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This article analyses the assumption for estabtighgenior civil service in Lithuania in the course
reforms of civil service system directing muchratten to the conceptualizations of senior civil\gee in
contemporary strategic human resource managemewniryhand research where the need for establishing
senior civil service is grounded by stressing tlféecentiated approach to human resources. A specia
attention is paid to highly valued and unique humesources, capable of leading the institutions el
sector as a whole. The data of the empirical resleandicate that the idea of establishment of én@s
civil service in Lithuanian is accepted ambiguousithin the system of civil service. The authojng
highly contextual nature of the issue, conclude tha decisions on the concrete design of seniok sgr-
vice in Lithuania should be based on consideratibnoticeable tendencies of developments of senibr
services in the democracies of the world.
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Introduction civil service, the capacity and quality of the cen-
tral management structures responsible for the
For almost two decades the substantial changesedordination and control of civil service policy,
human resource management (HRM) in the Lithueand the system of open competition [20]. How-
nian civil service have continuously been implemenever, despite the progress, there remain several
ted. Reforms inspired by political, administratased ~ shortcomings. One of the biggest — senior civil
technical reasons have been transforming HRM praservice. In this area Lithuania’s fit with the Euro
tices. In the course of modernization of the Lithuapean principles of public administration is evalu-
nian civil service the issues related to establesfitm ated at the level of low/medium [21].
of senior civil service are becoming very relevant. Establishment and functioning of senior civil
According to SIGMA report of 2009, Lithua- services in foreign countries have permanently and
nia has achieved the highest fit with the Europeawvery carefully been analyzed and compared by many
principles of public administration and continuedscientists [3; 8; 11; 13; 14; 22; 28] and interoiadil
the civil service reforms after its accession te thorganizations [18; 21; 23; 24; 30]. Though the di-
EU [21]. Lithuania reaches a high degree of fit irmensions of the researches differ, comprising Jegal
areas such as the quality of the legal basis of thplitical, organizational, comparative to business,
HRM and other perspectives, however the purpose
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dependant on the context and vary with adminisagement positions in the national civil service,
trative traditions, societal factors, institutions,formally or informally recognized by an authority,
level and scope of reform. Thus the condition®r through a common understanding of the organi-
for establishing, reforming or abolishing the senzation of such a group. It is a framework of career
ior civil service are different in each country. related development providing people to be com-
Therefore the purpose of our article is to analyzpetitively appointed to functions that cover policy
the assumptions for establishment of senior ce s advice, operational delivery or corporate service
vice in Lithuania taking into consideration theeet delivery [9; 25; 30]. In this article we will usad
developments of strategic HRM related to the issugéerm “senior civil service” however noting that
The greatest attention will be paid to: different countries use different terms to identify

1. Conceptualizations of the senior civil serviceth€ highest structures of civil service. .
in contemporary strategic HRM theory and research Only a few countries have a very clear defini-
literature. As it was noted, analyzing HRM relatedOns _and delimitation of the senior civil service;
features of senior civil service much attentiopagd ~ Majority of them are able to delineate more or less
to various aspects of micro HRM, such as recruiclearly their senior management group [23]. How-
ment, appointments, performance assessment af¢er in spite of the problems of the demarcation of
pay, promotion and mobility and etc. (for examplesenior civil service, there is a noticeable tenyei_tc
see [23]). Thoughtful analysis of foundations of esl€ast in most EU Member States to pay special at-
tablishing senior civil service in the context ¢fage-  tention to the group of senior civil servants. @fte
gic HRM is still not complete. The models applieabl they have a special status with special recruitment
for business organizations are very valuable ia thtompensation and other conditions [9]. _
situation as the issues related to managementsof bu ~ Countries which do not have a differentiated
ness top managers has been more intensively stud@@up of senior management, for example Fin-
than the same in public organizations. land, apply more or less similar management sys-

