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Abstract: Public organizations face a number of economic and non-economic 

challenges that directly affect the performance and development of human resources. 
These challenges include excessive bureaucracy, political influence in the selection of 
managers, high unemployment, lack of sustainable economic reforms, and non-
transparent tendering practices. This study aims to identify the main obstacles to human 
resource management and to analyze the impact of economic, political, and 
organizational factors on the efficiency and professionalism of public organizations. The 
use of a combined approach of primary data, collected from institutional documents and 
organizational reports, and secondary data, extracted from scientific literature and 
surveys, allows for a comprehensive analysis of the current situation. The results of the 
study provide practical recommendations for improving organizational and human 
resource management, contributing to sustainable economic development and the 
professionalization of public institutions. This study is particularly relevant for human 
resource professionals and policies aimed at increasing efficiency and innovation in the 
public sector. 
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1. Introduction  
 
The global economy is experiencing an intensified phase of 

globalization, including technological integration and profound structural 
changes (Akbari, 2013). Organizations in the southwestern Balkans face 
legal and ethical challenges, including operating outside the legal system, 
which contributes to economic informality and hinders sustainable market 
development. In Kosovo, politically influenced public organizations risk 
bankruptcy, creating pressure on future governments to manage social and 
financial demands. The sustainability of public organizations is essential for 
economic development and for increasing domestic and foreign investments. 
Modern business models are oriented towards knowledge and human 
resources, which require new managerial approaches, new thinking models, 
and more flexible in organizational structures. The sustainable development 
of public organizations is essential for the economic stability of the country. 

The study aims to analyze the impact of factors on human resource 
management and provide recommendations for policies and practices that 
increase professionalism, innovation, and organizational efficiency. 

The main factors examined include political influence in manager 
selection, lack of creativity and innovation, non-transparent tendering 
practices, unfavorable economic policies, and limited professional human 
resources. 

 
1.1 Methodology 
 
The study uses a combined approach of primary and secondary 

research. 
• Primary data: collected from the analysis of documents of 

different departments of public organizations. 
• Secondary data: extracted from the scientific literature on human 

resource management, challenges of public organizations and personnel 
selection practices. 

The sample included: 
a) Public organizations of Kosovo. 
b) Documents and reports published by state institutions and 

international organizations. Data analysis consisted of a literature review, 
document analysis and the interpretation of survey results and participant 
reports. 
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1.2 Research Hypotheses 
 
Below are the hypotheses: 
• H1: High unemployment negatively affects the development of 

public organizations and the ability to invest in human resources. 
•  H2: The selection of managers under political influence reduces 

the professionalism and efficiency of public organizations. 
•  H3: Lack of innovation hinders the development and effectiveness 

of services. 
• H4: Non-transparent tendering practices negatively affect 

employee motivation and performance. 
• H5: Unfavorable economic policies and the lack of reforms hinder 

the development of organizations and human resources. 
• H6: The lack of professional human resources and the inhibition of 

competition within organizations reduce the quality of services and 
innovation. 

 
1.3 Research Questions 
 
• What are the main obstacles to human resource development in 

public organizations? 
•  How do unemployment and lack of qualifications affect the 

performance of public organizations? 
• How do political factors affect the selection of managers and 

organizational efficiency? 
•  How does the lack of innovation affect decision-making and 

development? 
• What are the consequences of non-transparent tendering practices 

on employee motivation and performance? 
•  How do economic policy and the lack of reforms affect the capacity 

of organizations to develop human resources? 
 
 
2. Results and Discussion 
 
2.1 Unemployment and its impact on organizational development 
 
Human resources are a key factor for economic growth and innovation 

(Chirtoc, 2010; Bontis, Keow, & Richardson, 1999; Becker, 1993, Gjinovci, 
2025b). Open innovation implies that enterprises can and should exploit both 
external and internal ideas, and use internal and external routes to reach the 
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market, in order to advance their technologies (Chesbrough et al., 2006). The 
quality and flexibility of the workforce directly affect investment decisions. 
Kosovo faces high unemployment and a lack of qualifications, which limits 
the development of organizations and the creation of jobs (CBK, 2010; SOK, 
2015; World Bank, 2021). 

