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Abstract. The article touches upon the issue of high-quality implementation of incentive
measures in the field of administrative management on the example of the use of established powers in
relation to employees of foreign states. When defining the goals set, as well as disclosing research
issues, the author relies on methods of analyzing the actual component of public administration, as
well as logical comprehension of the work of its institutions. Based on the results of the study, the
author comes to the conclusion that modern systems of incentive attention to the merits of civil
servants operating in different countries have a number of differences and peculiarities. At the same
time, in these systems, the main factors in the development of this issue are such aspects of social
development as economics and legislative attention.
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The relevance in the study of the issue of the development of institutions of disciplinary
incentives (rewards) in the civil service is due not only to the general underdevelopment of this system
element, but also to the weakness of the implementation of existing approaches in the choice of
incentives. Thus, researcher D.A. Martynyuk notes that the application of incentives and awards to
civil servants is one of the most effective means of achieving a balance in maintaining a balance
between their needs and the interests of the state. At the same time, at present, the mechanisms of
incentive rhetoric in the internal sphere of administrative regulation of public relations still do not have
a clear and justified component, and therefore do not always allow constructing accurate and high-
quality competence in the management of the foundations of the civil service in this matter. Moreover,
the system of incentives for civil servants remains ineffective also because the manifestation of
incentive logic on the part of authorized persons, as before, rests on the "old" principles of its
implementation, inherited by the system from the previous regime®.

Indeed, it seems quite natural that the most basic and at the same time problematic issue of
building the sphere of public administration is the issue of legal stability of civil servants to those
manifestations that the authors of various approaches in the order of its development call "corruption

risks"2. In this case, incentive measures are used not just as a means of restraint, but also as ways of
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forming law-abiding behavior in the minds of specific subjects. The awareness that your activity is
important, and therefore obligatory for the promotion of nature, in general, is the basis for the correct
application of the method of encouragement in the specified environment. Therefore, the
encouragement of an employee is the main means in the formation of his legal consciousness.

As noted above, at present, the domestic incentive system, despite the fact that enough time and
effort is devoted to its development from year to year, is still not perfect. In part, this state of affairs is
due to the underdevelopment of the incentive techniques themselves, as well as the opacity of the
criteria on which these techniques should be based. For example, if we consider incentive influence as
a factor influencing the behavior (consciousness) of an employee, then the integration of incentive
techniques into the competence of official relations gives its fruits only if it is expressed in a
systematic (not episodic), meaningful and timely response to high-quality performance their duties on
the part of the employee, subject to taking into account his personal data.

Indicative in solving the issue of developing and introducing new methods of incentive logic
would be the use of those techniques that are widely practiced abroad. In foreign institutions of public
service, the incentive model of incentivizing employees has some peculiarities, and, importantly, it is
based on a stimulating principle, the implementation of which depends not only on the choice of the
type (means), but also taking into account the personal factors of the applicant, as well as the
characteristics of the manifestation of his personal qualities (attitude to official duties).

Moreover, studies affecting the analysis of the use of incentives and guarantees for civil
servants of foreign states indicate that in each country the incentive metric has its own parameters, but
one thing unites them precisely and unambiguously: incentive institutions can be open in nature, where
incentives act as such: awards, prizes, titles, gratitude, etc., and closed, the systemic influence of which
is much more significant and effective.

At the same time, it would be logical to focus in the analysis of legislative algorithms on the
issue of the material contentment of civil servants (and other measures of real expression of gratitude),
since it is his coordination, including when determining incentive measures, is one of the most
effective means of stimulating nature. This is proved by various social polls conducted, first of all,
among the employees themselves. In particular, one of such polls showed that material bonuses have a
significant influence on the formation of a proper attitude to their duties on the part of a civil servant,
while incentives in other forms of its use (public gratitude, placement on the boards of honor, awards,

and even the removal of previously imposed penalties) are not perceived as effectively stimulating,
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and in most cases their assessments by the employees themselves are determined as frankly
inappropriate®.

For example, if we take as an example the procedure for the implementation of incentive
measures for civil servants of a country like the United States, we can find that the main method for
the formation of a successful incentive paradigm here is initially the method of so-called social
incentive guarantees. In particular, the American legislation constructs the procedure for material
incentives in such a way that the same issue of the appointment of official salaries is in direct
relationship with the so-called "system of merit". Such a system is based on the principle of taking into
account the professional characteristics of the employee, as well as the quality of the work performed
by him, while the contracts concluded by the employees with the state provide not only for
fragmentary bonuses and the use of other types of stimulants, but also contain provisions according to
which employees entering in the group of the most successful, has the right to apply to the employer
for an increase in the established wage standards in excess of those on an individual basis, regardless
of the established standards of the general social level®. In addition, the system of incentives, in
accordance with the US Code of Laws, includes guarantees that provide for full payment for medical
services for employees, as well as social insurance and pension benefits - upon reaching a total work
experience of 30 years for both categories (in Russia, such an experience currently should be 37 years
for women and 42 years for men®).

