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1. INTRODUCTION  

The successful realization of the official policy of Montenegro, that is, first of all, being based, on the market oriented development strategy of civil society, the rule of rights and open cooperation with international community demands an appropriate institutional capacity to be sustainable and faster. The condition is, beside that, to provide better legality, effectiveness, thriftiness, and ethical dimension with public administration work in general. 
 Modernization of public administration requires the changes in the style, methods, and the manner of work, mastery of knowledge and monitoring the conditions and total political and social environment, and independent, highly professional, creative, and competent human resources.

European oriented Montenegro strives for actualization of the vision of a modern state administration with precisely defined goals that should: 

· Increase  efficiency and thriftiness
· Upgrade the quality in offering services
· Contribute in realization of openness and accessibility
· Strengthen the social security of public servants and state employees in relation to citizens
· Contribute in increase of ethical consciousness of public servants and state employees
· Contribute in decrease of corruption
· Provide the application of contemporary informatics-communication technologies
· Provide the involvement of Montenegrin state administration in the European administrative field. 
The advancement of human resources in Montenegrin public bodies is of a special importance regarding the independence and the Euro-Atlantic integration process require further development of human resources employed in new departments and new fields. One of the priorities is to provide the sustainability of appropriate system of functional training and advancement of public servants and state employees since the system may function neither properly nor legally without trained public servants and state employees.

The environment in which public administration operates has changed dramatically since its establishment. The changes involved are felt not only at the political level: they permeate the organization and affect day-to-day work in all parts of the public administration system. Social and economic progress has undermined old assumptions about the role of hierarchies and hierarchical ways of working. Technological progress has transformed the manner of works, in particular the manner of communication both within and between organizations. Scientific progress has contributed in faster exchange of information between bodies and society as a whole and thus contributes to more efficient and more transparent work of public bodies.  
Organizational excellence begins with recruiting the right people but constant changes require their further continuing training and development. Where change is the norm, development have to be continuous. The reform process carries with it a vision of public administration as an organization that is committed to lifelong learning. This, in turn, is linked to other strands of public administration reform, including new career structures, the career development and improved mobility arrangements, designed to enable civil servants to realize their full potential.   

Training is a public administration’s main instrument of civil servants development and it is also an essential part of reform. It is essential, therefore, that the people who work in public administration are provided with sustained and accessible means of adding to their knowledge and strengthening their skills. 

The approaches proposed in this document are designed to put civil servants and state employees training in its rightful place that is the essence of new bodies related to the human resources policy.

The implementation of the Strategy will be transparent, involving all the active participants in this field. The document outlines future activities related to the training of civil servants and state employees in the period 2008-2012 based on a completely new organization of public administration operation and practice built on positive regulations, both Montenegrin and international. 

In addition, it must be borne in mind that the training of civil servants, like the process of development of the state and the society as a whole, is a permanent process. This is supported by the fact that training of civil servants is not organized only in transition countries, nor does it end with their accession into European international communities. On the contrary, in most European countries civil servants are continuously trained to ensure that they remain an important element of the overall development.

The system of continuing development of Montenegrin human resources began with foundation of the Human resources Management Authority, the central state administration body that works on realisation on professional advancement of public servants and state employees and ensures the access to public sector information through establishment of Central Personnel Register. Strengthening the position of national minorities through training, it participates in organizational and other changes in the public administration as to human potential development through the selection of new cadres. 
With particular regard, the influence and efforts made by The Human Resources Management Authority in realization of the project of establishment of the regional school (ReSPA) for public administration in Danilovgrad are to be mentioned.   

Public servants and state employees’ advancement shall be performed in five main directions:

· human resources advancement shall enable the application of principles and practice of good management according to the best European standards. This includes the increase of work efficiency, productivity and saving, better organization, coordination improvement, openness, and citizen’s participation.    

· establishment of human resources units in all state bodies that will strengthen the quality of work in the bodies and better human resources organization. These units will provide strategic planning training, modeling of the professional advancement program, and assessment of employees, appraisal of new regulations application and constant harmonization of legal provisions in line with European standards as well as better coordination with potential donors. 