Main effects of unemployment: 
• Decrease in purchasing power (Eurostat, 2022). 
• Inability to generate new ideas (OECD, 2017). 
• Limitations in the professional development of human resources 

(Boselie, Dietz, & Boon, 2005). 
• Reduction in opportunities for opening new jobs. 
• Increase in social cases and negative impact on the state budget. 
 

Table 1 
 Unemployment rate and average wage (2014–2016) 

Year Unemployment 
Rate (%) 

Public Sector 
Employment 

Net Salary 
(Public, EUR) 

Gross Salary 
(Private, EUR) 

2014 35.3 81,618 408 352 
2015 32.9 81,777 441 354 
2016 27.5 81,629 449 409 

Source: Kosovo Agency of Statistics (2014- 2016) 
 
Recent trends show a decrease in unemployment from 31.3% in 2021 

to 10.8% in 2024 (ASK, 2025), while the demand for qualified labor remains 
unmet. 

 

 
  

Figure 1. Statistical Office of Kosovo (SOK, 2015-2024) — Unemployment 
Rate 

Source: Kosovo Agency of Statistics (2016-2024) 
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Graph showing the unemployment rate in Kosovo from 2014 to 2024. 
Analysis of data from the Statistical Office of Kosovo (SOK, 2015–2024) 
shows a significant evolution of the unemployment rate in the country over 
the last decade. From 2014 to 2016, unemployment has undergone a 
significant decrease, going from 35.3% to 27.5%, an indicator of initial 
improvements in the labor market and, potentially, of increased local 
economic activities. However, 2021 marks an increase in unemployment, 
which may be related to methodological changes in data calculation, as well 
as the impacts of the global economic and health crises that affected the 
country. After 2021, the trend shows a steady decrease in the unemployment 
rate, with a gradual decline from 31.3% in 2021 to 10.8% in 2024, reflecting 
a continuous improvement in the labor market and an increase in active labor 
force participation. This trend is an important indicator of economic 
development, but also indicates the need for sustainable employment 
policies and workforce preparation, in order to meet market demands for 
qualified skills and ensure sustainable organizational and economic 
development. 

 
2.2 Challenges for public organizations 
 
2.2.1 Lack of innovation 
Innovation is essential in many areas, and researching it is equally 

important; it is impossible to avoid, both literally and figuratively. In a literal 
sense, it is impossible to read business magazines or newspapers, attend 
economic conferences, or read annual reports without constantly being 
confronted with the importance of innovation. In a figurative sense, it is 
impossible to ignore the fact that corporations must be innovative in order to 
survive and maintain their competitiveness (Barczak, 2016; Eiada et al., 
2008; Chung & Kim, 2017; Nelson & Winter, 1977). According to Chesbrough 
(2003), the impact of innovation lies not only in the creation of new ideas, but 
also in the ability of firms to manage and commercialize them. He 
emphasizes that “firms must manage the flow of ideas within and across their 
organizational boundaries to create and capture value” (Chesbrough, 2003). 
This approach, known as open innovation, has transformed the way 
companies develop technology and remain competitive in the marketplace. 
Lack of creativity hinders new investments and expansion of existing 
businesses. Investors require state support, quick legal solutions and 
infrastructure for sustainable development (Gjinovci, 2025a; Almeida & 
Ferreira, 2025; Bowen & Lawler, 1992). 
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Key challenges for investors: 
• Institutional and legal support; 
• Human resource training and development, and minimizing 

investment risk. 
90% of employees in public organizations report a lack of support for 

advancement based on skills and experience (Gjinovci, 2014a; Harusha, 
2012). 