2. Attitudes of the possible senior servants anims to their senior executives as to their other
managers of personnel departments of the instittioCivil servants [23]. In Lithuania special provi-
to the possibility and necessity to establish seni®ions have been developed for the heads of insti-
civil service in Lithuania. Acceptance or resiseang  tutions concerning the appraisal of their perform-
the idea of establishing senior civil service amongnce, special training programs are provided for
those the most concerned with the issue is orleeof tthem. However, there are no special conditions in
main assumptions of taking one or another action f¢SPect to the majority of legal and HRM related
respect to senior civil service in Lithuania. aspects. Therefore senior civil servants are not

3. Recent tendencies of development of senidfficially considered as a special group in the
civil services in foreign countries. During thetlas Lithuanian civil service [20]. _
three decades of experience with senior civil sessi ~ Usually the mode of senior civil service depends
in various countries some trends of development &N the design of general civil service system preva
these structures are becoming evident. Knowledge #¥d in a certain country. Classical distinction was
them obviously could be useful for the politicalan Made between two main types of the systems [23]:

non-political officials making decisions in respéat 1. A “career-based” civil service system usu-
the possibilities to establish the senior civivea in  ally recruits from the group of top civil servants.
Lithuania and its possible design. Recruitment takes place early on in the career and

The research methods used in this study weften uses competitive examinations and thereafter
analysis of scientific literature especially inpest progression is managed by the institution. Plefity o
to strategic HRM relation to senior civil serviceda resources are invested in the development and the
development tendencies of the senior civil servicegareers of the selected civil servants to prepare
in various countries. Also the data of the empiricathem for top executive positions.
study related to acceptance of the idea of seiidr ¢~ 2. In a “position-based” civil service system
service within the Lithuanian system of civil sesi candidates for particular top executive positiores a
will be presented. recruited from the wider civil service and the pri-
vate sector. The result of that is a large poglas-
sible candidates. Appointments tend to be made on

Senior civil service is defined as a system ofhe basis of seniority and merit within the conéine
non political personnel for high and top level maneof the involved department.

Conception of senior civil service

17



The first senior civil service was established irobvious but it has to be stressed because many im-
the United States of America (named as Senior Eyportant decisions are made and dozens of books are
ecutive Service) in 1978 (effective from 1979). Itpublished on strategic management assuming that
comprised more than 7000 officials at the bureagood strategy appears out of nowhere: human beings
director level in charge of management, supervisiodo not seem to be involved [4]. True nowadays real-
and policymaking. In Australia ranks and gradegy is that appropriate human resources are sitateg
were simplified and the positions of about 1450 ofto success of every organization.
ficials above division chief level were formed into  Many today can copy technology, manufactur-
the Senior Executive Service in 1984. Through sewng processes, products, services or strategies.
eral stages the Executive Group was established However it is hard or impossible to copy human
early 1990s in Canada, and now it consists of @imosapital, therefore it represents a unique competi-
4000 officials. About 3800 officials were formedtive advantage for business organizations and the
into the senior civil service in 1996 in the Unitedessential resource used for effectiveness in public
Kingdom. In the Netherlands Senior Public Serviceprganizations. Therefore improving the process of
which was established in 1995, affected those at strategic management has a lot to do with human
above bureau director level and expanded in 2001 tesource management [5]. Edward Lawler [16] in
include division chiefs. In all, about 900 offigal this context emphasizes the significance of the
(top management group and management posts) haman capital centric (i.e. HC-centric) business
this country were involved in 2003 [15]. models. According to Lawler, an HC-centric or-

