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Abstract
The article presents the assessment of the implemen

tation of the Ci­vil Servants’ Trai­ning Strategy for 2007-
2010 in the Case of Telsiai Di­strict. Connections are de
termi­ned by use of docu­ment analysis between goals and 
tasks outli­ned in the Ci­vil Servants’ Trai­ning Strategy for 
2007-2010 and the trai­nings trends and pri­ori­ties set by 
public sector insti­tu­tions. Analysis of departmental statis
tics enabled assessment of the changes in the number of ci
vil servants parti­ci­pating in trai­ning as well as the funding 
sources for ci­vil servants in trai­ning. Expert interviews hel
ped to perform the assessment of the strategy’s implemen
tation regarding the strategic goals of speci­fic insti­tu­tions 
which have to do with matters regarding the qu­ali­ty of ci
vil servants’ trai­ning and implementation of pri­ori­ties and 
tasks. The assessment of the strategy was performed accor
ding to three cri­teria: service, result and effect.

Ke­y­words: strategy, strategy implementation, strate
gy assessment, ci­vil servants’ trai­ning.

Introduction
Processes of rapid globali­zation, introduction 

of new technologies, market changes are all insepa
rable from change and search and implementation of 
innovation in both pri­vate and public sector organi
zations. The influ­ence of a changing envi­ronment is 
especially felt in ci­vil servi­ce. Ci­vil servants are ex
pected to perform efficiently and provi­de good work 
results, which are inseparable from constant trai­ning 
and improvement. This statement is confirmed by 
Zi­donis and Smalskys (2007), who maintain that at 
this ti­me it is especially important that ci­vil servants 
have the proper knowledge, skills and abi­li­ties, and 
that they apply them producti­vely in ci­vil servi­ce. As 
we can see, strengthening the competence of a pub
lic sector organi­zation is connected to trai­ning ci­vil 
servants and rai­sing the level of their qu­ali­fications. 
It should be noted that the necessi­ty to improve the 
competence levels of public servants is dri­ven by a 
number of other reasons: Lithu­ania’s preparation to 
presi­de over the Eu­ropean Union, acti­vi­ty in inter
national projects, cooperation with insti­tu­tions of fo
reign countries, and so on. Clearly, trai­ning of ci­vil 
servants is one of the pri­mary goals not only for the 
organi­zation, but for the whole state.

One of the princi­pal docu­ments regu­lating the 
trai­ning of ci­vil servants in Lithu­ania is the Ci­vil Ser
vants’ Trai­ning Strategy. Assessments of implemen
tations of strategies of action, such as the Ci­vil Ser
vants’ Trai­ning Strategy for 2007-2010 (further: Stra
tegy), are fairly complex processes, du­ring which re
sults of the Strategy implementation should be evalu­a
ted, the emerged problems analysed and the effecti­ve
ness of the strategy determi­ned not only at the organi
sational, but also at the broader social level. It should 
be noted that, within organi­sations, the assessment of 
the implementation of the Strategy is gi­ven especial
ly little attention. Usu­ally assessment is li­mi­ted to re
ports of qu­anti­tati­ve indi­cators and deli­neation of ge
neral problems. Therefore the main problem raised 
in this article is related to an introduction to the pro
cess and problems of the Strategy implementation as
sessment.

The aim of the re­se­arch is to perform an as
sessment of the implementation of the Ci­vil Servants’ 
Trai­ning Strategy for 2007-2010 in the Telsiai Di­strict 
governance and admi­nistration insti­tu­tions. To achie
ve this aim, the following objecti­ves have been set:

1. To review ci­vil servants’ trai­ning and impro
vement of competence in the context of strategic ma
nagement from a theoreti­cal point of view.

2. To assess the implementation of the Ci­vil 
Servants’ Trai­ning Strategy for 2007-2010 by means 
of the methods of docu­ment analysis, departmental 
data analysis and expert interviews, revealing the con
nections between pri­ori­ties, goals and means in the 
Telsiai Di­strict public admi­nistration insti­tu­tions and 
the Ci­vil Servants’ Trai­ning Strategy for 2007-2010.

The methods of the re­se­arch. To perform an 
assessment of the implementation of the Ci­vil Ser
vants’ Trai­ning Strategy for 2007-2010, theoreti­cal, 
empi­ri­cal and statisti­cal methods of analysis were em
ployed. Theoreti­cal: stu­dy, analysis, synthesis, sum
mary and compari­son of relevant scienti­fic li­teratu
re; empi­ri­cal: expert interviews using three cri­teria of 
the strategy implementation assessment: product, re
sult and effect, as well as docu­ment content analysis; 
statisti­cal: departmental data analysis.
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Main as­pects of as­ses­sing the strate­gy imple
mentation

Summari­zing the majori­ty of the interpreta
tions of the concept of strategy by Lithu­anian and fo
reign authors, it can be argu­ed that all of them have 
one essential common trait: purposeful organi­zation 
of action (Tamosiu­nas, Liu­bomirskiene, 2009). Ju
cevi­cius (1998) notes that strate­gy is action as well 
as understanding, what resources to apply and how, 
with an aim to redu­ce threats and make use of possi­bi
li­ties, which may or do appear whi­le trying to achieve 
the desi­red goal. In defining the concept of strategy, 
Armstrong, Baron (2002) also stress the importance 
of the organi­zation’s fu­tu­re prospects and the effecti
veness of its actions. According to these authors, stra
tegy is a model or a plan which helps an organi­zation 
to integrate its main goals, poli­cy, and other actions 
into a cohesi­ve whole.

The treatment of the concept of strate­gic ma
nage­ment in scienti­fic li­teratu­re is just as multi­di­men
sional.

In their work Tabatoni, Davies and Barblan 
(2000) have emphasi­zed the fact that the concept of 
strategic management is very speci­fic. Strategic ma
nagement aims to help people both insi­de and outsi­de 
the organi­zation (as long as they are associated with 
its development) to rally around the identi­ty and ima
ge of the organi­zation; to evalu­ate it in new envi­ron
ments; and to ensu­re its long-term growth whi­le ma
king use of current capaci­ties and further culti­vating 
its “potential” for development. In other words, stra
tegic management aims to design the view of the fu
tu­re for both the organi­zation and the persons wor
king in it, prepare them to bravely face innovations 
and risks, to increase their abi­li­ty to cope with chan
ges in structu­res, models of actions, roles, relations
hips and du­ties.

It is important to note that Hofer and Schendel 
have created a complex conception of strategic mana
gement, which is based on the principle that the gene
ral design of an organi­zation can be comprehensi­ve
ly descri­bed, whi­le also noting the poli­ti­cal and strate
gic goals of the organi­zation, which serve as the main 
aspects in the process of strategic management. It is 
worth emphasi­zing that the authors have gi­ven the 
greatest attention to four aspects of strategic manage
ment: establishing goals, formu­lating strategy, imple
menting strategy, and strategic control (Stoner et al., 
2005). Still, in most of scienti­fic li­teratu­re only three 
main stages of strate­gic manage­ment are outli­ned: 
strategic analysis, formu­lation of strategy, and imple
mentation of strategy.

