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Abstract

The purpose of article is to analyze role of humesource (HR) strategies in performance developroEpublic sector organization. There are
several approaches to link the organization's padace with internal environmental factors, prifyarivith human resources. Professionally
trained, motivated and contributory personnel &s\hry crucial precondition for successful impletagion of public administration's mission and
realisation of institutional functions and strategi Goals of learning and growth of the organirédigpersonnel describe how the composite of
people, technologies and the organizational clinpatenotes the accomplishment of the strategy. Caetationship among the four activities
perspectives of the organization — finances, custeninternal processes and learning and growthdeinonstrated by the Balanced Scorecard. It
describes the framework of value creation strateghe organization and provides top managemert pétriodical evaluation of the organization's
progress towards accomplishing the strategic gahifortunately the lack of clear linkage betweematstgic goals of an organization and learning,
development and motivational activities of its pensel do not correspond to achieving necessary téyriblic sector performance.

Based on the balanced approach, the article aalya®ian public administration reform and analydésadvantages disallowing to achieve the
strategic goals of public administration of LatMiew HR strategy of public sector organization dtidne established on the basis of tasks offered to
coordinate intangible assets with the strategytofacthat are vital to productivity of intellectuabrkers and conditions determined to include the
development of HR in the strategic planning procBssic elements of HR strategy should be harmtinizaf functions and tasks of employees and
departments with organization’s goals, focused qrersl development and carrier growth, on the bas$igualitative indicators established
performance management system and establishmenbtfating work environment in the organization.e$h elements should be supported by
establishment of optimal organizational structymgvision of effective activity of personnel managmt department as a strategic partner of
organization's management, and establishment oemazhd effective infrastructure.

KEYWORDS: public sector organisation, mission, t&tgg, performance, balanced scorecard, human esderelopment.

Introduction Public sector performance, and how can it be

Organizational strategy of the public sector aiméd measured?
meeting the expectations of society in an adeqstatie

administration. Last decades are remarkable foargel The organization's performance can be defined as
amount of public administration reforms in manyeffectlve and efficient use of resources to achiesilts

countries including developed countries, where wigdBerman 2006). Simple performance model (Talbo©)99

reforms are performed in order to make government'grov'des examination of the connection among the fo

performance more effective, productive, openedfa(:ti\/ity‘S measurement = parameters: inputs,  process,
utputs and outcomes (Fig.1).

transparent and accessible for the society (Bourgor‘?
2007). Improving development and performance depend > Efficiency <

both on the organization's capability to create and
establish effective strategy and on the usefulméshe m
defined activity's outcome indicators in order ¢, snake r y
and evaluate decisions (Sotirakou and Zeppou, 2006)] 'Puts ==X Process —3 Outputs Outcomes
Activity's outcome indicators of the organization % [ ¥
characterize the progress of both strategic andatipaal
activities. In order to define the most significautivity's
measurement parameters, the expected ultimate resul
to be comprehended, as well as the actions pertbime Figure 1. Simple performance model

order to achieve the result. The result expected is Source: Talbot 1999

evaluated on the perspective of internal and eatern

customers, while the actions are evaluated on the The first three parameters provide an answer if
perspective of the process' managers and activiti¢things are done the right way”, while the last @ilews
necessary to meet the customer requirements. Tike lideciding if “the right things are done”. Performanc
between desirable achievements of the organizatimh results display the measurable results of thetiniin's
the actions necessary to accomplish that has tielaely ~ activity promoting achievement of the policy result

defined before the activity's most significant wators while the policy results display planned positiveoges
are set. within the society. If differences between the segets

—_— Evaluation <




Andris Sarnouis

and achievable results exist, a signal occurs tharoup of effectiveness ratios together with impact
evaluation has to be made in order to be assurétkif customers/inhabitants/society the human-orientsdlte
target is realistic, if the program is based onttrget, if such as satisfaction and motivation of employegmeap
adequate management and control over thas a significant criterion.
implementation of the program is provided and ié th
resources necessary for the implementation of thBalanced approach in building public sector
program are allocated and they are used adequately.  grganization's strategy