Generally the purpose of having separate seniganization is one that aligns its features (compen-
civil service is related to strong wish to imprgwr- sation, division and department structure, infor-
formance of government and other public organizanation systems, and etc.) toward the creation of
tions though increased quality of management andorking relationships that attract talented indi-
leadership. The senior civil service can be a lUisefuiduals and enable them to work together in an
bridge between policy making and implementation. leffective manner.
is expected that the senior civil service will &eas a Having admitted that HRM strategy is becoming
key link between political executives and the st essential for strategic management of organization
the career civil service [15]. Experience of governas a whole it is important to admit that strategic
ment organizations’ functioning and their manageriananagement is a human process beset with all the
perspective enables the senior civil servants apesh pitfalls that characterize human attempts to make
and guide implementation of strategies, which is eslecisions in conditions of uncertainty, rivalry and
pecially important during times of political instiy  limited resources [4]. Human cognition is a psycho-
and the periods of governments’ change. Through thegical term for thinking processes, for our akitib
mechanisms of horizontal mobility senior civil ser-process information and make decisions. Research
vants are likely to work in several different gaver on cognition recognizes the viability of Herbert
ment organizations and this helps to maintain govBimon’s statement, in his classic “Administrative
ernment-wide perspective in all the public sector.  behavior” that people are subject to bounded ration

Thus summarizing it can be stated that seniality [as cited in 4]. Therefore organizations htwe
civil servants usually have three critical jobs:rma be very careful handling their human resources, es-
aging the political-administrative interface, managpecially ones responsible for formulation and im-
ing the institution or department, helping to manplementation of the strategy. The greater the uncer

age the civil service as a whole. tainty and discretion involved in work, the more
important is to hire and promote people of high-abi
Issue of senior civil service in the context of ity, with a well rounded intellectual and emotional

strategic and differentiated approach to HRM  profile, who have the capacity to lead, to thinkl an
to act more creatively and flexibly. That is wh th
The concept “strategic” implies something thabrganizations facing tight competition (in business
is seriously consequential for the future of any oror high requirements (in public sector) have te dis
ganization public or private. There are threeaalti cern their essential human resources and handle
elements which can assure long term strategic vinem differently.
ability of the organization: appropriate goals.erel Due to this a human resource strategy is usually
vant non-human resources and capable people.nlbn-homogeneous, especially in bigger organiza-
means that without certain kinds of human capitations managing at least several categories for dif-
organizations are simply not viable. This is quitderentiated personnel groups. The evidences sug-
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gest that organizations rarely adopt a single sif/le Table 1:Human capital characteristics and em-
management and unified set of critical HRM prac- ployment modes (adapted from [17])

tices for all their employee groups [4]. As Wright :
and Boswell conclude, “the assumptions of homa- Strategic Value .
geneity of human resources of organization is naiye Low High
and detrimental to the development of the field' [a Quadrant 4: Quadrant 1:
cited in 27, p. 92]. Alliances/ part- Knowledge-based
Therefore it is better to consider HRM strategy nerships employment
as a cluster of HR systems as shown in Figure 1. | jign | - External knowl- | - Provide knowl-
edge edge base
- Access to internal - Internal develop-
knowledge ment
- Needs trust and | - Skills and compe-
sharing tence count most
- Collaborative - Commitment-
HRM based HRM
Uniqu- | Quadrant 3: Quadrant 2:
eness | Contractual work | Job-based em-
arrangements ployment
- Little strategic - Important contri-
value bution, but trans-
- Low skills, low ferable
. o Low cost, short training - Acquired exter-
Figure 1: An organization’s HR strategy as a time nally
cluster of HR systems [4] - Candidate for outy - Salary in return for
L ) sourcing job performance
_ Usually it will be some_oyerlaps in HR prac- - Compliance-based- Results-based
tices across HR systems within an organization: for HRM HRM

