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Abstract: Investing in human capital is one of the fundamenterent issues in
the modern economies. Human capital is a signifi€actor that influences the
companies’ operation and with time it acquires phienate of being one of the
most important factors of production. Investing the development of
education, abilities, knowledge and workers’ exgece, undoubtedly leads
towards increase of their product. In the privaicter, these investments
become more targeted and more significant bothtlier employee and the
employer. However, when it comes to the publiosetttese investments have
wider external effects over the national econonie 3ubject of this paper is
the investing in human capital in the public admsirgtion. The public
administration is just one part of the public sectmut it is worth notifying the
trends and the condition existing in this area.sThaper analyzes the basic
assumptions of the theory about investing in hueeapital and the concepts
related to the public administration. Special atien is put on the condition in
this field in the Republic of Macedonia, presentthg current condition as
well as the perspectives for further development.

Key words: human capital, public administration, trainingsepublic of
Macedonia.

1. Introduction

The issue regarding the investment in human caigitahe of the basic issues that
mark the modern way of production. Human capit@reésents a significant factor that
influences the organizations’ operation, becausedentuates its importance as being one
of the basic factors of production. Investing ivelepment of education, skills, knowledge
and experience of the employees’, undoubtedly leadsicrease in their product. In an
organization that operates in the private sectdath(relatively small external effects), such
investments are important both for the employewels as for the employer. However, in
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the public sector, these investments have widegreat effects on the overall economy,
because of the nature of the products and serinctt® public sector, and also because of
the large range of users of these services.

Subject topic of this paper are investments in humapital i.e. investments in
human resources in public administration. The muatiministration is only one part of the
public sector, but it is valuable to take noticetlod trends and conditions existing in this
field. The paper itself consists of three partse Titst part is the introduction and in it there
is given a definition of human capital. In the sedt@art of the paper, attention was put on
the public administration representing a part & public sector in which observation is
made about the investing in human capital. Mearaylsih emphasis is put in the trainings
on the job position, as a way for increasing thblipuservants’ operation efficiency. The
last part of the paper refers to the investmentsuiman capital in public administration in
the Republic of Macedonia. This part defines theesand the model of public
administration, the strategy for investing in huncapital, as well as the actual condition in
this field. In the end, in the conclusion are sumipeal the key points about these
investments and their importance to the public adstriation.

2. Theoretical Approach to Human Capital

In the past, the economic strength of the naticens largely related to the quantity of
physical (touchable) resources i.e. tangible aghatswere being engaged in the production
processes. However, with the development of thatgrsector, with the introduction of new
technologies in the production, as well as becafsthe influence of global processes,
nowadays is changed the content of the “classitdtors of production perceived as
determinants of production and economic growth, @t comes in place are the new
untouchable resources (intangible assets). Theinggahthe human factor, together with the
human features, skills and knowledge, is more aockrimtensified and emphasized as one of
the key factors for the development of organizationthe national economies.

According to the concept used by OECD, human chaitdefined as a sum of
knowledge, skills, capabilities and features ofimgividual that facilitate and assist the
process of his/her creating personal, social amth@uwic welfare (Keeley Brian, 2007, p.
29). In other way, human capital can be define#tramvledge, skills and experiences that
make people be more productive. In this sense,sting in human capital would mean
investing in education, health care or in traininggarding job position.

People invest in their education and qualificatiansorder to incur higher
economic incomes in future. However, the benefitfreducation and knowledge are not
solely for individual purposes. National economigs their rates of growth, are largely
related with the labour force quality and qualifioas. Therefore, that is the reason why
the significance of the human factor is denotedrss of the key factors that influence the
rise of the economic growth rate. Education crelbsur force that is ready to perform
more complex and technologically intensive operajowvhich results in better paid job
positions. The countries with higher rate of ededgiopulation tend to be richer countries.
The example between China and India is evident. gdmulation in India has far lower
level of education when compared to the one in &hikccording to UNESCO, only 61%
of the adult population in India is literate, whasen China this percent is over 90%. This
difference is one of the several factors that aiatpd as factors for having faster economic
growth in China since the 1990s up to present {ieley Brian, 2007, p. 32).
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3. Investments in Human Capital and in Public Adminstration