· in order to ensure modern administration in Montenegro, it is necessary to perform further de-policy, professionalism, development and managing the human resources, rewarding as per work performance results  

· the special place holds the education and advancement of state employees for the purpose of  acquiring new knowledge, skills and competences and special need for advancement of foreign languages 
· to provide application of contemporary informatics – communication technology that will ensure safe and prompt support of the bodies to the citizens and economy

2. ANALYSIS OF CURRENT SITUATION AND NEEDS 
2.1. Background Information
During drafting the Public Servants and State Employees Training Strategy, documents were used as a base to determine strategic determinations of this act based on existing and anticipated needs for the advancement of public servants and state employees.   

Until adoption of the Law on Public Servants and State Employees (“Official Gazette MNE”, No. 27/4, 31/5), training and advancement of civil servants and state employees was performed on the ad hoc manner and unequally, different from body to body. As of entering into force of the law on Public Servants and State Employees, the establishment of the Human Resources Management Authority and determination of the Program of professional advancement of public servants and state employees, the system of continuing development and training of employees within public bodies began.    
During the public administration reform process, the necessity appeared to established permanent development system that will enable public servants and state employees to be trained according to the working post needs for the purpose of more effective and efficient performance of their tasks. In the period 2003/2004, the “Factografic structure Analysis” was developed by the Project Team PARIM 1 – The Project of Public Administration Reform in Montenegro, funded by EU and realized by the European Agency for Reconstruction. The objective of this analysis is to determine the factual situation regarding competencies and skills of public servants and state employees and their advancement needs.  
The said Analysis involved 35 public bodies and the following conclusions may be drawn: 
· very small number of bodies prepared special plan and curriculum of professional advancement of their employees (6 out of 35 according to bodies’ questionnaire), from which it may be concluded that this field was paid little attention 
· public bodies do not have medium term plans for employees training

· the bodies do not usually determine the needs for permanent functional training of public servants and state employees (this response was obtained from 60% of inquired bodies) 

· the majority of examinees answered that the foreign language is of the most importance for work in the public bodies, namely the English language, being almost undivided attitude of managing persons and heads of the bodies, and beside that, in their opinion, the computers knowledge is very important as well   

· the funds for development are not sufficient and they amount somewhat less than 2% of funds for salaries of employees
· there are no appropriate institutions in Montenegro that offer qualitative programs of permanent functional training of public servants and state employees
· there is no system within a body, and/or the training success appraisal is not carried out after the completion of seminars and other training forms
The second important basis of this Strategy is a document “Content of Provisions in Force that Regulate Jobs of Public Bodies Analysis”.  
The objective of legal acts analysis preparation that regulate so called “horizontal” (general) jobs of public servants and state employees i.e. “horizontal:” jobs of bodies was to enable development of qualitative training needs analysis, and later to develop the qualitative training program. 

When it is an issue of horizontal jobs carried out by public bodies, we have in mind all types of administrative and professional jobs that are in a more-less extent present in the work of all bodies. When such statements is applied to the level of individual employee, we have in mind those typical jobs and tasks that the majority of public servants and state employees on the same hierocratic level, or the same profession, have to carry out while performing their every day working obligations in the bodies.  
This analysis involved 22 laws and other legal provisions that represent the catalogue of necessary knowledge and skills that employees are suppose to possess in order to be able to perform their working tasks. 

The Human resources Management Authority developed additional needs analysis for professional advancement and training of public servants and state employees in 2005. 

Collected factographic structure from “Additional Needs Analysis for professional Advancement and Training of Public Servants and State Employees” served as background information for preparation and adoption of the “Program for Professional Advancement of Public Servants and State Employees”. In accordance with article 3 of the Law on Public Servants and State Employees, the Human Resources Management Authority is responsible for preparation and realization of the Program for Professional Advancement of Public Servants and State Employees. The commentaries presented in this Analysis are related to factographic-collected data and they are in the function of planning of future activities for strengthening the system of training and advancement of public servants and state employees. 

