
Autors:  Misha Popovic, Vesna Dimovska - Simjanovska
-
March 2021

Who’s governing there?   





The product was created within the framework of the project entitled “Observations of the  

Wmerit-based appointments in the senior management service“, implemented by Institute for 

Democracy ‘Societas Civilis’, financed by the Government of the United Kingdom, with the support 

of the British Embassy in Skopje. The opinions and views in this text do not necessarily reflect the 

opinions and views of the British Government.



Impressum 
_

Title:  Who’s governing there?  

By:  Misha Popovic, Vesna Dimovska - Simjanovska

Publisher:  Institute for Democracy ‘Societas Civilis’ - Skopje

Design:  Matea Londza Shumkovska

This publication is available free of charge at:
https://idscs.org.mk/

4

This product was created within the project “Monitoring for merit based appointments in senior civil 

service in North Macedonia“, implemented by the Institute for Democracy ‘Societas Civilis’ - Skopje, 

financed by the Government of the United Kingdom, with the support of the British Embassy in Skopje. The 

opinions and views in this text do not necessarily reflect the opinions and views of the British Government.



5

Contents 
_

Who’s governing there?
Introduction
All talk and no cider
Competencies and skills of the appointed officials
Summary

Case studies of five institutions
Subject of analysis

Staff recruitment and selection

Case study: State Inspectorate for Construction and Urbanism 

Case study: Directorate for Technological-Industrial 
Development Zones

Case study: Agency for Foreign Investments and Export 
Promotion

Case study: State Education Inspectorate 

Case study: Directorate for Execution of Sanctions  

Specification of work skills and professional competencies for 
managerial positions

9
10
11
14

15
16

17

21

28

35

45

49

58



6

Executive Summary 
_

In the republic of North Macedonia, after the 

parliamentary elections and the subsequent coalition 

negotiations, the senior management service was 

subject to changes and rotations. Depending on the 

coalition agreement, and the composition of the new 

government, a wave of appointments of directors of 

agencies, directorates and institutions ensued. This 

process is expected to be based on the qualifications 

of the appointees and to be carried out openly and 

competitively. 

However, more often than not, this process is 

secretive and the positions are filled by persons 

lacking the required qualifications. For that very 

reason, in 2019, the Ministry of Information Society 

and Administration submitted the draft of the Law 

on Senior Management Service to the assembly. 

The purpose of this regulation was to define a 

comprehensive process during appointment in order 

to promote the so-called merit-based appointment. 

The law has not been enacted yet, and it has been 

returned to the ministry to be reworked.

Despite this, the entire process by all means was 

proof of nominal political will, as it searched for a 

solution. For that very reason, and in the vacuum that 

resulted from the new regulation, the observation was 

focusing on the wave of appointments that followed 

the July 2020 elections. Without the enactment of 

the new law, there are obligations and principles 

in the existing regulation that necessitate an open, 

competitive appointment process. The aim was to 

look at the extent to which the appointment process 

would adhere to the good governance principles and 

how much the entire process is focused on ensuring 

the best candidates apply for the positions.

The observation demonstrated that the poor 

appointment practice has continued. 

116 appointments were observed. Nearly half of the 

appointments are so-called acting managers, and 

according to the response from the institutions, they 

are not legally required to carry out a competitive 

process in such cases. Even though that is correct, 

the acting manager appointments are not beneficial 

and external people, rather than people from the 

institution, are appointed. Thus, acting managers are 

appointed mainly to circumvent the procedure and 

appoint the most suitable person.

Out of the 116 appointments, the government 

submitted only one ranking and three minutes of the 

process of candidate consideration. In all cases only 

one person had applied for the job, which means that 

in a situation where there is lack of trust in the process, 

not enough was done to motivate the potential 

candidates to apply for the job advertisement. 
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In addition, by March 21, 2021, we managed to 

receive only 41 CV’s out of the 116 we expected. 

The CV analysis demonstrated that 45% of the 

appointees do not have managerial experience. The 

situation is improved if we analyze the experience in 

the public sector and the knowledge of the area of 

the institution they manage. Approximately one third 

of the managers possess project management skills, 

30% are skilled in budgeting and finance, while 43% 

have skills for working with clients.

The analysis has confirmed the previous conclusions 

that men and women are not represented equally 

in public sector management. Out of the 116 

appointments that were analyzed, only 20% are 

women, which is a signal of issues with the social 

mobility of women.

In order to delve deeper in the issue, five case 

studies were implemented for institutions where 

a job advertisement preceded the appointment. 

The job advertisements themselves were analyzed 

from the perspective of the standards and required 

information included in order for the candidates to be 

informed about the qualifications and skills expected 

of them. In addition, it was analyzed whether there are 

sufficient data for the decision-makers to be able to 

make an informed decision in the selection. Finally, 

whenever CV’s were available, the qualifications of the 

appointees were analyzed through the perspective of 

an already established competency framework.

