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[bookmark: _Toc205539559]Introduction
[bookmark: _Hlk166666150]The Ministry of Public Administration prepared a Human Resource Management Strategy in State Administration until 2030 (hereinafter: Strategy) with the intent to establish strategic and comprehensive human resource management, effectively utilise the potential of public employees and create an attractive work environment with a development-oriented organisational culture. Although the Strategy primarily addresses state administration bodies, its measures are also applicable across the entire public sector.
The Strategy also aims to preserve the existing solutions that have proven effective in human resource management. Given the numerous social, technological and demographic changes the state administration must prepare for, it is essential to maintain a forward-looking approach.
With their knowledge, skills, competences and personal attributes, public employees represent one of the key pillars supporting the successful and efficient performance of administrative tasks. It is therefore important that the state administration employs individuals whose values are consistent with its vision and guiding principles. In this way, an organisational culture is fostered that enables public employees to carry out their duties with dedication and professionalism, thereby contributing to the administration's success and objectives. In addition, public employees must be motivated and provided with opportunities for career development. It is essential to foster a culture and environment that encourage long-term commitment. 
The Strategy outlines the Ministry of Public Administration's intended improvements to employee management within the state administration, with the aim of establishing a strategic and comprehensive approach. On the one hand, the objectives aim to strengthen the recognition of the state administration and create an attractive working environment. The objectives and measures, including the establishment of a state administration brand,[footnoteRef:1] the updating of selection procedures, the simplification of open competition procedures for public employees employment and the revitalisation of the scholarship policy, are aimed at job seekers as well as individuals seeking new career challenges. On the other hand, the Strategy will contribute to creating conditions that promote capacity building and enhance the motivation of public employees. By identifying and developing talent, facilitating the transfer of key knowledge and experience from senior to junior personnel, strengthening the culture of lifelong learning, establishing approaches to senior human resource management, promoting public employee mobility and introducing flexible forms of work, the Strategy will create conditions for personal growth and career development. It represents a set of continuous, planned measures for employee management that will support state administration bodies in achieving their objectives. [1:  The definition of the term "employer branding" is provided in Chapter 5.1 below.] 

[bookmark: _Hlk184293194]The Strategy also includes a brief overview of the current situation and the main challenges the state administration faces in human resource management. The following section presents the development vision and outlines two key priorities, together with the corresponding objectives and implementation measures. In addressing these challenges, the financial aspect will serve as an important motivational factor for employees. The Ministry of Public Administration has devoted particular attention to this, including during the formulation of the public sector pay reform.[footnoteRef:2] [2:  On 1 January 2025, the Common Foundations of the Public Sector Salary System Act – ZSTSPJS (Official Gazette of the Republic of Slovenia [Uradni list RS], No 95/24) entered into force. The ZSTSPJS replaced the Public Sector Salary System Act – ZSPJS (Official Gazette of the Republic of Slovenia [Uradni list RS], No 56/02 with amendments), which had been in force since 1 January 2004.] 

The Strategy was developed with the aim of implementing priorities, objectives and measures as tools and a professional support framework for public employees in the performance of their duties. These elements will also serve as a foundation to help them, individually and collectively, become even better employees, colleagues and leaders. 
[bookmark: _Toc205539560]A brief overview of the current situation and key challenges
Rapid social and technological changes, as well as unforeseeable emergencies, significantly affect the functioning of the state administration. All of this presents a challenge that requires a comprehensive approach, taking into account that one of the key elements of an efficient state administration is a professional, responsible and motivated public employee.
A crisis such as the COVID-19 epidemic demonstrated that the state administration is capable of performing its duties with agility and flexibility, even beyond established frameworks. Based on the experiences gained, proven effective practices in performing various tasks should be retained and integrated into the existing work process organisation. However, the need to harmonise the entirety of state administration has become evident.
Furthermore, the COVID-19 crisis highlighted deficiencies in the human resource management function. It lacks a strategic approach to the identification and development of talent, including activities and processes such as the systematic definition of key positions, succession planning,[footnoteRef:3] and the development of a talent pool. [3:  Succession planning is a human resource management approach used by organisations to prepare for the departure of leaders, managers and other key employees, and to ensure their replacement. It is of vital importance for the organisation's continued development and future success. Source: Brian Wilkerson (2007). Effective Succession Planning in the Public Sector. North America: Watson Wyatt Worldwide.] 