Investments in human capital are one of the majaracteristics of the modern
world regarding organizations of any kind. The eféknowledge, skills and capabilities
constantly influences and shapes the need for teféecand productive public
administration. Knowledge means ideas and techiedp@nd technologies require new
skills and trainings for their implementation anevdlopment. What becomes critical for
the development of both private and public orgaips is the human factor i.e. its
capabilities, knowledge and skills. The developn&rttuman capital and its management
are key determinants of the development, growthjises and the productivity of public
administration. The new human capital requires rskills in knowledge management,
planning, organizational skills for innovation aintbrovement of public services.

This part of the paper deals with the significarafehuman capital for the
development of public administration, and furthéthwthe features of the investments in
human capital (trainings) in public service.

3.1. What is a Public Administration?

Public administration is a notion that has beenelyigexploited in circles such as
the scientific, the business and the civil oneds Totion, in time, gets larger significance
and affirmation because it represents one of thedmental cores of contemporary state.
Namely, contemporary theory leaves the welfareestet a model of state establishment
because of the numerous disadvantages that apphaiag the functioning of this system,
consequently directing and starting to prefer thedenn capitalist state combined with
significant social functions as a way of organizatof the socio-economic relations in one
country. This state is in other words calledcial capitalismor capitalism of welfare.
Modern state has many functions that are undercdrmpetence, and that serve as a
corrective of the negative actions of the marketds. In the areas where the market gives
unsuccessful solutions to the socio-economic probléhere comes into action the state
(Government) with its policies of social securitjpdasocial protection, health-care,
education, employment regulation, environment mtida, anti-monopoly legislation and
regulations, tax policy, monetary policy and a lio€ other policies with which the
Government influences on a micro and macro leveltifi@ purpose of eliminating or
dealing with the consequences of market failuresweéier, in order these policies and
instruments used by the Government to be successfid necessary that there exist
administration apparatus which will create andilfuitate functions. This apparatus is
nothing else but thpublic administratiorof a state.

There are many concepts while defining the notiohlip administration. Firstly,
this notion is very close to the notion of statenadstration, but there is no clear and
generally accepted definition for neither of thée® notions. However, the notion of
public administration is a wider term when compat@dhe notion of state administration
as a central core of public administration. Thepscof public and state administration is
different depending in the history, the state psmns, law regulations, administration as
well as the general tradition of certain count(i@diDP Project “Support to the system for
training administration in public administratior2Q05, p. 28.).

213



Pece Nedanovski, Katerina Sapkova

When defining public administration most often t@pproaches are used. The
approaches differ depending on the scope of p@dministration. These two approaches
are deduced to a wider and a narrower concepffinig public administration.

» Wider concept- according to this concept, public administratiorefined as an
overall administration apparatus that on behalth& state carries out various
administrative affairs for any organ, institution arganization of the state. Thus
defined, public administration covers all of thefigdrs i.e. the largest part of
servants in state administration. According to ttuacept each public servant has
a status of state servant and is a part of theuwtixeamachinery of the state.

* Narrower concept this concept limits the notion of public admtragion to those
servants who are directly related with executiragesfunctions. Compared to the
previous concept, public administration in a nagowense represents the core of
administration. In countries that accepted thetédhiconcept in the definition of
state service, only a part of those employed inip@aministration have a status
of civil servants, whereas those who are not chétvants i.e. those that are
considered as public administration are individweth® perform certain profession
in the public sector i.e. within the frameworks tbie public services and are
financed from the state (central) budget.

In the science there are other definitions of puhtiministration. Quite often this
notion refers to that part of the administratiopaatus that governs the state property or
the public property. Further, public administratiarould be widely described as
development, implementation and study in the fafldjovernment policy. Most often used
definition and understanding of public adminiswatiis the following sintagma: public
administration represents a service for citizens.