example, there maybe common ways of handling

Iegve and common ways of dealing with personql Lepak and Snell [17, p.35] propose that the de-
grievances. However, there are also substantigision to invoke a particular set of HRM practices
differences across HR systems. Each system is &3 function of value defined as “the ratio ofastr
med at organizing the work and managing the emgegjic benefits to customers derived from skillgsel
ployees of major workforce groups. It is quite comtjyve to the costs incurred”, and uniqueness which i
mon for there to be one HR system for managemderstood as the degree to which the individual
ment, another for core operating staff, and one gfas the firm specific skills that are not widely
more models to support workers of various kindgvailable in the external market of human capital.
[4]. It has also to be noted that HR systems vary iEmployees are valuable to the extent that their
messages they send: some are more oriented giills contribute to the amount a customer is will-
achieve low labor costs with adequate levels ahg to pay for the organization’s products or ser-
effectiveness than they are to achieve high lesels vices, whereas employees are unique if their skills
employee commitment and expert performance. are useful to the employer but not widely available
Lepak and Snell [17] developed a model proin the external labor market [31].Using the dimen-
posing four employment modes that shed light osions of value and uniqueness Lepak and Snell [17]
the nature of HR systems in organizations (Tadevelop four employment modes: knowledge-
ble 1). The model extends prior theoretical work®ased employment, job-based employment, con-
by specifying the characteristics of employeesract work and alliances/partnerships (Table 1).
that cause firms to differentially value and manEvery employment mode is matched with certain
age them and as a result to form qualitativelyHR configuration.
different kinds of employment relationship with  The most attention here deserves human capital
them. Their unique input is the introduction ofbelonging to the first quadrant, which is most Ijke
the idea that the competencies and contributiornte be viewed as core to the firm. Because of their
desired by an organization from its employeesalue, these employees are able to contribute to a
determine the choice of HRM practices [31]. firm’s strategic objectives. When human capital is
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both valuable and unique, it represents the knayged servants in respect to the issue. The survey was
base around which firms are most likely to buileith conducted in August-September of 2008.
strategies. Knowledge workers are defined primarily The following groups of the respondents were
by the work that they do, which is relatively uostr  selected:

tured and organizationally contingent, and which o Civil servants of 18-20 categories. 54 ci-
reflect the changing demands of organizations more vil servants from this group were sur-

than occupationally defined norms and practicef [29 veyed, which makes 13,5 per cent of the
Knowledge-based employment is related to applying total number of civil servants having 18-

commitment based HRM practices that provide for 20 categories.

enhanced employee skills, motivation, and autonomy o Heads of personnel departments of the insti-
in decision maklng. Developmental and career man- tutions were higher categories (18-20) civil

agement practices are also used. We suppose that  gervants are working. The list of 102 of

majority of heads and top managers of public organi such institutions was composed. 47 civil

zations should fall under this category. The argume servants from this group responded to the
could be supported by the facts and findings et t survey, which makes 46 per cent of the total
many public sector organizations are knowledge in- number of civil servants of this group.

tensive, therefore at least their leaders shoulcbbe The total number of the surveyed was 101,

sidered to be knowledge workers [1; 2]. ,
. : . which makes 20,4 percent of the general popula-
The models stressing the differentiated ap; "
. . tion intended to be surveyed. Thus the autorsef th
proach to managing human resources have origi-
. . . esearch conclude that the results of the survey ar
nated in business HRM research literature, how-

: . representative in respect to the general population
ever they O.bV'OU.SW PQUId be_ useful and applle_d t?Civil servants of 18-20 categories and heads of
HRM practices in civil service especially noting

: : personnel departments of the institutions were
the influence of new public management [12]. A". : -

o . igher categories (18-20) civil servants are work-
striking features of new public management hash ) with possible bias comprising 9,8 per cent
been its emphasis on the establishment of a cadi® np > comp 99.6p o

