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Abstract

Public integrity, transparency and accountability have been identified as part of the
founding principles of the public sector which should be enacted in legislation and applied
consistently in practice. Effective implementation of the accountability principle shall
underpin integrity of public service and its legal, professional and transparent operation.

The purpose of the paper is to analyze conceptual issues of public officials' accounta-
bility, focusing on disciplinary responsibility and application in practice. The paper also
presents the results of the research conducted in 30 local self government units in the Re-
public of Serbia. The results point out the (non)efficient implementation of legal and ethi-
cal rules and values concerning disciplinary procedures, sanctions, performance appraisal
system in the context of possible improvements and capacity building. In order to enhance
public integrity, appropriate legislative and institutional frameworks must be in place to
enable public-sector organizations to take responsibility for effectively managing the integ-
rity of their activities, as well as that of the public officials who carry out those activities.
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KOHUEINTYAJIHA IUTAIBA OAT'OBOPHOCTHU JABHUX
CJHY/KBEHUKA: HCTPA’KUBAIBE CITIPOBEJIEHO
Y JEAUHUIAMA JIOKAJTHE CAMOYIIPABE
Y PEIIYBJINIIN CPBUJHU

Arncrpakr

JaBHHM MHTETpUTET, TPAHCIIAPEHTHOCT M OATOBOPHOCT MACHTH(HUKOBAHU Cy Kao
Jle0 TeMEJbHUX IMPUHIIMIIA jaBHOT CEKTOpa KOju Tpeba na Oyny YCBOjEHH Yy 3aKOHO-
JABCTBY M JIOCICAHO NPUMEHUBAHU Y npakcy. EdukacHa uMIuIeMeHTalMja NpHHINIIA
OIroBOpHOCTH Omhe OCHOBa WHTErpUTETa jaBHE CIIy:KO€, HEHOT 3aKOHHUTOT, IIPO-
(hecroHaHOT U TpaHCHapeHTHOT pana. CBpxa paja je aHaIn3a KOHIENTyaTHHX MHTa-
Ha OJITOBOPHOCTH jaBHUX CITy’KOEHHKa ca (POKyCOM Ha TUCIUIUIMHCKY OJrOBOPHOCT U
NpUMEHY y MpakcH. Y pany Cy NPeACTaB/beHH U Pe3ylTaTH UCTpaKHBama CIIPOBee-
Hor y 30 jenuHuia nokanHe camoytnpase y Penyonunu Cpouju. Pesynratu ykasyjy Ha
(He)epukacHy IpUMEHY NPaBHUX M €THYKHX MPaBIJIa U BPEAHOCTH y BE3U Ca JUCIH-
IUIMHCKUM TIOCTYTIMMa, CaHKIMjaMa, CHCTEMOM OLICHhUBaba Pajia y KOHTEKCTY MOTY-
hux moGospimama 1 M3rpagme Kananutera. [Jla O6u ce mo00JpIIA0 jaBHH WHTETPUTET,
MOpa C€ OCHTYpaTH Ja MOCTOje OoAroBapajyhm 3aKOHOAABHH W HHCTUTYLHOHAITHH
OKkBHpH Koju he omoryhuTu opraHmzaiijaMa jaBHOT CEKTOpa Ja Mpey3My OATOBOP-
HOCT 3a e()MKacHO yNpaBJbalbe HHTETPUTETOM CBOjHX aKTUBHOCTH, KA0 M MHTETPHUTE-
TOM jaBHHX CITy’KOCHHKa KOjH CIIPOBOJIC T€ aKTHBHOCTH.

KbyyHe peun:  jaBHHU Ciry’kO€HHIN, TUCIUIUIMHCKA OATOBOPHOCT, HHTETPUTET,
JIOKaJIHa CaMOYTIPaBa, jaBHU HHTEPEC.

INTRODUCTION

Respect for the principle of accountability has always been a clear
indicator that legality, openness, and transparency are respected in a par-
ticular legal system. (Vuceti¢, VukaSinovi¢-Radoji¢i¢ & Kirsti¢-
Mistredzelovi¢, 2019, p.128). Following the standards of the European
Union (The Principles of Public Administration), the principle of ac-
countable and professional public servant work is one of the essential
principles of administration (SIGMA OECD, 2023).

In the administrative-legal sense, state and public administration
employees have concrete responsibilities that are ensured through com-
plex procedures. All powers and duties aim only at the public interest,
balanced with the rights and obligations of the parties on which they de-
cide, and not for the benefit of the person performing the service. Only
the necessary and goal-proportional activity of public officials can ensure
respect for citizens' basic rights and promote efficient and effective gov-
ernance in the public sector. This promotes the principle of accountability
and establishes standards for evaluating the adequacy of administrative
decisions and procedures (Loncar & Vuceti¢, 2013).

The specifics of employees' legal positions, the scope, and the
types of administrative powers determine the specific forms and basic as-
sumptions of their accountability—disciplinary, material, or criminal law
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accountability. The concept of disciplinary accountability is not particularly
controversial in the legal literature. This type of accountability is specific
since it arises from the official's legal position as the totality of their rights,
fulfill work obligations is grounds for initiating disciplinary proceedings and
imposing sanctions (reprimand, salary reduction, promotion ban, termination
of employment). (Vukasinovi¢-Radoji¢i¢ & Vuceti¢ 2021, p.112).