1)	 Strate­gic analysis. It is worth noting that 
many authors understand strategic analysis 
differently. Ju­cevi­cius (1998) associated stra

tegic analysis mainly with possi­bi­li­ties gran
ted and dangers provi­ded by the outsi­de en
vi­ronment and an evalu­ation of the compe
ti­tion. Pri­ce, Newson (2003) state that stra
tegic analysis clearly displays the current 
si­tu­ation of the organi­zation. Bagdoniene 
(2009) joins the statements of the aforemen
tioned authors together. According to her, 
the purpose of strategic analysis is to desc
ri­be the current si­tu­ation of the organi­zation 
and clari­fy the most important outsi­de fac
tors which may influ­ence this si­tu­ation. The 
main tools of strategic analysis are: PEST 
analysis, SWOT analysis, and other.

2)	 Formulation of strate­gy. According to Ged
vi­lai­te-Moan and Zakarevi­cius (2010), it is 
essential to distinguish the essential compo
nents of strategy formu­lation: mission, stra
tegic goals, si­tu­ation analysis, thoroughness 
of the assessment of alternati­ves and the pro
cess of strategy formu­lation.

3)	 Imple­mentation of strate­gy. Preparation of 
a strategy of some kind having been comple
ted, the implementation of strategy follows. 
It can be said that the implementation of stra
tegy encompasses deci­sion making and ac
tions oriented to achieving the goals outli
ned in the strategy as well as those neces
sary for the implementation of the strategy 
(Du­bi­nas, Smilga, 2008). In the opi­nion of 
David (2003), the stages of strategic mana
gement can be broken down into correspon
ding acti­vi­ties, therefore, if one aims to for
mu­late a strategy, it is necessary to make so
me kind of analysis or research, join all this 
with intui­tion, and make an appropriate de
ci­sion. In the stage of strategy implementa
tion, yearly goals are set, supported by cor
responding actions, and resources are allo
cated. To support attempts at assessing the 
strategy a review of internal and external 
factors is performed, effecti­veness is evalu
ated, and, where needed, schedu­led actions 
are adjusted.

Whi­le analyzing the process of strategy imple
mentation, it is necessary to note that the assessment 
of strategy implementation is no less important sta
ge than the preparation of a good strategy. The asses
sment of strategy implementation allows to streng
then the implementation of the strategy in pursu­an
ce of the outli­ned goals, and, where necessary, to per
form adjustments and strengthen poli­cy in accordan
ce with changes in the envi­ronment. This allows an
ti­ci­pating and avoi­ding mistakes in the processes of 
creating or implementing new strategies (Ju­cevi­cius, 
1998).
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Seeking to perform a comprehensi­ve and ap
propriate assessment of strategy implementation, it is 
necessary to determi­ne strategy as­ses­sment cri­te­ria. 
Cri­teria may be qu­anti­tati­ve or qu­ali­tati­ve, but nonet
heless they should be easi­ly veri­fiable (Saloner, She
pard, Podolny, 2001).

Often the assessment cri­teria that show imple
mentation of the Government’s action pri­ori­ties are 
used to assess the progress in implementation of the 
Government’s action pri­ori­ties. After the government 
approves the pri­ori­ties for action, the responsible aut
hori­ties must develop assessment cri­teria that would 
allow assessing the implementation of these pri­ori
ties. For example, action plans gi­ve such assessment 
cri­teria as effect, result, or product assessment cri­te
ria (Strategic planning docu­ments..., 2010). Asses
sment cri­teria are descri­bed in the methods for insti­tu
tion and use of assessment cri­teria section in the stra
tegic planning docu­ments. The cri­teria can be of dif
ferent types:

•	 product assessment cri­terion: a cri­terion of 
the accomplishment of a task, as in the in
tellectu­al or material product or a servi­ce, 
which appears in the process of accomplis
hing a task with purposeful use of resour
ces;

•	 re­sult assessment cri­terion: a cri­terion of the 
achievement of a programme’s goal, which 
shows the uti­li­ty which is di­rectly recei­ved 
by the programme beneficiaries upon succes
sful implementation of the programme. Whi
le establishing result assessment cri­teria a 
clear understanding of what goal is sought, 
and their factu­al valu­es show whether it was 
possible to achieve the planned uti­li­ty and 
solve the targeted problems;

•	 effect assessment cri­terion is used to assess 
the achievements of strategic or manage
ment goals as well as to show the uti­li­ty that 
both the di­rect beneficiaries and society re
cei­ve upon the achievement of a strategic go
al.

It is obvious that strategy implementation and 
implementation assessment consti­tu­te an inseparable 
part of the process of strategic control, which allows 
not only to evalu­ate how strategic goals were achie
ved and what problems were encountered, but also to 
avoid mistakes in the creation and implementation of 
a new strategy.

Trai­ning of ci­vil servants in the context of 
strate­gic manage­ment

Constant socioeconomic changes in the envi
ronment and spread of technologi­cal innovations for
ce organi­zations to change and improve. With this in 

mind, public sector insti­tu­tions gi­ve grave import to 
the effecti­veness and usefulness of their acti­vi­ties, im
provement of their employees’ responsi­bi­li­ty and pro
fessionalism, all of which are very closely connected 
with ci­vil servants’ competence levels (Chli­vickas et 
al., 2002). The improvement of ci­vil servants’ profes
sional competence is one of the pri­ori­ty areas upon 
which governing the state, fostering democracy, main
tai­ning ru­le of law and stabi­li­ty of social li­fe, etc. all 
depend (Ju­ralevi­ciene, 2003). At the same ti­me a ci
vil servant’s professional competence is one of the 
main requi­rements for an organi­zation to provi­de ef
ficient, high-qu­ali­ty servi­ces. Therefore sufficient at
tention must be paid to improvement in this field (Ba
ranauskiene, Gu­di­navi­cius, 2008).

The rai­sing of the standard of ci­vil servants’ 
qu­ali­fication is associated with constant theoretic and 
practi­cal improvement, various follow-up stu­dies, ac
qui­si­tion and development of special professional 
knowledge, improvement of state government and ad
mi­nistration skills and capaci­ties by the ini­tiati­ve of 
either the ci­vil servant himself or some kind of insti
tu­tion. For the highest category of ci­vil servants, trai
ning programmes are intended to increase their ma
nagerial capaci­ties. On the other hand, entry-level ci
vil servant trai­ning is intended to provi­de career ci­vil 
servants with knowledge and speci­fic skills, which 
can be called basic preparation for public admi­nistra
tion acti­vi­ties (State of the Republic of Lithu­ania..., 
1999).

Ci­vil servants’ trai­ning in Lithu­ania is gai­ning 
a systemic and consistent natu­re. Trai­ning and qu­ali­fi
cation improvement have become an inseparable part 
of every insti­tu­tion, helping to acti­vely adapt to chan
ges. It is important to stress that the sys­tem for trai
ning ci­vil servants has achieved a number of posi­ti
ve results since the restoration of Lithu­ania’s indepen
dence. The first Ci­vil Servants’ Trai­ning Strategy was 
approved for 2002-2006, the second one for 2007-
2010, and recently the third strategy for 2011-2013 
has come into effect.

