnu formuldle 

..Tiruiek & volby" a poiom jiastavre 
2jk ..Tvu, dia0gr'.rIul. U diagnimu
2vvberre volbu ..Sloupec". Krom 

toho musi bjr v~pis hodnot nasL3aven 
na ,,Ne". Abvste nyni mohli oba dia
graxnv spojir. vcznete vsrupni formu-
IHf pro Drv;-J diag-ra-i avvhzincte u:,n 
seg-ment odpoNvidzjfci v~kov6 slkupi

*oznamnka: Pro v~kovou skupinu 5O 
a.2 60 let musire r,) .Rez" nasravit 
op#-r volbu ,.Ne". 

Sriskn~te <zF8> a <:Pgup>. abvstc 
se dostali k prvni strince formula~e 

*..Tiriilek & volby-. V pol i pro pfilaz 
-S..pojir- nastavie volbu na .Aro" 

Vikovd srru&rura :amevrna,;cd (ta v roce 1990! 	 Velikos[ diagram u pak pro prvn~ iu-
Spojenirn kruhovihodiagrq~nr.rw it~cov' m Ize I~pe objasni' jednothvi segmenny gram nastavite na 70 na druhd strince 
Od t"\:nuterho segmennidiagrumu I;sniu %?env cherspqlitce k dtoaramij 2 Drulh'. formulife tak. 2e %. polfftu N.el,
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Grafiku Si m~iete nechat iikizat
 
pomoci~<F-F>.
 

Kruhovd diagramy 12e znazorrut 
:ak vedle sebe-naphidad abv se proti
 
sobl pasta%dIv\3'.oj v nilzn~ch faso
\-\ch oK am_5icfch. Ukdieme to na pff
k~ad6 odbvru tiskdren:
 
Typ uskdrnv 19S6 1992
 
Senov tisk-rny 64.4 c( 38.2 c,

RAidkov tlSkarn\ 19.3 r- 7.2 7c
 
Strdnkov6 tiskjrnv 16.3 -c 54.6 %-

V podstal budete post-upo\ at stejnri
 
jako u jednotlivvch kruhov~ch dia- U . e
 
2ram u
 

Nejprv\e musfie e %.stupnim for
nulAih evidovat data pro pr-vnf k-u- a V fddce *.Hodnotv" musfte nasta- G, Pro-,Fon-mdt v posledruL fjdce zahovV diagram. Diaiyram leLi vlevo. vii voibu na ,.Ne". dejte dislci 1.Timio zpi~sobem doa proto zanesete nejpr-\ve hc'dnot\ 0 V fdidce ..Procenta" musite nasta- sdhnete %-pisu sjednim rnfstem zapro rok 1986. Stisknete <Pgdn> vit volbu na ,.Ano". deselinnou ldrkcu. Tyto zmE.,y 

- ..  n-musf b~t proveden\ jak pro dia-
Crram 1 tA ipro diagram2. 

S Nynfijste zapsali data pro dva kruho
vdi-amy aprovedli jsie forndto

iv.* vaif s. Pomoci <F2> metejet
C h -r t -s -tyjednou zopakovat kontrolu na. obra

_ Spit$I icezoVce. Oba kniuho\'d diagramy ted' 
C 9 ze:1stojf vedle sebe. 

Jesthie jste to uskvte~nili, mtee 
Ibln -r, -oiioatpomocf funkce 

..Kreslit/doplfioival". Tadv mciecre 
jegt zadat doplhujici vvsv&Iivky nebo 

e O%&pnpoji men~f graftky z obsdhI6~~erc~ -~'i~ rkIaihovny. Ddivejte nato nticmn-.n dob-' 
ram pozor: Prezental~ni gaiky nesmjif byi?Iale At hi Up ppn~nd.Podrobnejki tida. k tomnuto 

* t~imat-u naleznete v piYic tfech Cds
tech nageho Workshopu. 

'~Ernst Tiemeer prac:dqepao autor v na
kladatelsri Viewveg AMzniojme_n'eejnilTak md-*e ipadatfornu~Ild .Tifulek o~b jestliffe nmdme nastavitr olbY pro diva iknihu .Honaard G ropht:-s Dra 4 part.kru/zover da P'arm ne-%'* 

azaddie data pro druhV kruhov dia
g~ram. 

Pro evidenci tirulk0 diagramu ze 
\vstpnL'o formukie musitle Stiskn-our 
K1~vesu <F8>. Porom pro\ edte nisle
dujici zaznamy: 
* 	Tituiek: Odb:,r uskziren na tizemi 

N~mecka. 
* Tivulek diagrarnu 1. 1986. 
SkTiruIA-diagramu 2: 1992. 

GraFd;\h. prosfm. ncpfcplhuje. 
Chcee-Ii zrn~nit for-mdi v 'pisu.

'vvoiepe pornoci <Pgdn> druhou 
sirinku formukife .,Titulek & vol. Odby't tiskdret na i:enji'Nemecka (1986 - 1992)

b, '3fuzom musite \zi! \ tivah-u ii- Jeside vid:ornite kruh) w~k. fe budoit lefet yijeda giaf5ce iedle sobi. budot. 
Ic :f zm~nv: sr ncinf :irejrn 
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BOOKS AND TRAINING MATERIALS ACQUIRED FOR THE LIBRARIES
 
AT THE SLOVAK INSTITUTE FOR PUBLIC ADMINISTRATION (in duplicate)
 

AND THE CZECH INSTITUTE FOR LOCAL ADMINISTRATION - 1992
 

American Bar Association. Identifying and Prosecuting Fraud and Abuse in State and 
Local Contra,tin . Chicago: ABA, 1984. 123 p. $18.00 

Anderson, Wayne F., Chester A. Newland, and Richard J. Stillman, II, et al. Thq 
Effective Local Government Manager. Washington, D.C.: ICMA, 1S83. 264 
p. $29.95. 

Arnold, David S., Christine S. Becker, and Elizabeth K. Kellar. Effective 
Communication: Getting the Message Across. Washington, D.C.: ICMA, 1983. 
229 p. $29.95. 

Aronson, J. Richard, and Eli Schwartz, eds. Management Policies in Local 
Government Finance. Washington, D.C.: ICMA, 1987. 449 p. $39.95. 

Banovetz, 	James M., ed. Managing Local Government: Cases in Decision Making. 
Washington, D.C.: ICMA, 1990. 244 p. $27.95. 

• ed. Small Cities and Counties: A Guide to Managing Services. 
Washington, D.C.: ICMA, 1984. 356 p. $28.95. 

Bureau of Law & Business. How to Write Job Descriotions -- The Easv..Way. 
Alexandria, VA: Society for Human Resource Management, 1982. 113 p. 
$25.00 

Chandler, Ralph C., and Jack C. Piano. The Public Administration Dictionary. 2nd 
ed. Santa Barbara, CA: ABC-CLIO, Inc., 1988. 430 p. $49.50. 

Coleman, Ronny J., and John A. Granito, eds. Managing Fire Services. 2nd 
ed. Washington, D.C.: ICMA, 1988. 506 p. $39.95. 

Colman, William G. Sta2_eandLoaIlGovernment and Public-Private Partnerships. 
New York: Greenwood Pr6ss, 1989. 437 p. $75.00 

Council of State Governments. Buying Professional and General Services: A Guide. 
Lexington, KY: CSG, 1986. 26 p. $10.00. 