In the official systems of the European Union member states, dis-
ciplinary accountability in the theoretical and positive legal sense is de-
termined as the official's accountability for violations of duties from the
employment relationship that are explicitly prescribed by law and for
which appropriate sanctions are established (Bezerita, 2018, p.21). In the
French system, disciplinary accountability exists when a civil servant's
behavior threatens the administration's good functioning or reduces citi-
zens' and the public's trust in its work. (European Union, European Social
Fund, 2020). This official system knows "management accountability"
and “personal accountability of officials,” which aims to strengthen per-
sonal accountability against management's general accountability for
(in)action and thus protect officials from the financial consequences of
(in)action (Cardona, 2003).

The regime of accountability of employees in local self-
government units in the Republic of Serbia is largely aligned with the
rules of the general regime of civil servants, which is in line with the
trend of developing a coherent and harmonized civil service system.

The specificities and differences result from the needs at the local
community level, the regulation of the original powers of local self-
government units, as well as specific jobs and tasks. This autonomy im-
plies special accountability for efficient resource management and inno-
vative and responsible solving of specific community problems. In this
sense, local officials face increased expectations in terms of transparency,
accessibility, and interaction with citizens. This requires developing ef-
fective communication channels and mechanisms for involving the public
in the decision-making processes. Such interaction helps build trust and
legitimacy in the local administration but it increases officials' accounta-
bility to fulfill the community's promises and expectations.

Disciplinary accountability, a form of legal accountability, is a
function of public officials' accountable and professional work. In local
self-government units, the rules of disciplinary responsibility are regulat-
ed by the Law on Employees in Autonomous Provinces and Local Self-
Government Units. (3akou o0 3amociieHUMa y ayTOHOMHHM TTOKpajHHAMa
U jemuHHMIaMa JioKanHe camoympase, 2016). This Law is largely in ac-
cordance with the provisions of the Law on Civil Servants (3akoH o
IpXaBHUM cirykOenunnma, 2005) in this segment, which strengthens the
coherence of the civil service system. However, differences can be ob-
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served, primarily regarding the classification (determination) of duties vi-
olations from employment relationships. For example, the Law on Civil
Servants prescribes as a minor violation of official duty “frequent tardi-
ness, unjustified absence during working hours or early departure from
work®, (3aKoH 0 3arociiecHIMa y ayTOHOMHHUM TIOKpajuHaMa U jeIuHAIIaMa
nokajiHe camoympase, 2016, wi. 138.) while the Law on Employees in
Autonomous Provinces and Local Self-Government Units defines this
violation more precisely that it exists “if the employee is late for work three
or more times in a period of two consecutive months or six days in a period
of twelve consecutive months, i.e., he is absent during working hours or
leaves work earlier in the same time frames* (3akoH o 3amocieHuma y
ayTOHOMHHUM TIOKpajHHaMa ¥ jeIUHAIIaMa JIOKaJIHe camoyrpase, 2016, 1.
139.). In this way, the possibility of arbitrary interpretation of specific
actions representing an element of breach of official duty is suppressed.

On the other hand, according to the Law on employees in autono-
mous provinces and local self-government units, the procedure is initiated
by the employer, on his/her initiative or at the suggestion of a person who
is the employee's immediate supervisor. The procedure is led and decided
on by the employer, with the fact that in the case of minor violations of
work duties, he/she is not obliged to appoint a committee. On the other
hand, there is an obligation to educate the committee in the case of more
severe injuries (3akoH O 3amoCiieHUMa y ayTOHOMHHM IMOKpajuHaMa U
jenuHuIIaMa JIOKaiHe camoympase, 2016, wr. 143-144.).

Given that the employer is a legal entity, the question arises as to
who is specifically authorized to initiate and conduct disciplinary pro-
ceedings in local self-governments. Is this issue completely left to the
employer's will, that is, the local self-government? In order to determine
the situation in the area of accountability of officials in local self-
government units, a survey was conducted, which included a description
of initiated and completed procedures, violations of official duties, types
of disciplinary measures imposed, violations of the rules of ethical codes,
consequences and responsibility for not achieving work goals through the
procedure assessments, responsibility for protection and other issues. The
ultimate goal is to determine the application of the rules on official ac-
countability and the effectiveness of the officials’ work and make pro-
posals for improvement.

METHODS

The research was conducted through a research instrument, using a
request for access to information of public importance sent by e-mail to
local self-government units. 30 units of local self-government in the
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Republic of Serbia were covered.! The time frame of the research covers
a period of three years - 2020, 2021 and 2022. The questions covered by
the research instrument are as follows:

1. What was the number of disciplinary proceedings initiated and
completed against local officials and employees in your local
self-government in 2020, 2021, and 20227

2. Specify the types of duty violations from the employment
relationship (less severe and and more severe) that led to the
initiation of disciplinary proceedings in 2020, 2021, and 2022.

3. Number and types of disciplinary measures imposed in 2020,
2021 and 2022.

4. The number of obsolete disciplinary procedures - separately for
initiation and separately for conducting the procedure, in 2020,
2021, and 2022.