The main conclusion is that the job advertisements do 

not clearly specify the special qualifications expected 

of the candidates. While the formal criteria and 

references to the substantive laws that regulate 

the institution the candidate applies are outlined, 

there is insufficient information on the main 

duties and the expectations of that position. This 

is especially relevant to the managerial dimension 

of the post, for which the expected managerial 

skills and experience are to be outlined.

The novelty in most of the job advertisements 

in this period is the request for a cover letter, a 

plan and a programme for work, as well as self-

evaluation of multiple dimensions of the personal 

career development. This was seen as a positive 

step that opens the door towards better candidate 

selection for the interview in the first round, since 

a large number of citizens meet the general 

requirements (being citizens of the country, having 

completed higher education etc.). However, in 

practice, the benefits of this novelty cannot be 

seen because of the lack of competition or the 

circumvention of the procedures by selecting 

acting managers.

For that very reason, it is of utmost importance 

that in the future the political will, that was already 

expressed, is implemented in practice. The 

citizens expect the government to do everything 

in its power to find the best people available to 

manage these important institutions. The fact 

that this failed to happen after the 2020 elections 

increased the mistrust in the process, which 

makes it more difficult for the process to improve 

in the future. This vicious cycle must be broken.



All talk and no cider

By: Misha Popovic



1. Introduction 
_

This year’s edition of the analysis takes a look at 

the appointments in the governing structures after 

the 2020 parliamentary elections. The governing 

structures we monitored are managers of agencies, 

directorates, enterprises or inter-ministerial units 

appointed by the Government of the Republic of 

North Macedonia. This structure represents the zone 

between political appointments, such as ministers 

and deputies, and the public service. This structure 

is appointed politically, but must be elected on the 

basis of professional standards and competencies. 

That is confirmed by the commitment in the draft 

Law on Senior Civil Service, that foresees a selection 

method based on the candidates’ knowledge and 

skills and thus, at least in theory, abstracts the 

process from its inherent political background - the 

appointment.

Unfortunately, in the country, the Senior civil service 

is not selected politically only because of the 

selection method, i.e. the fact that the appointment 

is done by a political body. On the contrary, the key 

issue is the fact that the process is not competitive 

and it does not aim to find the best candidates for the 

given position. In essence, the process is simplified 

to the extent necessary for the desired candidate to 

be selected, regardless whether the matter at hand 

is the best male or female candidate.

This text is divided in three parts. 

In the first part, we analyze 116 appointments 

of managerial staff. Here we analyze the basic 

competencies that can be assessed on the basis of 

the 41 CVs that were received by March 21, 2021. We 

received no response for the other 75 appointments. 

However, we also reviewed the procedure, i.e. the 

competitiveness of the appointment process. 

The second part is an analysis of five appointments 

on the basis of a closer look at the content of the 

calls, the missing elements, as well as an analysis 

of the competencies in cases where the CV was 

available. Not all case studies that we selected 

include an analysis of competencies, since for some 

of these appointments, where there is even a job 

advertisement and a formal procedure, and where 

a CV was supposed to be reviewed, the institutions 

failed to submit one.

In the third part we wrap up with a so-called 

competency framework, that is a guide for some 

future date, which would help the appointing 

authority, in this case the Government, to understand 

the essence of a comprehensive method for finding 

the ideal male or female candidate. The framework 

expounds the importance of all phases of the 

screening of competencies.
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At the 14th session of the Government of the 

Republic of North Macedonia, for the first time 

on a larger scale since the new government was 

established, managerial structures were appointed. 

On that session, the Government announced that 

the appointments were preceded by “an extensive 

interviewing process” in order to find the best 

candidates, both for those appointed as acting 

managers and those selected on the basis of a job 

advertisement.¹

This was great news, as competitiveness and 

interviews were the minimum standards required in 

the process. In addition, the announcement that there 

is a selection process for acting managers, as well, 

gave us hope that the voids in the process established 

by law are filled with political will. However, out of the 

¹ 14th session of the Government of the Republic of North Macedonia. Communication issued on October 22, 2020 
Available at: https://vlada.mk/node/22920

116 appointments that we revised, we received only 

one list of candidates that were considered, and for 

three cases we were told that there are minutes from 

the candidate consideration process. In all cases, only 

one candidate that applied to the job advertisement 

was considered.

Therefore, there is a serious discrepancy between what 

was promised and what was actually done. In most of 

the cases, the response we received from the general 

secretariat was that there are no such requirements 

when acting managers are appointed. However, that 

does not alter the fact that in a situation when a job 

advertisement is not published, the appointment of an 

acting manager must go through a selection process of 

some kind, which was not recorded.

Acting directors were appointed in a whopping 50% of 

cases. When it comes to appointment, this practice 

seems to be rule, rather than the exception. In most 

cases, the aim is to circumvent the appointment 

procedures.
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This produces two adverse effects. First of 

all, this encourages informal behavior in the 

Government, where discretion is equated 

with lack of procedure. This prevents future 

scrutiny and inspection of the work, which 

erodes the trust citizens have in the fairness 

of the appointment process. The eroded trust 

also results in discouragement of competition, 

evidenced by the fact that only one candidate 

applies to the calls.