Numerous state administration bodies are facing challenges in attracting personnel, not only due to demographic shifts, labour market changes and lengthy, complex and inconsistent selection procedures, but also because of the perception of the state administration as a rigid, formal and bureaucratic organisation, particularly among younger people, which makes it an unattractive employer. The state administration does not sufficiently promote the values, organisational culture and advantages it embodies or represents as an employer.
The declining trend in applications for job vacancy announcements is evident in both managerial positions[footnoteRef:4] and internship opportunities.[footnoteRef:5] Data from Chart 1 show that each year, several internship positions within the state administration are published. However, the number of applications for these positions is declining. [4:  Source: Ministry of Public Administration, Council of Officials, Report on the work of the Council of Officials for 2023, p. 3–4, available at https://www.gov.si/assets/ministrstva/MJU/DJS/Letno-porocilo-o-delu-US_2023_koncno-ZA-OBJAVO.docx.]  [5:  Source: Ministry of Public Administration, Trainees analysis. 2022.] 



Chart 1: Number of published vacant internship positions within the state administration and the average number of applications

Source: Ministry of Public Administration, Trainees analysis, 2022
Based on its analysis, the Ministry of Public Administration concludes that in 2022 there were still an average of 12.5 applications per published internship position and that between 70% and 80% of published job vacancies were successfully filled.[footnoteRef:6] Notwithstanding the above, the downward trend in applications must to be addressed through measures presented in the Strategy.  [6:  In 2022, 17% of published job vacancies remained unfilled at the time of data collection.] 

Among the key social changes today are demographic shifts, reflected on the one hand in declining birth rates and on the other in an ageing population. Employment is closely linked to shifts in the demographic structure of the population. This will be one of the key factors in the future and will need to be taken into account in determining the scope and structure of public sector employment. The risk is even more pronounced in the state administration, as one of the recruitment requirements for official posts is Slovenian citizenship. This means that, unlike in other parts of the public sector, these positions cannot be filled by foreign labour force. 







Chart 2: Projection of demographic trends in Slovenia by age group 

Source: Eurostat, EUROPOP2023, baseline projection
The ageing of the overall population also affects the age structure of public employees and consequently results in longer lengths of service. The issue of population ageing affects all Member States of the European Union. On 31 December 2023, the average age of state administration personnel was 46.8 years, placing Slovenia's state administration among the "older" state or public administrations, according to European Public Administration Administration Network (EUPAN).[footnoteRef:7] On average, state administrations in the EU employ significantly more employees aged over 55 years compared to general labour market. Every fourth employee in EU state administration is over 55 years old.[footnoteRef:8] The ageing of the labour force is also a notable trend in Slovenia's state administration. It is evident from Chart 3 that the share of employees aged over 55 has been increasing and nearly doubled between 2010 and 2020. Meanwhile, the share of employees younger than 35 has declined sharply, amounting to only 8% in 2020 – well below the OECD average of 19%.  [7:  EUPAN, Workforce composition in central/federal public administrations, EUPAN Statistical eNews, Swedish Presidency of EUPAN, 2023.https://www.eupan.eu/2023/05/publications-by-the-swedish-presidency/ ]  [8:  Source: Ministry of Public Administration. 2021. Management of older employees and talent in European state administrations. https://www.gov.si/assets/ministrstva/MJU/DJS/Studija-OECD/Ravnanje-s-starejsimi-zaposlenimi-in-talenti-v-evropskih-javnih-upravah.pdf.] 








Chart 3: Changes in the age structure of state administration employees in Slovenia[footnoteRef:9] [9:  Source: OECD. 2020. Composition of the workforce in central/federal governments survey.] 

[image: Changes in the age structure of state administration employees in Slovenia]
Source: OECD
A similar trend is also evident in annual personnel reports. Over a period of fifteen years, the share of public employees under the age of 30 declined from 18.4% on 31 December 2008 to 6.4% on 31 December 2023. There is also a declining trend in the share of public employees aged 30–49, accompanied by an increase in the share of those aged 50 years and above. While employees aged over 50 accounted for 16.6% on 31 December 2008, this share had risen to 41.4% of all state administration employees by 31 December 2023.
Chart 4: The share of employees in state administration bodies by age groups on 31 December 2008, 31 December 2013, 31 December 2018 and 31 December 2023

