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Abstract. The beginning of the century brought plenty of reforms, changes and novelties into the sphere 
of public administration. Seeking to solve complicated problems of the country main attention is focused 
on the increase of the effectiveness and usefulness of the state structures, the stability of the machinery of 
state, as well the improvement of professionalism and responsibility. At the moment there is some discre-
pancy between the long-term priorities of state development and methods of their implementation, on the 
one hand, and means of development of human resources, on the other hand. In order to create efficient 
public service and to successfully pursue public administration reform it is necessary to systematically 
improve human resource system, because that would guarantee success in pursuing objectives and priori-
ties in state management.  
Keywords: human resources, civil servants, public administration.  

 

1. Introduction 
Seeking to achieve efficiency in the sphere of 
state service, civil service becomes ever more 
important due to the following reasons: rate of 
organisational and technical restructuring of the 
civil service is constantly increasing, and this 
requires that civil servants should regularly 
acquire new skills and learn regulations; compa-
ratively increase of more qualify of civil servants 
demands that the individuals who have stayed in 
the public service should acquire more diverse 
skills; the process of accession of new members 
to the European Union requires that civil servants 
should understand the peculiarities of public ser-
vice functioning not only of their own country 
but of the European Union as well; so far the 
tradition that with the civil servant making his 
way up, his technical rather than managerial 
competence is accentuated, has prevailed in the 
public service of the new member countries of 
EU. Cases are quite frequent the when high level 
professionals of a narrow specialisation without 
any abilities for management and unable to effi-
ciently run an office become chiefs; constant 
pressure of the society on the public service to 
prove its efficiency by material achievements 
requires that civil servants should be able to effi-
ciently plan their activity and think strategically. 

Striving for solution to complex problems in 
Central and Eastern European (CEE) countries, 
the main focus should be laid on improvement of 
state structures efficiency, government bodies 
stability and increment of professionalism and 

accountability of human resources in state institu-
tions. 

Human resources system is concurrent with es-
tablishment of new quality since the aim of the lat-
ter is to create an integrated and well-manageable 
system of central and local government human re-
sources and to ensure expansion of the system as 
well as action programmes related to it. 

One of the public administration sectors is 
public servants’ training and improvement of this 
process. Though there is a big number of intelli-
gent and qualified specialists in CEE countries, 
imperfect legislation as well as training system 
very often impedes the progress of training and 
even that of public administration. 

The main principles of public service, the 
status of the public servant and legal principles of 
public service are regulated by public administra-
tion legal regulations. As a rule, they include es-
tablishment of public servants’ training system. 

Public servants training is one of the means 
improving public administration and enhancing 
continuous policy on public service, which aims 
at ensuring implementation of objectives set to 
state and self-government institutions (further-
institutions). 

However, state long–term developmental priori-
ties, ways of their implementation and human re-
sources system lack concordance. In order to create 
efficient public service and successfully implement 
public administration reform, it is necessary systema-
tically improve competence of human resources sys-
tem, which would enable to implement state go-
vernment objectives and priorities. 
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2. Strategy preparation models for public ad-
ministration improvement 
Modern countries focus on preparing strategic ma-
nagement systems i. e. systems of “strategic mana-
gement”, “enterprise plan”, “company mission” and 
“strategic game plan”. They are analysed as one of 
the management elements and through its regimen-
tation the general target of the institution and the 
strategy for its implementation are set (Bryson, 
1995; Kerin, Peterson, 2006). 

Familiar to many authors the following 
sequence of strategic management process (Melni-
kas, 2005; Kerin, Peterson, 2006; Bryson, 1995): 
analysis of environment, formulation of mission 
and setting of aims; development of the strategy 
for achieving the goals; strategy implementation; 
assessment of performance results together with 
the used strategies or its implementation methods 
and control. 

It is state that the structured analysis of institu-
tion environment is an important beginning of the 
strategy implementation. It enables to reveal new 
aspects of the problem, encourage managers to 
think deeply and to employ a wider range of strate-
gic management methods and to solve global pro-
blems arising immediately (Barton, 1992; Melnikas, 
2005; Ginevičius, Paliulis, Chlivickas, Merkevičius, 
2006). The mission, which expresses the essence of 
institution existence and its function, is formulated; 
long-term and short-term objectives are itemised.  