3.2. Meaning of Human Capital for the Public Admisiration

Major form of investment in human capital in sta@ministration is training.
Trainings, in this sense, are defined as “planmedgss of learning the purpose of which is
to influence the knowledge, the skills or the attés of the individuals again for the
purpose of having them efficiently perform certaperation or several operations - job
tasks.” (UNDP Project “Support to the system foairting administration in public
administration”, 2005, p. 72).

The investment in civil servants’ training and tsiate apparatus operation are
mutually dependent. However, because of the natiutieese categories that are difficult to
measure, the direction of the analysis of this ddpacy is presented in qualitative shape.

The major advantages of investing in human ressutiemugh training are the
following groups of benefits:

« Staff development;
< Development of the organization;
« Development of processes / operability.

Enabling staff development through training woulppear due to the greater
motivation, fulfilment, moral and responsibilityf #he civil servants who attended the
training. There would be improved the quality oEkaperformance because with the
training increases the marginal product of the eygx during the period of training. Staff
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development could be achieved and could representedse in the expenditure for
coordinating employees as well as decrease in ttpengiture for controlling the
employees (opportunity cost).

The development of the organization enables habigiter usage of the overall
potential of the administration, creating effectieam work, reducing the time necessary
for planning, having less problems with the offgetc.

Developing the processes i.e. improving operabitigans that civil servants who
attended trainings are capable of doing things s&chising the available resources more
efficiently, offering services to clients that asé greater quality, reducing the operation
costs and working by making less mistakes.

In this sense, what follows is a Table that shokes differences between the
traditional and the modern public administrations.

Table 1: Differences in values between traditionainodels
of public administration and modern forms orientedtowards competition

TRADITIONAL | MODERN
Values on Macro Level
Monopoly | Competition
Regulation (organization for the purpose of coftrol Market Stimuli (organization around a missioh)
Decrease vs. Rise Continuous Improvement
Programmes Addition Programmes Change
Structure Values
Centralization Decentralization
Supervisor as Controller Supervisor as Assistant
Non-democratic Participative
Individual work Team work
Hierarchical organization Flat organization
Simple affairs Multi-dimensional affairs
Unique services Several versions of services
Work Values
Focus on experts Focus on consumers/buyers
Focus on tradition Focus on innovations
Problem analysis Identifying opportunities
Protective values Productivity
Performances Capabilities
Inspections and control Prevention
Employees’ Values
The system is indifferent Employees’ needs
Employees as a cost Employees as means
Focus on managers Focus on employees
Evaluation/Sanctions/Ranking Development/Studyingdgetion

Source: Evan M. Berman, James S. Bowman, Jonath&veBt, Montgomery Van Wart,
Human resource management in public service — Baesd processes, and problems,
(Sage Publications, 2001), p. 11.
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The table notifies the fact that there is a systefarm of public administration
values. What could be drawn as a conclusion iditting that modern systems of public
administration are oriented towards meeting bothaimployees’ needs (the civil servants’
needs) and the clients’ needs as well. In thiseseénsgesting in human capital enables that
these two goals are achieved. By training the athtnittion apparatus, a precondition is
made for development of a quality and efficientlgubervice, within the frames of which
the employees’ needs shall be met and they shatlireeted towards positions at which
they shall be the most productive. This systeml|dimlbeneficial for the clients i.e. the
citizens and the enterprises, because in this Wwayetshall be created prerequisites for
having quality public services.