 
2.2.2 Selection of managers under political influence 
The independence of public boards is often compromised by political 

influence, reducing efficiency, professionalism and institutional performance 
(Mayo, 2001; Akbari, 2013; Edlira et al., 2012). The independence and 
advancement of public boards and organizations are essential for the efficient 
functioning of the administration and sustainable economic development. 
However, Gjinovci’s research (Gjinovci et al., 2018; Gjinovci, 2015a) shows 
that political influences and nepotism often undermine these principles, 
reducing the professionalism, effectiveness and overall performance of 
public organizations. The stability and advancement of the public sector 
depend on the respect of professional criteria during the recruitment and 
promotion of staff, including professional training, practical experience and 
concrete results in previous positions (Gjinovci, 2014b). In practice, political 
influences favor individuals with political connections over those with the 
necessary qualifications and performance, creating an unfair and non-
meritocratic environment. This process has obvious consequences for 
human resource management: staff overload is created, employee 
motivation is reduced, and the development of professional skills within 
organizations remains limited. Favoring politically connected individuals on 
boards and management positions not only undermines decision-making 
processes, but also has a negative impact on the performance of 
organizations and the country's economic development. The research 
highlights that, despite the efforts of some employees for professional 
advancement and improvement of qualifications, their potential remains 
underestimated due to non-meritocratic practices. Public administration 
reform requires an integrated approach: it is not only the responsibility of the 
government, but also of the civil society and institutional monitoring 
mechanisms. Through the active involvement of citizens and monitoring 
organizations, transparency, accountability and respect for professional 
criteria can be ensured. Such a system promotes meritocracy, increases 
employee motivation, improves public sector performance and contributes to 
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long-term economic and social development (Gjinovci, 2018a; 2018b). 
Gjinovci’s research (Gjinovci et al., 2018; Gjinovci, 2015b) shows that the 
advancement and independence of the public sector are often hindered by 
political influences and nepotism in the selection of boards and managing 
directors. These practices favor politically connected individuals, regardless 
of qualifications and professional performance, reducing the motivation, 
effectiveness and development of public organizations.  

 
2.2.3 Staffing Overload and Average Wages 
The limited number of public sector positions and political influence 

reduce employee motivation. The average gross wage increased from €383 
in 2014 to €650 in 2025, while the net wage increased from €350 to €620 
(ASK, 2025). However, the levels remain below European Union standards 
(Eurostat, 2022; World Bank, 2021). 

 
Table 2 
Regional Comparison of Average Gross Salaries (EUR, 2014 vs. 2025) 

Country 2014 2025 
Kosovo 383 650 
Albania 350 620 
North Macedonia 400 670 
Montenegro 600 820 
Bosnia & Herzegovina 800 1,350 
Serbia 1,000 1,550 

Influencing factors: fiscal policy, foreign investment, employee qualification (Becker, 
1993; World Bank, 2021). 

 
3.2.4 Consequences of privatization and tendering 
Privatization has brought partial benefits; lack of foreign investment, 

corruption and financial crises have had a negative impact (Privatization 
Agency of Kosovo, 2012; GAP, 2015). Recommendations include 
performance reporting, contract enforcement, and increased transparency.  

 
2.3 Human capital and its importance for development 
 
Human capital, consisting of the intelligence, skills and experience of 

individuals, is a key component of economic growth and innovation (Bontis, 
1999; Chirtoc, 2010; Becker, 1993). In Kosovo, the lack of skills and high 
unemployment rates remain obstacles to economic development and 
attracting foreign investment (World Bank, 2021; OECD, 2017). 
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2.4. Practical implications 
 
The key challenges: 
1. Unemployment and skills gaps  
2. Political influence in staff and managerial selection  
3. Non-transparent privatization, tendering processes, and limited 

innovation 
Implications for policy and management: 
• Professional development programs 
• Meritocratic systems for employee advancement 
• Increasing transparency and accountability 
• Encouraging innovation and new investments 
Academic and practical conclusions: 
• Increasing employee responsibility and accountability 
• Minimizing political influences on decision-making 
• Basing advancements on education, experience and performance 
• Active participation of civil society for monitoring and international 

standards (OECD, 2017; Boselie et al., 2005) 
 