All talk and no cider 
_
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Competencies and skills of 
the appointed officials
_

We analyzed 41 CVs received on the basis of requests 

for public information. The analysis is based on an 

assessment of the CVs according to records that can 

be used to assess the candidate’s competence. It must 

be underlined that the best assessment method is an 

interview, but as this is unattainable in monitoring, 

it is based on assessment of CVs. However, this 

once again highlights the need of a comprehensive 

selection process, including interviews and records of 

interviews, in order to make a better choice.

A number of types of competencies necessary for 

the managing structure in the public sector were 

reviewed. The first thing that was reviewed was the 

experience in management and management of 

complex organizations. This is especially important 

when the candidate comes from another field, but is 

capable of improving the organizational competence 

and efficiency of the institution. However, the 

analysis revealed that 55% of candidates only 

meet the minimum requirements in terms of this 

competence that would ensure they carry out their 

task independently and efficiently. That means that 

45%, or nearly half, do not have this competence. 

The limited experience or the lack thereof means 

that the appointee will learn as they go along, which 

makes them dependent on the founders or inclined 

to maintain the status-quo in the institution. This is 

a significant shortcoming in the appointment system 

and the weakest link in the process of providing 

efficient institutions.

The second competency that was analyzed was 

public sector experience. If the manager is aware 

of the way the system is set up and of the pros 

and cons of the institutions they will be directed 

to cooperate with, the odds that they will be able 

to adjust, be practical and be able to set realistic, 

attainable goals, will be much higher. Eighty-three 

percent of the managers have at least three years 

of public sector experience, which is a good start. 

The third competency under review was the 

specific experience from the area the institution is 

working in. Specialized knowledge is considered 

important as it contributes to expert, independent 

decisions being made in regards to the operation 

of the institution. However, this factor does 

not guarantee success, as expert skills do not 

correspond to good team management. The 

analysis has shown that 85% of the managers 

have specific experience in the area. 

The level of competencies plummets when it 

comes to experience in service provision. These 

competencies should be optional and considered 

an added value of the candidates. Most of the 

institutions in fact provide services, and this focus 

in the workflow, the fact that they provide services 

for other institutions or for themselves, and that 

they are not working for their own benefit, is the 

foundation necessary to open up and improve 

their work. Any management experience in this 

area may improve their work by a considerable 

margin. The analysis has shown that 58% of the 

managers have such competencies.



12

 

 

38%

41%

0% 50%10% 20% 30% 40% 60% 70% 80% 90% 100%

Service provision
 

Suitable expert qualifications 
 

Public sector experience

 

Managing large, complex 
organizations 

 

 

5+ years of management-relevant experience  3-5 years of management-relevant experience 

No experience Limited or irrelevant experience   

 

Assessment of basic competencies on the basis of the CV 
(an analysis of 41 candidates)

43%

40%

15%

15% 20% 25%

5% 38%

13%13%13%

12% 12% 15%

62%

61%

Apart from the analysis of the competencies, a skills 

assessment was also carried out. Again, we would 

like to underline that these metrics are best assessed 

by using tests, interviews and practical questions. 

However, by monitoring we could assess only the 

CVs, and according to the handful of minutes that we 

received for inspection, the Government Appointment 

Commission, rather than carrying out an interview, 

merely reviewed the required documents and selected 

the candidates, as only one candidate had applied.

Through monitoring we reviewed four types of skills 

that are necessary for governing positions. Finance 

and budgeting-related knowledge, necessary for the 

institution to work properly. Then, expert qualifications 

proven in practice that support the competency from 

the area in which the institution operates that we 

have already mentioned. This also includes project 

management, as the cornerstone for process and 

team management and user management, as a skill 

that supports service delivery orientation.

The analysis has demonstrated that the candidates 

have scored highest in terms of the area of operation, 

so 60% of the appointees have a proven track record 

of possessing skills that can be applied at their post. 

The other skills are less prevalent, so for example 

a third of the managers have project management 

skills, 43% are skilled in working with users, and 30% 

have budgeting and finance skills.
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Finally, only 20% of the governing  positions are taken 

up by women. This is a clear indicator of the lack of 

competitiveness in the process, whereby the men 

who carry out the selection favor other men by using 

informal social mobility and promotion outside of 

the merit system.
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Summary 
_

The thorough approach, interviews and a competitive 

process that were announced by the Government 

of the Republic of North Macedonia failed to take 

shape. 45% of the managers have no or inadequate 

work experience as managers. This demonstrates 

that the appointment system can be influenced 

by factors that underestimate the merit-based 

appointment process and that are not conducive 

to professionalization of the managerial service. 