In Figure 2 the opinion of all the respondents is

of top management to enforce a business-like ap-

resented in respect to the statement that thb-esta
proach. These managers are ceded greater opera- o : )
: ) . Jishment of senior civil service would improuve the
tional control but are more subject to centralize

quality of management of the civil service in

forms of audit [2]. Many governments now are "N ithuania. The majority of the surveyed (45,9 per

the urgent and complicated situation solving thEéent) are sure that establishment of the senidlr civ

problem of how to attract and retain the best togervice would improve the quality of management

managers and Ie_a_ders [6; 7; 15; 16].' of the civil service in Lithuania, about quarte? @
Thus summarizing the analyzed literature we ha:

ve to conclude that human resources are becomiﬁge;. qent) ha\t/e ch% gpposne ct)plnlo?d an? the re-
strategic for majority of organizations, they slibloé the:PIunr?a?nubaigr;ue(;u(s o’pinFi)c?rrl cent) could not express
treated differently applying varying HRM strategies '
taking into consideration their value and uniquenes
Namely this idea is behind establishing and reform 459
ing the systems of senior civil service. "
However having all the theoretical assumptions
in Strategic HRM of establishing senior civil ser-| | a Dont 276
vice, there remain context related issues. The firs |~ 297¢€ '
of them is — the level to which the idea of having | = Don't

Aaree

S o 26,5

separate senior civil service is acceptable toehos know

most concerned with it.

Acceptance of the idea of senior civil service 0 10 20 30 40 50

%

within the Lithuanian system of civil service

With the objective to ascertain the level ofFigure 2: Distribution of the responses to the
acceptance of the idea of establishment of senigtatement that establishment of the senior civil se
civil service in Lithuania we carried out the em-vice would increase the quality of management of
pirical investigation of the opinion of the civil the State civil service in Lithuania
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The responses to the discussed question were The ones who believe that the establishment of
fond to statistically reliably correlater = 0,453,
p<0,01) with their responses to the next stateffiént Management of the civil service in Lithuania asoal
would be purposeful to separately regulate theistatsure that it would be purposeful to separatelylegu
of higher categories civil servants and headssif-in the status of higher categories civil servants and
tutions in the Lithuanian civil service (Figure 3).

%

B Agree
BDon't agree 41
8 Don't know 15

0 20 40

60

Figure 3: Distribution of the responses to theestat
ment that it would be purposeful to separately regu
late the status of higher categories civil servants
heads of institutions in the Lithuanian civil sesvi

senior civil service would improve the quality of

heads of institutions in the Lithuanian civil servi

44 per cent of the surveyed accepted the idearef pu
posefulness of establishment of senior civil sexvic
41 — rejected, and the remaining 15 — responded as
“don’t know”. Table 2 represents the responsebdo t
same statement discussed in Figure 2 analyzed ac-
cording to the social demographic characteristnck a
tenure in civil service of the surveyed.

As could be noticed from Table 2. slightly higher
percentage of men (42,9) than women (42,9) are ac-
cepting the idea of establishment of senior cieit s
vice. The biggest supporters of senior civil senace
among the group of the youngest (72,7 per cent) and
oldest (45,2 per cent) respondents. Acceptancetor n
acceptance of the establishment of senior ciwlicer
is essentially not related to the tenure in cisvge.

Further analyzing the data it was noted that
higher categories (18-20) civil servants are more
likely to accept the idea of establishment of senio
civil service than the surveyed heads of the person
nel departments (Figure 4)

Table 2:Distribution of the responses to the statement that would be purposeful to separately regulate
the status of higher categories civil servants arftkads of institutions in the Lithuanian civil servce (ac-
cording to the social demographic characteristicsfahe surveyed and tenure in civil service)

Social demographic charac- Responses to the statement that it would be purfidde separately regulate
teristics and tenure in civil| the status of higher categories civil servants amehds of institutions in the
service of the surveyed Lithuanian civil service
Agree Don‘t agree Don‘t know
% N % N % | N
Gender
Males 45,5 20 36,4 16 18,2 8
Females 42,9 24 44,6 25 12,5 7
Age
Till 30 years 72,7 8 18,2 2 9,1 1
31-40 years 42,4 14 39,4 13 18,2 6
41-50 years 32,0 8 60 15 8 2
51 and more years 45,2 14 35,5 11 19,4 6
Tenure in civil service
Till 5 years 57,9 11 26,3 5 15,8 3
5-10 years 29,6 8 44.4 12 25,9 7
10 -15 years 48,4 15 45,2 14 6,5 3
More than 15 years 435 10 43,5 10 13 3
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Heads of the institutions appeared to be the A more critical approach of lower categories (8-
group the most accepting the idea of establishmefh?) civil servants to the establishment of seniait ¢