The Professional Advancement Program of Public Servants and State Employees for 2007 was determined based on this Analysis, and all other previous analyses, which included the following modules: public administration and the system of functioning of public bodies, managing/governance the public bodies, financial and budgetary aspects of pubic body operations, general and related to them jobs, communication within public administration, international cooperation and so called “European Affairs” as well as learning foreign languages and computer use knowledge.  

This Program is meant for different target groups of public servants and state employees as well as managing persons. There is an interest in employees’ advancement as proved through the experience, and in the first year of implementation of this Program, there were 103 trainings realized, with a number of 1380 trainees. The interest was in foreign languages courses and computer learning courses, so there were 32 courses of foreign language organized (English, French, and German) and 11 courses of computer learning that attended 165 trainees. 

In order to realize successful training, it is necessary to provide professional cadres, lecturers that will conduct training according the methodology that determined the Human Resources Management Authority, therefore a poll of lecturers was created who participated in realization of the Program. 

The Human Resources Management Authority carried out the first “Human Resources Management Functional Analysis”. The subject Analysis included all areas of employees’ system of Montenegro, employment procedure, methodology and the manner of development of acts about internal organization and systematization, human resources records and public servants and state employees training. This Analysis dealed with organizational structure as incentive of activities for human resources advancement in bodies, and then planning of the said activities including the manner of their funding.     
For increasing of efficiency of state (and greater - public) administration operations in the reform process, adjusting the employees knowledge in introducing new technologies and procedures, the Human Resources Management Authority used all  analyses, innovations and made additions to the Professional Advancement Program with new contents that are actual for Montenegro while moving towards European and Euro-Atlantic Integrations. 

The Program of Professional Advancement for 2008/2009 is comprised of following modules: on-the-job training and newly employed for the work in public sector, public administration anticorruption combat (Integrity Plan, Free Access to Information), Financial accounting tasks (Planning and execution of state budget, public procurement), as well as new subjects within the Modules: International cooperation such as: legal system and legal acts of EU – Harmonization of national legislation. The Agreement on stabilization, accession, and other. From January to June 2008, 68 seminars attended 932 employees.     
For the purpose of getting clear definition about special knowledge and additional skills at all levels of working positions, it is necessary to do analyses constantly, that understand also the realization of advancement and development programs, the need for introduction of new programs, the directions of further planning and employees development.  

2.2. Needs to establish human resources units 
There is a need recognized for establishment units of human resources within a body. The employees of these units shall be responsible for professional advancement of human resources that include human resources planning, training and development, monitoring the work progress of employees, their mobility as well as planning the training budget. By establishing these units, it should be worked on their strengthening and development, in order to create a good base for development of highly qualified politics through strategic planning and strengthening human potentials     

3. TRAINING PRINCIPLES AND OBJECTIVES 

Training represents the main task directed through development of human resources within bodies. The important aspect thereto is that employees get support and available assets that enable them improvement and advance their knowledge and abilities. The accent in “The Training Strategy” is the optimum assignment roles and engagement modern mechanisms for enabling employees to get the right training at the right times.  

3.1. Guiding principles
The basic principles of employees training are:

· training is both the right and obligation of every state employee and civil servant, regardless the tasks he/she perform of his/ her position function 

· training is a composed part of the human resources policy and serve to the interests both, the individuals and the body

· training is a responsibility of all, the state employee and/or civil servant and body  

· state employees and civil servants is an investment that gives return results in better achievement of goals
· achieving and maintenance of the highest quality standards will be tried to be achieved through training and reflected central values, regarding perfection, professionalism and services  

· training will support involvement and strengthening the sense of belonging of each individual working in bodies, including persons with special needs

· state employees and/or civil servants should recognize the public interest and to serve citizens

3.2. Objectives
· The basic training objective of civil servants and state employees is deeper knowledge and improving personal competencies, so that every civil servants and/or state employee will be able to make an optimum contribution in achieving goals

