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Introduction
Beginning with January 2008 group of European Network of Training Organization for Local and Regional Authorities, ENTO experts implemented a survey on “Study of the current state of training for local and regional authorities in the Council of Europe member of states”. The program of this research and the questionnaire were developed by ENTO Bureau members Mr. Joao Barbosa de Melo (Portugal) and Mr. Boris Peril (Russian Federation). Both documents were approved by ENTO Bureau on March 17, 2008.

    The implementation of this survey was arranged with great administrative support of the Council’s of Europe Congress of Local and Regional Authorities Secretariat. The questionnaires were forwarded to the national associations of the local authorities and training institutions – members of the ENTO network.

    The return of the filled questionnaires was more then we expected when planning this survey. The national associations and training institutions from the following countries responded on ENTO research initiative (listed in alphabetical order): Albania, Bosnia and Herzegovina, Belgium, Bulgaria, Croatia, Denmark, Germany, Estonia, Finland, Italy, Luxemburg, Lithuania, Monaco, Macedonia, Montenegro, Russian Federation, Romania, Portugal, Ukraine and UK. Totally there were 32 questionnaires returned from 20 countries – members of state of the Council of Europe.
Planning this survey we formulated the following goals and objectives of the research:
1. To create a clear picture of the major trends in provision of the training opportunities for elected representatives, managerial and technical personnel of local and regional authorities of Council of Europe member states; 
2. To analyze the roles of key stakeholders in training provision on the country level national representative bodies, governments, national associations, NGO’s, regional and local authorities;

3. To observe country profiles in training for local and regional authorities, including law regulations, organization of training, funding, training institutions, types of training and curriculum development;
4. To make recommendations to the Council’s of Europe Congress of Local and Regional Authorities how to improve national standards for training across European countries.
   In implementation of this survey we used the following research procedures: 

1. Comparative analysis of the regional and local government systems in different Council of Europe member states; 

2. Content analysis of major documents of Council of Europe, related to local government and training;

3. Expert surveys (members of ENTO Bureau, members of ENTO, secretaries of national delegations in Congress of Local and Regional Authorities etc).

4. SWOT-analysis of the country’s training systems.
     The following information sources and publications were used for the report development:
1. Council’s of Europe documentation and publication, related to local government and training;
2. Reports on national training strategies for Armenia, Moldova and Albania developed by Council’s of Europe Center of Expertise for Local Government Reform;

3. Council’s of Europe Center of Expertise for Local Government Reform publications: Capacity Building Toolkit I “Towards Effective Local Government” and Capacity Building Toolkit II “Towards modern Local Government Association”;

4. 32 questionnaires filled by top officials from the 22 national and regional associations of local authorities and 10 institutions – members of ENTO network 

5. Report of the Organization for Economic and Co-operation and Development “Education and Training in Public Administration in the EU Members and Candidate States” (2001);
6. UNDP Report “Civil Service Training in the context of PUBLIC ADMINISTRATION REFORM. A Comparative Study of selected countries from Central and Eastern Europe, and the former Soviet Union” (2003);
7. UDITE Report “Local Government and Public City Managers in Seventeen European Countries” (2004);

8. Publications of the Open Society Institute and Central European University on local government in Bulgaria, Serbia, Croatia, Georgia

9. Websites of national public institutions responsible for the regional and local government and training;

10. Websites of the national associations of local authorities;

11. Websites of the particular training institutions.

1. Existing training opportunities for local and regional authorities public servants
   Planning this survey we suppose that in Council’s of Europe members of state countries there are four target groups of people working for local and regional governments who can be consumers of the various training schemes in their respected countries. These target groups are:

1. Politically elected managers (elected representatives) – mayors, deputies of regional and local councils and etc.;
2. Aappointed (non-elected) managers - heads and deputy of administrations, heads of the departments or public services etc in the local or regional administrations;
3. “College educated” professionals - engineers, lawyers, economists, architects, IT specialists etc.
4. Non-“college educated” personnel with administrative functions – secretaries, receptionists, call-centre operators etc. 
   Comparative analysis of the regional authorities across the countries – members of state of the Council of Europe demonstrate that the regional level of public power institutions exists in 80% of the countries. The number of their competence is different which significantly affect on the number of people they employ. The general trends of training provision for four different target groups of trainees in Regional Authorities are presented in Table 1: 
Table 1:
Training provision for different target groups in Regional Authorities

	 
	Training providers 


	Political elected managers
	Non-political

managers
	College educated

professionals
	Administrative

professionals

	1
	Universities and other institutions of high education
	32%
	55%
	65%
	23%

	2
	Regional and sub-regional associations of local authorities
	14%
	9%
	14%
	5%

	3
	National associations of local authorities
	18%
	23%
	5%
	14%

	4
	National public training centres
	18%
	5%
	23%
	9%

	5
	Regional public training centres
	9%
	41%
	55%
	9%

	6
	Private consulting and training companies
	23%
	45%
	32%
	14%

	7
	National Non Governmental Organisations (NGOs)
	14%
	5%
	-
	-

	8
	International Non Governmental Organisations (NGOs)
	14%
	9%
	-
	-

	9
	Other international institutions
	9%
	14%
	-
	-

	10
	The Human Resources Units of the local or regional administration
	-
	9%
	23%
	41%

	11
	Political parties
	9%
	-
	-
	-


      The first observation which clearly seen from the Table 1 is existence of vide diversity of the training providers on the European training market for Regional Authorities. 