Keeping records of the appointments is a result of 

the principles of transparency and impartiality, that 

is providing an environment in which somebody else 

can later on control the decisions that were made. If 

no records are kept for the appointment procedures 

for acting managers, the work cannot be done 

transparently and accountably, and the transparency 

is circumvented using legal means.

If the founders of the institutions wish to restore 

the trust in the appointment process, which, 

according to what the public believes, is based 

on party affiliation, they have to demonstrate 

progress. This progress can be measured by 

demonstrating that records are being kept, 

regardless if the appointment is done using 

a procedure governed by law or not, while the 

candidates are found and selected by applying 

the highest recruitment standards.

The following five case studies will demonstrate 

the strengths and weaknesses of the process we 

have today in the sense of the content of the job 

advertisement, as well as the standards required 

for the candidates to prove and demonstrate 

their competencies.
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Case studies of five 
institutions

By: Vesna Dimovska - Simjanovska

Case study: State Inspectorate for Construction and Urbanism 

Case study: Directorate for Technological-Industrial Development Zones

Case study: Agency for Foreign Investments and Export Promotion

Case study: State Education Inspectorate 

Case study: Directorate for Execution of Sanctions
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Subject of analysis  
_

This document will present case studies of five 

randomly selected institutions for which a public job 

advertisement was published in the period between 

October and December 2020.

1. State Inspectorate for Construction and 

Urbanism 

2. Directorate for Technological-Industrial 

Development Zones 

3. Agency for Foreign Investments and 

Export Promotion 

4. State Education Inspectorate

5. Directorate for Execution of Sanctions

The subject of analysis, by organization, will be: 

the open calls for jobs, the content of the calls, the 

required competencies for senior civil service staff 

and an evaluation of the staff that has already been 

appointed to senior positions in line with the public 

information available, such as: the public job 

advertisement and the supporting documents, 

which are part of the public job advertisement, 

the CV and the application documents of the 

staff that was already selected (if available), 

the internal organization rulebook (whenever 

available), job systematization (whenever 

available), an organizational chart, additional 

documents related to the institutions and the 

appointment of staff such as official documents, 

information available on the websites of the 

institutions etc. 

A case study is a research method that relies on 

a single case and involves an up-close, thorough 

and detailed review of a certain case in its 

realistic environment.



Staff recruitment and 
selection  
_

Staff recruitment and selection are the two main 

activities undertaken within the process of filling in 

the vacancies in the organizations.

Recruitment of the potential candidates is a process of 

attracting qualified candidates in sufficient numbers 

that would ensure that the organization chooses (or 

selects) the most suitable candidates for filling in the 

vacancies.  The recruitment can be carried out by: 

public advertisement in printed or electronic media, 

web page/pages, work portals, social media and 

internal advertisement (for letting the employees of 

the organization know, so that they can apply if they 

possess the competencies).

The job advertisement is a communications tool 

used in the recruitment of competent candidates 

for the vacancy and in its essence it represents a 

public, written notice for a vacancy. The aim of the job 

advertisement is to inform the potential candidates 

for the vacancy and to attract their applications. 

The job advertisement must be written clearly, 

comprehensively and succinctly and it must contain 

all necessary information.

For that very reason, before the post is announced 

publicly, by writing a job advertisement and publishing 

it, and in order to target and inform the target group 

of competent candidates in a focused, appropriate 

manner, the organization needs to ask the following 

questions:

• What are the tasks, competences and 

responsibilities of this post?

 

This question refers to the job description - the 

specific tasks, competences and responsibilities, 

in order to precisely map the competences that 

the candidate must possess so that they are able 

to do their job successfully.

• Which competencies are required for publishing 

the position? 

The competencies must contain: the know-

how (formal and informal education, licenses, 

certificates), abilities, skills, personality traits 

and working experience of the candidate who is 

the most appropriate/most competent for the 

position, and are related to the job description.

• What is the “audience” (target group) of 

candidates that the organization wants to attract 

with the job advertisement so that they apply for 

the job?    

This question focuses the attention on what 

precisely the job advertisement should contain so 

that it targets and piques the interest of precisely 

the persons that are competent for the post and 

where (in which spot) it should be advertised so 

that these persons get the information.

Who’s Governing There? 17
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•  How to pick the suitable person for the 

specific post, i.e. what will the selection 

process for the most suitable/most 

competent candidate entail, including the 

supporting documents that are required for 

the application of the candidate?

This question refers to the selection methods 

and techniques, as well as to an appropriate 

and comprehensive submission of documents 

by the candidate that are to be further 

processed and evaluated using selection 

techniques - questionnaires, technical tests, 

behavioral interview, psychological tests, case 

studies etc.

• How much time would it take to implement 

the selection process and get to the final 

candidate?

This question refers to: a review of all job 

advertisement applications (preselection), 

longlisting potentially suitable candidates, 

implementing techniques such as interviews, 

technical tests, case studies, psychological 

testing of the potentially suitable candidates 

and shortlisting a group of three candidates at 

most, which will yield the final, most competent 

candidate who will be offered the vacancy.