. Public-Private Partnerships in ;nvironmental Protection: A Study of 
1onanese and American Frameworks for Solid Wastes and Air Toxics. 

Lexington, KY: The Council, 1991. 20 p. $6.50 

1.
 



Davidson, Jeffrey P. Marketing Your Community. Public Technology, Inc.: 1986. 93 
pp. $40.00. 

Fosler, R. Scott (Editor). Local Economic Development: Strategies for a Changing 
Economy. Washington, D.C.: ICMA, 1991. 176 pp. $21.95. 

Gershon, Brickner and Bratton, Inc. Small Scale Municipal Solid Waste Recovery 
Systems. New York: Van Nostrand and Reinhold, 1986. 272 p. $52.95. 

Glick, Paul E. How to Understand Local Government Financial Statements: A User's 
Guide. GFOA: 1986. 55 pp. $12.00. 

Harney, Donald F. Service Contracting: A Local Government Guide. Washington, 
D.C.: International City Management Association, 1992. 251 p. $45.00 

Internadonal City Management Association (ICMA). Achieving Economic Development 
Success: Tools That Work. Washington, D.C.: ICMA, 1991. 156 pp. $32.00. 

_ The Citizen As Customer. ICMA: 1989. $150.00. Training package 
includes user's guide, workbook, and audiocassette. 

Communitv Leadership ActionPak. Washington, D.C.: ICMA, 1989._ 

$250.00. Handbook, case studies, 90-minute videotape, leader's guide. 

_ Develooing Work Procedures: A Guide for Locai Governments. 
Washington, D.C.: ICMA, 1987. 108 p. $22.00. 

•Elected Official's Handbooks. 3rd ed. Washington, D.C.: ICMA, 1988. 
$60.00. Set of five booklets. 

•Excellence in Local Government Management. Washington, D.C.: ICMA, 
"1984. $150.00. Training package including a handbook, leader's guide, 
assessment survey, handouts and readings. 

. "Form and Adaptation: A Study of the Formal and Informal Functions of 
Mayors, City Managers, and Chief Administrative Officers.* Baseline Data 
Report. Volume 22, Number 1. Washington, D.C.: ICMA, Jan./Feb. 1990. 12 
p. $16.50. 

. "Goal Setting in Local Government." Management Informlation Services 
IS .pL o. Volume 21, Number 3. Washington, D.C.: ICMA, March 1989. 

10 p. $12.95. 
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. "Guidelines for Employee Development and Training Programs." MIS 
Report. Volume 18, Number 1. Washington, D.C.: ICMA, January 1986. 10 
p. $12.95. 

• A Manager's Guide to Imoroving Emolovee Relations. Washington, D.C.: 
ICMA, 1987. $95.00. Training package including a handbook, leader's guide, 
and audiotaped case studies. 

_ "Merit Systems and Personnel Appraisals in Local Government." Baseline 
Data Reort. Volume 22, Number 6. Washington, D.C.: ICMA, November/ 
December 1990. 12 p. $16.50. 

"Orientations for Elected Officials." Washington, D. C.: ICMA, 1991. 
17p. 

_ 

$13.95 

_ Partnershias in Local Governance: Effective Council-Manager Relations. 
Washington, D.C.: ICMA, 1989. $95.00. Training package including a user's 
guide and a handbook. 

. Performance Evaluation: A Manager's Guide to Employee Develooment. 
Washington, D.C.: ICMA, 1987. $150.00. Training package including a 
leader's guide, handbook, and audiotaped case studies. 

_. A Practical Guide to Emolovee Motivation. Washington, D.C.: ICMA, 
1987. $95.00. Training package including a handbook, leader's guide, and 
audiotaped case studies. 

Service Delivery iothe Alternative Aooroaches for Local 
Governments. Washir,'on, D.C.: ICMA, 1989. 190 pp. $38.00. 

. Skills Building for Suoervisors. Washington, D.C.: ICMA. 1985. 
$28.95. Training package including a leader's guide. 

• So Now You're A Trainer. Revised ed. Washington, D.C.: ICMA, 1991. 
55 p. $25.00. 

in cooperation with the Carl Vinson Institute of Government, University of 
Georgia. Effective Suoervisory Practices. Second Edition. Washington, D.C.: 
ICMA, 1984. 215 p. $28.95. 

International Personnel Management Association. Readings in Performance 
Managemen;. Alexandria, VA: International Personnel Management 
Association, 1988. 334 p. $17.00 
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__ 

International Union of Local Authorities. Section for the Eastern Mediterranean and 
Middle East Region. Local Government Training Institutions: A World-Wide 
Direcltory. 2nd Edition. IULA/EMMA (Istanbul, Turkey):1991. 384 pp. 
$35.00. 

Kellar, Elizabeth K., Editor. Ethica! Insight, Ethical Action: Persoectives for the Local 
Government Manager. Washington, D.C., International City Management 

Association, 1988. 190 p. $22.95 

Kelley, Joseph T. Costing Government Services: A Guide for Decision Making. 
GFOA: 1984. 154 pp. $22.00. 

Klitgaard, Robert. Controlling Corruption. Berkeley, CA: University of California Press, 
1988. 220 p. $25.00 

Lawson, Joseph W. R., I1. How toCeveloo Personnel Policy Manual. Fifth Edition. 
Alexandria, VA: Society tor Human Resource Management, 1990. 509 p. 
$92.00 

Lewis, Carol W. The Ethics Challenge in Public Service: A Problem-Solving Guide. 
San Francisco: Jossey-Bass Publishers, 1991. 228 p. $27.95 

National Association of State Purchasing Officials. Tb. Cntrct Cookbook fora 
Purchase of Services. Second Edition. Lexington, KY: Council of State 
Governments, 1990. 61 p. $25.00 

National Association of Towns and Townships (NATaT). Harvesting Hometown 
Jobs: A Small Town Guide to Local Economic Develooment. NATaT: 1985. 
Guidebook and video program. $80.00. 

National Civic League. Model City Charter. (Seventh Edition) Denver: NCL, 1989. 
87 p. $12.50 

. Model County Charter. (Revised Edition) Denver: NCL, 1990. 83 p. 
$12.50 

Model State Conflict of Interest and Financial Disclosure Law. Denver: 
National Civic League, 1979. 44 p. $6.00 

National Contract Management Association. Workshops: Introduction to Cost & Price 
Analysis: Participant Guide. Vienna, VA: NCMA, 1989. 25 p. $10.95. 

National League of Cities. -C0,niDIDev l.ryent: Strategies for Improving City Council 
ftectiveness. Washington, D.C.: NLC, 1980. 15 p. $6.00. 

4 



___ 

_ _ 

. Council Staffing in a Mayor-Council City: The Seattle Model. Washington,
D.C.: NLC, 1980. 15 p. $6.00. 

_ _ Creating a Framework for Economic Development Decision-Making: A 
Guidebook for Local Elected Officials. Washington, D.C.: NLC,1981, 22 p.
$8.00. 

Financing Infrastructure: Innovations at the Local Level. Washington,
D.C.: NLC, 1987. 140 p. $15.00. 

Intergovernmental Relations in the United States. Washington, D.C.: 
NLC, 1988. 8 p. Free. 