5. Were there any violations of the provisions of the Code of
Conduct for local officials and employees in 2020, 2021, and
20227

6. If the provisions of the Code were violated, what types of
violations were involved, and what sanctions were imposed?

7. Has the Code of Ethics for local self-government officials been
adopted?

8. How many local employees were rated as “outstanding*,
”good*, "satisfactory”, and “’not satisfactory* as a percentage of
the total number of employees in 2020, 2021, and 2020?

9. If there were evaluations with the grades “unsatisfactory* and
”satisfactory”, did the consequences of determining the
evaluation occur by Article 133 of the State Law on Employees
in Autonomous Provinces and Local Self-Government Units?

10.In 2020, 2021, and 2022, was the employee’s responsibility
determined for the damage caused to the employer?

11.In 2020, 2021, and 2022, was the employee’s liability for damage
caused to a third party determined? In that case, did the employer
demand compensation for the damage from the employee?

The research included 30 local self-government units (cities,

municipalities) as follows:

Novi Beograd, Zvezdara, Palilula, Vranje, Svrljig, Smederevo, Caje—
tina, Prijepolje, Zajecar, Novi Pazar, Kraljevo, Pancevo, Subotica, Vrbas,
Vlasotince, Pirot, Krusevac, Ciéevac, Backa Palanka, Pozarevac, Loznica,
Vrsac, Trstenik, Nis, UZice, Bor, Valjevo, Bujanovac, Kragujevac, Sabac.

! The three city municipalities, Novi Beograd, Palilula, and Zvezdara, are not local
self-government units.
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RESULTS

The results of the initiated disciplinary proceedings in 2020, 2021,
2022 in selected local self-government units are as follows:

Table 1. Number of initiated and completed disciplinary proceedings

Local governments year 2020 year 2021 year 2022

Initiated | Completed | Initiated | Completed | Initiated | Completed

1. NoviBeograd | | | . 2 1
2. Zvezdara

3. Palilula

4. Vranje 2 2 9 3 ] 3
3. Surljiz . L ! . 1 1
6. Smederavo 1 1 1 1

7. Cajetina

8. Prijepolje . L ! . 3

9. Zajetar . L 6 . . 1
10. Novi Pazar 2 2 2

11. Eraljevo 2 2 1 1
12. Panievo 2 2 1 1 1 1
13. SBubotica | ! 1 1 1 1
14. Vrbas

13, Viasotince

16. Pirot

17. Eruevac 2 2

18. Cicevac 2

19. Batka Palanka | /

20. PoZarevac

21. Loznica 1 1 / / 1 1

22, Vriac
23, Trstenik i L 1 i i 1
24, Nis

25 Uzice

26. Bor

27. Valjevo

[
[

28. Bujanovac
29. Kragujevac 3 3 | | 1
30. Sabac

Source: Data obtained from local self-government units
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The research results indicate the types and severity of disciplinary
violations that initiated proceedings and imposed disciplinary measures.
In the city municipality of Novi Beograd, in 2022, two disciplinary pro-
ceedings were commenced for minor violations of official duty, of which
only one was concluded. A fine of 5% of the employee’s basic salary was
imposed. No more precise data was provided on which specific minor in-
juries were involved.

The city of Vranje stands out, particularly in terms of the number
of initiated disciplinary procedures. In 2020, two disciplinary proceedings
were initiated for severe violations of official duty. One was suspended,
and the official was released from disciplinary responsibility in the other.
In 2021, 9 proceedings were initiated, 8 were concluded, 7 were for seri-
ous violations of official duties, and 2 were for minor violations. The pro-
ceedings ended by suspending two cases, releasing the official from re-
sponsibility in one case, and imposing fines in five cases. In 2022, 6 dis-
ciplinary proceedings were initiated, 5 of which were completed, and 1
proceeding is ongoing, and that is due to 6 more serious disciplinary acts,
of which 5 persons were fined. Disciplinary offenses committed in the lo-
cal self-government of the city of Vranje were as follows: a) minor - be-
ing late for work three or more times and leaving work early, and the
penalty imposed is 20% of the basic salary for the month in which the vi-
olationwas made and b) more serious - non-fulfillment of work obliga-
tions, negligent, untimely execution of tasks and orders of the superior
and inappropriate and offensive behavior towards parties and associates.
The penalties included a suspension of 20% of salary for 3 months and a
suspension of 30% of salary for up to 6 months.