of senior civil service in Lithuania (Figure 5). service in Lithuania could be understood as a &ind
opposition to forming the stratum of civil servanith
60 special status and the fear that this would be e
1 49.1 50 m Civil servants ful for the possible senior servants themselves fitia
0| 391 ggthe'ggﬁres the country’s civil service. That is confirmed tgpa-
% | 32,1 (18-20) rate opinion expfessed by some respondents where
201 18,9 U Heads of the f[hey declare.th_at |f we haye the purpose of st_mr_ngt
[0,9 personnel ing leadership in civil service, we should not tithiat
| departments to the highest level civil servants, the leadergnery
0~ . , important everywhere in the civil service. Moreoiter
Agree g)orréte Er?gv\t/ remains unclear if we will succeed in establishing
g equal and transparent possibilities of acquiring th
status of senior civil servant.
Summarizing the results of the survey it must be

Fi 4 Distributi £ th h concluded that the idea of establishment of sanidr
\gure 4. £ Istribution of the responses to theestat oo ice i Lithuania is accepted ambiguously within
ment that it would be purposeful to separately 1€gyne gystem of civil service. The acceptance ofdbe

late the status of higher categories civil servants g higher among higher categories civil servants an
heads of institutions in the Lithuanian civil se&i gecreases with the category. This obviously méwats t
(according to dependence of the surveyed to highgpme explanatory campaign is necessary to assure
category civil servants (18-20 categories) or hedids more support for the idea within the system ofl civi

the institutions’ personnel departments) service. The results of the survey are quite inapbih
the face of the reforms of the Lithuanian civilvaes,
60 1845 taking into consideration aforementioned evaluatibn
50 1 255 L|thl1_ap|a’s_f|t with the Eurppean pr_l_nC|pIes of fiab
8.4 1 ® Heads of administration and essentially positive developsent
40 institutions and reforms of senior civil service system in tlagam
%30 | 3L » ity democracies of the world, which have already es
164 | SC;Le:r:tg'V” tablished their senior civil service systems.
20

136
10 ﬂ Tendencies of development of senior civil service
0 |

Among the most important recommendations
Agree  Dont  Don't given at the conference “The Lithuanian Civil Ser-

agree  know vice and the Guidelines of its Modernization” which

took place in the Lithuanian Parliament on Feb-

Figure 5: Distribution of the responses to theestat ruary 24, 2009, was the following: to start estab-

ment that it would be purposeful to separately veguishing a senior civil service in Lithuania by rec-
late the status of higher categories civil servants ognising a narrow scope of the senior civil ser-
heads of institutions in the Lithuanian civil seevi vants and establishing some special conditions
(according to dependence of the surveyed to hdadswith regard to recruitment, career, pay, training
institutions or career civil servants) [21]. Obviously this recommendation is based on
strong belief that the leading and the most essen-
tial human resources must be adequately valued

Majority of heads of institutions (54,5 per cemg a
sure that it would be purposeful to separatelyletgu i, the civil service.
the status of higher categories civil servantsheeatls It has to be noted that establishment of senior

of institutions in the Lithuanian civil service. slu il service does not guarantee success in itself.
31,8% have the opposite opinion and 13,6% dondyxample, Hungary and Slovakia tried to implement
know. As it can be seen from figure No.5 other@are that, but the systems in both countries have failed
civil servants are more reluctant to accept the ife  These experiences indicate that senior civil sesvic
senior civil service in Lithuania. Only 38,4 pentef  are sometimes difficult to institutionalize in Ot
them agree and 45,2 per cent oppose to the idea.  and Eastern Europe. Here it may be more important
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to consider the political context for the estalstisimt 4. Development of abilities and capabilitiésdi-
of senior civil service systems [19]. vidual and customized training programs are Startin