Selecting the strategy it is advisable to consider 
the strengths and weaknesses of the institution, its 
objectives and financial resources, staff’s 
qualification, etc. The advocates of this approach do 
not pay much attention to strategy implementation 
and control. Realisation of the selected policy initia-
tes a range of inner changes that enable the institu-
tion to adjust to the changing conditions. The stra-
tegy implementation control should ensure feed-
back of results and institution objectives; it should 
also assess the state of performance considering the 
accepted standards and ascertain the reasons for 
deviations.  

Scientific literature (Bryson, 1995; Watson, 
1998; Melnikas, 2005; Kerin, Peterson, 2006) very 
often presents descriptions of strategic management 
methods. Each author presents more or less similar 
approach to the problems analysed, however, 
explaining certain stages of the process they em-
phasise different aspects or reveal different features 
of theses aspects. 

The comparison of different approaches reveals 
that strategic management competence includes the 
following skills: modelling of situation; ascertaining 
necessity for changes; formulating the change stra-
tegy and implementing the strategy.  

The analysis of strategy preparation theories 
shows that any strategic decision may be made con-
sidering two conditions: restriction on freedom of 
actions as well as indeterminacy of situation and 
multi-stage objective system. The success of the 
activity depends on the ability of the top-mana-
gement to make rational decisions. Each of them 
affects the final performance result according to 
which of the strategies is assessed in one or another 
way. 

Frequently, strategy development model focu-
ses on strategic description of the situation: vision, 
mission and system of aims. Both stages of formu-
lating vision and mission point out levels of 
external and internal environment, i. e. the above 
mentioned stages highlight the strategy line which 
is based on structuring the system of aims and ar-
ranging them in time (drawing up “aim tree”). The 
most influential factors in strategy development are 
economic factors and competitors. The model pre-
sents more detailed descriptions of strategy deve-
lopment. This theory may be considered as one of 
the best and most thorough formalised procedures 
of strategy development. The accumulated manage-
rial experience and huge attention of scientists to 
resolution of strategy problem empowered deve-
lopment of the model.  

As it has been mentioned above, the strategy 
implementation is the second stage in the strategy 
development methodology. Some authors emphasi-
ses the importance of performing all implementa-
tion actions as soon as possible and in parallel with 
each other. They states that the changed organisa-
tional structure of the institution initiates changes in 
personnel structure, number of employees and other 
parameters. The personnel competence is one of the 
most relevant elements of the structure since it can 
not only determine successful performance of the 
institution but also affect the whole performance 
complex as well as institution image. According to 
authors the strategy is implemented through the 
following instruments: organisational structure, 
communication and decision making possibilities, 
management style, cooperation, changes in mana-
gement, etc. as well as personnel competence, their 
motivation, organisation culture and values, aims 
and objectives. 

Other suggestion is starting strategy implemen-
tation with the seventh stage out of ten: identifica-
tion of the position in the external environment. It is 
a transition to practical application of own strategy. 
Available analytical data will enable to identify 
institution’s position in external environment. The 
future perspectives of the institution depend on how 
competent identification of the position is carried 
out. The eighth stage is forming of the goal. During 
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this phase it is important to use well-known formu-
las. Specific and reasoned goal ensures clear guide-
lines. However, people implement plans, aims and 
conceptions. The ninth stage is formulation of rela-
tions. The preparatory work is realised and after 
forming conceptions and processing of data, strate-
gic planning is to be started. The tenth phase: on the 
bases of the accepted conception and drawn up 
plans, the focus is laid on unused possibilities, 
which form prierequisites for employing own acti-
vity potential at the maximum. 

In the process of planning strategic changes, 
the following stages in strategy implementation are 
pointed out: strategy development of each underly-
ing problem; planning and planning procedures, 
implementation of planning, decision making, imp-
lementation of decisions, final monitoring and as-
sessment of results. 