In 2022, the municipality of Svrljig initiated a disciplinary proce-
dure for a serious violation of official duty, after which a fine of 20% of
the basic salary for the month of August was imposed. Furthermore, in
the city of Smederevo, in 2021 and 2022, one disciplinary procedure was
initiated, each due to severe violations of official duty, namely inappro-
priate, violent, or offensive behavior toward parties or associates, illegal
disposal of funds, and negligent attitude towards funds handled by the of-
ficial. The procedures have not been completed, so their outcomes are
unknown. In Prijepolje, 3 disciplinary proceedings were initiated in 2022
due to severe violations of official duty, which were not concluded, and
one was terminated due to the death of an official. In Zajecar, 6 discipli-
nary procedures were initiated, of which only one was terminated, with a
decision to suspend the procedures. In one case, the procedure became
obsolete, but the employee’s employment was terminated before the
deadline for completing the disciplinary procedure. More severe viola-
tions of duties referred to unjustified absence from work for at least two
consecutive working days, non-execution, negligent, untimely, or incom-
plete execution of tasks or orders of a superior, and illegal work, i.e. ille-
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gal production of the official documentation, incorrect or otherwise im-
proper processing of the same, or omission of actions for which the em-
ployee was authorized, which resulted in the employer’s responsibility or
the occurrence of damage. The city administration of the city of Novi Pa-
zar initiated 2 disciplinary proceedings for severe and minor violations of
official duty during the observed period, both of which were concluded.
More serious violations related to inappropriate, violent, or offensive be-
havior towards parties and associates and the officer, who did not report a
criminal offense that he found out about in the course of his official du-
ties, as well as because he refused the order of the Head of the Depart-
ment to report a criminal offense and act according to the letter from the
Ministry of Labour, Employment, Veterans and Social Affairs. In the ob-
served period, the city administration of the city of Kraljevo initiated and
ended three disciplinary proceedings due to severe violations of official
duty. After that, two fines of 25% of the salary for six months were im-
posed, and another was transferred to a workplace in an immediately
lower rank. In Pancevo, 4 disciplinary proceedings were initiated due to
severe injuries during the observed research period. The proceedings end-
ed with the imposition of a fine (not specified), one of which was sus-
pended due to the termination of the employee's employment relationship.
In one case, the employee was released from responsibility.

From 2020-2022, two disciplinary proceedings were initiated in
Subotica one for a minor and one for a severe violation of official duty,
which was not specified. The employee was dismissed for the more severe
violation. The employee was dismissed for the more severe violation*

The employee was terminated for the more severe violation. In the
local self-government of the city of Krusevac, in 2020, two disciplinary
proceedings were initiated, one for a minor and the other for a severe
violation of official duty. In the first case, an unjustified absence from
work for one working day, the employee was fined 5% of the basic salary
paid for the month in which the decision became final. In another case,
the employee was acquitted due to lack of evidence. Namely, this proce-
dure was initiated because the employee was suspected of using an elec-
tronic attendance record card in someone else’s name without authoriza-
tion, typing another person into the electronic attendance record machine,
thereby presenting false circumstances, which are the basis for exercising
rights from the employment relationship, which represents a violation of
Avrticle 138, point of the Law on Employees in Autonomous Provinces
and Local Self-Government Units. What is specific is that the decision ra-
tionale does not explain how the evidentiary procedure went or on which
basis the employee was acquitted. It only stated that the employee was
recorded in the chronology of arrivals on that day and that there was no
evidence that someone was typing her attendance for her. In 2020, two
disciplinary proceedings were initiated in Ci¢evac due to a severe viola-



Conceptual Issues of Public Officials Accountability 785

tion of official duty, i.e., non-execution, unconscionable, untimely, or
negligent execution of tasks or orders of a superior. The statute of limita-
tions has been set for conducting these proceedings. In Loznica, two pro-
ceedings were initiated and concluded during the observed period of se-
vere violations of work duties. The first case involved uncharacteristically
violent or offensive behavior towards parties or co-workers, for which the
employee was fined 20% of the basic salary for August. The second case
involved unpaid absence from work for two consecutive working days,
for which he was fined 20% of the basic salary for May. In Trstenik, in
2021, a disciplinary proceeding was initiated due to a severe breach of of-
ficial duty and inappropriate and violent behavior towards a co-worker,
after which a fine was imposed. In 2020, the City Administration for So-
cial Activities of the City of Kragujevac initiated three disciplinary pro-
ceedings: two for minor violations of duties from the employment rela-
tionship, which were suspended, and one for a more serious violation,
which ended with the imposition of a fine. In 2022, a disciplinary proce-
dure was initiated for a severe breach of duty from the employment rela-
tionship, and it is in process before the second instance of authority.

The most frequent violation of official duty refers to inappropriate
and violent behavior toward parties and associates, which can be connect-
ed with insufficient knowledge of the rules of the Code of Conduct and
ethical norms, which would contribute to reducing such behaviors to a
minimum. In general, there are a small number of initiated disciplinary
procedures and a mild penal policy. Also, disciplinary proceedings last
quite a long time, and the epilogue is usually reached before the expiry of
the period provided for the statute of limitations of the proceedings.

When it comes to respecting the ethical rules of conduct of local
officials, the research questions first referred to the existence of a Code of
Conduct for local officials and employees. All surveyed local self-
governments from the research sample adopted Codes of Conduct for lo-
cal officials and employees. At the official web presentations of local
self-governments, it was noticed that none of the local self-governments
from the research sample had a prominent Code of Conduct on the home
page of their web presentation. These documents are difficult to find on
the websites of local governments because they are mostly found on links
related to other documents.

This shows the insufficient importance attached to the rules of the
code of conduct and the general ethics of employees toward parties and
associates, as well as the building of a culture of integrity in local self-
governments. It is a clear indication that citizens do not have the oppor-
tunity to easily and simply familiarize themselves with the code’s content
to know what behavior they can expect from officials.