Source: Ministry of Public Administration, Annual human resources reports, 2008, 2013, 2018 in 2023
The data indicate that attention needs to be given to both older and younger generations. It is necessary to implement measures that support older employees in maintaining productive and satisfying employment until retirement. Employees approaching retirement should be provided with opportunities and tools that enable them to transfer their knowledge and experience to their successors. At the same time, it is essential to attract and retain younger employees; otherwise, a significant human resource shortfall will arise in the coming years. Issues related to the attraction, development and retention of human resources will remain relevant. 
The state administration does not fully utilise the available opportunities for intergenerational cooperation in various forms of group work. The state administration must establish employee management approaches that will address the evolving needs of different age groups. At the same time, this presents an opportunity for the state administration to better utilise the advantages of a multigenerational workforce and build a sustainable state administration. 
The development and implementation of new technologies and innovations play an increasingly important role in shaping the working methods of the administration and in ensuring the provision of public services to citizens. Steady developments in the fields of technology and digitalisation have a significant impact on the competences and skills required by employees to successfully address new challenges. Recognising, strengthening and developing individual's skills, knowledge, personal characteristics and awareness of the importance of lifelong learning – as well as encouraging an active role and responsibility for their vocational, professional and personal development – can significantly contribute to the success of both the individual and the organisation as a whole. 
An important indicator in this field is the monitoring of participation in lifelong learning (individuals aged 25 to 64). This indicator has been declining for several years and stood at 8.4% in 2020, which is below the European average. In subsequent years, the indicator rose to 18.9% in 2021, 22.3% in 2022 and 19.9% in 2023, with Slovenia recording the highest share of adult participation in lifelong learning among the EU27 Member States.[footnoteRef:10] As a result, the target value of 19% for 2030 was exceeded. Although awareness of the importance of lifelong learning is growing in Slovenia, it remains important to ensure the continued inclusion of all public employees in lifelong learning.  [10:  Source: European Commission. 2022. Slovenia's exceptional performance poses a significant challenge for experts.
https://epale.ec.europa.eu/sl/blog/izjemni-rezultati-za-slovenijo-velik-izziv-za-strokovnjake] 

[bookmark: _Hlk125021281]Given the increasing demands for new skills and competences, public employees will only be able to transition between job positions and perform their tasks effectively if their personal competences and skills correspond to the evolving requirements of these positions. Establishing a competence model for the state administration has helped raise awareness that, in addition to formal education, successful task performance also requires skills, competences, personal characteristics, beliefs, motives and values. The designed competence model is not yet sufficiently applied in practice. Its intended use – as a tool for identifying, assessing and developing competences and for supporting the work of managers and human resources coordinators – has also not been fully realised yet. Measures are being taken to address this, including through establishing the Information System for the Management and Development of State Administration Employees (hereinafter: IS MUZA). Within this framework, the competence model for the state administration is also supported as an information-based tool.[footnoteRef:11] [11:  Source: Republic of Slovenia Gov.si. Introducing a competency model – VKM, https://www.gov.si/zbirke/projekti-in-programi/projekt-vzpostavitev-kompetencnega-modela/] 

[bookmark: _Hlk184984107]Some personnel-related issues have already been addressed through the establishment of IS MUZA. Certain personnel procedures have been updated in content, upgraded and digitalised. One of these procedures is the encouraging of personnel mobility through reviving the internal labour market of state administration bodies. Namely, data show that this mechanism does not function optimally in practice. From 1 January 2018 to 31 December 2024, only 55[footnoteRef:12] public employees were referred to the internal labour market by gov.si, and only two did so on their own initiative. The human resource service showed no interest in facilitating potential transitions. Data gathered from IS MUZA also show that the benefits of the internal labour market have not yet been fully utilised. Specifically, in 2024, human resource service of the state administration published only 23 job openings within the Internal Market of Employment, Knowledge and Opportunities module, resulting in only 6 realised transfers. Public employees published six notices for transfer to a different post, field of work, or type of work within a working group, project group, or project unit. None of the transfer or project work opportunities published by public employees were realised.[footnoteRef:13] [12:  Source: Republic of Slovenia Gov.si. Job positions, https://www.gov.si/zbirke/delovna-mesta/]  [13:  Source: Ministry of Public Administration, Public Sector Directorate, IS MUZA analytics.] 

The listed factors highlight the complexity of working in state administration. The challenges that state administration will face in the future are associated with rapid, dynamic, diverse and unpredictable changes. The efficiency and success of state administration are closely linked to the overall human resource management system, which includes employees at all levels. Only in this way will it be possible to create an atmosphere within the state administration that fosters the satisfaction and commitment of all public employees. This, in turn, will provide greater potential for the successful delivery of services and increased resilience to future crises.
[bookmark: _Hlk117082510]

[bookmark: _Toc205539561]Vision
Notwithstanding constant social changes, the attraction, development and retention of qualified, dedicated and motivated public employees remains key to ensuring the successful performance of duties and enhancing the efficiency of state administration. Basic requirements include greater recognition of state administration as an attractive employer on the one hand, and efficient human resource management aimed at matching suitable employees with appropriate job positions on the other. 
A strategic approach is required to enable efficient human resource management – from the selection process and the identification of competencies in individual public employees to career development, lifelong learning and, last but not least, employee retention. This entails supporting the personal, professional and career development of public employees across all generations, thereby equipping and motivating them to face future challenges and issues. The measures of the Strategy are intended to support the development of public employees and to foster a development-oriented organisational culture and the achievement of the overall objectives of state administration. The use and further development of information solutions in the implementation of human resource procedures will contribute to achieving these goals. At the same time, these solutions will support managers in implementing more efficient human resource management. 
Human resource management is the primary responsibility of human resource services, whose role is gradually evolving from that of a support and administrative partner to a strategic partner in leadership. The measures set out in this Strategy will serve as the foundation for the implementation of new, innovative approaches to human resource management. They emphasise the individual and the role of personality traits, marking a strategic departure from traditional human resource management practices.