· At individual level, training should promote professional effectiveness and contribute that every civil servant and/or state employee has a sense of completeness, belonging, and dedication to his/her working post. By development of relevant knowledge, abilities and competencies, the training should further help individuals to make desired professional changes regarding mobility and promotion possibilities  
· At the level of body, training should be in the function of developing synenergie, creation of administrative culture, strengthening managerial abilities, providing quality and common acting of civil servants and state employees in achieving goals

4. ASSETS
4.1. Funding
Considering the time and budget limirations, 6 days of training as per a civil servants and state employees annually should be achieved before the end of 2012.  

The objective shall be realized progressively, as of 2009. By the end of 2012, there shall be the average of 6 working days allocated was training as per employee annually. This figure is composed of 4 days in average of general training “out-the- working post training” (seminars, conferences, etc), per state employee and 2 days in average of less formal training and activities (teaching, mentoring, “learning from shadow” (from colleagues)) as per state employees. This does not include foreign languages and computers training, as they require longer period of studying. 
All heads of authorities shall have to provide for achieving this goal. 
In line with obligations taken over, the costs of professional training and providing scholarships for civil servants and/or state employees shall bear the public body. 

The goal of average of 6 working days dedicated for training as per civil servant state employee annually until 2012 understand providing for necessary assets in the Budget. 

4.2. Human resources needed for training 
Achieving the training objective understand engagement the number of state employees for realization of conducting the training. Therefore, it is necessary to plan not only assets but also human resources placement to be engaged in the function of realization of training objectives.  
5. RESPONSIBILITIES
For the purpose of implementation of this Strategy, it is necessary to determine the participants’ responsibilities in the system of permanent advancement, at both individual level and the organizational level. 
5.1. Human Resources Management Authority
The Human resources Management Authority shall:
· coordinate the overall implementation of the Strategy
· promote the system of functional development and disseminate best practice across public administration 

· organize horizontal training based on needs and interests shown
· provide professional assistance to potential foreign donors with respect to organizing and conducting the training 

· provide professional assistance to state authorities with respect to the planning of training and human resources management issues 
· determine which parts of the training program are obligatory for particular civil servants i.e. state employees, as well as which parts of the program are a prerequisite for the performance of certain tasks. 
· provide training capacities for civil servants and state employees in the north and in the south of Montenegro
· hold overall responsibility for the management of professional advancement of civil servants and state employees’ training budget

· develop and classify the informatics technology instruments for the planning and administration that are related to training activities of civil servants and/or state employees

· submit information and advice bodies on external training providers as well as various institutions that offer training services 

· perform selection of professional lecturers for various fields, that will be engaged to deliver training in the areas of key interest  

· prepare adequate programs of professional advancement for civil servants and state employees and other programs in accordance to interests of civil servants and state employees

· manage the evaluation of the professional advancement process in order to ensure quality, economy and value  
· prepare reports on conducted trainings from the Program of Professional Advancement of civil servants and state employees and other realized trainings

· monitor activities that conduct the Regional School of Public Administration ReSPA
5.2. Head of a State Authority  

The Head of a State Authority shall be responsible to: 

· provide conditions for implementation of the Training Strategy of civil servants and state employees

· determine the strategic training plan, that will be based on needs deriving from the competences of that particular body

· provide conditions for realization of training of civil servants and state employees objective 

· appoint a person that will be responsible for planning and development of training within his/her body 

· provide that managing persons of internal organization units perform effectively the tasks assigned to them in relation to training of civil servants and state employees under their responsibility

· ensure that the identified training needs of civil servants and state employees are regularly updated

· ensure that the Central Personnel Register is regularly updated with the information on the completed training per civil servant i.e. state employee on a yearly basis

5.3 Managing persons of organizational units                                                      
      Managing persons shall: 

· Identify needs of their civil servants and/or state employees, taking account of the strategic framework for training

· Give approval for the training of a civil servant and/or state employees under their responsibility. 