Local Officials Guide to Small Business Partnerships. Washington, D.C.: 
NLC, 1989. 82 p. $20.00. 

Municipal Incinerators: 50 Questions Every Local Government Should 
Ask. Washington, D.C.: NLC, 1988. 54 p. $10.00. 

S olving Community Problems by Consensus. Washington, D.C.: NLC,
1989. 22p. $15.00. 

_ Tools for Leadership: A Handbook for Elected Officials. Washington, 
D.C.: NLC, 1980. 32 p. $12.00. 

National Institute of Governmental Purchasing. "Join, Administrative" (Consolidated 
Purchasing. Falls Church, VA: NIPA, 39 p.1981. $7.00. 

• "Joint Bid" Intergovernmental Cooperative Purchasing. Falls Church, VA: 
NIPA, 1981. 39 p. $7.00. 

Nenno, Mary K., and Paul C. Brophy, et al. Housing and Local Government. 
Washington, D.C.: ICMA, 1982. 260 p. $28.00. 

Slater, David C. Management of Local Planning. Washington, D.C.: ICMA, 1984. 
288 p. $34.95. 

So, Frank S., and Judith Getzels. The Practice of Local Government Planning. 2nd 
ed. Washington, D.C.: ICMA, 1988. 554 p. $39.95. 

Sorkin, Donna; Ferris, Nancy, and James Hudak. Strategies for Cities and Counties: 
A Strategic Planning Guide. Public Technology, Inc.: 1984. 76 pp. $35.00. 
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Zemansky, Stanley D. Contracting Professional Services. Falls Church, VA: National 
Institute of Governmental Purchasing, 1987. 151 p. $15.00. 

. Ethics and Quality Public Purchasing. Falls Church, VA: National Institute 
of Governmental Purchasing, 1988. 48 p. $7.00. 
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APPENDIX G
 

Hans B. C. Spiegel
 

cpmodule.415
 

THE CITIZEN IN LOCAL DECISION MAKING AND DEVELOPMENT
 

Purpose: A training module for use of the Institute with public
 
officials as they contemplate further involvement of grassroots
 
citizens in the affairs of the locality. This module can also be
 
adapted for use in training citizen leaders since strong citizen
 
participation requires two parties, both of whom should be trained
 
in the process: governmental managers and citizen leaders.
 

I. Citizen as voter: a fundamental role.
 

Informed electorate as cornerstone of democracy.
 

Information and relevant discussion of issues are provided by
 
various sources:
 

Local government: distribution of official laws,
 
regulations; governmental newsletters to residents or
 
announcements in local newspapers; periodic or special
 
meetings with citizens; "open house" at City Hall;
 
visitation by City administrators and/or Council members
 
to neighborhoods; non-partisan information about the
 
election process and about candidates, etc.
 

The media: newspapers, including newsletters, TV, radio
 

Political parties, interest groups.
 

US experience with non-partisan information about
 
elections conducted by the League of Women Voters may be
 
of interest.
 

II. Participation in other local institutions.
 

Besides elections, citizen participation takes place in
 
other settings in the community where decisions are being
 
made
 

in the family, wlih neighbors, in the church, in sports
 
clubs, etc. These are private activities, not to be
 
regulated by government. But if democratic participation
 
in these institution :s present, local self-government
 
will be affected positively.
 

III. 	Participatio!, of grassroots citizens vis-a-vis local
 
government.
 



Or read/tell story of Public Housing Project in St. Louis
 
(Corcoran Garden) where a strong minded resident (Bertha
 
Gilkle) organized a group of residents to protest the
 
poor living conditions (crime, poor maintenance, no place
 
to bring up children). Residents formerly apathetic,
 

complain, but no action. After residents organize, they
 

approach project manager re. concrete issues (fix up
 

front door, improve safety). At first manager claims no
 

money. Farther discussion betweer. residents and manager
 

result in people living in housing project volunteering
 

to guard docr and installation of new door.
 

in
Now collaboration includes resident participation 


tenant selection, counselling old tenants, orienting new
 

tenants, periodic tenant meetings, committees. Tenant
 

or4Anization still makes demands on manager, but new
 

process is set in motion of mutual discussions,
 

collaboration. Government-yesIdent relations humanized,
 

has become more productive, greater satisfaction by both
 

residents and governmental housing manager.
 

VI. 	 Features of Citizen Participation in American Local
 
Governmental Operations
 

Today most levels of American government have policies
 

and regulations concerning citizen participation. Such
 

governmental practices include the requirement that
 

before most laws and regulations are passed there must be
 

opportunities for ordinary cl±izens -- not only the 

elected representastives -- to express themselves in 

well-publicized formal "hearings." Citizens have other
 

remedies to make their concerns considered other than
 

through their representatives sitting in City Councils or
 

other legislative chambers: the popular initiative, the
 

referendum, and even a provision for recall elections.
 

But beyond these formal, and often time consuming formal
 

opportunities for direct citizen assertiveness, there are
 

many other ways in which residents become
 

active participants in decision making that
 
affect their lives.
 

A) 	 Mechanisms:
 
Citizen Advisory Councils to programs such as health or
 

housing; joint official City-Resident Commissions dealing
 

with with City programs such as recreation or water
 

supply; citizen self-help groups such as parents of
 

mentally ill children or such as housing rehabilitation
 

resident groups; Neighborhood Councils where the
 



citizens to city-wide Commissions: library, recreation,
 
planning, shade tree. Council member as liaison. Most
 
recommendations of Commissions accepted by Mayor and
 
Council. In addition to these official Commissions,
 
there are numerous voluntary, independent groups dealing
 
with the town's history. sports, theatre performance,
 
ambulance service, fire service. Ambulance and fire
 
services receive equipment frow City, but all personnel
 
is volunteer.
 

VII. City management and citizen participation: an on-going
 
evolving experiment
 

Different cultures and different times demand different forms
 
and powers for citizen participation. In countries throughout
 
the world, citizen participation (or, as the United Nations
 
calls it "popular participation") has taken various
 
organizational forms, some with only little powers to assert
 
their will and some others with considerable powers. Two
 
issues are worth highlighting in terms of the future of
 
citizen participation, regardless of culture:
 

A) Support mechanisms;
 
Just as administrators and teachers in public education
 
require support and training to fulfill their functions,
 
public officials and citizen leaders need supportive
 
services. Governmental training centers in countries
 
such as Kenya, Korea, USA have specific citizen
 
participation courses for governmental officials. 
Governmental funds are often made available to grassroots 
organizations (Scandinavian countries, Germany, 
Venezuela) so that citizen leaders can receive training 
and access to information. In countries like the USA, 
private foundations and religious organizations support
efforts at citizen leadership training. There are also 
national private training institutes such as the Center 
for Community Change which carries its training programs 
in many parts of USA. . University courses in citizen 
participation are offered in countries like Canada, 
Switzerland, and the Philippines. Publications and
 
training material are provided through the UN and
 
associations of professionals (such as the International
 
Community Development Society or the People-Centered
 
Development Forum).
 