[bookmark: _Toc205539562]Basic strategic framework and guidelines
In designing the Strategy, the Ministry of Public Administration took into account legal bases, strategic documents and analyses, as well as objectives, guidelines and commitments at both the international and national levels. 
In defining the legal basis, the State Administration Act – ZDU-1[footnoteRef:14] should be highlighted. Article 34a stipulates that the Ministry of Public Administration performs duties in the areas of public administration, systemic organisation management, public sector performance and the public employee system.  [14:  http://pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3225] 

The State Administration Act[footnoteRef:15] stipulates that the ministry responsible for public administration, among other tasks, provides support and advice to other bodies in human resource management. In addition, it manages the central personnel records, maintains records of the internal labour market within state administration, performs tasks related to the awarding of scholarships in state administration bodies, carries out duties in training and development of public employees, and performs other functions in the public employee system or human resource management in accordance with the law.  [15:  http://pisrs.si/Pis.web/pregledPredpisa?id=ZAKO3177] 

To achieve the objectives of the 2015–2020 Public Administration Development Strategy aimed at improving human resource management, the [footnoteRef:16] Ministry of Public Administration established a competency model and upgraded the information system for human resource management within state administration bodies. As part of the objective of building the capacity of public employees, the Ministry of Public Administration updated and developed training courses in several key areas. [16:  https://www.gov.si/assets/ministrstva/MJU/Kakovost-in-inovativnost-v-javni-upravi/Strategija/Strategija-razvoja-javne-uprave-2015-2020.pdf] 

The Slovenian Development Strategy 2030[footnoteRef:17] (hereinafter: SRS 2030) is Slovenia's principal development document setting out the country's further development through the implementation of twelve development objectives. Through the implementation of the Strategy, the Ministry of Public Administration will also contribute to the achievement of several objectives of the SRS 2030, including: acquiring knowledge and skills for quality of life and work by promoting lifelong learning and building competences – particularly digital competences and those required by new professions; promoting an inclusive labour market and quality employment by adapting jobs to technological and demographic changes; ensuring more flexible work organisation and fostering a high-quality working environment; supporting effective management and quality public services by encouraging the acquisition and intergenerational transfer of knowledge and skills; and promoting innovative forms of management, leadership and employee-driven innovation. [17:  https://www.gov.si/assets/vladne-sluzbe/SVRK/Strategija-razvoja-Slovenije-2030/Strategija_razvoja_Slovenije_2030.pdf] 

Digital Slovenia 2030[footnoteRef:18] is a strategic document that sets out guidelines and specific objectives for accelerating digital transformation in various fields, including the enhancement of digital competences among all citizens. These objectives will be achieved by enhancing the digital competences of public employees through training, promoting and using digital services to deliver public services more efficiently and improving their integration into the digital society.  [18:  https://www.gov.si/novice/2023-03-23-vlada-sprejela-strategijo-digitalna-slovenija-2030/ ] 

Within the framework of the Slovenian Presidency of the Council of the EU, a study on the management of older employees and talent in European state administrations was prepared,[footnoteRef:19] in which the management of older employees and talent was addressed as one of the key priorities. Accordingly, the Strategy sets out recommendations for the effective management of older employees and for the attraction and retention of individuals identified as talents within Slovenia's state administration. This will be pursued through monitoring and enhancing the attractiveness of the public sector, examining institutional arrangements for talent management, reinforcing strategic personnel and succession planning, strengthening the strategic capacity of human resource services and developing strategies and practices for inclusive ageing.  [19:  https://www.gov.si/assets/ministrstva/MJU/DJS/Studija-OECD/Ravnanje-s-starejsimi-zaposlenimi-in-talenti-v-evropskih-javnih-upravah.pdf] 

The Recovery and Resilience Plan[footnoteRef:20] provides for reforms and investments in the green and digital transition aimed at enhancing the sustainability, resilience and preparedness of Slovenian society to meet future challenges. The reform, which includes the establishment of a centre for human resource development and competence building in public administration, will contribute to the creation of a more modern and efficient human resource management system, the establishment of an attractive working environment and the promotion of a sustainability-oriented organisational culture. [20:  01_si-rrp_23-7-2021.pdf (eu-skladi.si)] 

The objectives and measures under the Multiannual Financial Framework for 2021–2027[footnoteRef:21] are also aimed at fulfilling EU's key objectives for the digital and green transformation of society and economy. With the objective of achieving the specific objective "Adaptation of workers, enterprises and entrepreneurs to change, active and healthy ageing and a healthy and well-adapted working environment that addresses health risks", activities will be developed to promote active ageing in the workplace, with an emphasis on intergenerational cooperation. [21:  program-ekp-2021-27_si_sfc-razlicica-1-2.pdf (eu-skladi.si) ] 