· Keep the head of the administration authority and HR/training managers informed of needs as identified.

· Organize on-the-job training for sharing the knowledge and experiences gained at various international and local seminars and conferences, through coaching and "mentoring", for both the newcomers and all other civil servants/state employees.

5.4 Persons in charge of human resources development                                             
Persons for development of human resources shall be appointed in all public bodies and they shall: 

· Propose the training plan for civil servants and/or state employees previously approved by the head of the state administration authority.   
· Assist civil servants and line managers in specifying adequate training activities for meeting identified needs
· Propose training for civil servants and state employees within their state administration authority
· Keep the HRMA informed of newly identified needs for training which could be horizontally organized
· Organize vertical training
 for the purpose of meeting the specific needs of a state administration authority
· Monitor progress and prepare reports on the training of civil servants and state employees in relevant state administration authority. 
5.5 State employees and/or public servants - individuals 
       State employees and/or public servants shall: 
· Play an active role in promoting their own training
· Express the needs for their own training and work actively with their line managers and training managers to identify their own training needs
· Take action to meet the identified training needs, in line with the instructions and orientations from the line manager and training manager
· Apply new learning in the workplace
5.6 Trade Union 
· Contribute actively to the process of developing civil servants and play an active role in promoting the concept of continuous training of civil servants and in ensuring harmonious relations between civil servants and all other parties and institutions concerned with the public administration training (external training providers).
· Monitor accessibility of training in line with this Strategy and report on recurrent problems.
5.7. Progress Report 
It is necessary to provide constant communication between state employees and their managers that is related to recognition of needs for advancement in a form of preparing the Report on Professional Advancement of every state employee. The report would include all activities related to training activities undertaken by state employees, such as attendance at courses or seminars, with the aim of meeting the identified needs.    
Once the HR/training managers determine needs and propose trainings for every state employee, participation in the designated training activity shall be considered as a work requirement for the civil servants concerned and no undue hindrance shall be placed in his/her way in participating in the said activity. Where, for whatever reason, a civil servant has not been able to participate in whole or in part in a designated training activity, this fact, along with an explanation, shall be noted formally.

6. TRAINING GUIDELINES
The employee is a key factor of every public body and investment into training is of essence for its continuing success with the Institution. The organizational excellence begins with recruiting the right people; follow up of their work and determining needs for their further training and development. In the cases where the change is a rule, advancement has to be continuing. The reform process carries with it a vision of public administration as an organization that is committed to lifelong learning. This, in turn, is linked to other strands of public administration reform, including new career structures, the career development, and improved mobility arrangements, designed to enable civil servants to realize their full potential
6.1. Priorities
It is necessary to provide the realization of recognized training needs immediately. However, where limited resources do not allow all identified training needs to be met, priorities shall be assigned as follows:   

Key priority shall be related to needs that are of strategic interest. For example, introduction to work training, managerial persons development as well as the training in all aspects of financial management. 

The second priority shall be related to satisfying the needs that are primarily at the level of state administration authorities. This shall include all activities meant for achieving the work excellence of individuals at their working posts. 
The third priority shall be given to training activities stemming primarily from personal interests in a wider organizational context. 

When the Human Resources Management Authority establishes the main priority of the strategic interest and forward the realization of training programs to state administration authorities, the human resources units shall be responsible to provide the above-mentioned structure of priorities to be systematically applied at the level of public administration.
7. TRAINING CONTENT
Training and professional advancement is just one component in well organize functioning of public bodies. Training may be a determining factor in judging the excellence of state administration in certain area or whether it is satisfying standards of working efficiency.
The training content should correspond to the needs of public bodies and strive to achieve the optimal effectiveness by following the strategic priorities.  

The objective of this part of the Strategy is to explain the role of the content that ensure the civil servants and state employees get the proper training at the right time.   

What does the training include shall vary from position to position, depending on the time and a person.