No less interesting in this matter is the example of the implementation of the "hidden" incentive
logic of a country like Spain, where the order of initial and general incentives is directly related to the
status of an employee. In particular, in Spain at the moment there is the lowest level of development of
local government in Europe, which is primarily due to the fact that this country has a very high degree
of administrative centralization. In turn, this is a consequence of the fact that the basis for building the
civil service system is based on a clear principle of exceptional career growth, according to which a
civil servant, in fact, cannot be dismissed from service until he commits a grave offense®. In contrast to
our legislation, which adopted such mechanisms of control over the activities of employees as
dismissal for loss of confidence, Spanish legislation places more emphasis on better selection and

views public service as a privilege, which requires more substantial grounds for deprivation. In the
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same state, social guarantees similar to the American approach have been created, among which the
following are a priori stimulating: early retirement, lifelong health care, no tax burden, as well as
benefits when paying for utilities.

Determining the correctness of the construction of the aspect of material incentives for civil
servants, it is necessary to pay attention to the fact that in some countries attempts were made to create
incentive systems directly related to performance indicators. In the theory of determining methods for
stimulating specialists and managers in the civil service, this approach is identified as a "clean
system"’. It does not contain any premature indicators that guarantee you certain earnings or bonuses,
but there is a range of criteria that make it possible to more or less accurately establish the quality of an
employee's work, and, on the basis of a specially built system of parameters, give an estimate of the
amount of allowance. Naturally, the size of the premiums will also vary, taking into account the
established indicators. An example of the implementation of this approach are the countries of the
Organization for Economic Cooperation and Development (OECD), which includes countries such as
Denmark, Korea, Finland, New Zealand, Great Britain and Switzerland. However, it should be noted
that recently, some countries began to move away from using this approach of material incentives in
practice, since a number of shortcomings were identified in its implementation, primarily related to a
formal approach to business, as well as increasing corruption risks®.

Another type of incentive measures for civil servants is the so-called open format means, that
is, they are directly provided as incentive measures in the laws of countries, and take place in
application, taking into account various conditions and depending on the official competence of a
particular leader.

For example, in Japan, the law provides for direct incentives for employees for higher
performance. So, the system of material incentives is built in this state in such a way that a civil
servant can annually switch to a new level of remuneration for his own labor, regardless of the position
held, of which, as the researcher notes, there are exactly thirty-two®. As the practice of using this
algorithm has shown, it very effectively affects the overall performance of employees and, of course,
increases the general level of civil service as a whole. Correction of wages according to the Japanese

principle was at one time very successfully applied in the Soviet Union, and specifically, in the sphere
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of labor relations of the real sector, when an employee holding an absolutely ordinary position could,
taking into account an increase in personal indicators, receive a higher wage (bonus), than his
immediate supervisor. Separately, it is worth noting that the adjustment of wages on the scale of
"Steps" in the sphere of relations between the state and the employee is made solely on the basis of
changes in the indicators of wages outside of it.

And finally, another example of an interesting application of the foundations of the
motivational and incentive model in relation to civil servants is the example of the implementation of
the above measures in a country like the United Kingdom. Here, among the ways we have already
indicated to counteract corruption risks, the state is trying to create a system in which serving the state
will become an honorable phenomenon not only for a particular employee, but also for his family
members. And it is not surprising, since in England, in particular, the main goal of the service itself is
the maximum possible separation of the management system from politics itself, and the concept of
"civil servant” is declared through the prism of another concept: "servant of the Crown." Here, the
incentive system is mainly decentralized, that is, the amount of material incentives is determined not at
the national level, but at the level of the head of a state institution. Meanwhile, in the system of general
regulation of the issue of incentives, other mechanisms of social incentives are being developed and
introduced, with which employees could justify their needs and requests, the analogues of which are
very difficult to find in other countries. So, for example, in England, officials who have been in office
for 20 years or more, and at the same time their track record gives reason to believe that their actions
did not harm the public interest, can count on their children to receive an education free of charge. in
some universities in the country, however, on condition of independent admission. At the same time, it
does not matter what kind of position such officials are in or in what kind of status they served®°.

Summing up, it can be noted that the modern understanding of the implementation of the issue
of applying incentive measures on the example of its legislative regulation in foreign countries is
diverse. This, on the one hand, demonstrates the exclusivity and correctness of the use of the approach
in the initial (basic) incentives for civil servants, on the other hand, it shows that the assessment of the
effectiveness of the use of material incentives in this area directly depends on factors such as
corruption risks and the economic state of the state itself. At the same time, in our opinion, some
countries have created quite interesting incentive mechanisms (material incentives) for civil servants,
the structural approach and the idea of implementation of which allows us to conclude that their use is

possible in our domestic realities.
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