Table 3 
Recommendations for improving public organizations and economic 
development in Kosovo 

Area Key Challenge Recommendations 
Human 
Capital 

High unemployment, lack 
of advanced skills and 
training 

Develop structured professional advancement 
programs, specialized training, alignment with 
market and international standards 

Recruitment 
and 
Promotion 

Political influence in hiring 
and promotions 

Implement merit-based recruitment and 
promotion systems; establish clear criteria 
based on performance and qualifications 

Governance 
and 
Transparency 

Non-transparent 
privatization and 
procurement, corruption 

Increase accountability, publish annual and 
financial reports, ensure independent 
institutional monitoring 

Innovation 
and 
Investments 

Lack of new ideas, limited 
investments 

Support innovative projects and scientific 
research; encourage new technologies and 
idea diversity 

Civil Society 
Participation 

Weak monitoring of public 
institutions 

Engage civil society actively in performance 
evaluation and public policy monitoring 

Source: Author (2026). 
 
This table clearly presents the link between the main challenges and 

concrete measures to address them, making the material more structured 
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and readable for academic publications. Based on the analysis of the 
challenges faced by public organizations and businesses in Kosovo, an 
integrated approach is recommended that focuses on developing human 
capital, promoting meritocracy, increasing transparency and encouraging 
innovation. Workforce development should be a priority, by creating 
structured programs for professional advancement and specialized training 
that align with market needs and international standards. This will help 
reduce unemployment and increase the capacity of organizations to innovate 
and expand economic activities. Recruitment and promotion of staff should 
be done on a merit basis, setting clear criteria for performance and 
qualifications. This measure aims to minimize political influences and 
increase the motivation of professional employees, ensuring efficiency and 
professionalism within public institutions. Furthermore, increasing 
transparency and accountability in resource management and privatization 
processes is essential. The publication of annual and financial reports and 
information on decision-making will strengthen the credibility of institutions 
and reduce the opportunities for non-transparent practices. Another 
important element is the encouragement of innovation and new investments. 
Organizations should support creative projects, scientific research and 
technological development, creating an environment that facilitates 
competition and diversity of ideas. This approach not only increases 
productivity, but also contributes to long-term economic sustainability. Active 
participation of civil society is also essential for monitoring public institutions 
and ensuring that implemented policies are effective and sustainable. This 
will ensure compliance with international standards of good governance and 
will foster human resource development and innovation within organizations. 
In summary, these recommendations aim to create an integrated, transparent 
and innovative environment, where human capital development, a 
meritocratic system and good governance practices combine to foster 
sustainable economic and organizational development in Kosovo. Their 
implementation will contribute to increasing the efficiency, professionalism 
and competitiveness of public and private organizations, maximizing the 
potential of human resources and providing a strong foundation for long-term 
economic development. 

 
2.5. Results of findings  
Presentation and Interpretative Analysis of Demographic Data  
The demographic data of the respondents provide an important 

overview of the sample structure and contribute to a more accurate 
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interpretation of the results regarding the effects of non-meritocratic 
practices, with a focus on nepotism, in public and private organizations. The 
study was conducted in the period September 2025 – January 2026, while 
the sample consists of N = 150 respondents from public and private 
organizations. 

 
Table 4 
Structure of respondents by age and gender 
Variable Category Percentage (%) 
Age 25–34 years 20% 
 35–45 years 40% 
 45–54 years 20% 
 Over 55 years 20% 
Gender Male 60% 
 Female 40% 

Source: Authors’ processing based on survey data (2026). 
 