The content of compulsory trainings include:

· introduction to work training (The Program for new employees)

· training for different professional categories of civil servants and state employees 

· training for managerial persons 

· training for creation of new administrative culture

· training of transferring the unique culture to new generations of civil servants and state employees

· foreign language studying

· basic knowledge of informatics

· training within the overall support for reform activities 

Professional Advancement Program of civil servants and state employees, as determined by the Human resources Management Authority, covers general contents that are necessary for carrying out the every day operations. The Program is comprised of eight modules and it is meant for all categories of civil servants and state employees as well as the managerial cadres.    
7.1 General program of professional development
Professional Advancement Program of the Human Resources for 2008/09 covers general contents necessary for development of different target groups and it is comprised of the following modules: 
Module1 – On-the-job training and newly employed training for the work in public bodies
Module 2 – State administration and the system of functioning of public bodies
Module 3 – Administrative system
Module 4 – Public administration anti-corruption combat
Module 5 – Governing/managing in public administration 
Module 6 – Financial and budgetary aspects of work of public administration
Module 7 – General and related jobs in public administration
Module 8 – Communication in state administration authorities 

Module 9 – International cooperation and so called “European affairs”
Module 10 – Foreign languages

Module 11 – The basic knowledge of informatics

The Assessment Needs Analysis for civil servants and state employees determines the general themes that are described in each of the modules. 
7.2 Compulsory programs of professional development
The special attention shall be paid to training content being compulsory for all categories of civil servants, and they are comprised of the following modules:
a) Raising of ethical consciousness and reduce the corruption by training
The corruption problem is one of the greatest within the public sector in modern countries, especially in countries in transition. The problem of corruption in public sector is being highlighted both in Montenegro and by international organizations with a special emphasize by the European Union. The corruption devastates the foundation of democratic and legal state, aggravate the free business operations, and pull down the economic composition. It is necessary to undertake energetic and clear measures in all parts of the country, so that the presence of corruption, as well as the perception of its presence brought to the minimum possible degree. It is necessary to provide strengthening of ethical standards and civil servants development in the area of corruption through repressive measures, focusing on the developing module of anticorruption combat, wherefrom the possibility results, that responsible persons in state institutions should be inform on time with possible preventive measures against corruption in public institutions.      

 b) The application of modern informatics – communication technology 
The application of modern informatics-communication technology facilitate and accelerate operations of public institutions, improves the coordination and work between bodies, enables more easier contacts with citizens, reduces social costs and brings to numerous positive results.
It is necessary to train civil servants to apply the modern informatics-communication technology also through: 

· announcement of electronic address for communication with citizens on web pages of all bodies and train at least one civil servant in each of those public bodies to be in charge of writing responses to electronic mails of citizens

· regular beginners, standardized and advanced informatics training for civil servants and state employees
c) Improve coordination and work harmonization within a public body through training   
The obligation of mutual cooperation between bodies by offering expert assistance, submitting reports on data from official records, harmonization of programs and work plans, foundation of joint professional commissions and working groups for issues of common interest and/or cooperation between bodies in giving the expert opinions worked out in details. 

d) Managerial training
The purpose of managerial training is to ensure that capable managers, who would meet the quality standards, quantity, and varieties necessary for satisfying current and future needs of public bodies. 
The Human Resources Management Authority shall take into account the needs of current categories of managerial persons that already have the unique mixture of knowledge, abilities, and experience. The methodology of this training shall be so directed to work out the individual priorities, working obligations and tasks, time needed and learning priorities.   

e) The foreign languages training 

The language training is especially emphases when taking into account the process of accession to the European Union and other integrations. 
The Human Resources Management Authority recognized that special target groups should be comprised of civil servants and state employees, being engaged in the process of European Integrations and international cooperation, who should improve their knowledge in one foreign language and who should start learning another foreign language.   
f) State employees’ competences training 
The civil servants and state employees have to have the following competences that include:
· team work

· motivation
· service culture 

· communication abilities (written and oral)

· reporting 

· resolving problems and making decisions
g) Training in the area of professional development