Furthermore, the results indicate that the codes are similar since
they contain the same or similar principles of the work of officials. Thus,
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the Code of Conduct of the City of KruSevac for Local Officials (Kodeks
ponasanja sluzbenika i namestenika grada Krusevca, 2021) includes a
significant provision that all persons who establish an employment rela-
tionship for the first time are required to confirm that they are familiar
with the rules contained in the Code of Conduct by giving a written
statement, which will be an integral part of the employee's personnel file2.
However, Such a provision should apply to all officials and agents, not
only those who establish an employment relationship for the first time.
This provision should also apply to officials. The municipality of Backa
Palanka has adopted the Rulebook on managing the conflict of interest of
municipal administration employees, which regulates the procedure in
cases of existence or suspicion of existence of a conflict of interest.
(IlpaBUJTHHK O YIIpaBJbalkby CYKOOOM HMHTEpeca y OIITHHCKO] YIpaBh
onmruHe bauka IMananka, 2022)3. As for the code of conduct of local of-
ficials, some local governments, such as the city municipalities of
Zvezdara, Smederevo, and Vlasotince, adopted this code in 2005. These
Codes should be amended and supplemented following the new challeng-
es faced by public administration in regulating conflicts of interest, con-
flicts of interest in public procurement, nepotism, and politicization,
among other issues. Kraljevo, Pozarevac, Svrljig, Valjevo, and Bor still
have not adopted codes of conduct for local officials. In contrast, when
asked if it adopted a Code of Conduct for local officials, the Belgrade
Municipality of Palilula answered that it adopted a Code of Conduct for
local officials and employees, which is not the same act.

The only case of violation of the provisions of the Code of Con-
duct for local officials and employees, viewed concerning the research
sample, can be observed, which occurred in Subotica in 2021, due to ex-
pressing views contrary to the views of the local self-government*, after
which the official was reprimanded. Due to the lack of details about what
kind of behavior was involved in the specific case, we cannot express an
opinion on this violation of the Code of Conduct.

The unusual position of the city of Bor is that the Permanent Con-
ference of Cities and Municipalities adopted the Code of Conduct for lo-
cal officials, which applies accordingly to all local self-governments and
does not need to be adopted by the local self-government. However, it
concerns the fact that the Permanent Conference of Cities and Munici-
palities only recommended the Code model, as well as examples and

2 Code of conduct for officials and employees of the city of KruSevac, available at:
https://krusevac.ls.gov.rs/wp-content/uploads/2022/01/Kodeks-ponasanja-sluzbenika-
i-namesewnika.pdf, access: 10.11.2023.

3 Rulebook on conflict of interest management in the municipal administration of
Backa Palanka municipality, available at: https://backapalanka.rs/wp-content/uploads/
2022/07/pravilnik.pdf, access: 15.08.2023.
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models of other documents, thereby making a great contribution to the re-
form of local self-governments in Serbia. This does not mean that the
document model can be applied accordingly until it is previously adopted
by the local self-government.

Taking into consideration the liability of officials for damage in lo-
cal self-governments and autonomous provinces, there is no difference in
the rules of the Law on Civil Servants - intent or gross negligence is a
condition for liability for damage to officials. In the selected units of local
self-government from the research sample—30, not a single case of offi-
cials’ liability for damage caused to the employer or for damage predicted
to a third party was found. This leads to the conclusion that after paying
the compensation claim, local governments are not interested in using of-
ficials’ recourse to prove intent or gross negligence. It is difficult to prove
intent in practice, but we believe gross negligence can be proven in a
large number of cases, which can have an extremely positive effect on the
enhanced liability system.

The research results in the assessment segment (questions num-
bered 7 and 8) indicate the types of assessments the evaluated employees
received or did not receive. According to the Assessment Regulation, the
prerequisites for assessment are work goals, and the criteria for assess-
ment are independence, initiative, conscientiousness, and precision, the
results achieved in executing the workplace duties and established goals,
cooperation with other employees, and other abilities required by the spe-
cific workplace (Uredba o ocenjivanju sluzbenika, 2019).* Also, the types
of grades are “’stands out™, ”good®, “’satisfactory*, and “’not satisfactory”.

Based on these evaluations and criteria, the evaluation results in
the local self-government units included in the research sample are as fol-
lows:

City Municipality of Novi Beograd, City of Beograd:

year 2020 - 12.9% - good, 84.51% - stands out, 2.59% - unrated;
year 2021 - 15.13% - good, 79.60% - stands out, 5.27% - unrated,;
year 2022 - 8.67% - good, 88, 00% - stands out, 3.33% - unrated.

City Municipality of Palilula, City of Beograd:

year 2020 - 2% satisfactory; 46% good; 52%-stands out;
year 2021- 2% satisfactory; 46% good; 52%-stands out;
year 2022-2% satisfactory; 46% good; 52%-stands out;

City Municipality of Palilula, City of Beograd:

year 2020 - 54,05%- stands out; 45,95-good.

year 2021 - 74,79%- stands out; 24,37%-good, 0,84- satisfactory (1 official)
yuer 2022 - 83,58%- stands out; 16,42%-good.

4 Decree evaluating civil servants (Official Gazette of RS, No. 2/2019).
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City of Vranje:

year 2020 -77%- stands out, 23%-good,

year 2021 -76%- stands out, 23%-good, 1%- satisfactory,
year 2022 -80%- stands out 20%-good.

Municipality of Svrljig

year 2020-100%- stands out
year 2021-100%- stands out
year 2022-100%- stands out

City of Smederevo:

year 2020 -92,27%- stands out, 7,73%- good;
year 2021 -94,27%- stands out, 5,73%- good,
year 2022 -94,24%- stands out, 5,76%- good.