The research was conducted in central and local public organizations 

operating in the Kosovo market, including managers and employees of human 
resources departments. The aim was to analyze the impact of various factors – 
such as politicization, lack of qualifications, tendering practices, economic 
policies and competition – on organizational performance and development. 
This population was selected because managers and human resource 
personnel are directly involved in recruitment processes, staffing decisions, and 
organizational governance. Therefore, they are the most appropriate and 
reliable respondents for assessing the influence of political interference and 
non-meritocratic practices on organizational efficiency and professionalism. The 
characteristics of the respondents show that 48% of the respondents work in 
public organizations with 11–50 employees, while 52% are part of organizations 
with up to 9 employees. Regarding the position in the organization, 70% are 
managers and 30% are employees of human resources departments.  

 
Table 5 
 Distribution of respondents by organization size and position 

Characteristic Category % 
Organization Size 11–50 employees 48%  

≤10 employees 52% 
Position in Organization Manager 70%  

HR Staff 30% 
Source: Author (2026) 
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Interpretation of the research results: Most respondents work in small 
and medium-sized organizations, and 70% hold managerial roles, providing 
a direct perspective on decision-making and management processes. 

 
2.5.1. Perceptions of Organizational Factors 
Table 6 shows the respondents’ perceptions of the impact of key 

factors on organizational performance and development. 
 

Table 6  
Variable Dominant Response % 
Lack of qualifications No impact 80%  

High impact 20% 
Political influence in employee 
selection 

High impact 100% 

Political influence in managerial 
selection 

High impact 100% 

Efficiency/professionalism High impact 100% 
Creativity/innovation No impact 50%  

Moderate impact 50% 
Non-transparent procurement 
practices 

Moderate impact 100% 

Economic policies and lack of 
reforms 

No impact 48% 
 

Moderate impact 52% 
Professional human resources & 
competition 

No impact 62% 
 

Impact 38% 
Source: Author (2026) 
 
Lack of employee qualifications: 80% of respondents think that it does 

not affect the organization's performance at all, while 20% consider it to have 
a high impact. Political influence on employee selection: 100% of 
respondents think that politics has a high impact. Political influence on 
manager selection: 100% of respondents estimate that it has a high impact. 
Impact of selecting politicized managers on the efficiency and 
professionalism of the organization: 100% think that the impact is very high. 
Lack of creativity and innovation: 50% of respondents believe that it has no 
impact, while 50% think that it has an average impact on the organization's 
development and decision-making. Non-transparent tendering practices: 
100% of respondents estimate that they have an average impact on 
employee motivation and performance. Unfavorable economic policies and 
lack of reforms: 48% of respondents believe that there is no impact, while 
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52% consider the impact to be average. Professional human resources and 
competition: 62% think that the lack of professional resources and hindering 
competition do not affect, while 38% believe that there is an impact. 
Interpretation of the results: The results show a complete consensus on the 
influence of politics on the selection of employees and managers. Lack of 
qualifications and professional resources is perceived as a less important 
factor, while creativity and innovation are perceived separately. Non-
transparent practices and economic policies have a medium impact, 
suggesting that the main challenges of organizations are related to structural 
and institutional factors. 

 
2.5.2. Descriptive Analysis with Likert Scale 
The main variables were measured with a Likert scale of 1–5. The 

mean and standard deviation are presented in Table 3. 
 

Table 7 
Mean and standard deviation of key Variables 

Variable Mean (M) SD 

Impact of lack of qualifications 2.10 0.85 
Political influence on employee selection 4.90 0.31 
Political influence on managerial selection 4.92 0.28 
Efficiency/professionalism 4.85 0.40 
Lack of creativity and innovation 2.55 0.96 
Non-transparent procurement practices 3.00 0.00 
Economic policies and lack of reforms 2.60 0.78 
Professional resources & competition 2.20 0.70 

Source: Author (2026) 
 
Interpretation of the results: Political influence is perceive as having a 

high and consistent value, while other factors have a lower importance. This 
suggests that institutional structures have a greater impact than individual 
employee skills. 