One of the most important docu­ments in the 
last year to have helped achieve posi­ti­ve results in 
developing ci­vil servants’ professional competence 
is the Civil Servants’ Training Strategy  for 2007-
2010 (Strategy) approved by the ru­ling of the Govern
ment of the Republic of Lithu­ania. The Strategy defi
nes the main strategic consi­derations and gui­deli­nes 
in the context of Ci­vil Servants’ Trai­ning in 2007-
2010. The docu­ment provi­des a vi­sion of trai­ning, 
the core pri­ori­ty goals and tasks of ci­vil servants’ 
trai­ning, and deli­neates potential groups. Also provi
ded are analyses of the state of trai­ning and SWOT 
(Strengths, Weaknesses, Opportu­nities, and Threats), 
which overviews the Strategy’s implementation si­tu
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ation and results. The accentu­ated trai­ning pri­ori­ties 
allow systematic and purposeful pursuing of improve
ment among ci­vil servants. It should be noted that the 
Ci­vil Servants’ Trai­ning Strategy also establishes qu
ali­ty control and assessment mechanisms. All this al
lows assessing the result of achieved goals and tasks 
more accu­rately.

Methodology of the re­se­arch
The methodologi­cal basis of the analysis is 

built on theoreti­cal insights of both Lithu­anian and fo
reign scientists regarding strategic management and 
ci­vil servants’ trai­ning. Problems with strategic mana
gement and strategy development have been exami
ned by Ari­mavi­ciu­te (2005), Tamosiu­nas, Liu­bomirs
kiene (2009), Ju­cevi­cius (1998), Melni­kas, Smaliu
kiene (2007), Tabatoni, Davies, Barblan (2000), Va
si­le, Ivancu (2009) and other scientists. A good deal 
of attention was gi­ven to the analysis of the theoreti
cal background of ci­vil servants’ trai­ning and compe
tence development (Tu­bu­tiene, 2006; Zi­donis, Smals
kys, 2007; Sakalas, 2003; Saparniene, 2010 et al.).

Seeking to perform an assessment of the im
plementation of the strategy, three methods of analy
sis commonly used in social sciences were employed 
and integrated: docu­ment analysis, departmental da
ta analysis, and ex­pert interviews. The insti­tu­tional 
docu­ments and statisti­cal data were analyzed by us-
ing pre‑established cri­teria. The identi­fied cri­teria and 
indi­cators helped to perform the analysis of details of 
the Strategy’s implementation in Telsiai Di­strict pub
lic governance and admi­nistration insti­tu­tions syste
mati­cally and purposefully.

The assessment of the Strategy’s implementa
tion also involved the use of the expert interview met
hod. The people interviewed were representati­ves of 
insti­tu­tions who had the knowledge, experience and 
competence in the field of the problem stu­died, and 
the most reliable and complete information regarding 
the problem under analysis. Expert interviews were 
conducted using a structu­red open format qu­estion
nai­re. Diagnostic blocs in the interview protocol we
re determi­ned based on the assessment cri­teria pro
vi­ded in the ru­ling of the Government of the Repub
lic of Lithu­ania “Regarding the approval of strategic 
planning methodology” (Zin., 2009, No. 6-167)): pro
duct, result, effect.

Characte­ris­tics of the sample of the re­se
arch. According to the pre-established cri­teria, five 
public admi­nistration insti­tu­tions in Telsiai Di­strict 
were chosen: Telsiai District Mu­nicipality, Telsiai Di
strict State Tax Inspectorate under the Ministry of Fi
nance of the Republic of Lithu­ania, Telsiai Labour Ex
change, State Social Insu­rance Fund Board, Telsiai 
section (Sodra) and Telsiai Public Health Centre.

5 experts from all the insti­tu­tions researched 
were interviewed. The following people parti­ci­pated: 
the Personnel Department head of Telsiai Di­strict 
State Tax Inspectorate, Telsiai Public Health Centre 
Work Organi­zation Department head, Plunge Terri­to
rial Labour Exchange Telsiai Department personnel 
specialist, Telsiai Di­strict Mu­ni­ci­pali­ty Legal and Per
sonnel Department head, SSI “Sodra” Telsiai Depart
ment Personnel Management Department senior spe
cialist. Prior to performing the actu­al interviews, so
me requi­rements were determi­ned for expert selec
tion. To make certain they have sufficient knowled
ge to evalu­ate the Strategy implementation, it was de
termi­ned that they must have experience in personnel 
management, a mi­ni­mal work experience in the insti
tu­tion in qu­estion of 3 to 4 years, and so on.

Analysis of the si­tuation of trai­ning of ci­vil 
servants in Telsiai Di­strict public admi­nistra
tion ins­ti­tutions

In recent ti­mes ci­vil servants have been facing 
new challenges and problems: demands are made to 
opti­mi­ze the performance of insti­tu­tions and offices, 
and to redu­ce expendi­tu­res. At the same ti­me, custo
mers of the servi­ces of the insti­tu­tions and offices de
mand ever more varied and higher qu­ali­ty servi­ces. 
The most common way out of the si­tu­ation is impro
vement of the competence levels of ci­vil servants.

One of the main means of rai­sing the standard 
of ci­vil servants’ qu­ali­fications is trai­ning. The num
bers of ci­vil servants having parti­ci­pated in trai­ning is 
assessed separately according to the insti­tu­tions ana
lyzed in cases of Telsiai Labour Exchange and Telsiai 
State Tax Inspectorate.

After analyzing the trai­ning reports recei­ved 
from these insti­tu­tions it was made clear what num
ber of ci­vil servants parti­ci­pated in trai­ning at which 
ti­me. After analyzing the Telsiai Labour Exchange do
cu­ments regu­lating personnel trai­ning and qu­ali­fica
tion rai­sing, it was noti­ced that ci­vil servants along 
with other employees were especially acting at rai
sing their qu­ali­fications in years 2007 and 2008. In 
year 2007, 53.3% (i.e., 8 out of 15) of ci­vil servants 
parti­ci­pated in centrali­zed trai­ning programmes orga
ni­zed by the Lithu­anian Labour Exchange, in trai­ning 
organi­zed by Telsiai Labour Exchange, and in further 
edu­cation through various other projects. In 2008 this 
number grew and over 80% of ci­vil servants working 
at Telsiai Labour Exchange parti­ci­pated in trai­ning 
programmes.

In 2009, the numbers of employees parti­ci­pa
ting in trai­ning programmes signi­ficantly shrank. Ac
cording to the personnel qu­ali­fication improvement 
programme of Telsiai Labour Exchange, no employe
es of Telsiai Labour Exchange parti­ci­pated in the cen
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trali­zed trai­ning programmes organi­zed by the Lithu
anian Labour Exchange. Most rai­sed their qu­ali­fica
tions in trai­ning programmes organi­zed by the Lithu
anian Labour Exchange. In this period the improve
ment of qu­ali­fications was li­mi­ted to trai­ning of but 
a few employees, who would then share and transmit 
the knowledge gai­ned to other employees in the res
pecti­ve department as well as to other employees as
sociated with the topic of trai­ning, with regards to 
their area of work. This decrease in ci­vil servants par
ti­ci­pating in trai­ning is associated di­rectly with the de
teriorated financial si­tu­ation of the state.

A si­mi­lar trend can be noti­ced in Telsiai Di
strict State Tax Inspectorate. In 2007 every ci­vil ser
vant working in Telsiai Di­strict State Tax Inspectora
te parti­ci­pated in trai­ning 4 ti­mes a year on average, 
and 3 ti­mes a year in 2008, the si­tu­ation changed com
pletely in 2009-2010, as was the case with Telsiai La
bour Exchange and a far lower number of ci­vil ser
vants parti­ci­pated in trai­ning. The number of ci­vil ser
vants having parti­ci­pated in trai­ning in 2010 decrea
sed by 60% in compari­son to year 2007.