     No doubts that in each target group there is a specific “scale of preferences” among the training providers but at the same time there some common trends. They are:

1. The role of universities and their training units is exclusively important in training and education provision for appointed managers and college educated professionals, whose performance is a corner stone of effective implementation of the Regional’s Authorities competences. Even the administrative professionals who execute sometimes quite simple managerial duties have a university degree and take some training courses on the university level;
2. There is no clear leader among training providers for the political elected managers except universities. The role of other training providers is very weak. This is an old problem especially in the circumstances or rotation of newly elected representatives in many regional parliaments and newly elected mayors. Surprisingly low the role of political parties in training of their members who are the candidates or already elected political leaders;
3. The regional training centers play important role in training provision for non-political managers and especially but primarily training of their technical skills like technology and computer science. Analysis of the answers on so called “open questions” approved this observation;
4. Private consultant companies also have a big share of training market for regional authorities especially for the trainees who are political and managerial leaders as well as for people who provides implementation high level intellectual and technical duties, which requires high level of education and periodical training for the skills and knowledge improvement. Within the framework of this survey it was not clear a major focus in curriculum development of the training provided by private consulting companies. My guess that this training mostly focused on technical but not managerial issues. This working hypothesis need to be checked in further surveys of training opportunities;
5. The role of national and regional and sub-regional associations of local and regional authorities is relatively weak in training provision for all target groups of employees from regional authorities. In general we didn’t receive enough evidence to interpret this phenomenon. The issue of relationship between regional and local authorities in the area of training should be the objective of the next phase of the given research;
6. The contribution of the nongovernmental sector both on national and international level to the training provision for Regional Authorities is also not significant but we can see some difference between European geopolitical regions. If in Western European countries the International NGO’s and other international institutions role is weak, in Balkans and some other new members of European Union their role continue to me very important. Such international stakeholders like UNDP, Council of Europe, European Commission, Nordic Council of Ministers as well selected national institutions like Norwegian and Swedish Associations of Local Authorities, Danish Institute, Open Society Institute, Ford Foundation and some others provide a lot of training opportunities for regional and local authorities staff in Albania, Bulgaria, Serbia, Montenegro, Bosnia and Herzegovina, Croatia etc.;

7. In house training which is usually managed by human resources units within the regional authorities is important firstly for the technical specialists with college education and line managers such as secretaries, receptionists etc.

     The current situation with the training provision for Local Authorities in countries – members of state Council of Europe for all target groups of trainees looks differently and shown in the Table 2:
Table 2:
Training provision for different target groups in Local Authorities

	 
	Training providers 


	Political elected managers
	Non-political

managers
	College educated

professionals
	Administrative

professionals

	1
	Universities and other institutions of high education
	18%
	50%
	55%
	14%

	2
	Regional and sub-regional associations of local authorities
	41%
	37%%
	9%
	9%

	3
	National associations of local authorities
	50%
	68%
	41%
	41%

	4
	National public training centres
	14%
	45%
	14%
	18%

	5
	Regional public training centres
	5%
	18%
	23%
	14%

	6
	Private consulting and training companies
	50%
	50%
	63%
	9%

	7
	National Non Governmental Organisations (NGOs)
	45%
	23%
	14%
	9%

	8
	International Non Governmental Organisations (NGOs)
	18%
	45%
	18%
	18%

	9
	Other international institutions
	14%
	5
	9%
	14%

	10
	The Human Resources Units of the local or regional administration
	9%
	45%
	32%
	41%

	11
	Political parties
	37%
	14%
	-
	-


     The general trends in training provision for four target groups of Local Authorities employees are significantly different from training provision for the Regional Authorities:
1. According to the survey statistical results the national associations of the local authorities are the major stakeholder in training provision for all four target groups of local governments’ personnel even for technical specialists with college education and line managers with some administrative functions. There are few exceptions such as the Congress of Local Authorities of Russian Federation (national association) which is much more focused on lobbying and do not usually provide regular training to its members;
2. The role of the regional and sub-regional associations is also significant for two target groups – political elected managers and non-political managers. This very type of training institution is even more important in countries with well developed regional public managerial institutions like Belgium, Germany, Finland, Italy etc.
3. The universities are the training supplies of the same importance for local governments in European Countries like for regional authorities, especially for appointed managers and college education specialists. I guess many of them are taking the masters degree after graduating from bachelor program in public administration, law, finance, computer science etc.;

4. Unexpectedly the share of training market for the local authorities supplied by the private consultant companies looks very high for all target groups of personnel with some exceptions for line managers. I think that this situation deserve the serious attention from the Congress of Local Authorities Secretariat as well as ENTO Bureau because they cooperate primarily with NGO’s and some public training and educational institutions and some efforts in cooperation with the private training providers are strongly demanded.

5. In general the role of national and international NGO’s sector for local governments is the same as for regional authorities. UNDP, Council of Europe, European Commission, Nordic Council of Ministers as well selected national institutions like Norwegian and Swedish Associations of Local Authorities, Danish Institute and others are also important stakeholders in many countries of Central and Eastern Europe as well as in former Soviet Union republics. But we should take in consideration that international programs is a good pilot experience, a kind of supplement to existing training system based on sustainable institutions (universities, associations, training centers etc.). In some countries we expect significant decrease of number of the training initiatives of international stakeholders in the area of public administration after the end of transition period of national public administration system and positive institutional changes in it. For example in Russian Federation after 15 years of intensive cooperation the number of international programs were cut because of positive outcome and replacement of the international funds by Russian Federal and regional government financing  of training public servants on local and regional level.
6. The human resources units of European local governments are also very important in-house training providers for managerial staff and technical specialists. I think that this type of training provision is critically important for creation and maintaining of the learning environment inside the municipalities which could be a permanent solid basis for innovational changes and public service improvement. In-house training could be very important and prospect trend in good governance and good service provision in coming next years in local authorities across countries – members of state of the Council of Europe.
7. And finally the political parties as the training providers on the local level are much more influential in the area of improving of the quality of the political leadership and good service of the politicians to their local communities. I guess that this training opportunity has an extremely good potential for growth and also requires special attention from the national and international public policy makers.