Effectiveness of public sector activity can gergral ) ) )
be defined as the performance level of public secto In order to implement their strategies numerous
policy, plans, projects and programs that satigfy i Organizations focus on wusing Balanced Scorecard
stakeholders, as well as the level in which sesvice@PProach together with the quality models basedhen
performed by the public sector meets the needsvands ~ Principles of EFQM and CAF. Experience of the
of society (Commission for Social Development, 2003 Organizations using both models demonstrates tight
Effectiveness can be defined by the level of achdev correlation between them, and both of them candwsel u
results (Berman, 2006). Considering the effectigsnthe ~ Simultaneously without any contradictions (Massey,
public sector efficiency includes the optimal pbfsi 1999). For this purpose the nine criteria of EFQt be
utilization of resources necessary to provide publicategorized in four strategic perspectives (Fig.2.)

services. Organization's effectiveness can be elefes Finances ” ENABLERS
correlation between results (outcomes, influenced a budge' o
inputs (investments). Considering this aspect, céffe ,
changes of utilized processes and resources, ingud [internal
human resources, are those providing the following: [ PeopleResuts . Customers/ 7 processes< _ Processes |
e decrease of investments (e.g., human resourceggﬁ:/ I
7z

material resources and other), still ensuring tha
quality of services remains constant;

Societyresuits

/

e lower costs of recourses necessary to perform 7 [Employees and Leadership
public services; | tiona

e higher results, e.g., qualitatively or quantitatyve o
improved services, maintaining the investment RESULTS 7
level constant; .

e higher result against (in respect to) investment Figure 2. EFQM Balanced Scorecard
unit costs (Gershon 2004). Source: Massey 1999.

The indicator ,Government Effectiveness” defines th

quality of public services, civil service and tlezé| of its The figure demonstrates that five EFQM criteria of

independence from the political influence, quality .Enablers” correspond to the perspectives Internal
establishing and implementing policies, and thibélity ~ processes” and ,Employees and organizational cgpaci

of government's performance according to thesg;ips” in the scorecard. Meanwhile four EFQM criteria of
(State Chancellery, 2007). In the Guidelines for.Results” correspond to the perspectives ,Finantes
Development of the Latvian Public Administrationlip  budget” and ,Customers / interest groups / people”.

for 2008-2013 ,Better governance: administratioalijy Causal relationship among the four activities
and efficiency” (State Chancellery, 2008) the termperspectives of the organization — finances, custesm

Lefficient” is also interpreted as maximum returm o internal processes and learning and growth — s
resources and resource utilization with minimabéss demonstrated by the Balanced Scorecard develop&d by

In order to evaluate the activity of the publictsec Kaplan and D. Norton (1992). It describes the frevor
organizations, the principles determined in Europea©f value creation strategy in the organization and
Foundation for Quality Management (EFQM) ExcellenceProvides top management with periodical evaluatién
Model can be applied. The advantages of the momel athe organization's progress towards accomplishimg t
determined by focusing not only on indicators ofstrategic goals.
financial and customer service achievements, mat ah The balance of the four perspectives (finances,
their relation to internal processes and resourcéustomers, internal processes and learning andtigyasv
investments, when evaluating the efficiency of theachieved by integrating the organization's visioto ithe
organization in total. Common Assessment FrameworRtrategy, particular activities and contribution efery
(CAF) is based on the principles of EFQM (Engep2p member of the organization, which is necessary for
deve|oped by pub||c administration of European igo successful achievement of the organization's target
members and European |nstitute of Pub"c(AverSOI'l 2003) Also the results of the organizraiﬁo
Administration, in order to perform self-appraisaf  Performance, that are secondary indicators, witd th
public institution activity, as well as to assish i Performance enablers, that are primary, are bobgtete
evaluating the current situation in the organizatmd to Balanced Scorecard, since the measurements of the
define the fields that has to be improved. The CAFResults without the analysis of the enablers dognat an
indicates that among the factors conducing orgéiniza  answer how to achieve these results (Kaplan andoNor
activity a significant place is taken by formulatithe 1996). Thereby the Balanced Scorecard demonstitaes
mission and strategy and providing capacity ofrimaé Way how providing constant growth of the sharehade
processes, employees and organization. Meanwhtleein investment value is planned by the organization.
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When implementing and coordinating the strategidmprovement of the learning and growth determires t