However majority of the countries which ha-to be used more widely. Development is related to
ve established their senior civil services are furcompetencies assessment and carrier planning. It is
ther developing them and not abolishing. Manyecognized that the initiative of developments &hou
Asian and African countries are latecomers item from the senior civil servant and the support
installing a separate higher-level civil servicemust com from the system, but not the opposite.
Also, many Latin American countries are still 5 performance assessme@buntries are using
under the substantial influence of the SpOilS Sygncreasing|y Comp|ex performance assessment sys-
tem. Accordingly, the best examples of highertems which aim at establishing a dialogue on objec-
level civil service are from the continents ofties and results. Performance-oriented civil servi
North America, Europe, and Oceania [14]. culture is encouraged though designing separate per

As reforming senior management is currently beformance related systems for senior civil servars.
coming a common theme in many countries aroungkromote this new culture, countries realize thas it
the world some generalizations about the most eVirecessary to establish transparent proceduresit av
dent trends and directions of deVElopment of theiﬁ]dermining staff confidence. Assessment proce-
structures are already available, though someeofith qures begin at the critical point when objectives a
are still under intense discussion. Thus analyi#ieg assigned. They are regularly adjusted and aretlgirec
experiences of different countries and data fror va tied to organizational objectives. More extensige a
ous comparatives studies we find the following tensessment on termination of contracts or mandates
dencies of development of senior civil services: determines whether an executive is kept in thécerv

1. Competency managemémt senior civil ser- or even promoted. Certain countries provide appeal
vice is implemented. This system usually aims tgrocedures in the case of disagreement [23].
enhance professionalism among senior civil ser- 6. CompensatioriThe tendency of passing from
vants and decrease the focus on “function and tasRay based on hierarchy and seniority, (rank-ingrers
orientation and thus create a more flexible alésid System) to pay determined by the type of positiuh a
[32]. Countries are using different frameworks tdPerformance (rank-in-position system) is noticeable
describe the most important competencies of senibk0; 14]. Pay rates for top management in the civil
civil servants. The recent research made in Kore¥ervice are determined through a process of inde-
identified the following core nine competencies:pendent review. Some countries regulate the sslarie

communication ability, customer-oriented service®f their senior civil servants attaching them tdaa
level pay rates for equivalent private sector j&163.

presentation of vision, coordination and integra* -
tion, goal and result orientation, innovative leade . 7. Promot_lor_l and careeﬂ'heter_ldency of pass-
ship, professionalism, understanding of potentié[?g from seniority - based promotion, to promotion
problems and strategic thinking [14]. ased onI perfﬁrmance ekvalulatlonband competition.
2. Recruitment and selectiofmhe tendency is personne exchanges take place between ministries
and agencies, and there are government-wide aslicit

noticeable that countries aim at recruiting execut-ions to fill vacant posts [10; 14]. In order taprote

tives W'Fh. management and Ieadershl_p_ capacitie overnment-wide perspectives, interagency transfers
Competition and openness for the positions of seri;

ior Givil s is st thened it f high level officials are encouraged through both
ior civil servants is strengthened (open compaeti 10 1 onetary and non-monetary incentives.