4. Investing in Human Capital in the Public Adminidration
of the Republic of Macedonia

The last part of the paper deals with the conditiegarding the investments in
human capital in the Republic of Macedonia. Thdrallsbe given a close look at the
system of civil servants in the economy, at théning strategy and factual data shall be
presented that reflect the condition in this sector

4.1. Definition and Scope of Actions of the Publaiministration in Macedonia

As it had been previously explained, there is noegal consent among various
states from all over the globe regarding the dediniof the scope and structure of public
administration. Generally, while defining, the cepts differ depending on the range and
the scope of the administration apparatus i.e. w¢éhased when defining is either wider or
narrower concept. Out of these two conceptionshénRepublic of Macedonia is used the
second one i.e. the narrower concept. This categmvgrs the administration that operates
in the three government branches (the legislative,executive and the judicial one), the
administration in the state organs, the municigihiaistration and the employees in the
local government units. More precisely, public adistration in the Republic of Macedonia
is a sum of the civil servants employed at variewgls of government who also represent
a core of this category because they execute hmgtidirectly related to the state
functioning. In the Law on Civil Servants (Offici@lazette of the Republic of Macedonia
No. 108 from 12 December 2005) civil servants agéingd as individuals who perform
professional, normative-legal, executive, govereasgpervisory operations in compliance
with the Constitution and the Law (Article 3). Qiservants are all the officers employed in
the organs of state administration, in the municigdministration as well as in the
administration of the City of Skopje and the prsfenal services of institutions such as the
Parliament of the Republic of Macedonia, the Pegsiaf the Republic of Macedonia, the
Government of the Republic of Macedonia, Constihal Court of the Republic of
Macedonia, Supreme Court of the Republic of Mace&gahe courts, the Central Court
Council, the Ombudsman, the Public ProsecutionteStalection Committee, State
Commission for Corruption Prevention, Directorater fPersonal Data Protection,
Commission for Protection of Competition, Agency @ivil Servants and State Auditing
Institute. With this way of defining, what is cleiarthe narrower reference to the category
as public one i.e. civil servants, because in amdifrticle 3 of this Law states that civil
servants are also individuals employed in instigi that are being given public
authorizations as well as those employed in instig that perform activities of public
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interest if all that is stipulated with the law;vmever, under this category do not fall

individuals employed in the organs of state hidrgrand administration who perform

administrative, technical or assisting operatidrtsese individuals do not have a status of
civil servants neither are they covered with théliguadministration i.e. for them are

effective the general regulations regarding empleym

4.2. Civil Servants Training Strategy

The major actual framework for defining the scoped athe structure of
investments in human capital in the public admiatgin of the country, especially the
trainings and the system of trainings, is preseirtéde document title aStrategy for Civil
Servants Training in the Republic of Macedonia 20021 The strategy for civil servants
refers to the employees of the central and thel lgop@aernment. During its preparation are
taken into consideration all the legal and subllegés that regulate this field, especially
the Law on Civil Servants.

In this context, the Strategy defines the goals #redprinciples, the system of
training and the target groups, as well as the @fafinancing and the risks related to the
establishing of the system of civil servants tnadni Action plan regarding the
implementation of training is a consisting partied Strategy for Civil Servants Training in
the Republic of Macedonia (Agency for Civil Sengrz008, p. 6).

The Strategy is a three-year development docuntieraigh which the processes
of civil servants trainings could be followed armrected, those which are in the direction
of developing public service oriented towards nregthe needs of both the citizens and the
businesses. Major aim of this document is establisha sustainable, stable and
comprehensive system for training and developméntvil servants, such that shall meet
the various needs of both the organs and thoséefcivil servants as individuals; a
document that shall contribute to the realizatibrthe strategic goals of the state and the
organs in which these civil servants are employed.

The achievement of the general aim as determinékeirstrategy depends on the
realization of the following separate goals:

< Developing a sustainable and stable system for g@iwning with clearly defined
training objectives according to the needs of #ngdt groups;

» Capacity building of the system for coordinating ttivil service training;

» Developing sustainable and stable system for fimgnihe trainings;

» Developing a culture of constant learning and dmwelent of human potential
within the civil service (Agency for Civil Servantz008, p. 3).