contribution of all the most significant organizatis

value enablers,

the private,

public and non-profiprocesses,

organization's performance on the perspective tefmal

customers and financial indicators. The

organizations can use the principles of the Baldncefinancial perspective is sometimes replaced bybtiaget

Scorecard management,

considerations:

based on the

followingerspective in order to demonstrate the proces$es o

developing and executing the budget that are tltde

e first, they provide coordination and gradual public transparency of funds.

R. Kaplan and D. Norton (2004) offer three tasks to

implementation of financial and non-financial

activities, and help coordinating current activitie coordinate intangible resources with the strategy:

with the strategy;

e second, they help defining and evaluating the
particular value enablers, that are the ground of
organization's  performance. This enables
managers to verify their assumptions about what
forms the results of organization's performance
(Murby 2005).

Figure 3 demonstrates the base model of the Badance

Scorecard for public and non-profit organizations.

coordinating the potential of human-resources in
the strategic job families according to the
organization's strategic directions;

information resources that provide the significant
information technology infrastructures and
software in order to support human-resources
(personnel) to give excellent performance
according to the organization's strategic
directions;

Mission

~

Customers
"Who do we define as our
customer? How do we create
value for our customer?”

Finances, budget
"How do we add value for
custoemrs while controlling
costs?”

‘\

[

Employees and
organizational capacity
"How do we enable ourselves
to grow and change, meeting

e changes in organizational climate necessary to
accomplish the strategy have to be secured by the
culture, management, involving employees and
team work.

Human resource development — key issue of
public sector organization’s strategy

Competent and erudite personnel as the organization

capital can be considered as the point of focus.
Considering human-resources as an expenditure item
does not encourage the organization to achieve high
results. Investing in human-resources provideseastl
three significant acquisitions (Holton, Yamkovenko
2008). In individual level it promotes the growthH o
knowledge, skills and abilities, encouraging depetent
and growth of the employee. On organizational level
The missions of the organizations are accomplishethvesting in human resources results in increasing
similarly as in private sector model — by satisfyithe  productivity and efficiency. Finally, on society vid
needs of their stakeholders (founders, shareholdeds higher educated and developed individuals togetitr
interest groups — the people gaining benefits & thmore efficient organizations provide growth of cuét
performance of the organizations). Wider interestug and economy, as well as improve the well-being of
becomes important to the public organization, sitde  society. These kinds of investments are justifiediray
responsible about the impact of the programs tectlir level and provide higher benefits than simple metan
involved people, regulators, other organizationd #re  investments.
society in general. This indicates significant ajesin The term of HR strategy is usually applied to
the logic of establishing and implementing the Bat coordinated complex of decisions and activitiesriled
Scorecard system. The effectiveness of accomptishia  and directing HR management (recruitment, positigni
mission is the main indicator of public or non-girof utilizing, developing and rewarding) in the conteodt
organization's performance, instead of the findnciaachieving the targets of the organization (Cooped a
indicators. The financial results of the public Channon 1998). Understanding the human-resources as
organization's performance can be evaluated bgrganizational value becomes important during this
efficiency of satisfying inhabitants’ needs (Amarega  process.
2001). Thereby effective use of the resources is Human capital is characterized by the knowledge and
emphasized on the financial perspective of publiskills of employees that can be considered as thst m
organizations. significant  resource, particularly in intellectual
Intangible resources are crucial source of constartrganizations (Lengnick-Hall, Lengnick-Hall 2003)so
value increase. The title of the perspective “Erplis  public organizations are considered as intellectifial
and organizational capacity” indicates the sigaifice of creating innovative approaches concerning fiscdicyo
improving human-resource  (HR) system andeducational system, exploration and developmeriilipu
organization's performance by employing competenpurchasing procedures and other (Bounfour, Edvinsso
people and using effective information technology2005). Intellectual work is the basics of the ileefual
system. Goals of learning and growth describe Hosv t organization's performance, and the existence ef th
composite of people, technologies and the organizalt organization fully depends on the intellectual Iskibf
climate promotes the accomplishment of the strategyersonnel (Niedte 2003). P. .Drucker (2007) draws