The strategic management system, which is 
used for selecting the rational strategy, consists of 
two interrelated parts: strategy projecting and its 
implementation. The first part defines factors that 
determine the efficiency of the activity. This is pur-
sued through analysis of the three management le-
vels: institutions and their departments, individuals 
and external conditions. After determination of the 
influential to efficiency factors, the vision of the 
institution is projected. Having formulated the ideal 
state of the institution, the managerial activity is 
oriented to it and the aim-ideal is raised. In order to 
achieve it, a multi-stage system of objectives is 
composed which can be considered as a structured 
whole of data, accumulating the collected, systemi-
sed and assessed strategic information. The general 
aim is divided into minor aims and objectives in 
order to establish a system of means that are essen-
tial to achievement of goals and objectives and to 
arrange them in time and space. After this stage, the 
corporate statement of divisions is projected: it ref-
lects obligations of all the services in institution 
while striving for achievement of transitional objec-
tives at different levels. The formulation of mission 
ends the first stage of strategy development. The 
strategy implementation requires more time and 
effort than its development. In the realisation stage 
systems of complex work tasks for purposeful ma-
nagerial activity, staff employment, payment and 
incentive are developed.  

Some of the most important factors are mana-
gement style and corporate culture – they all mani-
fest themselves after implementation of the strategy 
and signal about efficiency of changes and succes-
sful strategy implementation. Organisational strate-
gy and values single out the institution from another 
organisations and enable it to gain advantage in 
competition. 

The analysis of strategy development methods 
shows that an integral model of the process does not 
exist. On the basis of experience and taking into 
consideration the changing situation, new ideas and 
opportunities, and predicting and modelling the 
situation, the authorities decide on the sequence of 
institutional change management. Therefore, this 
process requires high managerial competencies, 
environment awareness and reliable information. 

Selection of strategy and its implementation is 
the main element of strategic management content. 
It is obvious that initial and very important phase in 
defining the activity strategy of institution is analy-
sis of the situation. Long-term development direc-
tion includes various sectors, means and forms of 
institution performance, relations within the institu-
tion and its position in the external environment. 
The main objective is to focus the institution on 
strategy pursuance and to ensure that there are 
enough resources for realisation of the selected po-
licy. 

3. Methodology of public administration hu-
man resources development  
In order to develop human resources development 
strategy and to provide ways of its implementation 
taking into account methodological fundamentals 
of strategy development and implementation, it is 
necessary to creatively apply well–known  
methodologies and employ their advantages. He-
reby is suggested an integrated theoretical method 
and sequence of objectives that is methodological-
ly grounded and corresponds bests to the characte-
ristics of human resources system. The following 
sequence to problem solution might be suggested 
(Backūnaitė et al., 2009; Bagdžiūnaitė et al., 2007; 
Chlivickas, Raipa, 2004; Chlivickas, 2008): 
monitoring of the present status of human 
resources system is performed; course of public 
administration reform and the importance and 
place of human resources in the context of reform 
are described; problems concerning improvement 
of human resources system are characterised 
according to management hierarchy levels; aims 
and priorities of human resources system strategy 
are identified; developmental model of human 
resources system strategy is proposed; 
implementation method of human resources 
system is presented, so it could become a 
successful factor in public administration reform;  
assignments to state institutions and their human 
resources services; training of state institution 
human resources specialists as well as assessment 
of specialists from the point of view of  their 
professional qualification  and work quality; 
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development of organisation forms and structures 
and their application; development of public 
servants’ continuous learning system. 

At the stage of analysis of the present status of 
human resources system it is necessary to define 
place and importance of public servants’ training in 
the context of public administration reform, to 
identify problems concerning development of public 
servants according to management hierarchy levels, 
to formulate aims and priorities in the field of human 
resources development, to adopt and present main 
positions on public servants’ continuous learning as 
part of human resources system (Chlivickas, 2005; 
Chlivickas, 2006). Regularities of human resources 
development are best seen when compared with 
achievements and tendencies in countries having the 
same economic and social conditions, i.e. countries 
of the European Union. It has to be stated, however, 
that use of various models of the public sector 
brought different results. Having compared various 
models of public service in different countries we 
can state that most old-timers of the European Union 
have dominating elements of career model. They are 
employed in Austria, Belgium, Greece, France and 
Germany. Some characteristics of this model are 
present in public services of Ireland, Spain, 
Luxemburg and Portugal. And even in the countries 
with fully employed career model some distinct 
differences are observed. 