For the purpose of achieving these goals i.e. ideiorto ensure quality,
professionalism and competence of the civil sesvamtthe Republic of Macedonia, there
has to be permanent care and upgrade of all tleésle¥ civil service, one that provides:

» Continuous build-up and development of relevantedge and skills that enable
the civil servants to operate in a quality, effeetand efficient manner and also in
compliance with the needs of the organ they arel&yed in, and their personal
needs as well.

» Equal knowledge and skills among the civil servamisch is something that shall
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provide quality at all levels of the state sendoel economy in using internal potentials;
» Acquiring knowledge and skills that are similardantents and quality to those
offered and developed in the European countriesictwitontributes to the
internationalization of the civil service in the iReblic of Macedonia;
» Balance between the supply and demand of trairtimggigh a sustainable system
for planning and coordinating the trainings (AgemayCivil Servants, 2008, p. 3).

The major features of the civil servants trainingstem in the Republic of
Macedonia also consists of:

e Having clear training objectives that shall contti for developing the quality of
civil service capacities in general, that shalltHer raise the level of knowledge
and skills which shall assist in reaching the osjabjectives and increase the
work effectiveness.

* Training programmes that shall be fully in comptianwith the determined
training needs. The systematic and quality trainstwall be carried out in
accordance with the Annual Programme for Generairiling that is adopted on
behalf of the Agency for Civil Servants.

e The programmes and modules shall be continuouskgldeed and amended in
order to meet the needs of both the civil servantsthe civil service organs.

» The target groups are defined more horizontally thertically i.e. in hierarchical
manner. This means that target groups are defined functional level i.e.
according to their competences and tasks that jileefprm or are expected to be
performed on behalf of the civil servants.

* In order to provide sustainability and stability the system and carrying out of
trainings, the Agency for Civil Servants forms at®e for Trainings that shall be
accountable for planning, coordinating, carryingt @nd evaluating the civil
servants’ training. The trainings shall be carrted by foreign experts and civil
servants who are trained to give trainings. Thnérs shall be responsible for
designing and realizing the separate modules.

e The trainers work shall be supervised on regulaisbfor the purpose having an
insight whether the trainer gives the training inrrespondence with the
expectation and the determined criteria (AgencyCheil Servants, 2008, p. 4).

The Agency for Civil Servants has a primary respimhty regarding the
implementation, the coordination as well as the iteoing of the Strategy, at the same time
cooperating with the organs in which civil servaats employed, all this for the purpose of
providing coordination and implementing the progecmeasures and activities.

4.3. Investing in Human Resources in the Public Adnstration in Macedonia

One of the mechanisms for creating professionalipaoministration, that shall
function as service for the citizens and the busingector on one hand, and shall also
represent institutional support for the economiveligoment of the country on the other
hand, is the investment in human resources. Fompthipose of explaining this kind of
investment in the Republic of Macedonia, a clogékIshall be given at all the conditions in
this field that have been existing up to preseneti

The Agency for Civil Servants is the institutiondharge of governing, controlling
and publishing the data on investments in humaitaldap the public administration in the
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Republic of Macedonia. In accordance with Article 8-a of the Law on Civil Servants
(“Official Gazette of the Republic of Macedonia” No. 59/2000, 112/2000, 34/2001,
103/2001, 43/2002, 98/2002, 17/2003, 40/2003, 85/2003, 17/2004, 69/2004, 81/2005,
61/2006, 36/2007, 161/2008, 6/2009 and 114/2009), the Director of the Agency for Civil
Servants regularly adopts annual programme for generic training of civil servants in
Macedonia.

On the basis of the data from the Annual programmes for generic training, there
are a few parameters that can be pointed out and on the basis of which an analysis can be
made of the actual condition in this field in the public administration in the country, In the
text that follows, an analysis has been made of the following data regarding the investments
in human capital:

e Quantity regarding the submission of annual programmes about civil servants
trainings;

» Prioritized generic trainings;

» Prioritized specialized trainings in the organs of central government;

» Prioritized specialized trainings in the organs of local government;

» Structure and number of civil servants covered with trainings.