2. Official standards for training of the regional and local administrations personnel

     During the period of the survey program development and studying of the existing written materials about training provision for local and regional authorities in countries – members of the Council of Europe we defined that this area in many cases is the subject of specific regulation from various public authorities on the national and regional level. At the same time it was very complicated to found significant distinction between specific regulation of training for regional and local government personnel. This why planning this survey we decided to clarify the issue of “training standards” more in details.
     The responses on the question: “Is training for non-elected professionals working in regional or local administration regulated by any kind of official standards (either for managerial position, for college educated people or for administrative staff)?” – gave us the following data:
·  59% of respondents answered on this question positively, that in their countries the standards for training of local and regional authorities are exist;
·  41% of the respondents answered on this questions negatively, that there are no standards regulating training of local and regional authorities in their countries.

    Even these data demonstrates that standardization of the training is an important problem for discussion within the agenda of various Council’s of Europe Directorates and standing committees. Firstly, many countries do not have any regulation schemes for training for the public servants on regional and local level. Secondly, there is no sufficient level of standards unification in those countries that practice some forms of the training standardizations.
    We also received further clarification of the standardization issue asking our respondents the following question: “Who defines those standards and regulations?” The answers look in following order:
1. Ministry that overlooks local and regional government         - 78%
2. National government through other Ministries                      -  64%
3. National parliament                                                               -  42%
4. Ministry of education                                                             -  36%
5. Training providers (through their organisations)                   -  32%
6. National association of local authorities                                -  22%
7. Regional or local authorities themselves                                -  14%
8. Non Governmental Organisations (NGOs)                            -   7%
9. International organizations                                                    -    0%

      Distribution of the statistical magnitudes show us that the key stakeholders in training standards for local and regional administrations employees are mainly central government institutions especially the ministries responsible for regional and local government, other sectoral ministries, regulating specific areas like environment, finance, construction etc. Ministry of education is also important stakeholder primarily for the university and college training schemes in public administration and related disciplines. 

     According to the survey statistical data the training institution themselves have a lot of room for defining of their own standards in training provision for local and regional authorities but as we also discovered in other sector of this given research this room is covering mostly the area of curriculum planning for particular target groups of trainees and specific topical areas.
    Some results received during the survey require further serious analysis and discussion. This is fully related to the weak impact of the national association of local authorities and local authorities themselves on legal and managerial framework of the training provision for their administrations personnel. I presume that this situation can be radically improved by the common initiatives of the Congress of Local and Regional Authorities of the Council of Europe and national associations both in direct and indirect way. The direct way of improving this situation implies open discussions and experience sharing on various meetings of the Congress standing committees, a new standing committee may be establishment specifically for the purpose of training for local and regional authorities or expanding of one of the existing committees agenda by this particular area.
   Indirect way could be a set of initiatives of the national associations in advocacy for good standards which to a significant extent should consider countries local government demand in training for their local and regional administration personal. Another indirect way of awareness raising of local authorities national associations in standards launching and improvement is development of the associations’ capacities to be a better training providers on their country internal markets. The same conclusion can be done about potential growth of the training activities of the regional and sub-regional associations of the local authorities.

    Besides the improving institutional external framework for the training standardization on the national level it is very important to clarify which main areas are touched by those standards and regulations. We receive the following answers by our respected respondents:

1. Duration of training                           - 92%

2. Evaluating criteria of training            - 78%

3. Curriculum framework                      - 78%

4. Certification of trainers                      - 62%

5. Certification of training organization – 57%

6. Financial terms for training                - 45%
7. Periodicity of training                        - 38%

    Surprisingly we received very homogenous distribution of responses from country to country. This means that the countries that have those standards of training provision for local and regional administrations personnel use more or less common criteria and approaches to what this kind of training service expected to be in particular country. This is a good basis for the unification of the training standards for local and regional governments’ personnel across all countries – members of state of the Council of Europe.
3. Value of training (training attitudes) for certain categories of personnel in perception of one of the stakeholders

      This section of the report is dedicated to the external analysis of the local and regional authorities demand in training of the particular target groups of their employees. As the analytical tool in this section we use weighted average in order to evaluate trends in evaluation of value of training for different categories of the local and regional authorities employees which are synonymous for the target groups. The results are presented in the Table 3: 

Table 3
Value of training for different target groups of employees

In regional and local authorities

	
	Target groups
	Local Authorities
	Rank

	1
	Elected political leaders of the administration
	1,89
	VI

	2
	Appointed (non-elected) top administrators
	2,34
	V

	3
	Middle level managers
	2,59
	IV

	4
	“College educated” people (engineers, lawyers, economists, architects, etc.)
	2,91
	III