The advancement is a constant process in the modern state administration. The Human Resources Management Authority shall continue to offer the range of learning options, in order to enable that civil servants and state employees get assistance and training during their professional career, and to satisfy the specific needs, especially in some very important phases of the working life, both the individuals and the very state administration.   
.  

h) Professionalism 
One of the primary goals of public bodies is improvement of professional effectiveness and contributing the sense of completion, belonging, and dedication to the working post of every civil servant and state employee. The training should serve to building the synergy, to create the strong joint culture, identity, and language, to establish the managerial perfection, contribute the professionalism of special human resources groups, provide quality, promote formally and informally the networking activities from among the colleagues, to place the foundations of professional development.     
i) Training in the area of integration processes of accession to the European Union 
The general objective of this training is to facilitate the integration of Montenegro into the European Union by strengthening the administrative capacities of Montenegrin institutions. 

Several objectives should be met as follows: 

· specific training module for European affairs

· improve abilities of special units within the ministries, that are dealing with issues of international cooperation and European and other integrations

· improve coordination and implementation of training issues related to EU in relevant public bodies 
j) Training in the area of integration processes of accession to NATO 
· specific training module according NATO issue 

· improve abilities of special units within ministries related to the NATO accession process

Improve coordination and implementation training issues related to NATO relevant public bodies 

· train the human resources that will be directly involved in the process of accession of Montenegro into NATO. 

7.3 Needs for special programs held in the premises of bodies 

Human Resources units shall establish the strategic training framework in the public bodies. This strategic framework shall be based on needs resulting from strategic direction of a specific public body.  

The strategic framework shall be comprised of the series of important guidelines related to training, from the head of the body to individual units of civil servants and state employees for human resources of the public bodies. They shall involve the series of needs for raining, including the needs coming from personal interests of state employees.     
7.4 Coordination and cooperation with international donors                       Coordination and cooperation with international donors shall be:
· Coordination with international donors for training issues 
· organizing training activities financed by the international donors inline with needs and interests 

· providing professional assistance to the public bodies in relation with planning of trainings supported by the international donors 

· providing professional assistance with organization of trainings to the Regional School of Public Administration - Reaps
· developing and classifying the instruments of information technology for training administration that are financed by international donors. 

7.5 Key training principles of public servants and state employees 
The establishment of the permanent system of civil servants and state employees professional training and advancement for the purpose of acquiring new knowledge and skills necessary for personal development and career progress is a key prerequisite for human resources development and thus increase results and work quality. 

Professional training and advancement of civil servants and state employees should be conducted at all levels and in all public bodies according the general and special training programs that include the scholarships as well, and shall be directed as follows:   

· acquiring new knowledge needed for better work performance and preparation for successful implementation of policy and rights of the European Union, including intensive foreign language learning of civil servants and state employees, being engaged in the legislative preparation for standardization with the European Union. 
· acquiring new skills and abilities requested for development of a modern state, including managerial skills, public management, organization development, creative thinking, communication abilities, team and project work, and other.  
· accepting new standards and system of values such as: active participation in the manner of work and thinking of civil servants and state employees directed towards the citizens, services users, public administration in the function of a service for citizens, the use of high moral values and principles in acting of state employees, consciousness, responsible and non-beneficial performances of duties, in mutual relation and relations towards the citizens – the users of services.  
The special attention should be paid to training and advancement of managerial persons and emphasizing the values of new abilities such as: development and presentation of a personal vision, strategic thinking and acting, successful development of organizational units, direction towards the results, development of a proactive work attitude of employees and managerial organizational culture, development of new methods of work, etc.  
7.6 Process of approval and application for training
The training that the state employee plans, shall be subject of approval of the head of the authority
· once the human resources units within the public body design the training plan according the needs at the organizational and individual level, certain activity shall be considered as a request of a civil servants and state employee and there shall not be any obstacles for his/her participation in the said activity   

· if the human resources units can not agree upon the training proposal, that was presented by the state employee, motivated by the needs properly established, or when there is no proposal made by the state employee in relation to established need, then the plan and action proposal shall be made at the level of units   

· when the training need was recognized from the poor working performance, human resources units shall; propose and determine compulsory trainings for individual categories of civil servants and state employees.  