The numbers of ci­vil servants of the insti­tu
tions analyzed parti­ci­pating in trai­ning is displayed 
in Table 1.

Table 1

The dynamics of numbers of ci­vil servants parti­ci­pating in trai­ning in Telsiai State Tax 
Ins­pectorate  (STI) and in Telsiai Labor Ex­change (TLE) for year 2007-2010

Year Ins­ti­tution
Cri­te­rion

2007 2008 2009 2010
TLE STI TLE STI TLE STI STI

Number of ci­vil servants at insti­tu­tion 15 156 16 161 16 153 147
Number of ti­mes parti­ci­pated in trai­ning 8 657 13 460 5 253 239

Source: compi­led by the authors of the article with reference to the data from Telsiai Labour Exchange and Telsiai Di­strict 
State Tax Inspectorate.

Telsiai Di­strict State Tax Inspectorate the on
ly one among the insti­tu­tions analyzed uses the as­ses
sment cri­te­ria provi­ded in the Strategy and, asi­de 
from the general numbers of ci­vil servants parti­ci­pa
ting in trai­ning, provi­des more detai­led accounts, i.e. 
ci­vil servant numbers by corresponding trai­ning ty
pes. In 2007-2010, the majori­ty (in 2007 even 80%) 
of STI ci­vil servants parti­ci­pated in trai­ning program
mes having to do with the attainment of the offices’ 
strategic goals. As of 2009 the si­tu­ation, li­ke in other 
insti­tu­tions, changed. At this ti­me period we can noti
ce not only a steep general decli­ne in the numbers of 
trai­ning program parti­ci­pants, but also changes in the 
trends of trai­ning types. As ti­me runs, the increasing 
popu­lari­ty of other trai­ning programmes can be noti
ced. In 2007 trai­ning associated with other, non-Stra
tegy established goals, made up a mere 8.1% of the to
tal number of trai­ning events. In 2010 this percentage 
grew to 60.7%. These calcu­lations allow us to presu
me that du­ring the first (2007-2008) years of the Stra
tegy implementation the majori­ty of employees parti
ci­pated in semi­nars with topics in accordance to the 
topi­cal pri­ori­ties established in the Strategy, and the
refore used the 2009-2010 period to improve in other, 
more speciali­zed fields.

In summary we can say that ci­vil servants wor
king in Telsiai Di­strict insti­tu­tions constantly rai­se 
their qu­ali­fication in trai­ning programmes in various 
fields, but the si­tu­ation in the trai­ning sphere was so
mewhat altered in 2009-2010 by the financial si­tu­a
tion. Becau­se of insufficient funds only a few ci­vil 
servants were able to parti­ci­pate in trai­ning di­rectly, 

and the knowledge gai­ned was transmitted to collea
gu­es in both verbal and written form.

Analysis of pri­ori­ty groups for trai­ning ci­vil 
servants

Lithu­anian system for trai­ning ci­vil servants 
changed in the past decade. The change of this sys
tem is marked by certain innovations that appeared in 
this area: new forms of trai­ning and certain priority 
training goals and priority training groups set at the 
national level (Cesnu­levi­ciene, Lakis, 2002).

The government, taking the current si­tu­ation 
into account and anti­ci­pating fu­tu­re changes, uses 
the ci­vil servant trai­ning strategies to emphasi­se dif
ferent pri­ori­ty trai­ning groups at different periods. 
Insti­tu­tions of the state and mu­ni­ci­pali­ties often use 
the pri­ori­ty groups deli­neated in the Ci­vil Servants’ 
Trai­ning Strategy as a gui­de when creating trai­ning 
groups, but just as often the groups are formed accor
ding to notions of their own strategic goals, identi­fied 
needs for competences in the organi­zation, and the 
speci­fici­ty of the acti­vi­ties of the insti­tu­tion.

Referring to the docu­ments regu­lating ci­vil ser
vants’ trai­ning provi­ded by the Telsiai Di­strict state 
governance and admi­nistration insti­tu­tions parti­ci­pa
ting in the research and the information regarding de
velopment of ci­vil servants’ trai­ning provi­ded by the 
insti­tu­tions, it was attempted to reveal what connec
tions are there between pri­ori­ty trai­ning groups envi
saged in the Strategy and trai­ning groups actu­ally for
med by the Telsiai Di­strict public sector insti­tu­tions 
(see Table 2).
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Table 2

Connections betwe­en pri­ori­ty trai­ning groups envi­saged in the Ci­vil Servants’ Trai­ning Strate­gy for 
2007-2010 and trai­ning groups formed by the Telsiai Di­strict public sector ins­ti­tutions

Pri­ori­ty trai­ning groups envi­saged in the Ci­vil Servants’ Trai­ning Stra
te­gy for 2007-2010
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Ci­vil servant target groups responsible for attainment of strategic goals of 
state and mu­ni­ci­pali­ty insti­tu­tions and offices. + + + + +

Ci­vil servants responsible for use of EU structu­ral support. + - - - +
Ci­vil servant target groups connected with parti­ci­pation in the EU deci­sion 
making and deci­sion implementation assu­rance processes, and with Lithu­a
nia’s preparation for chai­ring the Eu­ropean Union in 2013.

- + - - -

Ci­vil servant target groups, which, according to law of the Republic of Lit
hu­ania, must mandatori­ly parti­ci­pate in determi­ned trai­ning programmes. + + + + +

Ci­vil servants responsible for personnel management. + + + + -

Source: compi­led by the authors of the article with reference to docu­ments of Telsiai Di­strict insti­tu­tions.

The data provi­ded in Table 2 show that in 2007-
2010 the analyzed Telsiai Di­strict insti­tu­tions gave 
the greatest attention to civil servant target groups 
responsible for attainment of strategic goals of sta
te and mu­nicipality institu­tions and of­fi­ces. It must 
also be noted that civil servant target groups, which, 
according to law of the Republic of Lithu­ania, must 
mandatorily participate in determined training pro
grammes, became one of the top pri­ori­ties. Obvious
ly, successful attainment of strategic goals is insepa
rable from an organi­zation’s effecti­veness and capa
ci­ty to produ­ce results. Moreover, almost all person
nel of the organi­zation are responsible for the achie
vement of strategic goals. The second choi­ce (civil 
servant target groups, which, according to law of the 
Republic of Lithu­ania, must mandatorily participate 
in determined training programmes) is made necessa
ry by the Law on Ci­vil Servi­ce (Zin., 1999, No. 66-
2130, section X, Article 45), which states that “care
er ci­vil servants having begun their du­ties must parti
ci­pate in the introductory training programme within 
a year following the beginning of servi­ce, provi­ded 
that they have not parti­ci­pated in one before.”

Du­ring the period analyzed, the least attention 
was paid to these pri­ori­ty groups established by the 
Strategy: civil servant target groups connected with 
participating in EU decision making and decision im
plementation assu­rance processes, and with Lithu­a
nia’s preparation for chairing the Eu­ropean Union 
in 2013. It should be noted that Telsiai Di­strict insti­tu
tions have not properly evalu­ated the importance of 
trai­ning these pri­ori­ty groups. It can be stated that the 

result of ignoring the importance of these groups is 
lack of proper knowledge which would have allowed 
the organi­zations to achieve better results in EU fund 
allotment and in EU deci­sion making and implemen
tation processes.