Another result of public institutions’ devel-
opment is the system of posts employed in the 
practice of public service.  The model of posts of 
public service is fully employed in Sweden; some 
features of this model are observed in Denmark, 
Italy, the United Kingdom, the Netherlands and 
Finland. It can be stated (Chlivickas, Barabashev, 
2003), that all the countries seek most efficiency in 
public service and take into consideration local 
conditions and their own objectives, but pursue 
their aims in public management by different me-
thods and forms. 

4. Human resources development  problems 
according to management hierarchy level 
The problems related to human resources were 
identified by a group of experts, which consisted of 
specialists from public management institutions, 
university professors and representatives of various 
institutions involved in public servants’ training. 
The institutions that took part in the investigation – 
Institute of Public Administration and training cen-
ters – are members of Lithuanian Public Adminis-
tration Training Association. The author of this 
article was directly involved in the process of inves-
tigation and headed a group of experts. 

In the process of investigation all the problems 
related to human resources development were di-
vided into state and institutional ones. It was con-
cluded that, employing legal leverage, the problems 
of institutions should be solved considering the 
performance of professional development institu-
tions, at the same time, adapting their activity to 
strategy provisions and guidelines that have been 
approved at the state level. Three management hie-
rarchy levels were distinguished: state management, 
associated and non-associated institutions of devel-
opment and public administration institutions.  

All the problems related to human resources 
development can be divided into state and institu-
tional. Employing legal leverage, the problems in 
institutions should be solved considering the per-
formance of professional development institutions, 
at the same time, adapting their activity to strategy 
provisions and guidelines that have been approved 
at the state level. 

The system of permanent human resources 
training (Chlivickas, Marcelienė, Vaitenkovaitė, 
2002) which would provide for methods and means 
enabling to implement public servants’ continuous 
qualification idea development has not been prepa-
red. Training priorities of each government service 
position levels and categories have not been formu-
lated. Up to now it has not been achieved that fi-
nancial resources should not be concentrated for 
priority groups and categories of public servants. 
The status of public servant has been comparatively 
low in the society. The interrelation of training sys-
tem participants and responsibility for reliability of 
the whole system functioning have not been identi-
fied; it has not been stated that introductory training 
should include formal teaching whereas 
qualification development should cover non-formal 
teaching. Government decentralisation is not consi-
dered to be one of the main principles organising 
non-formal training. 

Government enacting laws and acts under them 
should allow for favourable conditions to train hu-
man resources as well as to develop their competen-
cies. To implement training assignments personnel 
departments lack potential (for identifying needs, 
planning training, training assessment, etc). Human 
resources services in public institutions of different 
offices have not prepared “exemplars” of their public 
servants’ professions. Objectives and qualification 
descriptions of profession “exemplars” should guide 
specialists’ qualification development. The present 
system is inadequate to public servants’ activity. 
Qualification requirements for separate specialists’ 
groups, which would form the basis for training need 
identification and training programme development, 
have not been prepared. There is no relation between 
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knowledge brush-up, assessment system and career 
planning and wage system.  

Insufficient attention is laid on the content of 
qualification development as well as on adequate 
formation of new knowledge and skills. The 
integral system of information and knowledge as-
sessment is absent. The system of training pro-
gramme quality assessment as well as system of 
qualification development needs analysis has not 
been developed yet. The efficiency of training and 
qualification development and the impact of train-
ing on the activity of public servants and institu-
tions have not been investigated. Resources and 
capacities of qualification development institutions 
are insufficiently utilised. 