The first step towards the establishment of support
 
mechanisms above has often been the simple gathering
 
together of governmental and/or independent citzen
 
leaders to talk about mutual concerns. Even informal
 
dialogue among concerned individuals can strengthen their
 
skills and resolve in furthering the aims of citizen
 



based enterprises need not remain small. When talking
 
about community-controlled economic ventures many people
 
still assume that we are talking about small credit
 
unions, self-help cottage industries that produce
 
handicrafts, or cooperative day care services for small
 
children. To be sure, these are exceedingly important
 
ventures that can start to reverse a precarious economic
 
problem. Small can, indeed, be beautiful! But larger,
 
more capital intensive economic activities, also should
 
be options to help ordinary citizens assume ownership
 
over new enterprises.
 

Additional examples from other parts of the world are the
 
Grameen Bank in Bangladesh that provides credit to
 
citizens ordinarlily not considered credit worthy and
 
that has now received strong UN endorsement, and such
 
ventures as the Copper Manufacturing Association in New
 
Delhi, India which brings together dozens of small
 
entrepreneurs working out of their homes who produce
 
shielded copper wire. (Documentation of these community
based enterprises are available.)
 

VIII. Getting Started
 

What can a municipal official do to initiate a greater
 
degree of citizen participation in his area of
 
competence? What can a citizen leader to if he/she
 
wishes to suggest greater resident participation?
 

A) An incident sparks conflict -- then collaboration: 
These are important questions to be asked, but in 
most parts of the world they are not the first issues to 
be encountered about citizen participation. At the 
beginning of many citizen participation projects stands
 
an incident that has aroused residents, and often an
 
issue that has pitted local citizens against local
 
government.
 
(See, for example, Training Case #1 illustrating how
 
conflict escalates and how citizen leaders and government
 
officials might work towards a resolution. See also the
 
growing literature about conflict resolution in local
 
government-resident relations.)
 

As local government and residents work out this issue
 
there often is a call for an on-going mechanisms to bring
 
both parties together. Bourne of local conflict, the
 
citizen participation orgnlzation is frequently a
 
creative attempt to deal with it.
 

Therefore, "getting started" means for the governmental
 
official and the citizen leader to meet. This first
 
meeting would likely be about the issue at stake and not,
 
at this point, about the forming of a joint committee.
 
Indeed, the first meeting between these two perons (and
 



MANAGING URBAN PLANNING
 

1.1 Comprehensive urban planning does not encompass all the
 
planning that must be done. 
 Each function of government

carries out its own specialized and detailed planning: health
 
planning, transportation planning, school planning. These
 
types of planning will be studied by the general planning
 
agency in their interrelationships, for their secondary

effects, and for their relative priorities. The specialized

departments study and plan for their functions 
-- as they

should -- as though nothing else mattered.
 

1.2 Comprehensive planning is a continuing process,

involving interrelated activities of the planning commission,

technical staff, or consultant, citizen groups, state
 
agencies, and the city or county governing body. 
Once the
 
plan has been approved by the local government and
 
acknowledged by other higher bodies with statutory

responsibility for pi.anning, it is implemented and
 
interpreted through continuing day-to-day decisions and is
 
periodically reevaluated, updated, and revised.
 

2.1 Role of Planning
 

2.11 Planning is integral to good management. Management

needs to anticipate events; 
it is weak if it merely responds
 
to them.
 

2.12 However, decisionmakers want more than facts and
 
analysis -- they want a recommendation. The analysis

provided by planners should point toward a particular

recommendation. The recommendation should be explicit, and
 
must be justified.
 

3.1 Role of the Planner
 

3.11 Planners bring some order to community change,

satisfying a sense of progress. 
 The valued ends of progress

are community goals that emerge from debate around the
 
political table.
 

3.12 Planners are 
concerned with the quality of participation

in planning and the substantive understanding on which it is
 
based.
 

3.13 Planners share community goals, but their concerns
 
emphasize longer-run consequences and the coordination of
 
important decisions. As a result, planners often represent

minority values.
 

3.14 That part of the public which happens to exist at
 
present is not much interested in what happens to the larger
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that the municipality faces.
 

6.1 Responsibility of the Planner
 

6.12 The planner serves four different clients or superiors:
 

(1) The first responsibility of the planner is to the public,

present and future, and to the greater public above any

lesser public. The planner's supreme superior is the general

public.
 

(2) The planner's second client is the governing body or the
 
elected representatives of the people.
 

(3) The planner's third client is the executive head of the
 
government, the city or county manager or chief
 
administrator.
 

(4) In most jurisdictions, the planning commission is the
 
planner's fourth client.
 

6.13 Finally, to some extent at 
least, the good planner is
 
his own boss.
 

Discussion Questions: 
 What are some of the elements of the
 
public interest that planners serve? Which are likely to
 
be the most difficult to identify and satisfy? Why?
 

7.1 Ethical Principles for Planning
 

7.11 Primary Ethical Principle. Ethical codes say that
 
planners serve the public interest primarily and must fit the

client-employer's interest to the public interest or else not
 
serve that client. The public interest is the amalgam of
 
many interests. 
 Even the ability to pursue private interests
 
is part of the public interest, given our view of government

as the servant of the individual. It is impossible to codify
 
a consensus on a permanent balance among these competing

elements of the public interest nor a permanent balance
 
between the public interest and the right to pursue private

interests. It is a planner's professional responsibility to
 
achieve such a balance and use it as a personal guide.
 

7.12 Ethical Code. Planners should: (1) serve the public

interest; (2) support citizen participation in planning; (3)

recognize the comprehensive and long-range nature of planning

decisions; (4) expand choice and opportunity for all persons;

(5) facilitate coordination through the planning process; (6)

avoid conflict of interest; (7) render thorough and diligent

planning service; (8) do not seek or offer favors; (9) do not
 
disclose or improperly use confidential information for

personal gain; (10) ensure access on an equal basis to public

planning reports and studies; (11) ensure full disclosure at
 
public hearings; (12) maintain public confidence; and (13)
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the Comprehensive Plan becomes out of date. In general, a
 
Comprehensive Plan should be thoroughly reviewed and amended
 
at least every five years.
 

8.1 Data Collection
 

8.11 The municipality should identify resources that are
 
important to it. Resources can be grouped into four
 
categories:
 

(1) Environmental Resources: streams, ponds, wetlands,
 
floodplains, aquifers, mature woodlands and woodland
 
corridors, steep slopes;
 

(2) Agricultural Resources: prime agricultural land;
 

(3) Historic, Cultural and Scenic Resources: buildings and
 
landscapes, parks, recreation areas, and greenways; and
 

(4) Non-renewable resources of economic value: sand and
 
qravel deposits, high quality limestone and clay deposits,
 
coal, oil, and gas resources.
 

8.12 Hazardous areas should also be identified. These
 
include: mine subsidence-prone areas, hazardous waste
 
disposal sites, and areas of unstable geology.
 

8.13 Disposal areas for municipal and residual (non-hazardous
 
industrial) waste should also be identified.
 

8.14 Individual resources should be identified, and a map
 
made for each category. The maps can then be combined to
 
show the total pattern of land that ideally would be
 
preserved from development. The set of maps and a report
 
describing them constitute an environmental resource
 
inventory.
 

8.2 Growth Management
 

8.21 The municipality should determine which resources should
 
be protected from development and should build the case for
 
why it is in the public interest to protect them. Bases for
 
protecting them include:
 

(1) scientifically demonstrable effects of particular
 
resources (or of their destruction) on environmental quality;
 

(2) the general legal criteria of public health, safety, and
 

welfare; and
 

(3) the particular values of the community.
 