ongoing demands?”

Internal processes

\6 meeting budgetary constraints,

"To satisfy customers while
at what business processes
must we excel?”

Figure 2. Balanced Scorecard for public organizations
Source: Rohm 2002, Niven Paul 2003.
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attention to six factors that are vital to produityi of  department have to be competent not only in
intellectual workers: administrating personnel management systems, lsot al
o the employees have to understand the essence iof expertise competencies necessary to the personne
the given tasks and achievable targets to be ableveloping  organizations, change  management,
to chose the most appropriate action; motivating personnel and other matters of managémen
e intellectual workers have to manage themselved,Tompkins, 2002). As one of the most significantexgs
therefore a freedom of choosing workinghere the performance evaluating has to be mentjoned
conditions and methods is necessary; which is included in the wider term “performance
e innovative action has to be a part of theMmanagement’.
intellectual work, it has to be included in the Despite its popularity the Balanced Scorecard

tasks and responsibilities of the employee; management approach by R.Kaplan and D.Norton has
e intellectual work includes necessity of constanteen criticized often. The criticism is relatedthe fact
learning, as well as teaching the others; that the indicators are not verified by any proven

o quantitative indicators are not the most €conomic or finance theory, therefore cannot banded
significant when evaluating the productivity of an @S firmly scientific. The process is prejudiced atabs
intellectual  worker, the quality of the not provide statistically or economically grounded

performance becomes more and more important'evaluation of the quantitative indicators — work

o instead of considering the intellectual worker asETiciency, risk or economic value (Jensen 2002).

an expenditure item, he/she should be received ADSarticul_arly _it concerns organizati_ons With high
the organization's capital, and the Workingpropomon of intellectual work. Evaluation of ifieztual

conditions have to be set for them to chose thé\’ork efficiency is burdened by the _fact_ that thesmo
particular organization as their employer. important component of result of this kind of waik

Developing human-resources is a process Oguglity, which i.s hard to  express _in qu.antit_ative
improving and releasing people's competencies an dicators; organizational routine, inertia durimgpid
knowledge aimed at improvement of individual, team-Ca@nges makes the re-orientation to new content of

work and adequate evaluation criteria

work and entire organizational system pen‘ormanctl.‘n.tptIIequaI . ) i
(Sims, 2006). J. Tompkins (2002) determines ﬁved|ff|cult; the impact of intellectual work's ressilis rarely

conditions to include the development of humaniMmmediate and it is impossible to measure it (R&ni

resources in the strategic planning process: 2008). .
1. Strategic planning process is established withén Other critics note that the Balanced Scorecard does

organization: not offer basic indicators or united view with dlea

2. Involvement of HR department's manager in thdnstructions — it is simply a list of ”””_‘e“’?" ineiiors
strategic planning process, and adequate examinafio (Pessanha and Prochnik, 2006). The indicators ef th

the strategic targets and initiatives related tcq@enel; performance are supposed to _be comprehensive,
3. Clearly defined mission of the organizationyi measurable and controllable; otherwise the bonedsi