At the public administration institution level 
the main obstacle impeding development of effecti-
ve human resources system is insufficient capacity 
of personnel management in public institutions. 
They usually perform the functions of registering, 
recruitment and staff selection. However, they fail 
to properly analyse training needs and to perform 
training process and career planning functions. The 
number of human resources specialist is clearly 
small for performing the above mentioned func-
tions. Public administration institutions cannot pro-
perly administer qualification insure processes. It 
can be stated that public servants’ training in CEE 
countries has gained extensive character and is of-
ten based on personal motivation, which frequently 
does not meet the interests of the institution. As it 
was more than ten years ago, the participants in the 
majority of training programmes are top-level ad-
ministrators. The qualification they acquire at least 
to some extent should meet the needs of contempo-
rary public administration. However, success of 
public administration reform basically depends on 
professional skills and competencies of mid- and 
lower level servants and therefore, the development 
of these skills becomes one of the main components 
of public administration reform. 

5. Aims and priorities of public administration 
human resources development system 
The human resources development aims should con-
sist of formulation of multi-stage objectives system 
and its distribution according to public administra-
tion system levels. The setting of goals and their 
implementation should start at the highest level. 

The strategic goal could possess main features: 
− The goal should relate human resources 

system to the environment. It should identify the 
system relation with external situation and describe 
sectors that interrelate with human resources. It is 
important not only to adapt it to the existing condi-

tions but also to foresee possible dangers as well as 
ways of their solution or avoidance; 

− Public servant training should be analysed 
through systematic approach. It could be described 
as a whole of problems pointing out management 
levels of state, institution and human resources; 

− The strategic goal should be directly related 
to inner facilities, i.e. it is important to assess the 
potential of separate qualification development ins-
titution, state and institutional resources, present 
knowledge and experience. 

In view of the theoretical approaches described 
earlier and applying the methodology of human 
resources development strategy, creation of the 
strategy should involve two stages: formulation of 
strategic positions on human resources system and 
gradual implementation of the strategy. 

Formulation of human resources system strate-
gy requires a new philosophy of human resources 
system improvement that would identify values and 
principles to follow by institutions seeking their 
aims and objectives. Mission is treated as a state-
ment revealing the purpose of institution function-
ing. It can also reflect goals of institutions and sepa-
rate departments. 

It is important to found a philosophy of human 
resources system improvement that would identify 
values and principles to follow achieving aims and 
objectives.  

The integrity of the system as well as its sepa-
rate elements are analysed in the phase of imple-
mentation of human resources system strategy. Al-
so, this phase sees implementation of the “McKin-
sey 7S framework” system model.  Implementation 
of human resources system strategy is conducted 
taking in view all seven parts of the system: head-
hunting, selection, training and qualification devel-
opment, competence evaluation and re-qualifying, 
system of wages and perks as well as career plan-
ning. All the components of the system are impor-
tant and inter-connected.  They form part of human 
resources system and public servants’ training, 
which is part of management of human resources 
system. This block in the process of strategy im-
plementation depends on the processes of creation 
of organizational forms and structures. However, 
implementation of the strategy starts only then, 
when executives receive concrete task, which are 
dictated by the strategy. 

6. Assumptions of human resources competence 
evaluation system development 
Under the conditions of knowledge society and 
knowledge–based economy development (Mel-
nikas, 2005), the ideas of public administration 
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reform become the transformation assumption of 
the attitude towards the nation and a person in the 
nation. Advanced changes in this area are impos-
sible without qualified civil servants whose compe-
tence gains strategically important role in the pro-
cess of public administration development.  