8.22 Forces outside the municipality must be identified.
 
Existing major concentrations of jobs and residences, new and
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In a village of approximately 500 families, the state 
turned over to the local government a lakefront recreation 
area 	 which had been partially developed under the Communist 
regime. Believing that the town could attract an increased 
numb,er cf tourists, the citizens agreed to exrand and complete
the development with a hotel. cotages, lak.e, bcat rentals, and 
evening entertainment. 

The village receives its water supply frem three wells. 
The increased intensity of development resulting from the 
tourist project drew down the water levels in the wells. One 
well cannot be used and the other two are producing water 
unfit for human consumption, although it can be used for 
washing and sanitary purposes. 

Facing this problem, the village officials put to the 
citizens a series of questions. Each fatalis. was entitled to 
one 	 vote. 269 votes were cast out of a possible 500. The 
questions were: 

1. 	Whether to continue using the two producing wells 
with no restrictions on water use 

2. 	 Agree that a neighboring village would supply 
water but only for two to three hours per day 

3. 	 Transport water by tank wagon and distribute it 
twice a day from a central point 

Question number 2 received only 115 votes and it was 
decided that the public preference was for a combination of 
numbers 1 and 3. 

DISCUSSION: 1. Given this expression of public opinion, should 
the local officials consider the problem to be solved? 

2. What additional steps, if any, should the local 
officials take to deala with their water supply problem? 

WHAT 	 HAPPENED NEXT: Local officials considered the results of 
the 	 voting to constitute only a temporary solution to their 
problem and agreed that the village should construct a 
pipeline to bring in water from an outside source. 

The village applicaion to the Dstrict Office for 
construction funds was ranked 93 on the priority list of 
projects. but only projects ranked 01 and 02 could be funded 
that year. In the second year, the District Office did not 
fund 	any such projects.
 

Now, the District Office wants the pipeline to be large
enough to provide water to several villages, but our village
oificials want the line only large enough for their 
village'sneeds. The District cannot impose its desire for a 
larger pipe, but the village and the District have reached 
impasse.
 

DISCUSSION: What should be the next steps to be taken by the 



THE CULTURAL CENTER CASE
 

in the village of approximately 500 families, there is a 
muni cipally-owned cultural center. On the ground floor, the 
center has a large hall which could seat as many as 500 persons 
on moveable chairs. The floor above contains sever&l small rooms 
and a cinema. Seldon do more than 150 resjidents use the facility 
at any one time. The village suffers on!y modest unemployment 
since coop farming is the principal economic activity and the 
villagers seem satisfied to continue with the farming activity. 

An enterprising resident of the village, seeing possible 
opportunity for the economic development of the village, 
contacted a friend in Italy who manufactuers garments, suggesting 
that he considler the use of the first floor for a new factory 
which would employ 50 to 60 .,llaze residents. The space on the 
floor above and the cinema would still be available for village 
use.
 

Local officials put the proposal to a vote of the residents, 
going from door to door so that all would have the opportunity to 
express an opini6n. The result was 329 votes favoring the garment 
facory proposal, 129 votes against it. 

Now, the company objects the the amount of the proposed rent 
for the cultural center space and to the estimated amount of 
taxes it would have to pay. 

DISCUSSION: 
consider 
rent and 

the 
a 

You are 
request 

guarantee 

members of 
of the garm

against tax 

the local 
ent company 
increases 

council, 
for 
for 

a 
at 

meeting to 
reduction in 
least seven 

years. What facts are important to your decision on this matter? 
How will you vote? Can you persuade othr,r members of the council 
to vote as you will? 
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PROBLEMS IN CITIZEN PARTICIPATION IN GOVERNMENT DECISIONS 

Introduction 

I have been trying to consult citizens about Plans for the New 
York Region for 32 years. I work for a non-government
organization, Regional Plan Association. We do research and make 
a plan for the 20,000 square kilometers that include New York
City and parts of three states outside New York. Twenty million
people now live there. Because we have no authority--we are not 
part of any government--we must do our best- to pers-vude national. 
state and local governments and businesses to follow our
recommendations. We have had many successes. Particularly, my
organization was principally responsible for doubling the amount
of public par!: land between 1922 and 1960 with the first plan and
again between 1960 and 1990 with the second plan. We also did 
the study that resulted in preserving the railroad system that 
brings workers into New York City. That study and our second
park study initated the first national government funds for
public transportation and for states and local governments to
purchase parkland. We also have helped several old cities to 
attract business and renew their downtowns. And our research
 
saved the region a billion dollars in the mid-1970s (now worth
 
about $2 1/2 billion) by demonstrating that the region did not

need a new airport that one 
 agency of government was determined 
to build. On the whole, however, we have not achieved the
development pattern proposed, and towe we continue work for

major chanves in government and business policies.
 

I understand that Czechoslovakian self-governments have a
tradition of consulting citizens about their decisions and that
 
ycu have legal requirements to do so. I need not, then, take

time to argue the value of consulting citizens. But in my work,

I have identified five difficult problems, which I imagine you
hav±e, too. I will describe here the problems and some of the
solutions we have found. 

Please read the first problem. After you read it. please ask me
questions if you have them. Then I would like to hear your
extperiences in trying to solve that problem. 

After the first problem, please read the next one, and we will 
proceed the same way.
 

Five Problems 

Problem 1. Persuading citizens to participate. 

With so much to read and listen to. it is often difficult to
inform people about the opportunity to participate in government
decisions. Even when they learn of the opportunity, people have 



experience. this has been true. But we do not stop trying to 
recruit people of all income and educational levels: indeed, we 
spend most recruiting effort on the less educated. 

There is also a danger of listening to those who have an 
immediate personal :interest in the decision more than to those 
who have a lonzer-term irterest. For example. if you consult the 
public about whether to replace a group of small houses with 
large apartments, you are most likely to hear from those living
in the small houses, and they probably will be opposed. But The 
people who would be able to live in the new housing are not at 
the meeting because they don't know they will be the ones to live 
in the houses not yet built. 

How Regional Plan Aescclation has tried to solve the 
problem. 

F-r less educated people, we usually have found it necessary to
 
go to them. to meet with their organizations rather than
 
expecting them to attend a general public meeting. For example. 
you might ask a church or trade union to assemble their members 
and allow you to make a presentation. 

To avoid too much influence by those personally interested in a 
decision, we start by planning for the whole region and gettina 
agreement on those broad planning principles. Then, when we get 
to the much more specific decisions--like the housing question-
officials can rely on the planning principles to counter personal
interests if the personal interests seem selfish. 

We first plan for the whole region, then encourage the counties 
within the region (there are 26 counties plus New York City) to 
plan within the broad outlines of the regional plan. Then we 
recommend that cities and towns develop their projects in 
accordance with the regional and county plans. That is not a 
process commonly followed in the U.S.. but it has just been 
installed as the official law of the state of New Jersey--at
Regional Plan Association's recommendation--and several other 
s~~.~p do it or are considering doing it. 



questions we think will groups of about 15. We ask them 
in -encourage lively discussion. These questions were included 

the written material provided the audience in advance so those 
think 	 about what they wouldwho 	 read the material had time to 

to say. After reading the material, seeing a TV program or 
groups, want 	

and discussing the questions in smallslide presentation 

each individual fills out a questionnaire.
 