	5
	Administrative staff
	3,73
	I

	6
	Information Technology specialists
	3,23
	II


      The most valuable information caused from Table 3 is the ranks of the target groups for training especially in local authorities. It is clear that our respondents who could considered as the experts in the field of local government demonstrate their major concern on training of the administrative staff (line managers) and IT people. Administrative staff of the local authorities is quite complicated target group. There are many people with bachelor degree in this category who planning their further career in public sector. Many of them are pretending to go on the next step of the career stairs to get a managerial position, or because of modest level salary to find the appropriate position in the private sector. The rotation of the employees in this category of the local public servants is very high. The periodical training is demanded to teach a new comers. The demand for training for IT target group is also very high under the reasons mentioned below and because of rapid development of IT technologies and their applications to public sector.
      People from two next target groups with Rank III and IV also demanded periodical training because of their career development and some significant changes in managerial culture and new technologies for the public service provision. A high weighted average demonstrates strong demand for training from those categories of public servants. The same trend could be assessed also for the target group appointed (non-elected) top administrators – people working senior managerial positions in the local governments. 
    And finally we have the last target group of trainees “elected political leaders”. Their demand to be trained is characterized with the lowest indicators weighted average. Many of local and regional elected representatives are serving their communities for several terms. They are very experienced political managers. The training is valuable primarily for newly elected deputies and mayors.
4. Funding of the training for local and regional authorities

         Funding is one of the critical conditions of successful training implementation for local and regional authorities in countries – members of state of the Council of Europe. We asked our respondents to assess the role of different sources of training financing separately for local and regional authorities. For the analysis we used the same statistical tool – weighted average comparative analysis. The results are shown in Table 4: 
Table 4:

	
	Sources of training funding
	Local authorities
	Rank
	Regional
authorities
	Rank

	1
	Grants of central government
	1,62
	III
	1,37
	IV

	2
	Tuition fees individually paid by the trainee
	1,34
	V
	2,77
	I

	3
	Tuition fees paid by local or regional government
	3,24
	I
	2,69
	II

	4
	European Union Social Fund
	1,32
	
	2,54
	III

	5
	Grants of international organizations (UNDP, Council of Europe etc.)
	1,95
	II
	1,27
	V

	6
	Grants of national association of local authorities
	1,59
	IV
	-
	-

	7
	Grants of political parties 
	0,81
	VI
	-
	-


     The first conclusion caused from the Table 4 is relatively low importance of the central governments grants for training offered to public servants of local and regional governments across all participants of the given survey. The situation looks different if we compare the data from Western European countries and countries from Central and Eastern Europe and former republics of the Soviet Union. The weighted averages for Western European countries for “Central Government Grants” for local authorities financing are even low – 1,12 and 1,02 for the regional authorities.  For the rest of the countries participated in these survey these indicators are twice higher – 2,18 for local authorities and 1,91 for regional authorities. This assessment proved the common statement that the role of national governments in Central and Eastern Europe and former republics of the Soviet Union in training funding provision is continue to be much more important from the point of money allocated on these purposes.
    The tuition paid by the local authorities recognized as the major source of training funding across all participants of the survey. The role of tuition paid for training by regional authorities is also relatively high. We can also observe here the same distinction like with training funding from the central governments. These indicators looks much higher for Western European local (4,05) and regional authorities (3,18). In Central and Eastern Europe and former republics of the Soviet Union these indicators are lower (2,43) for local authorities and (2,27) for the regional governments.
    Regional authorities of the Western European countries have much better access to European Union Social Fund then local authorities. This indicator is also higher in the countries – new members of European Union from Central and Eastern Europe and Baltic States rather then in countries – old members of European Union from Western and Northern Europe. We can expect some new trends in European Union Social Fund policy towards better financial provision for the training funding for the local authorities.
    The public servants from local and regional authorities have different opportunities to cover training costs from their personal funds. The indicator of “value” of self paid tuition is twice higher for people in regional governments comparing with their colleagues from local authorities. This may depend either on the higher salary of the public servants in regional administrations or on better opportunities in career development.
    The grants of international organizations (UNDP, Council of Europe etc.) are the second source of funding for the local authorities. But some explanation remarks should be given here.
High rank of the international organizations financial provision of training is resulted from extremely high importance of this given source of training funding in Central and Eastern Europe and former republics of the Soviet Union. For example in some Balkan countries like Montenegro and Macedonia the grants of international organizations is the leading source of financing for training of local public servants. The same thing in a great extent is also applicable to the regional public servants in those countries. The international grants allow free of charge provision of the training service while all internal funding sources are strictly limited. But obviously this situation has a temporary status. 
     The grants of the national associations of local authorities are also an important source of funding for local governments and public organizations personnel. Its ratio with other funding sources is more significant also for Central and Eastern Europe and former republics of the Soviet Union and other countries where there are no regional level of public power institutions.
The grants of the national associations of local authorities are closely linked with grants of Grants of international organizations (UNDP, Council of Europe etc.). Many of those associations are sustainable partners and recipients of the international organizations grants for the public sector improvement. Currently these partnerships are the leading source of funding for all Balkan countries like Albania, Bosnia and Herzegovina, Macedonia, Montenegro and Serbia. As we mentioned before in these countries for the continuous period of the public power bodies transition the international organizations will remain the status of the major stakeholder in local and regional government systems development and appropriate training for their politicians, managerial and technical servants.

    Finally there is one more source of funding for training for local authorities – the political parties. Unfortunately the data of our survey only fixed low rank of this source and we do not have sufficient information for detailed analysis of this issue.