and job posting). Re_crunment 1S carried 9“t 8. Strict division of responsibilities and spheoés
through government-wide competition or outsid§ g ence hetween senior civil servants and politi-
competition. Senior executives with proven leaderzjans As it was noted in “Study on the Political In-
ship skills outside the public service are expecteglyyement in Senior Staffing and on the Delineation
to encourage a change in mentality and open & Responsibilities Between Ministers and Senior
window on societal changes [23]. Civil Servants”, “in countries with weaker govern-
3. Appointments and contracs. many coun- ance systems, politicization in civil service réeru
tries appointments are made for fixed terms. Inment and management presents greater risks, and
creasingly, these countries work out detailed indiexposes the system to the associated problem of sen
vidual performance contracts, and some countriggr officials lacking the competence to carry dit
are linking these individual contracts to organizafunctions” [18, p.11]. Countries choose different
tional objectives and long-term strategies [23]. means by which the senior civil service systems
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achieve a balance between political neutrality anchuch in providing internal development possib#itie
responsiveness of the public interests. Thesedaclu for them and use commitment-based human resource
legal and conventional constraints on minister&l d management practices. This idea should be used as
cision-making, the promotion of a culture of apolit one of the bases implementing the reforms in human
cal professionalism amongst civil servants, formalesource management in civil service.
delegations and divisions of labor between mirgster 2. The idea of establishment of senior civil ser-
and civil servants, openness of process, and giersi vice in Lithuania is accepted ambiguously within
by legislative or judicial authorities. This helps the system of civil service. The acceptance of the
avoid the extremes of a self-serving civil servive idea is higher among higher categories civil ser-
mune to political leadership, or an over-politicize vants and decreases with the category. This obvi-
civil service hostage to patronage and serving-parbusly means that some explanatory campaign is
san rather than national interests [18]. necessary to assure more support for the idea
9. Publicity. Implementing any reforms related within the system of civil service.
to senior civil service well designed publicity cam 3. The decisions on the concrete design of sen-
paigns are used to help the general public havei@ar civil service in Lithuania should be based on
better understanding of the system and its changesonsideration of noticeable tendencies of the de-
10. InvolvementHaving the purpose to imple- velopment of senior civil services in the democra-
ment serious changes in the system of civil sedlice cies of the world. However at the same time it is
the interested and able to help to better understen very important to stress a highly country contektua
relevant problem are usually involved. It is neaggs nature of the issue and the vulnerability of the de
to carefully review a broad range of opinions andigned system to various political, economical,
obtain feedback from government officials, politi-societal and other influences.
cians, scientists, journalists, civic groups arelgan-
eral public through public hearings [14]. Referencies
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Jonas Jagminas, Andrius Valickas

AuksStesniosios valstybs tarnybos steigimo prielaidos Lietuvoje

Santrauka

Straipsnyje analizuojamos aukstesniosios vatstytrnybos steigimo prielaidos Lietuvoje

refornaunbj

valstyles tarnybos sistem DidZiausias émesys skiriamas aukStesniosios valssytarnybos poreikio analizei
strateginio ZmogidKy iStekliy valdymo teorijoje, aukStesniosios kategorijos tydkss tarnautaj ir jstaigy per-
sonalo vadoy poziirio i aukStesniosios valstyb tarnybos steigimvertinimui ir aukStesniosios valstbtar-
nybos sistempuzsienio Salyse vystymosi tendencijoms. Atkreipkamesys, kad strateginio Zmogigl iStekliy
valdymo teorijoje ir tyrimuose akcentuojamas difeiguotas podiris | skirtingos verts ir unikalumo Zmogis-
kuosius iStekliusj lyderysts ir vadovavimo gedlimais pasizymitius darbuotojus. Autoui atliktas tyrimas —
aukstesnjjy kategorijy valstykes tarnautaj ir istaigy personalo vaday apklausa - rodo, kad aukStesniosios
valstyles tarnybos steigimo Lietuvojedg yra vertinama nevienareikSmiskai: aukStegjsnkategorij valsty-
bés tarnautojai yra linktam pritarti labiau nei Zemesipi. Atsizvelgiantj tai, daroma iSvag kad poZiris i
aukstesniosios valstyb tarnybos steigimpriklauso nuo konkkgos Salies politinio, ekonominio ir socialinio
konteksto, ir todl, projektuojant aukStesgi valstyles tarnyla valstylkes tarnybos sistemojeqitina atsizvelgti

i aukstesniosios valstyb tarnybos vystymo tendencijasiriose pasaulio Salyse.
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