• How much time does it take to collect/fill 

out/submit the documents needed for the 

application? What will be the timeframe of the 

job advertisement - the start and end date of 

the advertisement?

The time necessary for collecting the 

documents needed for the application for the 

post should be taken into account (working 

days/non-working days), especially if the 

documents are to be issued by an institution, to 

avoid a situation where the job advertisement 

deadline is insufficient for having the 

documents issued and then submitted. 
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• Where should the applications submitted, and 

in what format - electronic or a hard copy (email 

or physical address), and who is the contact 

point?

• Where is the job going to be performed?

• What are the conditions offered by the 

organization for this post (salary, benefits etc.)?

• Information about the candidate feedback, i.e. 

after what period will they be informed about 

the status of their application, in what format 

(electronically or in a hard copy), and what 

mechanisms are available to them if they 

need additional information or disagree with 

the outcome?

By answering these questions, the organization 

can create a purpose-written, targeted, informative 

job advertisement that will achieve its purpose: to 

provide detailed, focused information, to be targeted 

and provoke activity by the competent candidates 

when they apply for the post with all necessary 

documents (CV, cover letter, application, proof of 

work experience, proof of the competences they have 

etc.), and also ensure a dignified and professional 

treatment of all applicants.
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Published on (date of publication dd/mm/yy)

 

Description/information about the entity that 

has published the job advertisement 

- name of organization, scope of work, 

number of employees, organizational culture 

and policies etc.

 

Job name

 

Job description

 

Qualifications and experience required

- Education (degree of education and area)

- Years of experience (general experience, in 

the industry/area, in the position, managerial 

experience etc.)

- Experience with specific work tasks and 

tools within the job

- Driver’s license

- Special certificates, licenses, permits 

relevant to the profession

 

Professional skills and abilities

- Language proficiency (official language 

proficiency certificates may be required)

- Computer proficiency (official certificates for 

proficiency in certain tools may be required)

- Job-related skills (managerial skills, 

ability to work under load, efficient and 

competent decision-making, delegation skills, 

motivational skills, target-oriented etc.) 

Personal profile

- Personal traits (integrity, consistency, 

fairness, sincerity, empathy, emotional 

intelligence etc.)

- Soft skills (leadership, communication skills, 

teamwork, a proactive view etc.)

 

Additional information

- Place of work and start of employment 

- Salary and benefits for the job, employment 

contract - duration

- Necessary documents for the application

- Method and location for submission of 

documents

- Contact person

- Application deadline

- Length of the selection process

- Time and method used to inform the 

candidates for their application status

- Mechanisms available to the candidate if 

they are not satisfied by the outcome

 

Structure of a formal job 
advertisement 
_
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Case study:  

State Inspectorate for Construction and 
Urbanism 

2 Downloaded from: https://akademik.mk/

The State Inspectorate for Construction and 

Urbanism is a body of the Ministry of Transport 

and Communications. The main function of this 

institution is to carry out inspections in the areas 

of urban planning and construction, in line with 

the provisions contained in the Law on Spatial 

and Urban Planning, the Law on Construction 

and the Law on Housing. The inspectorate 

is home to the Construction and Urbanism 

Inspection Supervision Unit, authorized to 

carry out supervision of the implementation 

of the legal provisions, to carry out immediate 

inspection of the compliance to the laws and 

other regulations; to take administrative and 

other measures; to execute administrative acts 

and other actions in line with its legal powers.² 
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An analysis of a public 
job advertisement for 
appointment of a director 
of the State Inspectorate 
for Construction and 
Urbanism 
_

An analysis of the content 
of the job advertisement 

In order to analyze the public job advertisement for 

appointment of a director of the State Inspectorate 

for Construction and Urbanism, we will present the 

content of the job advertisement in its source format, 

as it is posted on the web-site of the Government of the 

Republic of North Macedonia, and the components/

information that it contains will be pointed out, along 

with the information that should be part of the job 

advertisement and the way they are presented - 

whether they offer clear, available information to the 

candidates that would apply.

The public job advertisement for appointment of a 

director of the State Inspectorate for Construction 

and Urbanism contains the following elements (a 

chart is available in Appendix 2): name of the job 

advertisement, the organization that has published 

it, application deadline, the post name, the conditions 

that have to be met by the candidate, the documents 

needed for the application, the method and location 

for submitting the documents, the salary coefficient 

and the place where the job advertisement was 

published. 

The name of the job advertisement, the application 

deadline, the post name, the documents needed 

for the application, the method and location for 

submitting the documents and the place where 

the job advertisement was published were clearly 

mentioned.  The organization that published the job 

advertisement was clearly mentioned, but without 

any additional description.

The purpose of the job advertisement was clearly 

mentioned, and the two laws on the basis of which 

the job was announced were mentioned as well.

The laws themselves do not offer any information 

to the candidate, and there are no hyperlinks to the 

Official Journals, which limits the content and the 

information available to the candidates. The laws 

mentioned in fact contain the job description of the 

senior position - director.