as strategic targets to accomplish the mission; results ?Ch‘?"ed by organization and employeely dai
4. Vertical coordination of personnel policy andWork will disappear. However, too large number of

practice and the organization's mission and stitategmeaswat_’le parameters can provokearesstancet_lﬁg)m

targets, and horizontal mutual coordination of penel organization's empln_)yees (Iname#al., 2000). Also it is

policy and practice: noted that the positive feedback from the usershef
5. Personnel management service with a role anﬁpproach can be related to a placebo effect, simees

structure suitable to organization's mission amdtegic are no emp|r_|cal proofs of d'FeCt Impact on imprve
targets, and which encourages achieving them decision making process or financial indicators tlodé

Together with the five conditions mentioned aboveprganization after using the Balanced Scorecarde

united understanding about employees as a strateg?@os)'

resource providing success to the organizationthde . Strategic tOOLS d_ sughl a? technlgues, set hOf
established in the organizational level (Brewsterale INStruments, methods, models, frameworks, appraache
2000). and methodologies — are usable for supporting the

rocess of strategic decision making (Clark, 19%7}s
impossible to always use them only instrumental to
%‘erform analysis or solve problems emerged. A

HR management can promote the strategic plannin
process by assisting the organizations in planm@ng
establishing reorganizations, developing plannin
methods of the necessary personnel and coordinati
performance evaluation with accomplishing the roigsi
However, to ensure the model to work properly, H
management has to take part in the strategic pignni

eference is given to the models that can be used
mistakably and simply instead of those based on
reomplicated mathematical calculations (Stenfersal.,
2007). Researches (Spee,Jarzabkowski 2009)
process completely, not only in the final stagehwit demonstrate that such strategic tools as the Baganc

supporting establishment of a developed plan. Birstl, Scorecar_d aredm(])cre o1|‘ter_1 used to clarify and jishie

a trust and confidence between organization's topratedy instead ofanalyzing processes.
management and personnel management has to be Use of Ba}lar?ced Scprecards p_rlnC|pIes for the
founded, which is not always seen between pollical PUrPOse establishing and implementation of thetesjsa

commissioned top manager and civil servant (Bar4200 can be viewed throygh example of Public Administrat
Second, the managers of personnel managemeﬁ?form Strategy. Figure 4 shows how key componehts
a scorecard system are connected together to form a
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strategic plan for moving Public Administrationladtvia  to a higher level of performance.

Customers / interest groups / society

Possibllity for
inhabitants to
maintaintheir legal
rights in the state
(municipal)
institutionsis

Sacietyis involved
withthe processes
of developing and
enacting the state
policy

Annual publishing of
the government’s and
municipalities’

Improvement
ofthe public
services

Fraviding
accessibllity

improved institutions activities quality of the FUbl'c R
in a transparent way services E
_________________ ool I VN N SR
u
Consistent Improving effactive L
implemantation of use of resources, Eontrolling of use
the fiscal policy stimulating of financial T
providing stable Institutions to cut resources
macroecencmic inexpedient use of achieving the S
environment resources targets of state’s
palicy
Internal pro
Improving Providing efficient Planning of result- Strengthening the :u':hc a';::‘ p:\;a;e A
and clear division of oriented activities A N artnership ( )
processes of Bli d i collaboration encouraging C
formation state’s puvlic anc reporting between ministries development of the
policy admlrflstratlon system thet is and institutions b T
functions and sstaklished on the partnership
competencies level of state policy I
\
******************* Developing — —— Ny 5 I
Employdes and organizational cap personnel
management in T
public
|
system for Developing Frofessional ] t‘l'l:j;gaelrz‘lztf“il::ggr - E
employees of avaluation growth and in developing of Enct_:\uragmg
public system of public _/ further education f uhlic'edministration athical a_nd S
administration administration’'s of public e honest action of
administration’s the public

employees L I
ploy administration's

personnel

employees

Figure 4. Strategy map of Public Administration of Latvia
Source: Rohm 2003, Wilson, Hagarty, Gauthier 2003.