Municipality of Cajetina:

year 2020 -30%- stands out, 70%- good,;
year 2021 -30%- stands out, 70%- good,
year 2022 -30%- stands out, 70%- good.

Municipality of Prijepolje:

year 2020 -100%- stands out
year 2021-100%- stands out
year 2022 -100%- stands out

City of Zajecar:

year 2020 -33,76%- stands out, 42,86%- good,
year 2021-37,82%- stands out, 46,15%- good,
year 2022 -52,67%- stands out, 36,67%- good.

City of Novi Pazar:

year 2020 -20.11%- stands out, 19,89%- good,
year 2021 -20.11%- stands out, 19,89%- good,
year 2022 -20.11%- stands out, 19,89%- good.

City of Kraljevo:

year 2020 -15%- stands out, 85%- good,
year 2021 -22%- stands out, 78%- good,
year 2022 -32%- stands out, 68%- good.

City of Pancevo:

year 2020 -73,50%- stands out, 26,07%- good, 0,43%- satisfactory,
year 2021 -80,97%- stands out, 18,14%- good, 0,88%- satisfactory,
year 2022 -86,30%- stands out, 13,69%- good.

City of Subotica:

year 2020 -32,63%- stands out, 65,25%- good, 2,12%- satisfactory.
year 2021 -36,19%- stands out, 62,26%- good, 1,55%- satisfactory,
year 2022 -24,54 %- stands out, 74,1%- good, 1,36%- satisfactory.
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Municipality of Vrbas:

year 2020 -97%- stands out, 3%- good,
year 2021 -95%- stands out, 5%- good,
year 2022 -87%- stands out, 13%- good.

Municipality of Vlasotince:

year 2020 -37,78%- stands out, 62,22%- good,
year 2021 -100%- stands out,

year 2022 -100%- stands out.

City of Pirot:

year 2020 -46,23%- stands out, 53,77%- good,
year 2021 -58,56%- stands out, 41,44%- good,
year 2022 -63,86%- stands out, 36,14%- good.

City of Krusevac

year 2020 -90%- stands out, 10%- good,
year 2021 -90%- stands out, 10%- good,
year 2020 -92%- stands out, 8%- good.

Municipality of Ciéevac:

year 2020 -75%- stands out, 25%- good,
year 2021 -58%- stands out, 42%- good,
year 2022 -97%- stands out, 3%- good.
Municipality of Backa Palanka:

year 2020 -65%- stands out, 35%- good,
year 2021 -60%- stands out, 40%- good,
year 2022 -80%- stands out, 20%- good.

City of Pozarevac:

year 2020 - 63.35% - stands out, 34.65% - good;

year 2021 - 36.60% - stands out, 61.44% - good, 1.96 - satisfactory;
year 2022 - 38.75% - stands out, 60.00% - good,;

City of Loznica:

year 2020 -95%- stands out, 5%- good,
year 2021 -95%- stands out, 5%- good,
year 2022 -95%- stands out, 5%- good.

City of Vrsac:
The question was not answered

Municipality of Trstenik

year 2020 -6,7%- stands out, 93,3%- good,
year 2021 -8%- stands out, 92%- good,
year 2022 -18.3%- stands out, 81,.7%- good
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City of Nis- City Administration for Social Activities

year 2020 -84%- stands out, 1%- good, 1%- satisfactory, 14%- unrated,
year 2021 -97%- stands out, 1%- good, 2%- unrated,

year 2022 -82%- stands out, 1%- good, 17%- unrated.

City of UZice:

year 2020 -41%- stands out, 59%- good
year 2021 -46%- stands out, 54%- good.
year 2022 -59%- stands out, 41%- good

City of Bor:

year 2020 -91.51%- stands out, 8.49%- good,
year 2021 -90%- stands out, 10%- good,
year 2022 -90%- stands out, 10%- good.

City of Valjevo:

year 2020 -72%- stands out, 28%- good, 1.3%- satisfactory,
year 2021 -67%- stands out, 33%- good, 1.7%- satisfactory
year 2022 -71%- stands out, 29%- good, 0.9%- satisfactory.

Municipality of Bujanovac:

year 2020- 10.7% - stands out, 81.70% - good, 7.6%-satisfactory;
year 2021 - 9.57% - stands out, 82.97% - good, 7.43 - satisfactory;
year 2022 - 11.45% - stands out, 80.20% - good, 8.52% - satisfactory.

City of Kragujevac- City Administration for Social Activities
year 2020 -2.70%- stands out, 92.60%- good, 4.70%- satisfactory,
year 2021 -5.10%- stands out, 94.90%- good,

year 2022 -4%- stands out, 96%- good

City of Sabac

year 2020 -79.13%- stands out, 20.87%- good,
year 2021 -90,62%- stands out, 9.38%- good,
year 2022 -95.38%- stands out, 4.62%- good

DISCUSSION AND CONCLUSION

Accountability is a comprehensive political, legal, and social con-
cept. It implies the accountability of public administration bodies and or-
ganizations for the (non)achievement of strategic work goals and the re-
sponsibility of appointed, appointed, and employed persons for personal
actions. Disciplinary accountability promotes the legal, efficient, and
moral behavior of administration employees and calls for respect for
rights and ethics. It is responsible for achieving the administration’s pri-
mary goals—protecting public interest and citizens’ rights and validly
implementing public policies. The European Union and other internation-
al and regional organizations promote strengthening accountability at the
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institutional and individual levels. Strengthening respect for work disci-
pline is the basis for strengthening the integrity of public administration
and the trust of citizens and other users of public services. Since the rules
of the disciplinary procedure are regulated by regulations (at the central
and local levels of administration), the emphasis is on the application of
these rules in practice. The purpose of this institute is not only sanction-
ing but also encouraging legal and efficient work and respect for work
discipline.