'u55ions are important because they allow
The 	 small group :3is 

to) 	 what we. the planners., have
skeptical menbers ,hallenge 

presented. They al-c , allow people to test thei- ideas on other
 

others" opinions.people and to hear 

we have used to present information is the
One of the methods 

slide show. I have prepared a very short example of the kinds of
 

it in 	 Czech.slide 	presentations we have made. Eva will present 

have expert informationPlanners and other government officials 
they what is best?most 	citizens do not have. Don't knowthat 	

Citizens are experts, too--on their personalWhy ask citizens? 
kind life they want to live, the kind of

values--on the of 
is separatingenvironment they want to live in. The difficulty 

on which you are expert from the "value"
the technical questions 

e:tpert as you.questions on which citizens are as 

How Regional Plan Association has tried to solve the 

problem. 

We try to identify the kinds of Questions on which the public is 

as expert as we are. For example, if there is a proposal to 
cars

build 	a nLw hiahway, we plan-ners can tell citizens how many 
to crive on the road during the coming

and trucks are likely 
years: we can tell people how much damage it will do to the 

we can tell them what kinds of develcpmentenvironment; 	
are 

sketch
likely to be stimulated by building the road; and we can 

like 	 if the road isin words and pictures what the area will be 

built and nut that alongside ."hat the area will be like if the 

roaJ is not built. Then everyone's view of whether the road is 

good or bad is equally valid. 

Many of our discussions with the public are not quite that way. 

analyze trends in the economy and transportation and the 
intoWe 	

and housing. Then we project those trendslocation of jobs 
everyday living conditions likely

the future. Then we sketch the 
ask if the living

as a result of those trends. At that stage, we 

to result from continuing present trends
conditions likely 	 are 

what people want. If not, we suggest alternative conditions that 
and ask if

different public and businesE, policies could achieve 
trends to support new policies.

they 	care enough about changing 
able to ta).k with has

In our programs, the public we have been 
have

been nearly unanimous in support of new policies. We 

managed to achieve some but not most 



law, we might hold the elected officials responsible. But if 
only a few restaurants occasnally offer bad food or pollute or 
provide dangerous working dconditions. it is unlikely that 
citizens will vote at the next election on whether the government 
did or did not enforce health standards there. Many more 
important Questio}In3 will command the voter's attention. So how 
do w hold the government accountable for enforcing laws that 
will not appear in an election campaign? Nonprofit 
organizations, mainly. The U.S. has had nonprofit organizations 
to protect children against working at too young an age, a'a4- rl/ SQL1 
wor]king conditions, environmental damage and poor phblic health. 
These nonprofit organizations will try to persuade the government 
that etnforcing the laws in these cases is worth doing. They 
are watchdogs. If the government is not criminal--collecting 
money from the restaurant owner to overlook the violations--or 
totally uncaring, a reminder by a nonprofit organization should 
be enough. If the government is criminal or uncaring, that 
accusation would be important enough to affect the election if 
the nonprofit organization#' is competent enough to mobilize 
Public opinion. If the government does not respond, the 
nonprofit organization might mobilize those citizens most 
,:oncerned about the particular violation to vote against the 
.eople in power. even contribute money to their opponents. 

C[r a nonprofit organization might choose instead to provide 
a good restaurant to compete with the private ones. By offering 
better service and publicizing that the service is provided
without violations of community standards the nonprofit might be 
able to drive the violators out of busi;Ys3 without government 
intervention. 
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Regulations followed public discovery, sometimes by newspapers, sometimes by 
political leaders, sometimes by nonprofits. 

But regulations do keep piling up, and they do keep business and government 
from operating efficiently. Whatever can be done by competition, the price system 
and publicity--letting business or the customer decide-is best. We are beginning to 
use the price system to clean air and water, for example. Gove.nment puts a value 
on clean air and charges firms for the privilege of dumping into it. That leaves to 
business the choice of how and how much to reduce its emissions. This kind of 
regulation speaks to business in their own language. Thou shalt rot" regulations 
anger them. Dollars and cents they understand. In many instances, charging 
business for emissions ha., motivated firms to analyze their whcle production 
process and improve it while reducing emissions. 

How can government perform better? Privatization is worth trying where a 
service can be defined and measured-quantity and quality-so government can write 
a specification for it. If there is only one private firm bidding to perform the service, 
the government agency needing the service or a nearby government can compete 
with the private firm on the bid. Graham will provide examples and how to do it. 

But notice that privatization of government services is only half of the market 
system. Private enterprises are only competing to provide a specified service 
cheaper or best. Government still decides what service will be provided at what 
quality and price to the tax'payer. In the US., governments are trying to give people 
more choice of what they pay for. Instead of providing everyone services at taxpayer 
expense, they are beginning to charge users. A new natioual law promotes toll 
roads, New York City has begun to meter water and charge by the amount that is 
used, some local governments charge for refuse pickup on the basis of how much is 
thrown away, and some local governments charge for the use of parks. Where 
governments want to give all citizens the service even if they can't afford it, there is 
another method of increasing the public's ability to decide what service- at what 
quality they are willing to pay for. That is by letting the public study a government
budget that is organized by programs, with a price for each program. Even better, 
some governments show the public several levels of service for each program, with 
the price for each. 

The question has been raised: should Czechoslovakian governments try to 
privatize services now when private enterprise can't even provide private services 
most appropriate to business. There are a Limited number of entrepeneurs
according to thF rs-ument-people with the skill, knowledge and courage to start a 
business. Privatizing government activities might take entrepeneurs away from 
offering privae goods and services. On the other hand, privatizing government 
services might be a good first step for entrepeneurs not ready to enter the private 
economy. Providing government services is much easier: the service is defined, the 
quality set, the market guaranteed. The question is: will entrepeneurs capable and 
bold enough Lo jump into the pure market economy bother to compete to provide 
government services and so diminish the private economy? Or will new 
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show at the UN Habitat conference; research on public transportation for U.S. 
DOT.) 

But all organizations can slip into sloth or venality. Privatization is just one
technique for keeping everyone on their toes. The pice of liberty iseterna! 
vigilance. Relying on al three kinds of organizations seems most likely to pruduce
the best output. 



II. 	THREE ORGANIZATIONS PROVIDING GOODS AND SERVICES IN 
THE POLITICAL ECONOMY The following section was prepared by Wldliam Shore, 
IPA Associate) 

The three forms of organizations which provide goods and services are (1) private 
firms seeking a profit from their effort; (2) non-governmental organizations which 
do not seek to profit (generally referred to as "not-for-profit corporations" and (3) 
government itself. 

No one of these can provide all the goods and services society requires; all three 
are needed, often working together. 

When a good or service is uot essential -- people may choose to have it or not - the 
private business is the first choice as provider. Here, an individual or a corporation 
decided to provide the good or service expecting that it can sell it at a price people 
will be willing to pay and which will return a profit. If the customer does not want it 
at the price charged or if another firm offers it at a better price or quality, the first 
business must adapt or quit. 