According to the authors of qualification sys-
tem methodology (Bagdžiūnaitė et al, 2007; Barton 
et al, 1992), qualification and competence, as so-
cially created and constructed phenomena, depend 
on various social partakers as well as other partici-
pants of education and activity system – employees, 
employers, professional preparation institutions, 
state government and society institutions, interac-
tion of all society members, expression of interests, 
their correlation. Agreeing with the authors of the 
model of Lithuanian national qualification system, 
the phenomenalism of public sector human resour-
ces qualification and competence expression has to 
be explained by overall imagination that a person‘s 
place and his expression manner in social and work 
processes does not confine to physical dispositions 
only. Personal knowledge of everyone working in 
the public administration system and the ability to 
apply that knowledge competently determine not 
only the image of public institutions in the society 
but also welfare success of the priorities‘ implemen-
tation of state and knowledge society. In order to 
improve the quality of public services European 
countries implement quality management methods 
for the public administration (e. g., CAF – Common 
Assessment Framework, EQFM – European 
Quality Foundation Model). The aim of these mo-
dels is to meet the requirements of consumers, 
constantly analyze and improve its activity, as well 
as cooperation of civil servants, state and municipa-
lity institutions and offices. Solving this task it is 
possible to integrate quality management into the 
administration activity, to set quality standards, 
evaluate them and share best practice with EU 
members. When these ideas were started to be imp-
lemented in CEE countries, public administration 
quality incentive site was created. During the con-
vergence of public and private sectors‘ management 
principles there is a possibility to integrate the ad-
vanced experience of the private sector into the 
practice of human resources management in the 
public sector (Bryson, 1995; Chlivickas, 2008). The 
integration of the experience business sector human 
resources competence evaluation, accumulated in 
both practical and theoretical levels, into the practi-
ce of public sector human resources management 
may accelerate the development of public sector 
human resources system potential. 

Service provision for citizens is the main prio-
rity of the public sector, close to the business sector. 

State institutions have to organize work and its eva-
luation so that it would effectively meet the needs 
of citizens and would provide the necessary servi-
ces for them. Public sector service providers virtual-
ly and practically have to orient to the priorities of 
the consumer need supply as there are changes in 
social, economic, cultural environment and certain 
political actions which directly influence the needs 
of citizens. Therefore civil servants have to react to 
the changing external environment instantly. That is 
often related to non-standard management deci-
sions. On the other hand, every governmental insti-
tution organizes its activity on the basis of strategic 
plans. Strategic planning of the institutions is a 
constant, dynamic and consecutive process. 
Following that process, an organization adapts to 
the change of the external environment on time and 
uses its resources more efficiently. An important 
element of the strategic planning process is analysis 
of the external environment which is conducted 
with a view to evaluate changes that may influence 
the strategy of an organization. Civil servants have 
to master all these features of strategic competence 
and ability elements, and their competence and ac-
tivity should be evaluated according to that. 

The main activity motivation elements of most 
civil servants are the ambition to go up career lad-
der, to be acknowledged and well evaluated. There-
fore the essential assumption of human resource 
management development in many European 
countries, including European Union members, is 
properly prepared system of competence evaluation. 

At the age of society development, citizens 
from developed countries expect better and better 
activity results of governmental institutions and do 
not tolerate inefficiency and unproductiveness. This 
induces the government to seek constantly new 
ways to increase public administration system effi-
ciency and productivity. For this reason modem 
public administration doctrines gain ground. The 
doctrines raise claims for civil servants and the eva-
luation of their activity. 

7. System of civil servants continuous qualifica-
tion development 
Seeking to pursue the public service policy and 
guarantee proper work of all employees of state 
institutions and organizations, in conditions of Euro 
Atlantic integration (Melnikas, 2008), a system of 
public servants’ continuous qualification develop-
ment should be created at the phase of strategy im-
plementation. The system would consist of gradual-
ly implemented and interrelated elements: search 
system for specialists who are needed and suitable 
for work in state institutions and organisations; se-



DEVELOPMENT OF HUMAN RESOURCES SYSTEM FOR IMPROVEMENT OF PUBLIC ADMINISTRATION… 

 367

lection system of specialists suitable for definite 
positions and functions in public service and the 
ones who have been purposefully trained; system of 
introductory training of specialist who have just 
started or are about to start their public service; qua-
lification development system of all levels and of-
fices which includes both official complex (content 
is adequate to specialist’s position) development 
and purposive qualification development (content is 
oriented to gaining new knowledge and develop-
ment of new skills; competence evaluation system 
of public servants of all levels; re-qualification sys-
tem of specialists working in public service (Chli-
vickas, 2008; Chlivickas, 2007). 