 
2.5.3 Spearman correlations 
Spearman analysis revealed strong relationships between political 

influence and perceptions of professionalism/efficiency. 
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Table 8 
 Spearman correlation matrix 
Variable 1 Variable 2 r p 
Political influence Professionalism 0.71 .001 
Political influence Lack of 

qualifications 
0.12 .210 

Lack of qualifications Innovation 0.18 .080 
Non-transparent practices Motivation 0.45 .005 

Source: Author (2026) 
 
Interpretation of the results derived from the research: The higher the 

perception of political influence, the lower the perceived level of 
professionalism. Lack of qualifications has no statistically significant 
relationship with the main variables. 

 
2.5.4 Linear Regression 
The linear regression with professionalism/efficiency as the 

dependent variable showed:  
• Overall model: F (3,96) = 15.72, p < .001, R² = .32 
• Strongest predictors: 
o Political influence in managerial selection (β = .62, p < .001) 
o Non-transparent procurement practices (β = .28, p = .014) 
• Lack of qualifications was not a significant factor (β = .07, p = 

.41) 
•  

Table 9 
Linear Regression Results 

Predictor Variable β (Beta) p 
Political influence (managers) 0.62 .001 
Non-transparent procurement practices 0.28 .014 
Lack of qualifications 0.07 .410 

Source: Author (2026) 
 
The results clearly show that political influence is the main factor 

determining the selection of employees and managers, directly affecting 
professionalism and efficiency. Lack of qualifications and professional 
resources is perceived as a less important factor, while innovation is 
perceived separately. Non-transparent tendering practices have a moderate 
impact on motivation and performance. These findings suggest that the main 
challenges of public organizations are related to institutional and structural 
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factors, and not to the individual capacities of employees. Improving 
performance requires: 

• Depoliticizing of staff and manager selection process; 
• Increasing transparency in tendering and administrative practices; 
• Clear policies for human resource development and promotion of 

innovation. 
 
2.5.5 Study Limitations 
This study has several limitations. The findings are based on self-

reported perceptions, which may involve subjective bias. The sample is 
limited to public organizations in Kosovo, reducing generalizability, while the 
cross-sectional design limits causal interpretations. Additionally, secondary 
data may contain inconsistencies due to differences in institutional reporting 
standards. 

 
2.5.6 Focus of the Study 
This study investigates the impact of structural and institutional 

determinants—namely political influence, deficient innovation, human capital 
constraints, and opaque procurement practices—on organizational 
performance within Kosovo’s public sector. It aims to identify their effects on 
professionalism, efficiency, decision-making, and organizational 
development. 

 
2.5.7 Future Research Directions 
Future studies should include private sector organizations and 

international institutions for broader comparisons. Longitudinal and 
qualitative research is recommended to examine changes over time, causal 
relationships, and deeper insights into political influence, innovation, and 
human resource development. Cross-country studies could further enhance 
understanding of governance and institutional performance in developing 
economies. 

 
2.5.8 Contribution of the Study 
This study contributes to the academic literature by providing empirical 

evidence on the role of political influence in shaping organizational efficiency 
and professionalism in public institutions. It highlights how structural and 
institutional barriers, rather than individual qualifications, affect performance. 
Practically, the study provides recommendations for promoting meritocracy, 
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transparency, and human capital development, while supporting public 
administration reforms and future comparative research. 