The Strategy will also align with the key priorities set out in the European Commission's Human Resources Strategy[footnoteRef:22], which include the creation of an inclusive, sustainable and flexible working environment that supports professional development and family-friendly working conditions; the introduction of modern, simpler and faster selection and recruitment procedures; the development of flexible and meaningful career paths for employees; and the simplification of certain human resource services, which should be user-oriented. [22:  https://commission.europa.eu/system/files/2022-04/c_2022_2229_2_en_act_part1_v12.pdf] 

In the European Skills Agenda for Sustainable Competitiveness, Social Fairness and Resilience, the European Commission places[footnoteRef:23] strong emphasis on education, training and lifelong learning for every individual. These challenges are therefore also addressed in the Strategy. [23:  Communication From the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions European Skills Agenda for sustainable competitiveness, social fairness and resilience, 1 July 2020, COM(2020)274 final, available at https://eur-lex.europa.eu/legal-content/SL/ALL/?uri=CELEX:52020DC0274] 



[bookmark: _Toc205539563]Key strategic priorities
With the intent to realise this vision, the Strategy is based on two key priorities: enhancing recognition and reputation of state administration as an attractive employer and improving the qualifications and motivations of public employees. 
[bookmark: _Toc205539564]5.1 State administration – an attractive working environment
The first priority of the Strategy is to transform the state administration into an attractive working environment for both first-time job seekers and individuals seeking new career opportunities. As such, the state administration will be competitive with other employers on the labour market.
[bookmark: _Hlk192234890]OBJECTIVE 1: Strengthening the reputation of the state administration as an outstanding employer for all generations 
Employer branding is a newer human resources approach that uses the principles of branding with human resource management. Employer branding thus means "a targeted, long-term strategy to manage the awareness and perceptions of employees, potential employees and related stakeholders with regards to a particular company (employer)".[footnoteRef:24] Given the rapid ageing of state administration employees, state administration bodies are facing with the challenge of attracting and retaining talent. Therefore, it is all the more important for the state administration to enhance Slovenia's attractiveness as an employer and to increase the interest of potential candidates in employment within the state administration.  [24:  John Sullivan (2004), The 8 Elements of a Successful Employment Brand, February 23, 2004. https://drjohnsullivan.com/uncategorized/the-8-elements-of-a-successful-employment-brand/] 

The primary mission of public employees in state administration is ensuring citizen-friendly, efficient, accessible and quality public services, which is unique in Slovenia's labour market and the core of the brand. The key motivation element for performing public duties (referring to willingness of the public employees and candidates for employment in the state administration to contribute to the common good and to serve the public interest) is a commitment to public values, including social justice and responsibility.[footnoteRef:25]  [25:  Ulrike Weske et al. (2019), Attracting future civil servants with public values? An experimental study on employer branding. International Public Management Journal vol. 23, 2020, issue 5.] 