On the basis of continuous qualification deve-
lopment system formation and its development, the 
preconditions for perfect quality of public servants’ 
work are created in the process of developing and 
implementing the state policy of human resources 
management in all the countries of Central and Eas-
tern Europe. Striving for successful implementation 
of public administration reform and seeking increa-
se in public administration efficiency, it is necessa-
ry to create effective human resources training sys-
tem in public administration sector. 

While implementing the strategy of human re-
sources improvement it is necessary to benefit 
from the experience of all participants of the 
process and coordinate their activity. Special atten-
tion should be paid to experience exchange be-
tween new member states of the EU and adopt the 
experience and achievements of the “old-timers” 
in the fields of creation of human resources devel-
opment strategy and public servants’ training 
(Chlivickas, 2007). Lithuania has quite significant 
experience in this field that other countries of Cen-
tral and Eastern Europe may find useful, as it has 
gone through evolution, making use of the global 
experience and that of the EU countries. 

In order to successfully pursue public admin-
istration reform and increase efficiency of public 
service it is necessary to integrate all efforts and 
conduct monitoring of the human resources devel-
opment system in the public sector. 

8. Conclusions 
Methodologically based propositions for impro-
ving system of state institution human resources 
was provided. The implemented propositions crea-
ted favourable preconditions for increasing effi-
ciency of public service and pursuing public admi-
nistratin reform. 

The theory of human resources system deve-
lopment and realisation has been critically asses-
sed, different attitudes have been compared and 

the most appropriate method has been chosen. A 
wide range of various methodologies shows that 
the unanimous standpoint concerning development 
and implementation of human resources system 
does not exist, therefore, to choose and employ the 
most rational variant is not easy, though possible. 

Overview of methods of strategy development 
suggests that there is no single, comprehensive 
model of this process. Consistency of change ma-
nagement in every institution is ensured by its ma-
nagement, on the basis of the accumulated practice 
and in view of the changing situation, emergence 
of new ideas and possibilities, using means of fo-
recasting and modelling the situation. Therefore, 
this process requires high managerial competence, 
thorough knowledge of the environment and re-
liable information. 

Choice and implementation of the strategy 
comprises the main part of the strategic manage-
ment. It is obvious, that the initial and very impor-
tant phase of determination of institutional activi-
ty’s trajectory is analysis of the situation. Long-
term development direction includes various 
fields, measures and forms of institution’s activity, 
relations within the institution and position in the 
outside environment. The main objective is to 
concentrate all the institution for implementation 
of the strategy and ensure, that there is a sufficient 
amount of resources, first and foremost – human 
resources, and that they are managed properly, to 
pursue successfully the chosen policy.  

In order to develop a strategy for human re-
sources in the public sector, perceived as a system, 
and to outline ways of its implementation, it is ne-
cessary to apply a creative approach to the descri-
bed strategic management models, integrating their 
advantages and adapting them to the improvement 
of human resources management. 

It is advisable to apply a model, relevant to the 
features of human resources system, implementa-
tion of which is guided by these essential priorities: 

it is necessary to ensure monitoring of the state 
of the human resources system, i.e.  to describe the 
system of human resources in the context of the 
public administration reform, to define problems in 
relation to the improvement of the human resources 
system according to hierarchical management le-
vels, to set goals and priorities of the strategy of the 
human resources system; 

it is necessary to apply the suggested model of 
the strategy of the human resources system and 
offer a way of the implementation of the strategy of 
the human resources system, which has to become a 
factor determining success of the public administra-
tion reform. 
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The stage of analysis of the current state of 
the human resources system has to include defini-
tion of its place and significance in the context of 
the public administration reform, identification of 
problems according to hierarchical management 
levels, related to human resources training, formu-
lation of goals and priorities for human resources 
improvement, drafting the main provisions of the 
continuous qualification improvement of public 
servants, serving as a basis for development of the 
human resources system. 

The main factor determining of government 
innovation and success of the development is the 
ability to design and implement long-term strate-
gies based on human resources. Therefore, it may 
be assumed that improvement of human resources 
is a very important group of conditions determi-
ning socio-economic development, which should 
be perceived as priority, especially for improve-
ment of public administration system.  
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