 
 
3. Conclusions and Recommendations 

 
3.1 Conclusions 
 
The analysis conducted on public organizations and businesses in 

Kosovo shows that sustainable economic and organizational development 
faces a number of interrelated challenges. One of the main issues remains 
high unemployment and the lack of qualified labor, which directly affects the 
creation of new jobs, innovation and expansion of existing businesses. This 
situation has direct consequences in reducing purchasing power, limiting 
opportunities for professional development and increasing social costs, also 
negatively affecting the state budget. The lack of innovation within public and 
private organizations is another important obstacle to economic 
development. Many organizations prefer to invest in well-known and proven 
projects, minimizing risk, but this approach limits the diversity of ideas and 
hinders the development of innovative capacities. Investors require 
institutional support, efficient legal solutions and sustainable infrastructure to 
ensure the success of their investments, but structural challenges and lack 
of support make this process difficult. Political influence in the selection of 
managers and professional staff is another factor that undermines the 
efficiency of institutions. Selection and promotion are often based on political 
connections rather than merit, creating internal dependencies and reducing 
the motivation of professional employees. This practice negatively affects the 
development of human capital and the effectiveness of decision-making 
within organizations. The privatization of public enterprises and tendering 
processes also pose major challenges. Lack of transparency, corruption and 
conflicts of interest negatively affect expected economic outcomes. These 
processes are not always accompanied by effective monitoring and 
accountability, weakening the credibility and performance of the public and 
private sectors. In this context, an integrated approach to addressing these 
challenges is recommended. Human capital development should be a 
priority, by establishing structural programs for professional advancement 
and specialized training that are in line with current market needs and 
international standards. This will help reduce unemployment and increase 
the capacity of organizations to innovate and expand economic activities. 
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Recruitment and promotion of staff should be done on a merit basis, by 
establishing clear criteria for performance and qualifications, to minimize 
political influences and to increase the motivation of professional employees. 
Increasing transparency and accountability in resource management and 
privatization processes is essential to guarantee the fair and effective 
functioning of institutions. The publication of annual and financial reports and 
the inclusion of independent monitoring will strengthen the credibility of 
institutions and minimize non-transparent practices. An important element for 
increasing economic sustainability is encouraging innovation and new 
investments. Organizations should support creative projects, scientific 
research and technological development, creating an environment that 
facilitates competition and diversity of ideas. This approach not only 
increases productivity, but also contributes to long-term economic 
development. Active participation of civil society is also important for 
monitoring public institutions and ensuring that implemented policies are 
effective and sustainable. Compliance with international standards of good 
governance and continuous monitoring of institutions will promote human 
resource development, innovation and sustainability of organizations. In 
summary, the improvement of public organizations and the economic 
development of Kosovo require an integrated approach that combines the 
development of human capital, the promotion of meritocracy, the increase of 
transparency and the encouragement of innovation. Only through the 
implementation of these measures can sustainable and economically viable 
development be achieved, maximizing the potential of human resources and 
creating a favorable environment for investment and overall growth. The 
research results clearly demonstrate that political influence is the dominant 
factor in the selection of managers and employees, which directly affects the 
professionalism and efficiency of public organizations. On the contrary, the 
lack of staff qualifications is not perceived as an important factor by the 
majority of respondents. This suggests that structural and institutional 
problems (political influence, non-transparent tendering, and missing 
economic reforms) are perceived as more serious than individual factors 
such as education or professional qualification. 

 
3.2 Recommendations 
 
Development of human capital: Design specialized programs for 

training and professional advancement in accordance with market needs and 
international standards, while promoting innovation to increase 
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competitiveness and productivity. Depoliticization of selection and 
advancement: Establish clear, merit-based criteria for the recruitment and 
promotion of staff. Publishing the assessment methodology and biographies 
of candidates for managerial positions; Involving independent recruitment 
companies in the process; Diversifying boards with independent members; 
Increasing transparency and accountability; Implementing good governance 
standards in the management of public resources. Publishing annual 
financial reports and establishing independent monitoring mechanisms, as 
well as strengthening integrity in tendering and privatization processes, will 
help avoid corruption and conflicts of interest. It is also essential to support 
innovation and investment by encouraging creative projects, scientific 
research, and technological development. Creating a favorable environment 
for long-term investments and a diversity of ideas requires the active 
involvement of civil society in monitoring public institutions. This participation 
ensures that implemented policies are effective, transparent, and in line with 
international standards. 
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