The research carried out in selected units of local self-government
indicated that the most frequent violations of official duties are the most
serious: inappropriate and violent behavior towards parties and col-
leagues, failure to fulfill work obligations, negligent, untimely execution
of tasks and orders of a superior, as well as being late for work three or
more times, and leaving work early, for which a fine was imposed - 20%
of the basic salary for the month in which the injury was committed. Al-
so, although codes of conduct for local officials and employees have been
adopted in all examined local self-government units, local authorities do
not attach sufficient importance to employee ethics and strengthening in-
tegrity in local self-government. These results indicate officials' lack of
knowledge and awareness of legal rules and ethical norms. The practice
of the Administrative Court of Serbia confirms that most cases are judged
in cases involving more severe disciplinary violations due to the greater
motivation of officials to use legal means, bearing in mind the prescribed
sanctions (Vukasinovi¢-Radoji¢i¢ & Cogurié, 2022). Furthermore, by an-
alyzing the Administrative Court's judgments, it can be concluded that in
many cases, the lawsuit was accepted due to significant violations of the
defendant's rules of conduct. Continuous professional training of officials
who resolve disciplinary matters can overcome perceived insufficient
knowledge of the rules of the disciplinary procedure. (Vukasinovic-
importance and consequences of disciplinary accountability and evalua-
tion is necessary.

When evaluating officials in the surveyed local self-government
units, the percentage of officials rated “excellent exceeds 90%. It hap-
pens that some local self-government units (Prijepolje, Svrljig,
Vlasotince) have rated all employees who are evaluated (100%) with the
highest rating (“stands out®) for three consecutive years. Bearing in mind
that according to the Regulation, the grade “’stands out™ is assigned to an
employee who achieves the set work goals and fulfills the workplace re-
quirements with an exceptional result above average, it is impossible for
all employees to achieve the planned exceptional and above-average re-
sults. At the same time, this approach to the evaluation process becomes
meaningless. Those who really achieve exceptional results are demotivat-
ed to continue working and are singled out, praised, and progressed be-
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cause they are placed in the same rank as the others. Given that promo-
tion depends on evaluation, this approach ensures that all employees rated
”outstanding™ at least twice in a row meet the requirements for promotion
if there is a vacancy and the employee meets the conditions for working
there. According to the research results, this would mean that during the
three years, in 2/3 of the local self-government units, as many as 90% of
the employees met the promotion condition, which indicates the ineffec-
tiveness of the evaluation system. Suppose 90% of employees, and some-
times 100% of all employees, meet the requirements for advancement. In
that case, the question is whether they can all advance, whether there are
enough vacancies for advancement to an immediately higher executive
position (most have the conditions to work there), who will progress con-
cretely, and according to which criteria. Given that there are no objective
legal criteria, a discretionary decision-making question regarding ad-
vancement is raised, which contradicts the basic evaluation principles of
fairness, impartiality, and transparency. At the same time, the results in-
dicate a disconnection between human resources management func-
tions—evaluation and advancement, i.e., rewarding.

The ineffectiveness of the evaluation system is indicated by the re-
sults obtained in the city municipality of Palilula, the municipality of
Cajetina, and the city of Novi Pazar, in which three years in a row, the
evaluators evaluated the employees identically - in the same percentage
amount of the total number of employees being evaluated. This indicates
an insufficient understanding of the purpose of evaluation and knowledge
of the procedure by the evaluator. Pursuant to the Regulation, the evalua-
tor is obliged to monitor and supervise the work of the employee con-
stantly, to evaluate it quarterly according to the set standards and criteria.
Based on that, he is obliged to prepare a report, interview the official, and
submit the evaluation proposal in the report to the controller. The control-
ler checks the report and gives his conclusions and observations, and the
human resources unit checks both the evaluator and the controller. This
means that all employees who participate in the evaluation process must
be familiar with the method of evaluation, the procedure, the criteria, and
the criteria for employee evaluation. The objectivity of the procedure
must be taken into account - it is based on legal criteria and the need to
suppress subjective evaluation, bearing in mind that in smaller local
communities, employees know each other, which is a significant limita-
tion in the evaluation procedure. The results related to the received grades
”does not satisfy* and “satisfy* suggest the non-application of the fore-
seen sanctions for failure to achieve the planned results, which may be a
transfer to a lower title that corresponds to the level of education and the
fulfilment of the conditions for work, the determination of a lower coeffi-
cient, as well as the termination of the employment relationship. Con-
sistent application of the foreseen sanctions could significantly contribute
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to strengthening officials’ accountability and motivation. The non-
application of prescribed evaluation rules in practice indicates the need
for education and the strengthening of managers’ awareness of the im-
portance and purpose of evaluation as a function of human resource man-
agement. At the same time, the concept of "Managerial accountability*
would be applied consistently. Strengthening the accountability of offi-
cials and the local self-government, in general, can be influenced by the
use of recourse rights from officials, i.e., proving their intent or gross
negligence, since, as the results show, the surveyed local self-government
units, after paying the compensation claim, were not interested in using
this right.