To strengthen the reputation of the state administration, the positive aspects and advantages of working in public administration will be emphasised. In addition, the unique features and benefits it offers to prospective employees – distinguishing it from other employers – will be highlighted. Attention will be drawn to the characteristics of the state administration, including the diversity of fields of work, opportunities in international cooperation, possibilities for business travel or work abroad, training opportunities for professional and personal development, employment stability and favourable working conditions (such as flexible work arrangements, including remote working), which support a healthy work–life balance. By building the state administration brand, the target groups will be job seekers and the general public. This will serve to raise awareness of the role and mission of public employees, as well as to enhance their reputation. As a result, public employees will be able to take pride in their work and actively promote the state administration as an attractive employer. 
[bookmark: _Hlk82510164][bookmark: _Hlk118287225]Potential new employees, especially the younger generation, may perceive the state administration as a rigid, formal and bureaucratic organisation. This largely stems from ignorance of what work in the state administration involves and how diverse the opportunities can be. By highlighting the diversity and breadth of fields and duties, the recognition of the state administration as an attractive working environment will be strengthened and new career opportunities will be made visible to current public employees. 
The objective will be met by:
· Recognising benefits of employment in state administration;
· Identifying effective working practices for the successful attraction of job-seekers;
· Identifying target groups based on shared values (e.g. commitment to the common good, opportunities to shape green and environmental policies, integrity, equality, dedication, etc.);
· Designing a tailored media approach based on target groups, including the development of a logo, slogan (e.g. the French slogan: "Choosing public service means bringing to life what unites us"), websites, social media channels and communication adapted to different target and age groups and
· Promoting the safety, health and well-being of public employees.
OBJECTIVE 2: Renewal of recruitment competition
Job vacancy announcements are the first point of contact between prospective public employees and the state administration. To make them more transparent, comprehensible and appealing to job seekers, modern methods of presenting and promoting the working environment will need to be employed, including the use of social media and the option of incorporating short video presentations. 
In order to shorten and simplify open competition procedures, the selection process will be further defined in the law governing the public employee system, while still ensuring equal treatment of candidates and a high level of legal certainty. Emphasis will be placed on the constitutional right to equal access to employment in the state administration, ensuring equal entry conditions for all candidates and assessing relevant knowledge and competences with the aim of employing those with the highest level of professional competence.
To this end, a single entry point will be established for employment in official posts within state administration bodies, other public authorities and municipalities that join the internal labour market. The establishment of a single entry point will unify selection procedures within the state administration, reduce the workload of human resource services in individual authorities and allow them to focus on their core task – the strategic development of human resources. 
The objective will be met by:
· Establishing an appropriate lawful basis within the law governing the public employee system;
· Establishing a single entry point;
· Employing and training personnel for the operation of a single entry point;
· Unifying selection procedures for official posts, supported by digital solutions;
· Using targeted advertising of job vacancies, with communication tailored to specific target or age groups of candidates;
· Promoting the state administration among the younger generation (e.g. open days, participation in career and employment fairs); and
· Establishing a system for the acceptance and integration of new public employees into the work process, on-boarding (defining the procedures and equipment necessary for the successful integration of new colleagues into the working environment, enabling faster acquisition of knowledge and skills, as well as the transfer of competences and experience).
Objective 3: Scholarship policy revival 
The aim of the scholarship is to engage and connect students with the employer. This, in turn, contributes to addressing personnel gaps, transferring new knowledge, accelerating the development of state administration services and reducing intergenerational differences.
In the past, company scholarships within state administration bodies were an important source of young and perspective personnel, which also proved successful later in the working process. Given the changing labour market situation, the scholarship policy will serve as a measure to mitigate personnel shortages and to ensure the employment of adequately trained personnel through long-term personnel planning. This would enable the state administration to attract promising young personnel while they are still in education, to steer their training in line with its needs and to assess their competencies prior to employment. Through practical training, scholarship recipients will be able to gradually familiarise themselves with the organisational environment. 
For the management of the scholarship policy or the entire scholarship process, the selection of scholarship recipients for employment within state administration bodies will be carried out through a single entry point. Given that there were still 12.5 applications per published internship post in 2022, and that between 70% and 80% of the procedures are completed successfully, the search will primarily focus on profiles that state administration bodies are unable to recruit through the labour market. 
In this way, state administration bodies will define the requirements for scholarship recipients based on personnel needs. These will be determined according to the estimated shortage of personnel in state administration posts, anticipated personnel turnover, the scope and nature of the body's responsibilities, new work content (e.g. projects) and the human resources policy implemented by the Government.
The objective will be met by:
· Updating legal basis for granting company scholarships;
· Establishing a single entry point;
· Employing and training personnel for operating the single entry point for the selection of scholarship recipients and
· Promoting the state administration among the younger generation (e.g. open days, participation in career and employment fairs).
[bookmark: _Hlk119338099]