The first evidence refers to the number of annual programmes for training of civil
servants submitted on behalf of the authorized organs to the Agency for Civil Servants.
Besides the fact that this activity is notified as a legal obligation determined with the Law
on Civil Servants, from the Table below it is obvious that the fulfillment of this obligation
significantly differ between the units of the local government and those of the central
government. The number of organs of the local government that submitted annual
programmes is 53 i.e. 62%, whereas in the case of the central government this number is 52
i.e. 98% of the total number of organs. This difference in data shows the non-seriousness
especially of the units of local self-government regarding the fulfillment of their legal
obligations, or the incompetence of the staff and the public services to prepare reports of
this kind.

Table 2: Quantity regarding the submission of annual programmes
about civil servants trainings

Total number of
organs obligated to
adopt annual

Total number of
organs that
submittedannual

Total numbers of
organs that have no
submitted annual

programmes programmes programmes
Central 53 52 (98%) 1 (2%)
Government
Local Government 85 53 (62%) 32 (38%)
Total 138 105 (76%) 33 (24%)

Source: Agency for Civil Servants, Annual Programme for Generic Training of the Civil
Servants in the Republic of Macedonia for year 2010, (Skopje, 2009), p. 4.

In the next table is shown the number of civil servants who attended prioritized
generic trainings. The data is presented by referring to fields.
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Table 3: Prioritized generic trainings

Field Total number of CS
1. | Human Resource Management 2637
2. | IT Skills 2112
3. | Foreign Languages 1946
4. | EU Trainings 1687
5. | Project Cycle Management 1357
6. | System of Public Administration and Civil Service |[in 1071
Macedonia

7. | Communications 1040
8. | Finance Management 908
9. | Policy Creation 896
10.| Administrative Operations 889
11.| E-Governance 506
12.| Fields that are not covered with the CS template 12

Source: Agency for Civil Servants, Annual Programme for Generic Training of the Civil
Servants in the Republic of Macedonia for year 2010, (Skopje, 2009), p. 6.

From the Table 3, a conclusion can be drawn that major fields that require
additional investment in human capital are those regarding the skills related to human
resources management (17.5%), IT skills (14%) and foreign languages (13%).

The specialized trainings are divided into two different levels: the level of central
government and the one of local government. This division is due to the various
responsibilities and competences at various levels of government.

Table 4: Prioritized specialized trainings in the organs of central government

Field Number of CS
1. Statistics 7262
2. Agriculture, Forestry and Water-supply 1684
3. Justice 1467
4, Economy 753
5. Finance 615
6. Foreign Affairs 506
7. Local Self-government 404
8. Culture 327
9. Education and Science 231
10. Labour and Social Policy 166
11. Environment and Urban Planning 134
12. Health-care 133
13. Interior Affairs 120

Source: Agency for Civil Servants, Annual Programme for Generic Training of the Civil
Servants in the Republic of Macedonia for year 2010, (Skopje, 2009), p. 6.
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Table 5: Prioritized specialized trainings in the organs of local government

Field Total number of CS
1. Fields that are not covered with the CS template 1070
2. Urban Planning 346
3. Financing in Municipalities 335
4, Local Economic Growth 205
5. Environment and Nature Protection 187
6. Communal Activities 181
7. Education 73
8. Protection and Saving Citizens and Material Goods 50
9. Culture 33
10. | Social-care and Child-care 32
11. | Sports and Recreation 30
12. | Protection against fire 27
13. | Inter-municipality cooperation 25
14. | Cross-border cooperation 20
15. | Health-care 15

Source: Agency for Civil Servants, Annual Programme for Generic Training of the Civil
Servants in the Republic of Macedonia for year 2010, (Skopje, 2009), p. 7.

The final Table presentation (Table 6) refers to the number of civil servants who
attended trainings (generic or specialized) during the year 2009.

