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Abstract.

The human resource potential of public administration is one of the main factors determining the efficiency of state
activities. Human resource potential is understood as the totality of knowledge, skills, experience, personal qualities and
motivation of employees capable of ensuring the implementation of public administration at all levels. In the context of
modern challenges and changes arising from globalization, digitalization and demographic changes, the issues of formation,
retention and development of human resources are becoming especially relevant. The main purpose of this article is to
examine the current state of human resource potential in public administration, analyze the main trends in its development
and identify the problems that need to be solved. Modern requirements for public administration are constantly increasing,
and the main focus is on the availability of not only special knowledge, but also multidisciplinary skills of employees. The
main requirements are: - professional training, high-level education and qualifications are a prerequisite for successful work.
The most common problem faced by public administration bodies is insufficient motivation of employees. The problems
that cause a decrease in interest are: low wages - despite the increase in salaries in the private sector, the public sector
often cannot offer competitive conditions. Lack of career growth: career advancement prospects remain limited for many
employees.

The article examines the human resources potential of public administration as a key factor in its effectiveness and
sustainability. The importance of professional, personal and organizational qualities of employees in the implementation
of the tasks facing public authorities is studied. The current state of human resources potential in public administration is
analyzed, and the shortage of qualified specialists is analyzed. The article identifies the main trends in increasing human
resources potential, the application of digital technologies and the development of human resources. The results of the study
indicate the need for a comprehensive approach to the development of human resources that will ensure the efficient and
sustainable operation of public administration in modern conditions, and in this regard, the article is of particular relevance.
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IokpaneHHs MOTEHIIANY JIOACLKHUX PeCyPCiB Ta MiIBUIIEHHSA
e(eKTHUBHOCTI AePKABHOI0 YIIPABJIiHHA

MexoauaieB Myumsir Tepmamman
A3epbaniorncancokuii ynigepcumem mypusmy ma meneodxwcmenmy (baxy, Azepoaioncan)

AHoTanis.

JTronchKuii MoTeHIial Jep>KaBHOTO YIIPaBIiHHS € OJIHUM 3 0CHOBHUX (DaKTOPIB, 1[0 BU3HAYAIOTh €PEKTUBHICTB [iSUTEHOCTI
JeprkaBy. JIIOACHKUIA MOTEHIIa PO3yMI€ThCs K CyKyIHICTh 3HaHb, HABUYOK, JOCBily, 0COOMCTUX SKOCTEH Ta MOTHMBALii
MIPaIiBHUKIB, 3IaTHUX 3a0€3MEUNTH 3/1IHCHEHHS Iep>KaBHOTO YIPABIIHHS HA BCIX PIBHAX. Y KOHTEKCTI Cy9aCHUX BHUKIIHKIB
Ta 3MiH, 10 BHHUKAIOTh BHACIIIOK 100ami3aliii, nudposizaiiii ta qeMorpadiyHux 3MiH, MUTaHHS QOPMYBaHHS, yTPUMaHHS
Ta PO3BUTKY JIIOJCHKHX PECYPCIB CTalOTh OCOOIUBO aKTyaabHUMH. OCHOBHOK METOIO L€l CTATTI € BUBYEHHS Cy4acHOTO
CTaHy JIOACHKOTO IMOTEHIiaNy B JIepKaBHOMY YIPaBIiHHI, aHANi3 OCHOBHUX TEHJCHI[IH HOTO PO3BUTKY Ta BU3HAYCHHS
po6JieM, siKi moTpeOyroTh BupiieHHs . CydacHi BUMOTH JIO A€PKABHOTO YIIPABIIHHS MMOCTIHHO 3pOCTAIOTh, | OCHOBHA yBara
NPUIIAETHCS HAsIBHOCTI HE JIMIIE CelialbHUX 3HAHb, a i 6aratonpodiibHUX HAaBUYOK IpaliBHUKIB. OCHOBHI BUMOTH:
- npoceciiiHa NiAroToBKa, BULIMI piBeHb OCBITH Ta KBaliikallii € nepeayMoBoro ycmimHoi podoru. Halinommupenimoro
po0JIEMOI0, 3 SKOI CTHKAIOTHCS OPTaHU JeP)KaBHOTO YIPABIIiHHS, € HEOCTATHS MOTHBALlis NparliBHUKIB. [IpodnemMu, mo
CIPUYMHSIOTH 3HHKCHHS 3aIiKaBJICHOCTI: HU3bKa 3apO0ITHA TUIaTa - HE3BAXKAIOUW Ha MiJBHUILECHHS 3apIUiaT y NPUBATHOMY
CEKTOpi, JepHKaBHUI CEKTOP YacTO HE MOXE 3alPONOHYBAaTH KOHKYPEHTHHX YMOB. BiACYTHICTH Kap'€pHOTO 3pOCTaHHS:
MIEPCIIEKTHBHU Kap'€pHOTO 3pOCTAaHHS 3AIUIIAIOTHCS OOMEKEHUMH sl 0araTbox MpaliBHUKIB.