5. Topics for training of the local appointed managers and “administrative” professionals
   On of the important objectives of our survey was analysis of the demand for the training curriculum from different target groups of public servants. For this analysis we selected two targets groups of “appointed managers” and “administrative professionals” working in local and regional administrations. As the analytical tool once again we use statistical approach based in weighted average indicators. The statistical data is presented in Table 5:
Table 5:

Priorities of the demand for the training curriculum
	
	Topics for training
	Appointed 

managers
	Rank
	Administrative

professionals
	Rank

	1
	Management of public organizations
	3,36
	III
	2,59
	VII

	2
	Own-language skills
	1,04
	XXII
	0,61
	XXII

	3
	Foreign language skills
	2,50
	XI
	1,97
	XVII

	4
	Urban planning and land management
	2,27
	XII
	2,68
	V

	5
	Financial management
	3,56
	II
	3,13
	II

	6
	Administrative law
	1,72
	XVIII
	3,45
	I

	7
	General management
	3,18
	VI
	2,36
	X

	8
	General law
	2,31
	X
	2,32
	XI

	9
	General economics
	1,81
	XV-XVI
	2,13
	XIII

	10
	Real estate management
	1,77
	XVII
	1,68
	XIX

	11
	GIS (Geographical Information Systems)
	1,90
	XIV
	1,0
	XXI

	12
	Territorial economic development tools and techniques
	2,87
	VIII
	2,63
	VI

	13
	Cross border and inter-territorial cooperation
	2,77
	IX
	2,73
	IV

	14
	Human recourses management
	3,28
	V
	1,86
	XVIII

	15
	Leadership
	3,34
	IV
	2,50
	VIII

	16
	Strategic management
	3,11
	VII
	2,00
	XVI

	17
	Public ethics
	2,15
	XIII
	2,09
	XIV

	18
	People evaluation techniques
	1,68
	XIX
	2,02
	XV

	19
	Risk management and security
	1,63
	XX
	2,55
	VII

	20
	Management of the provision of culture, sports and leisure
	1,4
	XXI
	1,55
	XX

	21
	Basic software skills
	1,81
	XV-XVI
	2,31
	XII

	22
	IT technologies (workflows, e-government, etc) 
	3,61
	I
	2,96
	III


      As we described earlier we define the “appointed managers” as senior managers from appointed heads and deputy heads of regional and local administrations, heads of departments or services. These top managerial positions suppose significant impact of those people on strategy of the public authority and responsibility for its implementation, tactical planning and service performance. The second target group “administrative professionals” whom we selected for the curriculum demand analysis we define as the line managers and supportive staff responsible for implementation of the operational plans and direct communication with citizens and service providers. The difference in duties and job performance of those two categories of public employees strongly affect on their curriculum demand for training. The topical priorities look quite different.
    The curriculum demand of appointed managers who are the public authorities “strategic thinkers” demonstrate strong focus on Information technologies (workflows, e-government, etc) – rank I, Financial management – rank II, Management of public organizations – rank III, Leadership Development – rank IV, Human Resources Management – rank V, General Management – rank VI and Strategic Management – rank VII. The priorities look very conventional because the interval between weighted average indicators for seven leading topical areas for training is stricted. We need more filled questionnaires to have valid statistical distribution in this area of analysis. But on the other hand the trend is clear. Top managers of public authorities both on local and regional level outline the value of general and strategic managerial courses. The courses on better provision of particular public services are less important for them.   
    The curriculum demand of administrative professionals – line managers of the public authorities focuses on Administrative law – rank I, Financial Management – rank II, Information Technologies – rank III, Cross border and inter-territorial cooperation – rank IV, Urban planning and land management – rank V, Territorial economic development tools and techniques – rank VI and Risk management and security – rank VII. Other topical areas priorities for this particular group of trainees look like even distribution where the distinction between indicators is low. 

The line managers of local and regional authorities are interesting in improving of their knowledge and skills mostly in the areas of particular services they offered to their communities. 
  There are two topical areas which are common for both target groups – Informational technologies and Financial Management. Rapidly growing Information technologies in public sector requires knowledge and skills improvement for all public servants as well as effective and efficient usage of the public authorities’ financial resources. The rest of the topical areas have more or less common value for both of the target groups.

6. Training tools used for public servants of local and regional authorities 
     Training institutions in different countries are using various approaches to organization and structure of training for local and public servants as well wide set of training tools and methods. Networking of the training institutions on national and international level and setting of the national training standards create a certain platform for their unification and dissemination of best practice in this particular area.
   In order to analyze common trends in internal training provision and specific training methods we included these issues into the program of survey and questionnaire. For this analysis we selected two target groups such as “administrative professionals” (line managers) and “college educated professionals” (specialists). The statistical data is shown in Table 6:
Table 6:
Training tools evaluation
	
	Training tools
	Administrative professionals
	Rank
	College educated professional
	Rank