The job description  must be part of the job 

advertisement or there should be a clear link to the 

job description, so that the candidate can have an 

insight in the tasks, responsibilities and duties they 

are applying for.  It also focuses the candidate’s 

attention to the competencies they must possess 

to do their job successfully and to ascertain whether 

they are (not) appropriate for the position. 
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The information provided in the Law on Inspection 

Supervision³  and the Law on Construction4 was 

used as basis to establish a profile and a description 

of the post of director of the State Inspectorate for 

Construction and Urbanism.

The conditions that the candidate should meet 

outlined in the job advertisement include:

• For them to be citizens of the 

Republic of North Macedonia; 

• Up to the moment of appointment, the 

applicant has not received a legally valid 

court judgement for a prison sentence or 

a misdemeanor sanction, nor a ban on 

carrying out a profession, business or duty; 

• To have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 

degree of education - the Faculty of Civil 

Engineering or the Faculty of Architecture; 

• To have at least a six-year working experience 

after graduation, in the appropriate area; 

• To have one of the following internationally 

recognized certificates or diplomas for active 

proficiency of English, not older than five 

years:

- TOEFL IBT, 74 points minimum,

- IELTS, 6 points minimum,

- ILEC (Cambridge English: Legal) - at least 

level B2,

- FCE (Cambridge English: First) - passed,

- BULATS, 60 points minimum, or

- APTIS - at least level B2 and

³ Law on Inspection Supervision, Official Journal of the Republic of North Macedonia no. 102/19
4 Law on Construction, Official Journal of the Republic of Macedonia no. 168/2018  
5 Law on Inspection Supervision, Official Journal of the Republic of North Macedonia no. 102/19 (Article 28) 
6 Law on Construction, Official Journal of the Republic of Macedonia no. 168/ 2018 (Article 128-b)

b. a diploma for active knowledge of office 

computer programs.

The conditions outlined in the job advertisement are 

a combination of Articles in the Law on Inspection 

Supervision, the general conditions for appointing a 

director5 in Article 28, and Article 128-b of the Law on 

Construction6. 

The conditions outlined above point to the necessary 

qualifications and experience required, i.e. the 

basic criteria that a suitable candidate must meet: 

citizenship, carrying out their job without breaking 

the law, having graduated from the faculty of civil 

engineering or architecture, an internationally 

recognized English proficiency certificate, a diploma 

for proficiency in office computer programs and 

a six-year experience in the area.  The conditions 

that are laid out do not make a distinction with the 

competencies required of a manager, do not focus 

the attention on the managerial potential, but, on the 

contrary, mention general competencies essential for 

doing the job.  If a competent person does not meet 

the specific conditions of the job advertisement, they 

may not find it attractive and as a result not apply, or, 

the application may come from persons who meet 

only the basic requirements, but not the necessary 

managerial competencies and who do not have the 

potential to be in a senior managerial position. If the 

aim of the job advertisement, i.e. to attract and set 

in motion the appropriate group of professionals, 

competent for the job, is not achieved, the applications 

may be affected adversely, and it may be impossible 

to carry out the selection and find a suitable person 

for the job.  The organization/institution will have to 

allocate time and additional human resources, as 

well as incur financial costs for every recruitment and 

selection process and/or repetition of such a process.



7 Public job advertisement for appointing a director of the State Inspectorate for Construction and Urbanism | Government 
of the Republic of North Macedonia.  Available at: https://vlada.mk/node/22986
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The management-related professional skills and 

abilities, such as personality traits, are not shared in 

the conditions of the job advertisement, but are the 

subject of evaluation of the additional document 

entitled "Structure of additional documents for proving 

motivation, competencies and abilities for appointees 

and selected public officials ”.

According to the job advertisement, the following 

documents are required for the application:

1. Job application form template7

This document is used to formally apply for the 

specific post. It is an already structured form that 

requires information to be submitted in terms of: 1. 

Data related to the job advertisement - number of the 

job advertisement, 2. Personal data of the candidate 

(name, last name, contact phone), 3. Data on meeting 

the specific conditions (education, institution, degree, 

stream, number and date of the certificate, data on 

work experience - years and months).

2. A CV

3. A cover letter

4. A plan and program for the work in the future

The plan and program for the work in the future is 

the foundation for evaluating competencies such as 

strategic thinking, planning, organization skills, but 

also having basic knowledge of what the institution 

does.

5. A citizenship certificate

6. Proof of non-conviction or a ban on carrying 

out a certain profession, business or duty

7. A higher education diploma with a minimum 

of 240 ECTS credits, or to have completed the 

VII/1 degree of education - at the Faculty of Civil 

Engineering or the Faculty of Architecture;

8. Proof of having at least a six-year working 

experience after graduation, in the appropriate 

area

9. An internationally recognized certificate or 

diploma for active proficiency of English, not 

older than five years

10. A diploma for active knowledge of office 

computer programs

11. Structure of additional documents that 

serve as proof for motivation, competencies 

and ability for future work of candidates for 

appointees and elected public officials.