Analysis of pri­ori­ty goals for trai­ning ci­vil 
servants

Goals for trai­ning ci­vil servants are inseparab
le from trai­ning goals outli­ned by the state or mu­ni­ci
pali­ty insti­tu­tions and offices. Deli­neation of pri­ori­ty 
goals for ci­vil servants’ trai­ning allows to better eva
lu­ate their capaci­ties, skills, and to properly determi
ne fields in need of improvement.

Upon completion of analysing the ci­vil ser
vants’ trai­ning strategies approved in Lithu­ania up to 
now, it was noti­ced that some pri­ori­ty goals keep be-
ing extended for an ever further ti­me period, as these 
goals need a longer ti­me period to be implemented 
than the ti­me period allotted for the implementation 
of the strategies. Insti­tu­tions implementing acti­ve 
laws regu­lating ci­vil servant trai­ning (inclu­ding the 
Government‑approved Ci­vil Servants’ Trai­ning Stra
tegy), gui­ded by research on the needs of ci­vil ser
vant trai­ning and taking the strategic goals of an insti
tu­tion into account, actu­ali­ze the pri­ori­ty ci­vil servant 
trai­ning goals of the insti­tu­tion in qu­estion. Table 3 
provi­des connections between the pri­ori­ty goals of 
the Ci­vil Servants’ Trai­ning Strategy for 2007-2010 
and the pri­ori­ty trai­ning goals of Telsiai Di­strict pub
lic governance and admi­nistration insti­tu­tions.
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Table 3 

Connections betwe­en the pri­ori­ty goals of the Ci­vil Servants’ Trai­ning Strate­gy for 2007-2010 and the 
pri­ori­ty trai­ning goals of Telsiai Di­strict public governance and admi­nistration ins­ti­tutions

Pri­ori­ty trai­ning goals
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To improve the capaci­ties associated with attainment of strategic goals of 
state and mu­ni­ci­pali­ty insti­tu­tions and offices.

+ + + + +

To parti­ci­pate in the EU deci­sion making and implementation assu­rance 
processes, prepare for chai­ring the EU in 2013.

- + - - -

To improve the ci­vil servant capaci­ties to admi­nistrate the EU structu­ral 
support at all levels.

+ + - + -

To perform the mandatory trai­ning established by the Law on Ci­vil Servi
ce Trai­ning of the Republic of Lithu­ania.

+ + + + +

To develop the ci­vil servants’ knowledge in fields of professional ethics 
and corruption prevention.

+ - + - -

To improve the knowledge of the EU working langu­ages. + - + - -
To improve the compu­ter li­teracy skills. + - + - -

Source: compi­led by the authors of the article with reference to docu­ments of Telsiai Di­strict insti­tu­tions.

From the data provi­ded in Table 3, we can de
du­ce that the main pri­ori­ty goals of Telsiai Di­strict 
insti­tu­tions are mostly associated with a section of 
goals mentioned in the Strategy: spe­cifi­cally, perfor
ming mandatory training established by the Law on 
Civil Service Training of the Republic of Lithu­ania, 
and improving capacities associated with attainment 
of strategic goals of the state and mu­nicipality institu
tions and of­fi­ces. These results conform to the deli­ne
ation of pri­ori­ty trai­ning groups.

Having performed an assessment of trai­ning 
pri­ori­ties, we can state that the majori­ty of them di­rec
tly connect with pri­ori­ties established in the Strategy. 
However, it can be observed that very little attention 
is gi­ven to qu­estions regarding ci­vil servants’ ethics, 
compu­ter li­teracy and aspects of EU deci­sion making 
and implementation.

As­ses­sment of imple­mentation of Ci­vil Ser
vants’ Trai­ning Strate­gy for 2007-2010: 
servi­ce cri­te­rion 

Assessment of the Ci­vil Servants’ Trai­ning 
Strategy for 2007-2010 was performed by method of 
expert interview using three cri­teria: servi­ce, re­sult, 
and effect.

 Assessment of strategy implementation based 
on the servi­ce cri­terion was itself based on an evalu
ation of ci­vil servants’ trai­ning pri­ori­ty goals attain

ment, qu­ali­ty of the trai­ning programmes, needs for 
trai­ning with the organi­zation, and use of funds di­rec
ted at trai­ning.

All of the experts parti­ci­pating in the interview 
have noted that Strategy implementation according to 
its outli­ned pri­ori­ty goals was sufficiently effectual, 
that pri­ori­ty goals outli­ned in the Strategy were suffi
ciently well-ti­med and that they conformed to the or
gani­zation’s strate­gic goals at the gi­ven ti­me period. 
Understandably, some pri­ori­ty goals (example: to par
ticipate in the EU decision making and decision im
plementation assu­rance processes, to prepare for Lit
hu­ania’s chairing the Eu­ropean Union in 2013) were 
not in accordance with the speci­fici­ty of the acti­vi­ties 
of the insti­tu­tion, and thus were obviously left unim
plemented.

In the insti­tu­tions analyzed the greatest atten
tion was gi­ven to pri­ori­ty number one, which is impro
vement of capacities associated with attainment of 
strategic goals of state and mu­nicipality institu­tions 
and of­fi­ces. The same things noted du­ring docu­ment 
analysis were confirmed by the expert interviews: for 
example, du­ring the ti­me period of the Strategy im
plementation insti­tu­tions gave most attention to provi
sions of the Law on Ci­vil Servi­ce of the Republic of 
Lithu­ania regarding mandatory trai­ning for ci­vil ser
vants. At the same ti­me, other pri­ori­ty goals did not 
recei­ve much attention in the insti­tu­tions.
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To assess the si­tu­ation according to the servi
ce cri­terion it was necessary to analyse how ci­vil ser
vants’ trai­ning proceeded according to the deli­neated 
pri­ori­ties du­ring the implementation of the Strategy. 
Summari­zing the results of the analysis we can state 
that the trai­ning of ci­vil servants in Telsiai Di­strict 
proceeded fairly systemati­cally and in the manner pre
viously established at the organi­zations. At the insti
tu­tions stu­died, the process of ci­vil servants’ trai­ning 

was planned and implemented based on these main 
stages: establishment of a need for training, creation 
of a training plan for the year, its implementation and 
training qu­ality assessment and control.

What are the main problems faced du­ring im
plementation of the Civil Servants’ Training Strate
gy for 2007-2010? The main problems noted by the 
experts du­ring the implementation of the Ci­vil Ser
vants’ Trai­ning Strategy are displayed in Table 4.

Table 4

Problems faced during the imple­mentation of the Ci­vil Servants’ Trai­ning Strate­gy for 2007-2010

PROBLEM STATEMENT

1. Goals outli­ned in the strategy do not match up to 
pri­ori­ties of the organi­zation

It is always somewhat said that not all goals can be suc
cessfully attained, applied to us

2. Lack of funding for trai­ning
The main hindrance is lack of funding
Lack of funding for training
Financial capacities of the organization

3. Incompati­bi­li­ty of the trai­ning ti­me schedu­le Workload compatibility with training schedu­le
4. Lack of employees’ moti­vation Lack of employees’ motivation and willingness to learn 

Most of the experts parti­ci­pating in the analy
sis have noted that the main problem is associated 
with a lack of funding for ci­vil servant trai­ning. They 
were also worried that not all established pri­ori­ties 
could be fulfilled due to a lack of compati­bi­li­ty with 
the speci­fici­ty of the field of their acti­vi­ty. Other pro
blems are associated with the employees’ own lack of 
moti­vation for improvement or the organi­zational de
tails of the trai­ning programmes.