To strengthen public administration’s integrity, legal solutions
must be fully implemented, the concept of "Managerial accountability*
developed, and an adequate institutional framework developed. Official
accountability involves achieving the administration’s primary goals,
which are protecting public interest and values and effectively imple-
menting public policies. On the other hand, it contributes to suppressing
negative phenomena, such as corruption, conflict of interest, nepotism,
politicization, and improper application of discretionary assessment,
among other issues. Personal responsibility, as the essence of institutional
accountability, promotes the legal, professional, efficient, and moral per-
formance of work of public importance, with respect and a relationship of
trust towards the users of public services.
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KOHUEIITYAJIHA IMTAIBA OAT'OBOPHOCTHU JABHUX
CJHYKBEHUKA: HCTPA’KUBAIBE CITPOBEJIEHO
Y JEAUHUIAMA JIOKAJIHE CAMOYIIPABE
Y PENIYBJINIA CPBUJHA

Josana Anhenxosuh?, lejan Byueruh?, 3opuna Bykamunosuh-Pagojuunh’
Tonnuuka akageMuja CTpyKOBHUX CTyauja, Ilpokymbe, Cpouja
2yuusepsuter y Humy, [pasnu paxynrer, Hum, Cpbuja
SKpMMUHAITUCTHYKO TIONHUIN]CKU yHUBep3uTeT, beorpaa, Cpbuja

Pe3ume

VY panmy cy mpHKasaHM pe3yNTaTH HCTPaXKMBama, CIpoBeneHOr y 30 JIOKaTHHX
caMoyTIpaBa Koje TpeTHpa I0jeINHe CerMeHaTe OATOBOPHOCTHU JIOKAJHUX CIy>KOCHH-
ka. OITOBOPHOCT je cBeoOyXBaTaH KOHIIENT Yy HOJUTUIKOM, IIPABHOM H JIPYIITBEHOM
CMHCITy KOjH ca jeJHe CTpaHe MOoApa3yMeBa OJrOBOPHOCT OpraHa U OpraHH3aIHja jaB-
He ympase 3a (He)OCTBapHBamke CTPATEIIKUX IIMJbEBA Paja, a ca Apyre, OArOBOPHOCT
MMEHOBAHHX, TOCTaBJbEHUX U 3aIOCICHUX JIMIA 3 JMYHE MOCTynKe. MHCTUTYT nuc-
LMIUTMHCKE OJITOBOPHOCTH CITY»KOCHHKa IOCIeNlyje 3aKOHUTO, e(hHUKAaCHO M MOPAJTHO
MOCTYIAe 3al0CICHHUX Y YIIPABH U MMO3MBA HA MOIITOBAKE U IIpaBa U eTHKe. Y QyHK-
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IIWjU je OCTBapHBamka OCHOBHHX IIMJBEBA pajia ympaBe — 3aIlTHTE jaBHOT MHTEpeca,
npasa rpahaHa ¥ BajbaHOT cHpoBohema jaBHUX IOJNUTHKA. EBpoIcka yHHja u apyre
MelhyHaposHe M perHoHaHE OpraHM3andje MPOMOBHIIY jadame OJTOBOPHOCTH HA
MHCTHTYIIMOHATHOM U MHIMBHIYaJIHOM HHBOY. Jauame IMONITOBakba pajHe IHUCIIUILIIN-
He, OCHOBA je jauama MHTETUTETa jaBHE YIpaBe M MOBepema rpahaHa u APyrux KOpH-
CHHKA jaBHHX yciyra. Bynyhu na cy mpaBuia AMCHMIUIMHCKOT HOCTYyIKa ypeheHa mpo-
nucuMa (Ha LEHTPaJHOM M JIOKATHOM HHMBOY YIIpaBe), aKLCHAT jeé Ha MPUMEHH OBHX
npaBuia y mpakcu. CBpxa OBOT MHCTUTYTa HHje CaMO CaHKIMOHHCame Beh W moa-
CTHIaFe Ha 3aKOHUT M e(hMKacaH pajl ¥ ITOLITOBAkE paJHe JUCIUILINHE. VcTpaxkuBame
je TIoKa3aJlo MHOTE HeJIOCIEHOCTH Y CIIpoBoherby TUCIUIIMHCKE MPOLIELype.

Jlpyru neo MCTpakuBama OJHOCH C€ Ha CHCTEM OLICHUBAba JIOKATHHX CITy)XOe-
HHKa, KOjH je MO0Ka3ao BEIUKY CJIabOCT M HOTIYHO OJICYCTBO IIPHMEHE IPOIHCAHMX
KpHUTEpUjyMa U 00jeKTUBHOCTHU MPHIMKOM OlemiBama. C 003MpOM Ha TO A2 OLCHHU-
Bamb€ yCIIOBJbaBa HANPEIOBAE, OBAj CHCTEM Mopa OUTH pedopMHucaH, a HErosa npu-
MEHa y MpaKcH aJIeKBaTHO NPHMEHBHBaHa, Kako OH IPY’KHO OUYCKUBAaHE pe3yTare.