	1
	Lectures (“in the classroom” training)
	3,13
	I
	3,59
	I

	2
	Short seminars
	2,89
	II
	2,36
	IV

	3
	Study visits
	2,34
	IV
	2,00
	V

	4
	Coaching
	1,63
	VIII
	1,81
	VI

	5
	Peer visits and peer review
	1,65
	VII
	1,68
	VII

	6
	Distance learning (e-learning, etc.)
	1,41
	VI
	2,45
	III

	7
	Sharing of experience (best practice programs)
	2,13
	V
	2,63
	II

	8
	Tutoring on the job place
	2,45
	III
	1,32
	VIII


       Lately there is a lot of discussion among professionals of European training organizations regarding modern tools for training of regional and local public servants. The “interactive” training methods became popular and even “fashionable”. As it evident from Table 6 the classical university tradition of lecture is continue to be the most wide spread of training for local and regional public servants. Short seminars of the specific form of the training organization are also use a lot of lecturing.
     The rest training tools are mainly based on the principles of experience sharing. This principle is fully applicable to the best practice programs recently widely promoted within the framework of Council of Europe capacity building schemes in many countries of Eastern and Central Europe and former Soviet Republics. The same approach is also used in study visits, coaching, peer visits and in-house training (tutoring on the job place). But even all these forms of training organizing are considered as efficient and useful significant measures for their promotion among the training providers are required. I think that development of European Toolkit for Training Tools and Methods for Local and Regional Authorities will be an appropriate response on this challenge.
   Also there are some differences in the training tools used for various target groups. Individual distance learning is important for college education professional who are much more familiar with individual informational search and working with various external databases. Tutoring on the job place is appropriate form of training for the line managers who perform a lot of routine work. Study visits which are also a form of good practice sharing were assessed as valuable form of training for the target group of administrative professionals. 
7. Training for regional and local public servants improvement and development in perception of the respondents of this survey
   As one of our major objectives of the survey was to make recommendations to the Council’s of Europe Congress of Local and Regional Authorities how to improve national standards for training across European countries it is very important to evaluate the priority of measures to be taken in order to improve quality and accessibility of training for local and regional public servants in perception of the two key stakeholders – national associations of local authorities and training providers. We asked our respondents to assess the value of 21 possible improvement actions which could be taken by different stakeholders. The results are given in the Table 7:
                                                                                                                                      Table 7:
Actions towards training improvement
	
	Useful measures to be taken
	Weighted

average
	Rank

	1
	Developing or updating a national training strategy for regional and local authorities
	2,68
	VIII

	2
	Increasing networking of training organizations at  national level
	1,23
	XXI

	3
	Increasing networking of training organizations at  international level
	1,61
	XVI

	4
	Increasing funding for training from central government
	3,58
	I

	5
	Increasing funding for training from the regional and local authorities own budgets
	3,40
	IV

	6
	Increasing funding for training from external donors
	2,36
	IX

	7
	Investing more in “training of trainers”
	2,87
	V

	8
	Launching  /reinforcing quality of specific training organizations for local and regional level
	1,58
	XVII

	9
	Making initial training mandatory for all careers in local administration 
	1,86
	XVI

	10
	Making regular training mandatory for all careers in local administration 
	2,18
	XII

	11
	Changing the curricula of the present training courses
	1,51
	XX

	12
	Increasing the quality of training of non-political managers in local/regional administration
	2,50
	X

	13
	Encouraging training organizations to participate in European training networks
	1,90
	XV

	14
	Developing monitoring systems of quality for training
	2,32
	XI

	15
	Setting national or regional standards for training
	3,41
	III

	16
	Launching international "experience sharing" programs (“Best Practice Programs”, etc.)
	3,46
	II

	17
	Developing joint training programs between different countries
	2,72
	VII

	18
	Developing national learning resources for training at local/regional level
	2,01
	XIV

	19
	Developing international learning resources for training at local/regional level
	2,12
	XIII

	20
	Encouraging local and regional authorities to use distance learning (e-learning, etc.)
	1,55
	XVIII

	21
	Better marketing of the importance of training function 
	2,86
	VI


      In the respondents’ vision the most important action is “Increasing funding for training from central government” – rank I. There are some differences in geo-political scope. The demand for central government funds for training is higher in Eastern and Central European countries and former republics of Soviet Union. But even in Western and Nordic European countries where the weighted average for this indicator is lower central government public funds for training got the rank I. 

    The respondents of the survey from Western, Northern, Central and Eastern Europe demonstrate a common approach to Launching international "experience sharing" programs (“Best Practice Programs”, etc.) in training provision. In all countries of these geo-political regions this type action towards training improvement got rank II with low difference in statistical magnitudes. 

   The third “valuable” action in perception of two key stakeholders’ representatives is “Setting national or regional standards for training”. Surprisingly even in those countries where there are no any standards for training of regional and local public servants marked this option as “very important”. This result is good evidence of existing common demand for unification of the training standards across all European countries.

“Increasing funding for training from the regional and local authorities own budgets” in public opinion of the research participants got the rank IV. This measure primarily applies the local and regional governments own policy priorities. If they intended to improve the quality of their services to their communities they need to have more educated and skillful politicians and professionals working in local and regional administrations. This could be done through provision of better training opportunities for local and regional politicians and public servants and creation of the learning environment within the public authority itself. There is no other way to implement these improvements then to plan more public money to be spending on training of people externally in training organizations and internally through in-house training and coaching.
     Investing more in “training of trainers” action got the rank V. This indicator is also different in geo-political scope. There is significant luck of qualified trainers in many countries of Eastern and Central Europe and former republics of Soviet Union. For Western and Northern European countries this indicator got rank VIII which is still very high priority. 

      “Better marketing of the importance of training function” measure which got rank VI is very good food for thought for training providers. We can interpret this result that stakeholders who are at the same time consumers of the training service are not fully satisfied with the training organization’ activities. The “demand for better marketing” means the need for more efficient communication with training organizations customers and good feedback on their demand in curriculum planning according to their needs and changing environment.
    “Developing joint training programs between different countries” which got rank VII demonstrates attitudes towards international cooperation of training organizations across European countries. Once again this indicator is higher for Eastern and Central European countries and former republics of Soviet Union.
    Developing or updating a national training strategy for regional and local authorities is also valuable measure (rank VIII) especially for the countries of Eastern and Central European countries and former republics of Soviet Union who are still in transition of their public administration systems. For Western and Northern European countries this indicator got rank XI.