Training programme assessment is a parti­cu­lar
ly important segment in the system of ci­vil servants’ 
trai­ning and qu­ali­fication improvement. Performing 

a full assessment it is possible to establish a di­rection 
for the trai­ning, clear goals for the organi­zation and a 
ci­vil servant, and achieve posi­ti­ve changes (Patapas, 
Kasparavi­ciu­te, 2009). Recently there was an espe
cially large supply of trai­ning programmes intended 
for ci­vil servants. Therefore the experts were asked 
to assess the trai­ning programmes for ci­vil servants 
provi­ded by various teaching insti­tu­tions, as well as 
the topics of trai­ning items and the qu­ali­ty of semi
nars. The experts provi­ded both posi­ti­ve and negati­ve 
evalu­ations of the qu­ali­ty of the currently offered trai
ning. Their statements are gi­ven in Table 5.

Table 5 
Trai­ning quali­ty as­ses­sment

CATEGORY STATEMENT

Variety of trai­ning topics I would evalu­ate this very positively, as there are various training programmes, 
various lectu­rers, and various topics

Creation of new programmes accor
ding to existing needs

Essentially positive. If some kind of programmes were missing, they were later 
prepared

Qu­anti­ty of offered programmes There are really quite a few training programmes offered

Use of trai­ning for the organi­zation Most of the topics are useful to the employees of our organization. But they do 
repeat themselves somewhat

Trai­ning topics
Training lacked concreteness and possibility of application of knowledge
Some­times I wish that the training had some kind of spe­cifi­city, that is to say, it 
were applicable only to one type of an organization or even job position

Qu­ali­ty and pri­ce of trai­ning Training institu­tions sometimes offer services of du­bious qu­ality
The price is too high

Length of trai­ning The advertised length of training sometimes does not match the actu­al length

Experts parti­ci­pating in the interview evalu­a
ted the variety and appli­cabi­li­ty of ci­vil servants’ trai
ning programmes to the needs of the organi­zation qui

te posi­ti­vely. However, qui­te a few complaints were 
fielded regarding the qu­ali­ty and speci­fici­ty of the trai
ning, i.e., its abi­li­ty to be applied to the acti­vi­ty of 
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the organi­zation. One of the most pressing problems 
made clear was the poor relationship between qu­ali
ty and price of trai­ning. Ci­vil servants’ trai­ning is rat
her expensi­ve, so ci­vil servant trai­ning is financed by 
the state and mu­ni­ci­pali­ties. Eu­ropean Union structu
ral support funds can also be used for ci­vil servant 
trai­ning.

Summari­zing the assessment of the Strategy’s 
implementation based on the cri­te­rion of servi­ce, we 
can state that trai­ning programmes currently organi
zed take place in a sufficiently systematic and purpo
seful manner, i.e. taking into account the trai­ning pri
ori­ties established in the Strategy, but there also are 
problems connected with the qu­ali­ty of trai­ning and 
insufficient funds, which create a barrier for a succes
sful implementation of the Strategy and effecti­ve or
gani­zational acti­vi­ty.

As­ses­sment of Imple­mentation of the Ci­vil 
Servants’ Trai­ning Strate­gy for 2007-2010: 
re­sult cri­te­rion

In most of the EU nations assessment of the re
sults of trai­ning is one of the core parts of trai­ning qu
ali­ty assessment. However, in Lithu­ania a system is 
still not established for assessing trai­ning programme 
results, i.e., very rarely an assessment is made regar
ding what the stu­dents have learned, what benefit the 
organi­zation has recei­ved, and what the impact of the 
trai­ning on the acti­vi­ties of the ci­vil servant is.

In this analysis we attempted to clari­fy the ef
fect of trai­ning on organi­zations. In the interviews the 
experts were asked to evalu­ate, what kind of uti­li­ty 
the ci­vil servants recei­ved from parti­ci­pating in trai
ning and what kind of posi­ti­ve changes were noti­ced 
in the organi­zation du­ring the implementation of the 
Strategy. Answers to these qu­estions are provi­ded in 
Fi­gu­re 1.

BENEFIT OF TRAINING FOR CIVIL 
SERVANTS 

CHANGES IN THE ORGANIZATION 

Comprehensi­on of knowledge and 
i­nformati­on, necessary for performi­ng 
work fu­ncti­ons 

Improvement of practi­cal capaci­ti­es 

New competences gai­ned and cu­rrent 
professional qu­ali­fi­cati­on i­mproved

Better cu­stomer servi­ce 

Decreased corru­pti­on level at the 
organi­sati­on 

After the i­mprovement of a ci­vi­l servant’s 
competence, the holi­sti­c competence of the 
organi­zati­on also i­ncreases 

Fig. 1. Uti­li­ty of trai­ning for ci­vil servants and changes in the organi­sation

The analysis has shown that it is not difficult to 
assess changes in the organi­sation created by the inc
rease in competence of its selected members, as this 
is clearly reflected in the results of the organi­sational 
acti­vi­ties (for example, increased customer satisfac
tion regarding servi­ce, decrease in corruption level of 
the organi­sation, etc.).

In an attempt to gain more speci­fic and compre
hensi­ve answers, the interviewees were also asked to 
evalu­ate the results of trai­ning based on the establis
hed pri­ori­ty goals for ci­vil servants’ trai­ning. The rep
resentati­ves of the insti­tu­tions were asked to evalu­a
te whether each pri­ori­ty goal was fulfilled, unfulfil
led, or fulfilled in part. The analysis has shown that in 
all insti­tu­tions analyzed only two pri­ori­ties were ful
ly fulfilled, i.e. improving capacities associated with 
attainment of strategic goals of state and mu­nicipali
ty institu­tions and of­fi­ces, and per­for­ming mandatory 
training as established by the Law on Civil Service 
Training of the Republic of Lithu­ania. However, on 

the account of the experts, the following pri­ori­ties we
re partly fulfilled: developing civil servants’ knowled
ge in fields of professional ethics and cor­rup­tion pre­
vention, strengthening compu­ter literacy skills and 
improving the knowledge of EU working langu­ages. 
As previously mentioned, in four insti­tu­tions a pri­ori
ty remai­ned unfulfilled: participation in EU decision 
making and implementation assu­rance processes, pre
paration for chairing EU in 2013. It can also be no
ted that little attention was gi­ven by the Telsiai Di
strict insti­tu­tions to the pri­ori­ty of improving the ca
paci­ties of ci­vil servants at all levels to manage EU 
structu­ral support.