VY crarti po3nIsAacThCs KaJApOBUil MOTEHIIAN JCPKaBHOTO YIPABIIHHS K KIHOYOBUH (akTop Horo edekTuBHOCTI
Ta crilfikocti. JlocmimxyeTbcs 3HadeHHS HpodeciiiHuX, OCOOUCTICHMX Ta OpraHi3allifHUX SIKOCTEH MNpPaliBHUKIB Y
BHUKOHAHHI 3aBJaHb, 0 CTOSATH IEPE OpraHaMH JIepKaBHOI BIIaJN. AHAII3YETHCS CyJacHUH CTaH KaJpOBOTO IMOTEHIIATY
B JICp>)KaBHOMY VIIPaBIIiHHI, 8 TAKOXK aHATI3yeThbcs AeinnT KBaMi(hiKOBaHMX CIELIaNicTiB. Y CTaTTi BU3HAYEHO OCHOBHI
TEHACHLIT MiABUIICHHS KaJpOBOTrO MOTEHIliaTy, 3aCTOCYBAaHHS LIM(PPOBUX TEXHOJOTIH Ta PO3BUTKY JIOACBKHX PECYpCiB.
Pesynbrati TOCHIKEHHST CBi4aTh MPO HEOOXiJHICTh KOMIUIEKCHOTO MiJXOAY 10 PO3BUTKY JIIOACHKUX PECYPCIB, SKHA
3a0e3neynTh e)EeKTUBHE Ta cTae PYHKI[IOHYBAaHHS JAEPKABHOTO YIIPABIiHHS B Cy4aCHUX YMOBAX, i B IIbOMY 3B'SI3KY CTATTs
Ma€e 0COOIUBY aKTYallbHICTb.

Kaio4oBi ciioBa: JI0ICHKI pecypcH, ep)KaBHe YIpaBIliHHs, npodecioHanizamis, KaapoBa NOMITHKa, MOTHBALIIS
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Introduction.

Professionalization of public personnel. The
formation of an attitude towards the importance of
professionalism among public officials leads to the need
to create conditions for personnel improvement. This
commitment to continuous learning and development
contributes to the implementation of various improvement
and retraining programs. The personnel potential
of public administration is a multi-level system, the
quality and professionalism of which largely determine
the effectiveness of the activities of state bodies. For
constant change and future goals, it is necessary to take
into account both positive trends and existing problems.
The work carried out in this direction will contribute
to the creation of a public administration system that is
ready for future goals, capable of ensuring the stability
and development of society. Public administration can
generally be described as a system that unites many
institutions and operates in accordance with the rules and
norms of society (Hasibuan, Ahmad & Harahap, 2025).

Method and methodologies. The study employs
a systematic and analytical approach to examine the
mechanisms for improving human resource potential
and enhancing the efficiency of public administration.
The methodology is based on a combination of
theoretical analysis and empirical research: Theoretical
methods include the study of scientific literature, policy
documents, and international best practices in the field of
public administration and human resource management.
Empirical methods involve the analysis of statistical
data, comparative studies of administrative systems,
and the use of surveys and expert interviews to identify
key challenges and effective strategies. Comparative
and systemic analysis methods are applied to evaluate
existing public administration models and to propose

recommendations  for
potential.

Novelty in the article. The novelty of this article lies
in its comprehensive approach to linking human resource
development directly with the performance efficiency
of public administration. Unlike previous studies that
examined these elements separately, this research
presents an integrated model that demonstrates how
the enhancement of human capital-through education,
motivation, innovation, and digital competence-can serve
as a key driver of administrative effectiveness.

The main aim of the article is to analyze the factors that
influence the development of human resource potential
and to identify effective mechanisms for increasing the
efficiency of public administration. The study seeks
to explore how improving the skills, motivation, and
professional competence of public sector employees can
enhance the overall performance and responsiveness of
administrative institutions.