   According to our respondents vision there is certain luck of networking between European training organizations. Such actions as “Encouraging training organizations to participate in European training networks”, “Increasing networking of training organizations at international level” and “Increasing networking of training organizations at national level” got relatively low
Ranks - XV, XVI and XXI accordingly.  European Network of Training Organizations for Local and Regional Authorities, ENTO and other related networks should more attention on this assessment and even develop appropriate promotion programs in order increase the role of networking in better training service provision across European countries.
       Encouraging of local and regional authorities to use distance learning (rank XVIII) for local and regional authorities public servants as the training vehicle should became a significant concern both on international and national levels. It is clear that e-learning requires wide promotion of its opportunities among key international and national stakeholders of training provision.
8. Country profiles

     No doubts there are some significant distinctions in training provision in different European countries.  Concise country’ profiles of the selected countries will give to the readers of this report more details  on specific features of training systems for local and regional authorities across countries who participated in this survey
. For this country profiles we used only small part of information received form our respondents: characteristics of the size of the market (number of local and regional authorities and their employees), national training standards and institutional forms for their regulation and funding sources.
8.1. Albania
    There are 12 regional authorities, 65 municipalities and 308 communes in Albania. There are 600 public servants working for regional authorities and approximately 3000 people employed by local authorities. So the training market is relatively small.

   The major training providers are universities (only for regional authorities), national association of local authorities, national public training center, national and international NGO’s.

   There are certain national standards for training provision defined by ministry of education, other sectoral ministries, national association of local authorities and training providers themselves.
    The main sources of funding are: (1) grants of international organizations, (2) European Union Social Fund, (3) funds of local and regional authorities.

8.2. Belgium
    There are three regions, 10 provinces and 589 communities in Belgium.

The major training providers are universities, regional training centers, national and regional associations of local authorities and private consulting companies.

Existing national standards in training provision are defined by mainly by ministry responsible for regional and local affairs, secondly by ministry of education, other sectoral ministries and national parliament.

The funding sources are regional and local authorities own funds and tuition paid by trainees themselves.
8.3. Bulgaria
   There are six regions and 264 municipalities in Bulgaria.
The major training providers are universities, national and regional associations of local authorities and private consulting companies.
   There are no official standards and regulative bodies for training of regional and local public officials in Bulgaria.

   The major funding source for training of public servants in Bulgaria is grants of central government. There is a relatively significant amount of money form European Union Social Fund and grants of International Organization (UNDP, Council of Europe etc) covering cost of training.

8.4. Denmark
There are five regions and 98 municipalities in Denmark. Danish public authorities employed 430000 in local and 110000 in regional authorities.
 
The training providers for the regional authorities are universities, national association of the local authorities and private consulting companies.

The training providers for the local authorities are universities, national association of the local authorities, regional public training centers, private consulting companies, human resources units and political parties.
There are no official standards and the regulatory public bodies for training of public servants in Denmark.

National government and regional authorities’ grants are the major funding sources for training of local and regional public servants.
8.5. Germany

There are 16 regions and 12242 municipalities in Germany who employed 1948200 and 1290400 people accordingly
. The German training market is one of the biggest in Europe.
The major training providers for local and regional authorities are national and regional public training centers, private consulting companies and human resources units (for local authorities).

There are existing official standards in Germany for training provision for local and regional public servants but unfortunately they are not specified in the questionnaire we received. 

The major funding sources for training are the tuitions paid by regional and local authorities.

8.6. Estonia
Estonia has one-tier local government system with no regional level of public power. There are 227 local authorities in the country that employed approximately 4500 local public servants.

The major training providers are universities, national association of local authorities, private consulting companies and political parties.

There are no official standards for training local public servants in Estonia.

The funding sources for training were not specified in the questionnaire we received.

8.7. Finland
There 20 regions and 415 municipalities in Finland. They employed 650 public servants in regional administrations and 429000 people in local authorities.

The major training providers for regional and local public servants in Finland are universities, national association of local authorities and private consulting companies.

There are official standards for training provision in Finland for regional and local authorities.

The main regulatory bodies in Finland are ministry responsible for regional and local affairs, ministry of education, sectoral ministries, national association of local authorities and local authorities themselves.

The funding sources are tuition paid by regional and local authorities and national association grants.
8.8. Luxemburg
There is no regional level of public power in Luxemburg. There are 116 communes that employed approximately 9000 local public servants.
The major training providers for Luxemburg local authorities are universities, national association of local authorities, national training centers and national NGO’s
There are official standards for training for local and regional authorities regulated firstly by ministry responsible for local government and secondly by other sectoral ministries.

The local authorities of Luxemburg are covering the training costs for their public servants. 

8.9. Lithuania
There are 10 regions and 60 local authorities in Lithuania. They employed 2467 and 13245 public servants accordingly.

The major training providers are universities, national associations of local authorities, national public training centers, private consulting companies and human resources units.

There are official standards for training for local and regional authorities in Lithuania set by ministry responsible for local and regional affairs.

The funding sources for training are central government grants, tuition paid by local and regional authorities, European Union Social Fund and grants of the national association of local authorities.

8.10. Macedonia
There are eight regions and 85 municipalities in Macedonia. The local authorities of this country employ approximately 4500 local public servants. 