This document contains questions that the 

candidates have to answer in writing in order to prove 

their competencies and motivation. 

This document is of key importance in terms of 

candidate selection, because it focuses precisely 

on the necessary managerial competencies - the 

knowledge, abilities, skills, strategic thinking, action 

and proactive attitude of candidates so that they can 

carry out their role as senior managers professionally.  

The same topics should, of course, be discussed at 

the interview, with practical examples, where each 

candidate would be additionally evaluated and in this 

way the most competent candidate for the position 

would be selected.

The following questions are open-ended and are 

intended to allow the public official candidate provide 

evidence for their motivation, competencies and 

abilities and to explain how they would complement 

the senior management position:
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• the career development of the candidate in the 

last 10 years

This segment allows for assessment of the career 

development within the organization/organizations 

that the candidate worked for, in terms of how they 

climbed the ladder of the organization or if they moved 

horizontally, by accepting additional operational 

tasks, positions or roles. Simultaneously, career 

development also includes acquiring new knowledge, 

skills or development of existing skills through work 

experience or by attending trainings. This segment 

refers to the work experience from the CV.

• knowledge of laws and bylaws that regulate 

the work in this position 

• required cooperation with institutions at a 

vertical or horizontal level 

By answering these two questions, the candidate is 

supposed to demonstrate the knowledge of the legal 

aspect - the laws and decrees that regulate the work 

in the public office they are applying for, which is 

essential for an effective, legal work and operation. 

This also goes for the cooperation and effective 

communication with the other institutions, in order 

to achieve organizational and managerial efficiency. 

Communication and cooperation at the level of the 

organization, as well as with the external stakeholders, 

are part of the managerial competencies.  

• thoughts, concepts and models for managing 

the institution, with a special focus on the 

activities in the first year    

This question assesses the strategic thinking, as 

well as the ability to plan and organize within the 

managerial competencies. 

• potential risks and how to address them 

This question aims at assessing the abilities and 

skills for tackling issues and decision-making, 

as well as the ability to detect and deal with risks 

successfully. If one ‘keeps a cool head’, they are 

able to assess the situation objectively and react in 

a timely manner.

• outline the success indicators while the 

candidate holds this position

This question is used to assess the extent to which 

the candidate is aware of the specific success 

indicators of the organization in the field of rational 

operation and management - cutting expenditures 

and increasing income by finding additional financing 

methods and cooperation and development of 

the human capital in the organization itself. This 

question can also be used to assess the ability 

to find creative, yet practical solutions in order to 

organize the operation successfully.
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• ideas for greater transparency  

This question assesses the professional and unbiased 

operation, the responsibility, the accountability and 

the transparency in the work by cooperating with 

the media representatives. Like of any managerial 

position, the senior management officers of the 

institutions are also expected to show responsibility 

and integrity in their work, and consequently 

accountability in what they have done.

•  proposals for changes to the operational work 

(change management)

•  proposals for strategic changes to the work 

of the institution (strategic thinking and acting 

- management)

These two questions are used to assess the way the 

candidate thinks when it comes to dealing with and 

managing changes, strategic thinking and acting, 

how well they can manage the organization and the 

human resources, as well as important competencies 

in the everyday operation in order to improve all of the 

functions of the organization.

This set of questions, which are part of the document 

entitled Structure of additional documents that serve 

as proof for motivation, competencies and ability 

for future work of candidates for appointees and 

elected public officials are an excellent indicator of the 

candidate’s competencies, way of thinking and future 

work as manager in the senior management post.

This document is an indicator of the tasks that will 

be part of the job, i.e. the job description. It is at the 

same time a basis for evaluation of the potential for 

doing the job.

The job advertisement does not include legal 

protection for the candidates who are not pleased 

by the decision for the senior managerial position, 

and this feature is recommended in order to ensure 

transparency and objectivity of the entire process 

(which are covered in an Article of the draft-law on 

Senior Management Service8).

From what was outlined above, the job advertisement 

for the director of the State Construction Inspectorate 

can be more focused on targeting the competent 

staff.

In terms of the possibility for implementing a 

professional, objective and transparent selection 

process, the job advertisement contains information 

and requires that the documents relevant to the 

application are submitted, which would prove the 

competencies of the candidate and which can be used 

as a foundation of a high-quality selective process.

8 The detailed, comprehensive description of the rights, duties and tasks of the senior management position is available at 
draft Law on Senior Management Service (Article 40, and professional conduct - Articles 41, 42, 43) 
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The evaluation of competencies of the selected 

candidate for the position of director of the State 

Construction Inspectorate cannot be carried out - the 

selected candidate does not have a CV. 