Use a restaurant as an example. You may choose to patronize a restaurant 
or not. If it provides good service and quality food at an attractive price, you 
will use it. But in this Institute, you do not have a choice. You must eat your 
lunch here in the time allotted between classes. The Institute has a monopo
ly on this essential service. The Institute sets the standards of quality, quanti-

L.J 	 ty, service and price, then it must be certain that those standards are being 
met. It may provide the restaurant service itself, hiring emplovees to prepare 
and serve the food. It may also write specifications and ask private firms to 
bid on providing the service at the lowest possible cost. Because the Insti
tute's main purpose is teaching, not running a restaurant, privatization is a 
reasonable way to go --as long as the Institute can get enough bids to know 
that the price is the lowest possible. 

Even this free enterprise example of a restaurant requires some governmental 
attention. Tle customer cannot judge whether the food served is safe to eat, or 
whether the restaurant is disposing of its wastes by polluting the water, ground or 
air, or whether its employees are working in dangerous conditions, or whether 
children are being employed contrary to law. All of these are conditions which 
government regulates in the public interest. 

How do we hold the government accountable for protecting us from bad 
restaurants? If we learn about restaurants violating the laws, we hold the 
elected officials accountable. But if only a few restaurants only occasionally 
serve bad food or pollute or provide dangerous working conditions, it is 
unlikely that citizens will vote on whether the government did or dd not 
enforce health standards there. More important questions will demand the 
voters' attention. 
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1I A.OTHER ALTERNATIVE DELIVERY SYSTEMS 

Before turning our attention to contracting out, let us first consider other alterna
tive systems by which public service may be delivered. 

Franchising. Franchises are often used by local governments for services which may 
be purchased by citizens such as refreshments at a recreation center or taxi services. 
Franchises are awarded by competitive or negotiated bid to either exclusive or non
exclusive service providers. Individual citizens pay directly for the services and 
governments charge a percentage of gross or net income as a franchise fee. Other 
services frequently franchised are telephone and electric service and cable televi
sion. 

Joint public-private ventures. Public/private activities have been common in 
community development such as business district revitalization and economic 
development. Public financing of private commercial activities grew greatly during 
the 1980s. Municipal tax-exempt financing (using revenue bonds) is used for func
tion which were traditionally private sector responsibilities: medical facilities such 
as hospitals and private clinics, private industry pollution control facilities, housing, 
small-scale commercial and industrial plants, sports arenas and stadiums. When 
engaged in shared development, local governments seek to share in net profits as 
well as in the benefits that come from enhanced property values and increased 
business activity. 

Self-help and volunteerism. Self-help and volunteerism emerged in the 1980s as 
important alternatives to direct service delivery. Citizen roles such as hospital aid, 
school monitor, and fire volunteer are traditional. Facing revenue shortages, local 
governments have encouraged volunteer work for neighborhood cleanup and as
sistance to the mentally 1i,physically handicapped and elderly. 

Reduction of demand. To reduce costs of local government, actions have been 
taken to reduce demand for services. Fees and charges have long been used for 
registration of births, deaths and automobiles, property registration and various 
legal or court-related services. More recently, variable charges have been used to 
adjust or reduce the public's demand for services. For example, vouchers may be 
provided to needy citizens for forced-choice purchase of selected services, while 
others may be required to pay for or do without particular services such as recrea
tion centers, day nurseries, .arks or marinas. 

III. CONTRACTING OUT 

In an effort to reduce costs and to support development of the private sector, inter
est in privatization has increased in recent years. 
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New services, such as day care or drug treatment, may be purchased more 
readily than traditional activities 

Unique services, such as transportation of handicapped persons or medical 
care, are common-,y provided by specialized contractors 

Services requiring special expertise, such as inspection of building construction, 
may be purchased from another government or from a private supplier. 

Benefits of Contracting Out 

There are three reasons why governments contract out to private firms, nonprofit 
firms, or other government agencies: 

Cost-Effectiveness. In most cases, contracting out isdone because it is seen as more 
cost-effective. Private employers use their labor force differently than do govern
ments, thereby reducing costs: 

Private employers use less labor 
Have less absenteeism 
Make managers responsible for equipment as well as labor 
Use younger workers 
Use more part-time labor 
Terminate more employees 
Use more capital equipment 

Economies of scale reduce costs and a private contractor serving a larger geograph
ic area than one municipality or serving a large number of units in the same area, 
will normally have lower costs than a single government. 

Contractors who are large-scale producers can purchase state-of-the-art equipment 
and materials at a lower price than can small units of government and can use them 
more efficiently over a larger number of units. 

Flexibility. Contracting out has the advantage of ensuring flexibility in adjusting to 
changes in service demands. Local governments often must change policy directions 
quickly: in response to elections, to changed organizational structures, to new eligi
bility requirements for funding assistance, new citizen demands. Private contractors 
are more flexible. They are not bound to follow civil service rules and regulations. 
Private employees may be rewarded more quickly for good performance. Large 
suppliers or contractors can respond more effectively to peak loads by rescheduling 
crews and providing back-up crews. 

Responsiveness and Control. Contracting out maximizes local options. It takes 
time, money and effort to redirect municipal employees from an established mis
sion to a new one. Some municipal officials consider a large number of municipal 
employees to be a hindrance to the true function of a municipality, which is to 
make policy decisions about the nature of the city. To these cities, a city is a means 
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Airport operations; ports 

Computer services 

Payment processing 

Payroll preparation; tax reporting 

Street lighting 

Cultural center operation 

Pavement marking; signal repair and service 

Parking facilities; meter money collection 

Temporary help (clerical, ticket sales, bridge operation) 

Public schooling (voucher system) 

Public housing operation (including maintenance) 

EXERCISE: Have participantslist any municipalservicespresently beingprovided by contrac
tors. Then have them list all municipalservices which they believe are candidatesfor contract
ing out. 

VI. FORMS OF PRIVATIZATION AGREEMENTS 

Sale 

Lease 

Operating agreement 

Service contract 

Build and operate agreement 

EXERCISE;Foreach of the servicesalreadyidentifiedas candidatesforprivatization,deter
mine which of theforms ofprivatizationagreementswould be the most appropriate. 

VII. DETERMINING WHICH SERVICES TO PRIVATIZE 

Local officials first must determine which of their services are most appropriate for 
potential privatization. Not all government services should be considered; some func



those standards day-by-day, consideration of privatization should be aban
doned. This iswhere the performance measures identified in the preceding 
analysis prove helpful. 

Writing of service specification as part of contract documents isan exacting task 
which becomes the basis for subsequent contract administration of performance 
monitoring. 

Another question to be asked in the planning process is.D competitionSftgin th 
a= amon thos who would wib lo provid this service? 

If not, government may want to avoid the risks of contracting with a sole pro
vider. Those risks include: potential for service disruption if the contractor fails 
in business or suffers labor-management disagreements (strikes); subsequent
price increases not measurable inthe marketplace; dependence upon a contrac
tor who possesses the only equipment required to perform the service. 

Yet another important question isWhap wil contrg out~v_.axcisti
sta nd equipment? 

Sometimes a private entrepreneur can be asked or required to offer emplqyment 
to municipal employees whose jobs will be lost as a result of privatizatioa. 

The contractor may also be asked to assume responsibility for operation and 
maintenance of municipal equipment and facilities such as refuse collection 
trucks or buildings housing operations or processing, such as water purification 
facilities. 