The major training providers are national association, private consulting companies, national and international NGO’s and political parties.

There are no official standards for training of local and regional authorities in Macedonia.

The funding sources are grants of international organizations, grants of national associations of local authorities, tuition paid by municipalities, central government grants and small share grants of political parties.
8.11. Russian Federation
There are 87 regions and approximately 24000 local authorities in Russian Federation. There is no valid statistical data for the number of the people employed by regional and local administrations.

The major training providers (95% of the Russian national training market) are universities and their training units and divisions, some regional NGO’s. The number of international training programs and their trainees in recent years are significantly decreasing.

The national training standards are exist and defined in greater extent by Russian Ministry of Education, sectoral ministries and partly by regional authorities.

The major funding sources are Russian federal government grants (mainly by Ministry of Regional Affairs), grants of regional authorities and tuition of the local paid governments in very small share. Some trainees are paying for their training from their personal funds.

8.12. Romania
There are eight regions, 41 department and 3170 local authorities in Romania. The local administrations employ 57309 local public servants.

The major training providers are universities, national and regional public training centers, private consulting companies, national association of local authorities, national and international NGO’s.

Existing official standards for local and regional authorities are defined by central government ministry responsible for local and regional affairs.

The primarily source of training funding in Romania is tuition paid by local and regional authorities. Some of the training is covered by European Social Fund grants and grants of International organizations (UNDP, Council of Europe etc.).
8.13. Serbia
There are 29 regions and 200 municipalities in Serbia. Approximately 22000 people are employed by Serbian local governments.

The major training providers in Serbia are national association of local authorities, private consulting companies, political parties, national and international NGO’s.

There are no official training standards for local and regional authorities in Serbia.

We do not also have valid information about training for local and regional authorities funding in Serbia.
8.14. United Kingdom

There are 10 regions and 387 local authorities in England including 47 English urban authorities, 36 Metropolitan districts, 32 boroughs of London, 34 County councils and 238 District councils.
The English local authorities employ approximately 1272000 people
.
The major training providers in England are universities, national association of local authorities, regional public training centers, political parties and human resources units.
Existing standards for training are democratically defined by major stakeholders such as ministry responsible for local and regional government, ministry of education, other sectoral ministries, national association of local and regional authorities, local authorities themselves and training providers.

We do not have at our disposal relevant information about funding of the training for local and regional authorities in England.

8.15. Ukraine
There 27 regions and approximately 12000 municipalities in Ukraine. They employ approximately 7000 people in regional administrations and approximately 50000 public servants in local authorities.

The major training providers in Ukraine are universities, national association of local authorities, regional training centers, national and international NGO’s.

Official training standards existing in Ukraine are defined by ministry responsible for regional and local government, ministry of education and other sectoral ministries of central government.

The main sources of training funding in Ukraine are central government grants, tuition paid by local and regional authorities and grants of international institutions (UNDP, Council of Europe etc.).

9. Conclusions
Some general remarks on th survey results allow us to formulate following general observation on training opportunities provision for local and regional authorities across countries – members of state of the Council of Europe:

1. There is no doubt that see the evidence of existence of the well structured training market for the local and regional politicians, managerial and technical personnel of the regional and local authorities. The size of the market depends on the structure and number of public power institutions, as well as number of people employed in this part of public sector.

2. There are many training opportunities for all target groups of trainees from local and regional authorities and we can conclude that this training market is very competitive which is a good basis for efficient training quality assurance.

3. Basically the training providers for local and regional authorities are the same but the training opportunities which they offer to the existing market are used by their personnel differently. This observation is very important in order to find right balance in curriculum planning for various types of public power bodies.

4. Obviously there are several types of training providers who took leading positions on this market. These training providers are: universities and their training units, national associations of local authorities, private consulting companies, national and regional public training centers.

5. In general NGO’s sector training opportunities are less sustainable because they heavily depend on various political inputs and priority changes of national and international institutions. But at the same time especially in the time of public power institution transition and development during certain period of time their impact could benefit many local and regional authorities.

6. The private consulting companies as the important stakeholder operating on the training market for regional and local authorities require more attention from international organizations and strengthening of cooperation and networking with public training institutions across all countries – members of state of the Council of Europe.

7. In-house training as the training scheme requires special attention to its development. The best practice in this area is strongly demanded. It may be useful to develop a kind of toolkit dedicated to this valuable form of training provision for local and regional authorities.

8. Contemporary training tools promotion both from the topical point of view and forms of training implementation are strongly required to make existing training more efficient. This fully applies to promotion of the distance e-learning and interactive teaching tools.

9. There is a clear vision how the quality of training for regional and local authorities can be improved in perception of people from national local authorities association and training institutions. In details you can find those observations of our research in section 7 “Training for regional and local public servants improvement and development in perception of the respondents of this survey”.
  We consider this survey as pilot research which could be a good first step in further development of many comparative research initiatives which bring holistic information about impact of training into improvement of the good public service and effective governance provision across all European countries to all beneficiates.
� In this section of the report we use information provided by our respondents in their questionnaires. 


� These are the general figures of employment in Danish public authorities which are much more then the number of people directly employed by regional and local administrations. It is very difficult to assess the size of the market in this particular country basing on this general data.


� We have only general figures for employment in German regional and local authorities.


� This current figure include all people who are on the payroll in Finnish local authorities which are much more then people directly working on all managerial and non-managerial positions in local administrations.


� UK is presented in our research by local government system of England.


� The people who on local authorities’ payroll which bigger then local public servants in administrations.
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