Main part.

In a market economy, one of the decisive factors
for the effective functioning of the public administration
system is to provide high-quality human resources (Stare
& Klun, 2008, p. 519). The concept of personnel is a
more comprehensive concept. Personnel has meaning and
significance only as a hierarchical, ranked set of officials.
Personnel solve multidisciplinary problems; they serve
the state, corporation, organization, and hierarchy while
fulfilling their professional and official obligations. The
word “personnel” denotes a person’s official position and
obligation.

Not all good specialists and professionals are good
employees. The value of a specialist depends entirely on
his or her specialization, quality, and effectiveness of his
or her work (Murdiono, Hamidah, & Sudiarditha, 2024).

optimizing human resource

Persomel policy structure

Y

1. Defining the goals and
objectives for the development
of personnel for the system of

authority and governance

2. Formation of
principles and methods of
personnel work

. Development of personnel
requirements

4. Development of measures
to improve the quality of
personnel

5. Development of a
development concept for a
system of retraining and
professional development of
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Figure 1. Personnel policy structure
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Personnel policy should be studied and taken into
account:

a) a social-state phenomenon of relevance, having
socio-functional parameters and appropriate content;

b) one of the social directions reflecting the specific
relationships of personnel practice is the formation of
public consciousness;

c) the use of the state in the field of human resources
to achieve the strategic goals of its policy activities;

d) personnel policy, as a single system, has a certain
structure and combines various elements (Figure 1).

One of the subjective and objective problems of
personnel policy in modern conditions is complex
theoretical and political issues (Stare & Klun, 2008, p.
519).

The main direction in personnel policy. For effective
activity in a market economy, it is necessary to organize
new trainings in order to equip managers and specialists
with knowledge and skills. The second direction. Modern
personnel policy is a course aimed at strengthening
the official positions of executive and judicial bodies
in legal and socio-economic terms, creating a stable,
strong, influential corps of civil servants and municipal
employees in the eyes of the people, depoliticization and
increasing the professionalism of personnel. Issues of
personnel policy formation, especially its development

at the local level, the scope of the changing environment,
reveal the need to improve its implementation (Stare &
Klun, 2008, p. 520).

Issues of personnel policy formation, activities
aimed at effectively building relations at a new stage of
development of countries of the world, the elimination
of contradictions in the definition of new functions for
official and unofficial structures participating in the
preparation and implementation of human resources
policy are important (Silva & Ribeiro, 2022).

In order to ensure effective management of the
personnel policy formation system as a whole, it is
necessary to divide it into a number of subsystems. These
subsystems form a management mechanism, which is a
set of control bodies, tools, methods and instruments
that have the greatest impact on public administration,
with the help of which the goals of the social system are
effectively achieved.

The main links of the control system are:

- local authorities;

- the personnel of local self-government bodies;

- the main methods of managing the local labor
market;

The methods of managing the personnel policy
formation system at the local level are shown in the
diagram below.

Methods of managing the personnel policy
/ formation system

\_‘

¥

Legal and regulatory rules adopted by
the state are based on administrative
methods.

Economic methods include the
development of the tax regime, the
restoration of relations between local
government bodies and educational
institutions, etc.

Psychological methods are determined by the
development of forms of self-management.

Figure 2. Methods of managing the personnel policy formation system

Structural divisions, administration, the board of
directors of the enterprise, the councils of production
unions, etc. should participate in the preparation of
personnel policy. The personnel work of these bodies is
primarily limited to the employees of those enterprises.
But all of them can participate in the formation of the state
personnel policy with their proposals and accumulated
experience through democratic institutions (Stare &
Klun, 2008, p. 521).

Therefore, the tools and means of implementing
personnel policy are ultimately personnel departments.
These are the main structural divisions that carry out all
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operational work with personnel within the administrative
apparatus.

Thus, in order to ensure high professionalism in the
management process, providing qualified, enterprising
employees who are capable of all areas of work, leading
to the stabilization of the region's economy and an
increase in production, the following are necessary:

- determining the strategic goals and objectives of
the state personnel policy;

- associating each employee with the power he
possesses, making personnel policy transparent and legal;

- taking into account the interests and will of
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individuals and citizens who must decide for themselves
where to work;

- aradical restructuring of the systems of specialized
education, retraining and advanced training for all
employees.