Two lower perspectives include goals related to thef a tool to achieve the strategic goals, is conlgnon
most significant activities of improving procedures characteristic to public and non-profit organizato
efficiency and others (perspective ,Internal pr@ess), Consequently intellectual workers — officials anablic
and conditions of the course and further improvaneén administration's employees — are insufficientlyoinfied
these processes — development of personnel amd results achievable during the establishment ref t
organizational culture (perspective ,Employees andtrategy, and their learning and motivational atigig do
organizational capacity”). Higher perspectives Wigp not correspond to achieving the strategic goals of
goals related to the expected results of the detivi organization and public administration reform.
mentioned above — how do they reflect in financial Basically the strategies of public administration
indicators (perspective ,Finances / budget”), dimhlly,  institutions of Latvia are aimed at developing the
how the organization's activity is perceived byititerest  industries of their competence spheres, accomplisthie
groups — people, other organizations and society ipolicy planning initiatives and achieving the tasgand
general (perspective ,Customers / interest groups priorities of the related organizations, howevegytido
people”). By use of the cause - consequence schemapt include the matters of determined developing th
directions of the strategic action are linked andorganizations themselves and belonging human-
distributed among the four perspectives. The limloag resources. Strategic HR management is centraliynged
strategic components presents the impelling foroes in Latvian public administration, while the persehn
each strategic action process, and by combiningy tthe  management departments are basically responsiltye on
path to accomplishing the strategy is drawn frora thfor administrating tasks of the personnel.
point of view of both organization and customers Also the goals concerning HR development of
(society). Latvian public administration are often differentrh the

The basic disadvantages disallowing to achieve theorresponding targets in particular organizations,
strategic goals of public administration of Lathave meanwhile the missing development strategies ofipub
been exactly the lack of the linkage between pafiegls, administration organizations are replaced with
subordinated tasks and planned results of policg andevelopment strategies of the industries supervisgd
action. R.Kaplan and D.Norton (2001) accent thaindu these organizations. Thereby to effectively impraoke
the strategic planning process situation whenaitiMeés processes of productivity, motivation and developnud
and suggestions are perceived as an end in itsglfad public administration's officials and employees, ist
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necessary to establish strategic approaches torpers e established performance management system
management for each organization of public sector. based on qualitative indicators;

The establishment process of public sector e establishment of motivating work environment in
organization's HR strategy is displayed in the Fedhl the organization in order to attract highly skilled

intellectual workers to public administration.
Successful  establishment of mentioned HR

| Organization's Mission and Goals |

s5< & management strategy's basic elements is relateelvaral
528 \ HR Goals | . o i ;
e P supporting or additional tasks: establishment ainogl