Only after thoughtful consideration of these questions, should a local government
proceed with the next phase of privatization. 

Step Three:The Feasibility Study 

Once the preliminary review has been completed, an actual feasibility study should be 
prepared. This feasibility study revolves around cost. It is largely a comparison of 
governmental costs with an estimate of contractor costs. 

The contractor's costs must be estimated; select several potential contractors and re
quest estimates for their costs ofproviding the service. Remember that the contractor's 
estimate is not a bid and is likely to be low since it is to the contractor's advantage to 
move the process closer to a decision to contract the service. Be sure that all contractors 
have complete information about the service to be provided and do not show favoritism 
toward any contractor in requesting estimates. 

Next, estimate the government's (cost o'iproviding the service. Include only avoidable 
costs, both direct and indirect. Direct costs include salary, benefits, and expenses related 
to the service, Indirect costs are such items as departmental administration and ex
penses such as rent, utilities and insurance. 
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and price, information about bonds or deposits that may be required, statements
about bidder qualifications, provisions for disqualification, and reporting and 
payment provisions. 

The service specifications, a vitally important part of these documents, must be
quite specific. For example, a specification for grounds maintenance should indi
cate how often each area is to be mowed, what the height of the cut grass is to be,where the grass cut is to be disposed of, when the lawn is to be fertilized, how often
it is to be aerated, and so on. The following example is an excerpt from a bidder's
document for a custodial contract; it specifies instructions for certain areas to be 
cleaned. 

Exhibit 1.Specificationsof a CustodialContract 

Employee lunchrooms, kitchens, lounges, conference room, lob
bies, hallways:
 

Clean chairs with damp cloth: dally

Clean ledges and countertops with damp cloth:
 
dafly
Empty wastebaskets (change liners as necessary): 
dally 
Clean tables: daiy

Vacuum carpet thoroughly: dafly
 
Damp mop: Jaly
 
Clean sink: dally
 
Damp clean exterior of trash receptacles: daily
 

Usually, purchases by public contract must be advertised in a newspaper of general
circulation and posted in a public place for a specified length of time.The adver
tisement tells where possible contractors may obtain the detailed specifications and
the time and place where bids will be publically opened and read. 

After the bid proposal iscompleted, it isadvisable to hold a prebid conference for
potential contractors. All bidders who obtained bid proposals are invited. The purpose of the meeting is to clarify instructions, answer questions, interpret bid
specifications, and anticipate potential problems. 

It is customary to protect the government by requiring bidders to provide bonds. A
bid bond guarantees performance after the contract is awarded. The amount of thebond should be sufficient to pay the cost of rebidding if the contractor does hot 
honor his bid. 

A performance bond helps to ensure that the contract is completed satisfactorily. It
is usually from 10 to 100 percent of the contract value. Performance bonds which 
are set too high may preclude small but potentially effective bidders from qualify
ing. 
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software programs will be completed), performance reporting scheduies, and a 
place where potential conflicts of interest can be identified. 

The RFP should request price quotations. It should specify criteria for selecting a 
provider and the weights to be applied to each criteria. See Exhibit 2 following. 

Exhibit 2 Weights for Evaluatinga Proposal 

Criteria Weight
 

Firm or contractor quaLifications: 

Experience 20% 

OuaIifications of persona to be assiged 30% 

Technical value of proposal: 

$eeta or exceed specificationa 20% 

Ability to clearly present plans 10, 

Fees: 

Cost coipared to other bids 20% 
Total 100%
 

The contractor response to an REP should include (1) vendor qualifications; (2)
vendor experience on similar or equivalent jobs; (3) information about costs, 
charges and fees; (4) information about the quote and a statement that the quote is 
not an offer the government can take, but that negotiations will occur. 

After the responses are received, the original team reviews then and narrows the 
list of contractors to a final few after applying a formal evaluation system such as 
that shown in the example above. 

When the list has been shortened, the team (sometimes a single person) negotiates 
confidentially with the finalists, leading to a final choice of a contractor, with whom 
a final contract is entered into. This contract should be similar to that of the actual 
bid awards, including reporting requirements, contractor fees and payment sched
ules, and penalties for inadequate performance or incentives for high performance. 

There are two ways of taking cost into account when making awards under 
RF procedures. One is to factor costs formally into the award criteria (as in 
Example 2). The other is to adopt a two-step bidding process. If 'his is done, 
the first submission if for technical qualifications, and approved contractors 
are then asked to submit price proposals with the lowest bid chosen. 

The RFP process tends to be judgmental and is subject to corruption. Each 
step in the process should be performed as openly as possible and all deci
sions must be fully documented. Most agencies will rank the proposers based 
upon their technical proposals and then initiate negotiatioiL; with the top
ranked contractor. If those negotiations fail, then they negotiate with the 
next-ranked firm, and after that, with the third-ranked firm, if necessary. 
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TIME AND MATERIALS - Contracts for trades services and other areas in 
which the time of completion cannot be determined or the agreed-to price is 
based on hourly rates and materials provided. 

PERCENTAGE OF REVENUE - Contracts in which the local government 
receives a portion of the revenue generated by the contract; examples are 
contracts for concessions and for adult education. 

X. CONTRACT MONITORING 

Once the contract has been signed and the contractor is prepared to begin work, 
the important work of contract monitoring begins. This effort is essential to the 
success of the contracting our process. No amount of careful contract preparation 
or detailed service specifications will ensure adequate performance by the contrac
tor: actual performance must be monitored carefully. 

Contract monitoring is not much different than supervision of services 
provided by the government itself. The same sort of inspection, attention to 
citizen complaints, and evaluation of performance reports should take pliace 
whether the service isprovided in-house or iscontracted out. 

Monitoring has two parts. The first is to see that the legal obligations of the con
tract are fulfilled. The second is to ensure that acceptable levels of service are 
provided. 

The best way to monitor programs is to establish definite performance 
standards in the contract and then inspect and spot check often enough to 
ensure that these standards are maintained by the contractor. Measures of 
effectiveness involve actual outputs or the impacts of the service on the user 
or the public. Examples might be the smoothness of the pavement, citizen 
satisfaction, patient or client satisfaction, reductions in the average time to 
fill orders, etc. 

Citizen or user surveys are useful tools for contract monitoring. Survey 
methods include mailed questionnaires, telephone surveys, and interviews. 

Contractor Reports is a way the contractor reports progress to date, explains costs, 
describes problems in providing the service, and certifies that the service is meeting 
contract specifications. Reports will be required periodically (monthly). They 
should be reviewed by the contract manager and verified independently. 

Inspections and Observations are the traditional methods for determining adher
ence to contract requirements. For some services, inspection following performance 
is appropriate; for others, inspection should take place while the service is being 
performed. 

Complaints. Relying upon citizen complaints is a common method of contract 
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IX. CONCLUSION 

Privatization is increasing worldwide and it appears to have little to do with ideology. In 
1986, seventeen of the world's most populous nations were initiating measures to privatize 
state-owned industry, relax price controls, or otherwise increase competitions. Market
based economies regularly outperform those that are centrally planned. The world is at a 
turning point in economic management. Nations are increasingly leaving the internal 
workings of economics to market mechanisms. Those that have are reaping rewards. 
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