7.7 Training evaluation
Human resources units shall be trained to perform training appraisal and particularly the evaluation of employees who participated in trainings. On that manner, the real needs shall be subject of appraisal and monitor the performance of employees. The appraisal of training organization, lecturers and participants at the training shall contribute improvement of training system quality and enable to achieve the set training objectives. 
The appraisal shall be conducted during or at the end of training for evaluation of effectiveness of learning process. Further evaluation shall be carried out some time afterwards, in order to appraise the use of acquired knowledge in practice and influence of related training, unit or office.  
The questionnaires of state employees shall be used to determine whether the training functions of state employees satisfy recognized needs of employees at all levels.  

7.8 Mechanisms
The training mechanisms shall function at three levels:

· overall state administration – wide aspect
· at the level of individual public body 

· at the level of individual civil servant and state employee and their human resources units.  

a) The establishment of needs and functions – wide aspect
The Human Resources Management Authority shall propose and set priorities for training needed that are in the interest of entirety.  It shall be taken into account the following: 
· the strategic needs at a certain level; e.g. the need for new abilities and skills, better and more efficient introduction into work and training in the area of management and governance  

· the analysis of specialist fields, including professional abilities and qualifications in accounting, audit, human resources management, as well as information technology.  

· the analysis within the public body – wide aspect, e.g. techniques of establishment of current situations and facts, training of trainers, selection of techniques for interviewing, teaching and mentorship.  

b) The strategic framework at the level of public body 

The human resources units shall established the strategic training framework within the public bodies. This strategic framework shall be based on needs resulting from strategic direction of specific body.  
The strategic framework shall be comprised of a set of instructions that are related to training, from the managerial cadres in the body to individual civil servants and state employees and human resources units. They will include the series of training needs, including the needs resulting from personal interests of civil servants and state employees.     

The framework shall, as needed, be updated by the human resources unites. The updating shall be the result of new training needs, initiated by policy changes of the public bodies or new recommendations/instructions that involve the entire public administration.  

7.9 Quality insurance

Guidelines are designed so to comply the training with the needs of working post, for the purpose of increase of effectiveness and efficiency, to measure the value of effective contribution in achieving working objectives and to give appropriate recognition to various performers participated in the whole process. 
Quality criterion:

· Needs priority 

Training needs may result from different sources, including strategic maintenance at the level of the entire public administration, individual body or service, different specialties and positions, career “turnovers” as well as personal interest.  

· Perfection, design and offers 

Public administration shall continue to engage a large number of training providers, such as external lecturers and consultants, civil servants and state employees with a great work-experience, who will contribute in transferring the acquired knowledge, etc. The Human Resources Management Authority shall take measures that will make possible for offered training to satisfy the highest international standards.          
· Content Relevance 
Materials that are used for trainings must be relevant for participants. 

· Time-liness  
In the event of a great number of trainings for standard competencies – managing meetings, negotiating, management, etc. – the system “in the right moment” should be used, based on which the training would be organized as needed and on the right way.   

· Effective learning methods  

Nowadays, the cognition on human learning processes has been considerably developed in the past several decades; teaching and conventional lecturing in the classroom may hardly be the most effective approach in most of the cases. The Human Resources Management Authority shall develop the various methodological approaches, by which the greater learning effectiveness will be achieved.      

8. MONITORING AND EVALUATION
It is necessary to prepare the Action Plan for conducting the Public Servants and State Employees Training Strategy, so as providing necessary assets for their implementation. 

A Coordinating body shall be formed for monitoring the realization of activities envisaged by the Strategy. 

Deadline for development of the Action Plan Development for conducting the Strategy is November 2008.  
Note: there is a difference between the state and public administration. 

� Vertical training relates to those topics that are relevant for particular civil servants employed in a particular state authority. 
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