Table 6: Structure and number of civil servants covered with trainings in year 2009

Head Civil Expert Civil Vocational-
Servants Servants administrative CS
Generic Trainings 5026 6964 2981
Specialized Trainings
Central Government 1725 4534 834
Local Government 370 830 359

Source: Agency for Civil Servant, Annual Programme for Generic Training of the Civil
Servants in the Republic of Macedonia for year 2010, (Skopje, 2009), p. 7.

All the data listed in this part of the paper explain the condition the public
administration in the Republic of Macedonia was in, during the year 2009. It should be
pointed out that besides the fact that the Agency publishes annual programmes for training
of civil servants each year, it is only the referred report that states concrete conditions
regarding these kinds of investments. This fact represents a serious constraint of both the
possibility to analyze the investments in this sector and drawing conclusions about the
justification (non-justification) of these investments.
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5. Concluding Remarks

From all the above mentioned about the investments in human capital, a few
conclusion can be drawn. Firstly, as it was elaborated at the beginning of this paper, the
significance of human capital is huge, especially in the public sector. Public administration
i.e. the state governance, as a part of the public sector should unconditionally make
investments in its employees in order to create strong and professional administration that
will be service of the citizens and the business sector. The benefits from this kind of
investment are multiple. However, besides the fact that actual problem appears to be the
incapability to quantify the effects from these investments, especially regarding the
administrations’ efficiency and productivity, yet there could be made qualitative and
empirical confirmation of the benefits from the investments in human factor in the
administration.

From the analysis in the Republic of Macedonia, there are also a few conclusions
that can be drawn. Firstly, the reform of public administration requires investing in
capabilities, experience, knowledge and skills of the civil servants. Thus, investment in
human capital imposes itself as a principle of operation of the public administration in the
Republic of Macedonia. What has also been made is the Strategy for Civil Servants
Training that can act as institutional support to these kinds of investments. Potential
problems that may arise in this field are the poor sources of data for making quantitative
analysis of these investments. The reports published on behalf of the Agency for Civil
Servants there are pointed out several problems that arise during the process of
organization, carrying out and evaluation of trainings of employees. Also, except for the
year 2009, there had not been made any records of these kinds of investments. From all the
above mentioned, it could be concluded that the initiative for investing in human capital in
the public administration in the Republic of Macedonia is a positive initiative, but there is a
necessity that the process of investment and selection of trainings should be intensified, and
that a study should be made about the potential effects that these kinds of investments have
on the employees’ product.
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INVESTIRANJE U LJUDSKI KAPITAL U JAVNQOJ
ADMNISTRACIJI — SLU CAJ REPUBLIKE MAKEDONIJE

Rezime: Investiranje u ljudski kapital je jedno od fundamentalnih pitanja
suvremenih ekonomija. Ljudski kapital je zagan faktor koji ute na
aktivnost kompanija i tokom vremena postaje jedan od n&migh faktora
proizvodnje. Investiranje u razvoj obrazovanja, sposobnosti, znanje i iskustvo
radnika, bez sumnje vodi ka p@amju njihovog proizvoda. U privathom
sektoru, ove investicije dobijaju sve viSe nacaja kako za poslodavca, tako

i za radnika. U svakom siaju, kada je u pitanju javni sektor, ove investicije
imaju Sire eksterne efekte za nacionalnu ekonomiju. Predmet ovog rada je
investiranje u ljudski kapital u javnoj adminstraciji. Javna administracija je
samo jedan deo javnog sektora, ali vredicisteendove i uslove koji su
validni za ovo podrgje. Ovaj rad analizira osnovne teorijske pretpostavke o
investiranju u ljudski kapital, kao i koncepte koji se odnose na javnu
administraciju. Posebna paznja je pdgrea uslovima u ovom podiju u
Republici Makedoniji, prezentiraju sadasnju situaciju kao i perspektive za
budwi razvoj.

Klju éne reti: ljudski kapital, javna administracija, treninzi, Republika
Makedonija.
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