Decentralization of personnel policy, an important
part of its management, is fully reserved for local
authorities, at the same time a number of general tasks
that make personnel management systematic (Stare &
Klun, 2008, p. 522).

From today, an opportunity has arisen for effective
work in the direction of implementing the most efficient
state administration, developing personnel policy. The
main tasks include a direct assessment of the quality of
personnel potential in the state and municipal service,
its professional characteristics, and professional work.
It is also necessary to introduce innovative, advanced
mechanisms for attracting and promoting human resources
into the public administration system, and to form and
develop the necessary effective thinking (Sadykova,
Kulzhambekova, Abilmazhinov & Koksharova, n.d.).

Human resources are part of the professionally trained
labor resources capable of performing various types of
labor activities. They allow solving a number of problems
by actively communicating with various categories
of people — citizens, entrepreneurs, representatives of
state and public organizations, and reflect a system of
professional, socio-psychological capabilities in the field
of state and local government (Bruns, 2014, p. 214).

Modern foreign experience is used in the
development of innovative work with employees, the
qualified development of state and municipal employees,
the expansion and improvement of the powers of state
educational institutions, the improvement of the civil
service system and personnel policy in personnel
management. However, in practice, the above-mentioned
tasks are solved slowly, consistently and inconsistently.

In order to effectively achieve these goals, a number
of measures should be taken to develop, ensure and
implement a new theory of human resources management,
which is essentially based on openness, transparency
and professionalism. Also, a system of improving the
qualifications of civil servants and employees of local
self-government bodies based on direct assessment
indicators is being formed (Silva & Ribeiro, 2022).

Strengthening the role of certification of professional
training of state and municipal employees, as well as
human resources management, and public administration
tasks.

This comprehensive approach to solving the tasks
set in this part of human resources policy will allow
us to create a more productive and qualified public
administration system capable of solving problems in the
realities of today's rapidly changing world.

In addition, the following can be noted as important
aspects of personnel work in public administration:

- Increasing the motivation of state and municipal
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employees, creating a professional growth structure
that contributes to the possibility of ensuring personnel
continuity.

- Increasing the role of civil society development
in assessing the performance of state and municipal
personnel.

- Developing the level of public trust in state and
municipal employees, which is an important fundamental
condition for the productive and professional activity of
the state apparatus (Kamaruddin, & Abeysekera, 2021).

Only by jointly implementing all these tasks can
we achieve the formation of an efficient and qualified
form of management of state personnel policy, capable
of responding to the challenges of the modern world
(Kamaruddin, & Abeysekera, 2021).

For the productivity of the civil service, theoretical
and methodological support and the use of modern
innovative technologies in personnel management are
important, which in turn will determine professional
activity, personnel training and professional development.

However, there are no justified assessments
necessary for a comprehensive analysis of personnel
policy in management practice. Also, there is no scientific
and theoretical basis for the understanding of innovative
personnel technologies, professional and ethical norms,
values and personnel culture rules of state and municipal
employees.

Conclusions.

From today, there is an opportunity for effective
work in the direction of implementing the most efficient
civil service and developing personnel policy. The
main tasks include direct assessment of the quality of
personnel potential in the civil and municipal service,
its professional characteristics, and professional work.
It is also necessary to attract innovative, advanced
human resources to the public administration system,
apply incentive mechanisms, educate and develop
responsibility, effective thinking. This will create
conditions for the creation of quantitative and qualitative
methods for assessing the performance of civil and
municipal employees and linking their productivity with
material incentives.

Taking into account the specifics of the work
performed, the formation of a unified approach to
determining the productivity of management, in-
depth study of the state of high-quality personnel in
the civil service system, and the formation of a high-
quality personnel reserve for civil service positions will
contribute to the improvement of the tasks of developing
the personnel potential of the civil and municipal service.

The development of targeted programs at the state
level aimed at improving the personnel potential of the
civil service, modernizing the management structure
and eliminating stereotypes of thinking will allow the
development of training systems. It will create conditions
for professional retraining and improvement of the
qualifications of management personnel by introducing a
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comprehensive, objective assessment of the professional
level, business and personal qualities of employees, the
results of their activities.

The improvement and overall development of
the state largely depend on human resources, which
leads to the right reforms. The social tendencies of the
elected people have a comprehensive impact on this
process, which was initially noted in the theory of public
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