Summari­sing the experts’ Strategy implementa
tion assessment based on the result cri­terion, we can 
state that ci­vil servants have gai­ned sufficient know
ledge and improved their acti­vi­ties in relevant areas 
as a result of trai­ning. It is li­kely that all this has di­rec
tly contri­bu­ted to the changes in the organi­zation and 
the effecti­veness of its acti­vi­ties.
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As­ses­sment of Imple­mentation of the Ci­vil 
Servants’ Trai­ning Strate­gy for 2007-2010: 
effect cri­te­rion

Use of the effect cri­terion is intended to clari
fy what use the implementation of the Strategy pro
vi­des not only to the di­rect beneficiaries of the pro
gramme, but to other groups as well (for example, so
ciety). An assessment of ci­vil servants’ trai­ning pro
gress was performed. Official sources note that “trai
ning services effect analysis is not performed, which 
allows the opportu­nity to provide training services of 
insuf­fi­cient qu­ality” (Zin., 2006, No. 127-4845). Ex
pert opi­nions on this qu­estion were dissenting. The 
representati­ves of Telsiai Di­strict Mu­ni­ci­pali­ty and 
Telsiai Labour Exchange asserted that the trai­ning ad
mi­nistration system operating in the organi­sation al
lows evalu­ating the effecti­veness of trai­ning fairly ob
jecti­vely both internally and externally, but managers 
in other organi­zations were incli­ned to think that the
re was a lack of proper identi­fication of trai­ning ef
fect. They stated that “civil servants, having returned 
from training, fill in qu­estionnaires re­gar­ding the trai­
ning received. By using them it is possible to determi
ne whether training was useful and whether it will be 
worth to participate in it in the fu­tu­re. Similar qu­es
tionnaires are provided by the of­fi­ce or­ganizing the 
training”, but these measu­res, according to the res
pondents, are not sufficient to gu­arantee qu­ali­ty and 
effecti­veness of trai­ning. As one of the assessment cri
teria the Strategy inclu­des the number (percentage) 
of ci­vil servants evalu­ating trai­ning. It should, howe
ver, be noted that none of the Telsiai Di­strict insti­tu
tions were able to provi­de such data, therefore it can 
be assu­med that this information is not collected.

The qu­estion of whether control of implemen
tation of the Ci­vil Servants’ Trai­ning Strategy for 
2007-2010 is being performed was analyzed. The stra
tegy notes that the implementation of the Strategy is 
coordi­nated and observed by the Ci­vil Servi­ce Depart
ment. Therefore experts were asked to evalu­ate obser
vation of the Strategy implementation. Most experts 
stated that “training coordination essentially went 
smoothly”. In their opi­nion, the Ci­vil Servi­ce Depart
ment report forms not only did not prove to be a ma
jor difficulty for the insti­tu­tion, but even allowed “a 
more thorough systematisation of internal docu­ments 
of the institu­tion”. This system defines the procedu­re 
for trai­ning organi­sation, recording of trai­ning parti
ci­pants, recording of topics covered and hours spent, 
and so on. However, it was stated that “the submis
sion of the reports was not well timed. They were de
manded too early, when the Finance Department was 
only processing the data on the usage of the wages 
fund”.

Thus, according to the experts, the Strategy’s 
implementation in the organi­zation allowed to gain 
knowledge, which after being applied benefited not 
only the organi­sation, but also the most important in
terest groups and society. But it should be noted that 
this opi­nion is not based on any indi­cators. The insti
tu­tions were able neither to produ­ce statisti­cal data re
garding ci­vil servants’ trai­ning assessment, nor to ba
se their answer on a popu­lation survey on the qu­ali­ty 
of the servi­ces provi­ded by the organi­sation.

Conclusions
Seeking to moderni­se ci­vil servi­ce and increa

se the effecti­veness of state governance, promoting 
development of knowledge society and developing 
self-trai­ning in public governance and management 
insti­tu­tions should become a spontaneous process. 
Currently ci­vil servant trai­ning remains one of the 
most important strategic goals of Lithu­ania and is re
gu­lated by corresponding docu­ments. One of the la
test such docu­ments in Lithu­ania in the field of ci­vil 
servants’ trai­ning is the Civil Servants’ Training Stra
tegy for 2007-2010 that deli­neates pri­ori­ty groups 
and pri­ori­ty goals for Ci­vil Servant Trai­ning.

Formu­lating pri­ori­ty ci­vil servant trai­ning go
als and groups, Telsiai Di­strict public governance and 
admi­nistration insti­tu­tions make use of the pri­ori­ties 
deli­neated in the Ci­vil Servants’ Trai­ning Strategy for 
2007-2010.

The analysis has shown that Telsiai Di­strict 
public admi­nistration insti­tu­tions gi­ve sufficient at
tention to implementing the pri­ori­ties established in 
the Ci­vil Servants’ Trai­ning Strategy, but in the pro
cess they encounter certain problems, which most of
ten are connected with a lack of qu­ali­ty in trai­ning 
and a lack of funds, which create a barrier to a succes
sful implementation of the Strategy and to effecti­ve 
results. Based on departmental data analysis and the 
results of expert interview, it can be said that the core 
source for financing the ci­vil servants’ trai­ning is sta
te funding. Insti­tu­tions do not sufficiently parti­ci­pate 
in EU financed projects or make use of EU funding. 
One of the reasons for this could be insufficient atten
tion paid to the gai­ning of knowledge and requi­red 
capaci­ties for admi­nistrating EU support throughout 
the implementation of the Strategy.

Having performed an assessment of the Ci­vil 
Servants’ Trai­ning Strategy for 2007-2010 implemen
tation based on:

•	 servi­ce cri­terion, it can be said that trai­ning 
in organi­sations is performed in accordance 
with the trai­ning pri­ori­ties outli­ned in the 
Strategy. However, for an even more effi
cient appli­cation of the tenets of the Strate
gy, these main problems are an issue: qu­ali
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ty of trai­ning, lack of funding, lack of emplo
yee moti­vation.

•	 result cri­terion, it can be said that ci­vil ser
vants have recei­ved sufficient knowledge 
and improved their acti­vi­ties in the requi­red 
fields, and that this had a di­rect impact on po
si­ti­ve changes in the organi­sation and effecti
veness of acti­vi­ties.

•	 effect cri­terion, it can be said that the im
plementation of the Ci­vil Servants’ Trai
ning Strategy for 2007-2010 in Telsiai Di
strict provi­ded the condi­tions which allo
wed to gain needed knowledge and capaci
ties, which have a posi­ti­ve effect not only 
on the organi­sation, but on the external en
vi­ronment as well. The trai­ning admi­nistra
tion system functioning in the organi­sation 
allows to assess trai­ning effecti­veness fair
ly objecti­vely in cases of both internal and 
external envi­ronments, but the identi­fication 
of the trai­ning effect is not sufficient. This 
analysis has not found the possi­bi­li­ty to ba
se the effect cri­terion on the requi­red indi­ca
tors.
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Saparniene D., Tri­jonyte R. 

Vals­tybės tarnautojų mokymo 2007–2010 m. strate­gi­jos įgyvendi­ni­mo verti­ni­mas: atve­jo anali­zė 

Santrau­ka 

Besi­kei­čiančios aplinkos ir modernėjančios vi­suo
menės daroma įtaka ypač jau­čiama valstybės tarnyboje. 
Tokia si­tu­aci­ja rei­kalau­ja iš valstybės tarnybos veiksmin
gu­mo, efektyvių darbo rezultatų, ku­rie tiesiogiai siejami 
su profesionaliais ir produktyviais, nuolat siekiančiais to
bu­lėti specialistais. Todėl kyla bū­ti­nybė di­dinti viešojo ad
mi­nistravi­mo specialistų kompetenci­ją, skatinti valstybės 
tarnau­tojus siekti įgyti nau­jų gebėji­mų ir ži­nių. Vienas pa
grindi­nių doku­mentų, regu­liuojančių valstybės tarnau­tojų 
mokymą Lietu­voje, yra Valstybės tarnau­tojų mokymo stra
tegi­ja. Veiklos strategi­jų, tarp jų ir Valstybės tarnau­tojų mo
kymo 2007–2010 m. strategi­jos įgyvendi­ni­mo verti­ni­mas, 
yra pakankamai su­dėtingas procesas, ku­rio metu tu­ri bū­ti 
įvertinti pasiekti rezultatai, išanali­zuotos ki­lu­sios proble
mos bei nu­statytas strategi­jos efektyvu­mas ne tik organi­za
ci­jos, bet ir vi­suomenės mastu. 