organizational structure, provision of effectiveiaty of
personnel management department as a strategitepart
of organization's management, and establishment of
farmonizaion | Focused | pertomance | Moitating & modern and effective.ir)forrr!ation system of persbnne
strategic goals | of personnel management | o vironment management and ad ministration.
Coordination between employee's functions and tasks
of ministries and public administration institutiomand
Strategic role of the the mission and strategic goals of organizatiorsstbae
al Fanagemer inrastructure initiated by functional audit which consequentlyoals
Al identification of functions and positions signifitato
Figure 5. Organizational HR strategy's framework  achieve the targets of the organization. The systém
positions has to be established in coordinatiorh e
Establishment of organizational HR managemenprograms performed by the organization, while the
strategy has to be based on analysis which allowisiternal transfer of employees has to provide the
evaluating: personnel arrangement in coordination with therjirés
1) appraisal of current personnel provision —of the organization, encouraging the employee
correlation between number of employees, theirlsskil development opportunities. External recruitiras ho
competencies, experience and other factors anthshs, provide inflow of highly skilled personnel. Consiie
amount of work and level of responsibility; the common tendency of orientation towards position
2) personnel management system, includingased civil service system, in cases of dismishkal t
procedures and systems of developing and recruitingignificant knowledge, skills and competencies haviee
employees, ability to accomplish the organizatidumtere  transferred and maintained within the organization.
tasks and to adapt to the changes expected; Personnel development and carrier growth have to
3) correlation between personnel managemenprovide consolidation of learning and development
supporting system (personnel administration andystem which encourages maximal utilization of
accounting, documentation and information technel)g employee's intellectual and professional potengialyell
and the targets set; as allow acquiring knowledge and skills necessany f
4) organizational culture and internal relationship providing successful performance of the organizaiio
for example expectations of employees regardintitabi the future, and simultaneously provide the grourid o
to accomplish their personal targets; carrier growth. Programs of personnel rotation and
5) regulations and guidelines of documentation ofnobility within the organizations and outside théave
legal standards and national policy planningto provide establishment of understanding abodiéint
documentation regarding HR management; public sectors' activities, consolidation of horizl
6) evaluation of the impact of parties interestethie = cooperation and increasing the experience and
activity and results of ministry or public admimaion's competence of the employees. During analyzing the
institution (society, politicians, public organimats, needs of public organization's personnel and ptapand
industry's employees and others). organizing the training, future perspectives of the
HR management strategy of ministry or publicorganizations, knowledge, skills and competencies
administration's institution is aimed at promotingnecessary in future and individual growth needshef
accomplishment of the organization's mission anafficials and employees have to be considered.
maintaining high quality of the performance in fild Due to necessity of reducing the costs of public
of organization's competence by providing andadministration, in order to provide additional
developing the potential of human-resources. Censig competencies in the organization optimal utilizatiof
the principles of Balanced Scorecard and the padiidis  current personnel has become prior instead of tegu
of managing intellectual workers, the HR managementew personnel. This causes necessity of additional
strategy of public administration institutions hate attention to develop the employees, which is rdlate
include the following basic tasks: satisfying the organization's future needs by oy it
e coordination among employees' and departmentgith qualified personnel. According to organizatson
functions and tasks and the mission and strategigtrategic goals the system of increasing produgtivas
goals of the organization; to demonstrate contribution of each employee, awth
e determined development and carrier growth oféencourage the understanding about possible relation
the personnel in order to provide accomplishmengmong individual and organization's goals. It is
of professional and managerial potential, as welfignificant to increase the efficiency of curreetgpnnel
as maintaining the competencies and introduc€valuation system by satisfying the learning needs
them into the whole organization; appropriate  training and learning programs and

Organization’s HR Strategy

Basic Elements of Strategy

Legal regulation

Evaluation of
personnel
supporting

systems
hoe

45

Supporting Elements of Strategy

Impact of external
stakeholders

provision

Optimal

Evaluation of
current personnel| management and | internal culture

structure
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Based on the balanced approach, author builds inkage
model of Latvian public administration reform andabzes
disadvantages disallowing to achieve the stratemals of
Latvia as well as provides
establishment process of public sector organizatiodR
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Summary

Last decades are remarkable for a large amounublicp
administration reforms in many countries, where emidforms
are performed in order to make government's pedoga more
effective, productive, opened, transparent andsaiiole for the
society. Professionally trained, motivated and dbuatory
personnel is the crucial precondition for
implementation of public administration's missionnda
realisation of institutional functions and strategi Goals of

assets with the strategy, factors that are vitgrtmuctivity of
intellectual workers and conditions determined riolude the
development of HR in the strategic planning procd&asic
elements of HR strategy should be harmonizatiorun€ttions
and tasks of employees and departments with org@émivs
goals, focused personnel development and carranthr on
the basis of qualitative indicators establishedfqguerance
management system and establishment of motivatiogk w
environment in the organization. These elementsuldhbe
supported by establishment of optimal organizafistacture,
provision of effective activity of personnel managmt
department as a strategic partner of organizatimaisagement,
and establishment of modern and effective infrastme.
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