[bookmark: _Hlk166666317][bookmark: _Toc205539565][bookmark: _Hlk119338650]5.2 Competent and motivated public employee
The second priority aims to establish conditions for the personal and career development of public employees.
OBJECTIVE 1: Establishing a system for the identification and development of talent and succession 
Talent management is a key aspect of human resource management in the state administration. Developing key personnel, managing talent and providing opportunities for development and advancement are effective tools for retaining personnel and reducing fluctuation. An important contributing factor is an appropriate organisational culture, which requires continuous improvement and is characterised by a stimulating multigenerational work environment, enhanced well-being and job satisfaction and ongoing development of public employees' competences and skills. The aim is to encourage public employees to contribute to a more responsive, effective and sustainable state administration. 
The talent management framework integrates various human resource measures – from modern recruitment methods and the identification and monitoring of individual strengths, to the provision of development opportunities, personnel retention, optimal placement, succession planning and the identification of reasons for employee departures. Such measures will help activate the potential of public employees, enabling them to performing their duties with greater professionalism, responsibility and motivation. 
The competence model was developed as a tool to identify areas in which employees can realise and further enhance their potential. It serves as a basis for identifying the most suitable individuals for specific positions, planning careers and successions and assessing the training needs of public employees. Competences and the knowledge management system are closely linked to the organisation's efforts to create an environment that empowers employees to improve their innovation and efficiency. At the same time, it enables employees to understand what is expected of them. 
Succession planning should be emphasised as a key component of the human resource management programme. As is often the case, senior employees or public employees in key positions retire, change posts, or other changes occur that reveal the remaining employees are not yet prepared to transition into more demanding or critical roles. This may be due to a lack of leadership competencies, appropriate knowledge, skills, or experience. 
Through succession planning and content-updated, digitally supported performance and development reviews, it will be easier to identify and recruit potential candidates for key positions based on the required and expected competences. By defining key competences for specific areas or job positions, it is possible to identify employees who are highly likely to perform well in a given role. From this point onwards, the selected candidate's competences should be systematically developed, and the candidate should be prepared to assume the position in the future. 
For the state administration, this ensures the availability of a pool of potential candidates in advance, who may then assume specific positions as the need arises.
The objective will be met by:
· Annually assessing public employees' competences within the framework of annual performance and development reviews, supported by the MUZA information system;
· Determining the methodology for identifying key job positions;
· Determining tools for identifying and developing talents and successors, including the use of artificial intelligence and advanced HRM analytics;
· Evaluating practices for identifying and developing talents and successors within the state administration;
· Managing personnel based on the agile approach and the design thinking methodology; and
· Implementing coaching to support employee development and achieve public employees' professional objectives, as well as establishing teams to strengthen the leadership role.
[bookmark: _Hlk166666110]OBJECTIVE 2: Raising awareness of the importance of lifelong learning for a successful state administration
The state administration will need to become a learning organisation – one that is capable of learning from the past and anticipating the future. The COVID-19 epidemic and the subsequent acceleration of digitisation have taught us that now, more than ever, it is essential to strengthen the culture and motivation for individuals to engage in lifelong learning. Knowledge, experience and values must be continuously developed to ensure the effective performance of duties. This applies to expertise, holistic problem-solving, innovative solution design, bridging of digital competence gaps and emphasis on the green and sustainable transition. Based on the identified competence gaps, all public employees should be provided with various opportunities to upgrade their knowledge, personal competences and job-specific skills through periodic training. 
Key emphasis in the development of knowledge and skills will be placed on leaders at all levels of leadership, as they bear significant responsibility for human resource management and the organisation's success. Today, the core competencies of all leaders are no longer limited to trade- or task-specific expertise; they comprise knowledge, skills and values. These represent a set of cognitive abilities essential for navigating an unpredictable future, appreciating individual diversity, recognising talent and planning career development. Establishing open communication and mutual trust is essential to ensuring mutual respect and the achievement of shared objectives.
For newly appointed officials within the existing framework, the required training represents a first step towards recognising the importance of lifelong learning. Training programmes designed to enable public employees to acquire new knowledge and enhance existing competences and skills must be of high quality, accessible and appealing to users. Therefore, training programmes that place the active role of the participant at the centre will continue to be developed. The development of modern training approaches (teamwork, practical case work and problem-solving) as well as interactive e-learning, will be promoted. These enable individuals to participate in training at any time and from any location. Learning opportunities range from in-person and remote training to more advanced approaches such as peer-to-peer learning, coaching and, even more importantly, intergenerational cooperation and planned succession. 
The objective will be met by:
· Raising awareness of the importance of lifelong learning within the state administration, including the establishment of mechanisms for knowledge transfer among employees (e.g. coaching, succession planning, intergenerational cooperation);
· Optimising the delivery of training programmes through the use of innovative learning methods; and
· Developing new programmes and ensuring a stable source of financing for the lifelong learning of state administration employees.
[bookmark: _Hlk119338118]OBJECTIVE 3: Introducing new approaches to managing the work environment with a multigenerational workforce 
Due to the ageing of personnel in the state administration, incentives will be introduced to support the development of specific activities promoting active ageing in the workplace. The key to the success of policies concerning the management of older employees lies in promoting an organisational culture that is inclusive towards older employees and recognises them as a valuable source of knowledge. Policies addressing the management of work–life balance for older public employees will be developed. Older employees must continue to be given opportunities to acquire new knowledge and undergo training. Furthermore, the enhancement of competences among leaders at all management levels must be ensured. In addition, the competences of those responsible for employee development must also be strengthened, as these are essential for managing a multigenerational workforce.