Rei­kia pažymėti, kad strategi­jos įgyvendi­ni­mo 
verti­ni­mo etapui organi­zaci­jos ski­ria itin mažai dėmesio. 
Su­vokiant valstybės tarnau­tojų mokymo bū­ti­nybę, svarbu 
išsi­aiškinti ir įvertinti, ar Valstybės tarnau­tojų mokymo 
2007–2010 m. strategi­ja tinkamai įgyvendi­nama Lietu­vos 
viešajame sektoriu­je. Todėl pagrindi­nis šio straipsnio tiks­
las – atlikti Valstybės tarnau­tojų mokymo 2007–2010 m. 

strategi­jos įgyvendi­ni­mo verti­ni­mą Telšių rajono viešojo 
valdymo ir admi­nistravi­mo insti­tu­ci­jose.

Siekiant užsi­brėžto tikslo, atlikta Lietu­vos bei užsie
nio au­torių moksli­nių publi­kaci­jų, Lietu­vos Respubli­kos 
tei­sės aktų, strategi­nių doku­mentų, insti­tu­ci­jų ataskai­tų, in
terneto šalti­nių nagri­nėjamu klau­si­mu anali­zė.

Moksli­nės li­teratū­ros ir doku­mentų anali­zės pagrin
du atliktas tyri­mas Telšių rajono viešojo valdymo ir admi
nistravi­mo insti­tu­ci­jose lei­do nu­statyti sąsajas tarp Valsty
bės tarnau­tojų mokymo 2007–2010 m. strategi­joje iškeltų 
tikslų, uždavi­nių ir Telšių rajono viešojo valdymo ir ad
mi­nistravi­mo insti­tu­ci­joje užsi­brėžtų veiklos krypčių bei 
pri­ori­tetų. Ži­nybi­nės statisti­kos anali­zė lei­do įvertinti mo
kymuose dalyvavu­sių valstybės tarnau­tojų skai­čiaus kai­tą 
ir valstybės tarnau­tojų mokymui ski­riamų lėšų šalti­nius. 
Ekspertų interviu padėjo atlikti strategi­jos įgyvendi­ni­mo 
verti­ni­mą insti­tu­ci­jos strategi­nių tikslų, su­si­ju­sių su vals
tybės tarnau­tojų mokymo kokybe, pri­ori­tetų ir uždavi­nių 
įgyvendi­ni­mo klau­si­mais. Strategi­jos įgyvendi­ni­mo verti
ni­mas atliktas pagal tris kri­teri­jus: paslau­gos, rezultato ir 
efekto. 

Tyri­mas parodė, kad Telšių rajono viešojo admi
nistravi­mo insti­tu­ci­jos pakankamai daug dėmesio ski­ria 
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Valstybės tarnau­tojų mokymo strategi­joje nu­matytiems 
pri­ori­tetams įgyvendinti, tačiau šio proceso metu su­si­du
riama su tam tikromis problemomis, dažniau­sia su­si­ju­sio
mis su mokymų kokybe bei lėšų trū­ku­mu ir su­darančiomis 
barjerą veiksmingam šios strategi­jos įgyvendi­ni­mui ir 
efektyviems vei­kos rezultatams. Remiantis ži­nybi­ne duo
menų anali­ze ir ekspertų apklau­sos rezultatais, tei­giama, 
kad pagrindi­nis valstybės tarnau­tojų mokymo finansavi­mo 
šalti­nis – valstybės ski­riamos lėšos. Insti­tu­ci­jos nepakanka
mai dalyvau­ja ES finansuojamose projektuose ir įsi­savi­na 
ES lėšas. Kaip viena priežasčių gali bū­ti pernelyg menkas 
dėmesys per Strategi­jos įgyvendi­ni­mo lai­kotarpį skirtas 
ži­nių ir ati­tinkamų gebėji­mų admi­nistruoti ES paramą įsi
savi­ni­mui. 

Atli­ktas Valstybės tarnau­tojų mokymo 2007–
2010 m. strategi­jos įgyvendi­ni­mo verti­ni­mas, remiantis:

•	 Paslau­gos kri­teri­ju­mi tei­giama, kad mokymai or
gani­zaci­jose vyksta atsi­žvelgiant į strategi­joje 
nu­matytus mokymų pri­ori­tetus. Tačiau dar efek
tyvesniam strategi­jos nuostatų įsi­savi­ni­mui truk
do šios pagrindi­nės problemos: organi­zuojamų 
mokymų kokybė, lėšų trū­ku­mas, darbuotojų mo
tyvaci­jos stoka.  

•	 Rezultato kri­teri­ju­mi tei­giama, kad valstybės tar
nau­tojai mokymų metu įgi­jo pakankamai ži­nių 

ir patobu­li­no savo veiklos funkci­jas ati­tinkamo
se sri­tyse, o tai tiesiogiai lėmė organi­zaci­jos tei
giamus pokyčius ir veiklos efektyvu­mą. 

•	 Efekto kri­teri­ju­mi tei­giama, kad Valstybės tar
nau­tojų mokymo 2007–2010 m. strategi­jos įgy
vendi­ni­mas Telšių rajone su­darė sąlygas įgyti rei
kalingų ži­nių ir gebėji­mų, tu­rinčių tei­giamą po
vei­kį ne tik organi­zaci­jos lygmeniu, bet ir išori
nei aplinkai. Organi­zaci­joje vei­kianti mokymų 
admi­nistravi­mo sistema lei­džia gana objektyviai 
vertinti mokymų efektyvu­mą tiek vi­di­nės, tiek iš
ori­nės aplinkos atžvilgiu, tačiau mokymų efekto 
identi­fikavi­mas nėra pakankamas. Tyri­mo metu 
efekto kri­teri­jaus pagrįstu­mas ati­tinkamais rodik
liais nebu­vo gali­mas. 

Api­bendri­nant tyri­mo metu gau­tus duomenis, gali
ma teigti, kad strategi­jos Telšių rajono viešojo valdymo ir 
admi­nistravi­mo insti­tu­ci­jose įgyvendi­ni­mas vyko pakanka
mai sistemingai. Anali­zuojamos insti­tu­ci­jos daug dėmesio 
skyrė strategi­joje nu­matytiems pri­ori­tetams įgyvendinti, 
tačiau įgyvendi­ni­mo procesuose neretai bu­vo stokojama 
kryptingu­mo ir grįžtamojo ryšio verti­ni­mo. 

Pa­grindi­niai žodžiai: strategi­ja, strategi­jos įgyven
di­ni­mas, strategi­jos verti­ni­mas, valstybės tarnau­tojų moky
mas. 
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