Measures aimed at improving the utilisation of older public employees' experience and knowledge will be based on the establishment of systems for transferring knowledge to younger colleagues. Within the framework of promoting intergenerational cooperation, the establishment of a reverse coaching system also plays an important role. This involves the transfer of knowledge from younger to older public employees – for example, coaching in the acquisition of digital competences, job-sharing arrangements in which younger and older public employees share a position for a limited period and the creation of intergenerational teams for specific tasks.
The objective will be met by:
· Empowering older public employees within the state administration (e.g. appointing a senior colleague as the organisation's ambassador for a one-year term);
· Establishing systems for knowledge transfer from older to younger public employees;
· Providing training and strengthening leadership competences at all management levels;
· Providing training and enhancing the human resources coordinators' competences in managing a multigenerational workforce;
· Cooperating in the development of the Employee Longevity Strategy;
· Conducting interviews with older employees prior to retirement and reaching an agreement – at least one year before meeting the conditions for retirement – on the approximate retirement date or on a gradual/flexible transition to retirement; and
· Promoting active ageing and enhancing workplace well-being programmes.
OBJECTIVE 4: Promoting the mobility of public employees 
Conditions will be created to rationalise and effectively organise human resources, enhance competences and support the career development of public employees. These measures will facilitate mobility by revitalising and digitalising the internal labour market, including knowledge and opportunity across state administration bodies. Furthermore, various forms of mobility (such as participation in working groups, project-based work and personnel transfers) will be promoted.
[bookmark: _Hlk124237775]The mobility of public employees will be promoted through an information-supported database containing data on required knowledge, as well as on potential candidates and their competences, thereby enabling human resource services to make optimal personnel decisions. This also provides public employees with the opportunity to pursue new challenges or areas of expertise in which to develop their potential. By encouraging mobility among public employees, the principle of placing the right individuals in the right positions will be followed. 
Mobility within the internal labour market will be promoted, while inclusion in the internal labour market will contribute to a better transfer of knowledge, information and good practices. Mobility will be promoted as a core value, and additional measures will be implemented for less attractive posts.
The objective will be met by:
· Revitalising the internal labour market, knowledge sharing and career opportunities within state administration bodies through the IS MUZA platform;
· Promoting the use of internal labour market, knowledge and career opportunities within state administration bodies;
· Encouraging various forms of mobility (e.g. participation in project groups and activities, (temporary) relocations for project implementation, substitution of absent employees and coverage during periods of temporarily increased workload); and 
· Establishing a procedure for employee off-boarding, enabling structured evaluation and feedback on the reasons for termination of employment (including defined steps, required documentation, handover of duties and equipment and an exit interview to gather information on why the public employee is leaving and what could prevent such departures).
[bookmark: _Hlk166587938]OBJECTIVE 5: Introducing flexible working methods into the work process 
In order for the state administration to become competitive in the labour market and to attract and retain personnel, it must respond to changing circumstances by adjusting its work organisation and working hours. One of the approaches is the introduction of flexible forms of work (e.g. remote work, reduced working hours), which support public employees in balancing their professional and private lives, while providing the employer with greater flexibility and more efficient work organisation. It is therefore necessary to keep pace with emerging trends in flexible work organisation and to create the conditions for their effective implementation, taking into account the operational needs of the state administration. 
In addition to the numerous benefits that flexible work organisation offers both public employees and the employer, it also presents certain challenges. Namely, the increasing use of information and communication technology in work processes is blurring the line between public employee's private and professional lives. 
It is therefore essential to establish the conditions for the proper implementation of the right to disconnect through suitable measures, and to ensure that these measures are effectively applied in practice. 
The objective will be met by:
· Continuously monitoring developments in flexible forms of work and incorporating them by taking into account the requirements of the work process; 
· Designing a set of initiatives and implementing and monitoring measures that ensure public employees' right to disconnect in accordance with applicable regulations; 
· Designing uniform guidelines to ensure flexible working arrangements, including hybrid forms of work in state administration in line with the Government's guidelines;
· Implementing arrangements whereby two or more public employees are employed part-time in one or more posts (job sharing);
· Appointing an independent personnel representative to provide advice and assistance in exercising rights arising from labour legislation to public employees employed in state administration bodies where trade unions are not active; 
· Promoting economic democracy in the workplace; and
· Encouraging the exchange of experience among employees in both the state administration and the private sector.
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Projection of demographic trends in Slovenia by age group, 2023 - 2060 

0-19 years	
2023	2025	2030	2040	2050	2060	0.2	0.2	0.19	0.17	0.18	0.18	20-64 years	
2023	2025	2030	2040	2050	2060	0.59	0.57999999999999996	0.56999999999999995	0.55000000000000004	0.52	0.51	65+ years	
2023	2025	2030	2040	2050	2060	0.21	0.22	0.24	0.27	0.3	0.31	



State administration employees

31.12.2008	Under 30 years	30 to 49 years	50 years or more	18.399999999999999	65	16.600000000000001	31.12.2013	Under 30 years	30 to 49 years	50 years or more	8.5	69.8	21.7	31.12.2018	Under 30 years	30 to 49 years	50 years or more	5.5	62.2	32.299999999999997	31.12.2023	Under 30 years	30 to 49 years	50 years or more	6.4	52.2	41.4	
share (%)




Number of published vacant internship positions	
2018	2019	2020	2021	2022	85	95	90	150	114	Average number of applications	
2018	2019	2020	2021	2022	30.8	26.5	31.6	19.8	12.5	% success rate	
2018	2019	2020	2021	2022	87.1	89.5	87.8	77.3	78	
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