Evaluation of 
competencies of the 
selected candidate for 
the position of director 
of the State Construction 
Inspectorate   
_
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Case study:  
 
Directorate for Technological-Industrial 
Development Zones

9 Downloaded from: <https://akademik.mk/>

The Directorate for Technological-Industrial 

Development Zones was established by 

the Government of the Republic of North 

Macedonia in 2000, on the basis of the concept 

of free economic zones, a concept popular 

around the world, in order to create the most 

efficient business climate in Southeast Europe 

and beyond. The institution is in charge of the 

technological-industrial development zones in 

the Republic of North Macedonia, and it has 

established fourteen technological-industrial 

development zones that are in different 

construction stages.9

Description of the organization
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An analysis of a public 
job advertisement for 
appointment of a director 
of the Directorate for 
Technological-Industrial 
Development Zones 
_

An analysis of the content 
of the job advertisement

In order to analyze the public job advertisement 

for appointment of a director of the Directorate for 

Technological-Industrial Development Zones, we will 

present the content of the job advertisement in its 

source format, as it is posted on the web-site of the 

Government of the Republic of North Macedonia, and 

the components/information that it contains will be 

pointed out, along with the information that should 

be part of the job advertisement and the way they 

are presented - whether they offer clear, available 

information to the candidates that would apply.

The public job advertisement for appointment of a 

director of the Directorate for Technological-Industrial 

Development Zones¹0 contains the following 

elements (a chart is available in Appendix 3): name 

of the job advertisement, the organization that has 

published it, application deadline, the post name, the 

conditions that have to be met by the candidate, the 

documents needed for the application, the method 

and location for submitting the documents, the salary 

coefficient and the place where the job advertisement 

was published. 

The name of the job advertisement, the application 

deadline, the post name, the documents needed 

for the application, the method and location for 

submitting the documents and the place where 

the job advertisement was published were clearly 

mentioned. The organization that published the job 

advertisement was clearly mentioned, but without 

any additional description.

The 7-day application deadline is not recommended, 

as it is quite short. A 15-day minimum application 

deadline is advised so that the candidate can collect 

all the necessary supporting documents for the 

application.

The purpose of the job advertisement was mentioned, 

along with the Law on Technological-Industrial Zones 

which is the foundation for the job advertisement.

The law itself does not offer any information to 

the candidate, and there are no hyperlinks to the 

Official Journals, which limits the content and the 

information available to the candidates. The law 

mentioned in fact contains the job description of the 

senior position - director.

The job description must be part of the job 

advertisement or there should be a clear link to the 

job description, so that the candidate can have an 

insight in the tasks, responsibilities and duties they 

are applying for. It also focuses the candidate’s 

attention to the competencies they must possess 

to do their job successfully and to ascertain whether 

they are (not) appropriate for the position. 

The information provided in the Law on 

Technological-Industrial Development Zones¹¹, was 

used as the basis for the profile and job description 

for the director of the Directorate for Technological-

Industrial Development Zones.

10 The public job advertisement for appointment of a director of the Directorate for Technological-Industrial Development 
Zones. Available at: <https://vlada.mk/node/23283>
¹¹ Law on Technological-Industrial Development Zones, Official Journal of the Republic of North Macedonia no. 14/07, 
103/08, 130/08, 139/09, 156/10, 127/12, 41/14, 160/14, 72/15, 129/15, 173/15, 192/15, 217/15, 30/16, 83/18 and 83/18
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The conditions that the candidate should meet 

outlined in the job advertisement include:

• for them to be a citizen of the Republic of 

North Macedonia;

• up to the moment of appointment, the 

applicant has not received a legally valid court 

judgement or a misdemeanor sanction, nor a 

ban on carrying out a profession, business or 

duty;

• to have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 degree 

of education;

• to have at least five years of work experience;

• to have at least three years of work experience 

in a managerial position;

• to have experience in cooperation with 

international organizations and institutions;

• to have one of the following internationally 

recognized certificates for proficiency of 

English, not older than five years including:

- TOEFL IBT, 74 points minimum,

- IELTS, 6 points minimum,

- ILEC (Cambridge English: Legal) - at least level 

B2,

- FCE (Cambridge English: First) - passed,

- BULATS, 60 points minimum, or

- APTIS - at least level B2

The conditions outlined above point to the necessary 

qualifications and experience required, i.e. the 

basic criteria that a suitable candidate must meet: 

citizenship, doing their job without violating the law, 

completed formal education and an internationally 

recognized English proficiency certificate.

The requirement that the candidate has experience 

in cooperation with international organizations and 

institutions assumes abilities for cooperation with 

stakeholders, professional communication and 

experience with different organizations. It can also be 

an indicator of active use of English and professional-

level skills.

The five years of experience and at least three years 

of experience at a managerial position show the 

managerial competencies that the candidate is 

expected to possess. This requirement is used to 

distinguish between candidates with and without 

experience as managers.  

Even though a large number of the requirements 

are likely to be met by most candidates, the three 

years managerial experience which are required in 

this job advertisement single out the managerial 

competencies and focus the attention to the 

candidate’s managerial potential. 

The management-related professional skills and 

abilities, such as personality traits, are not shared in 

the conditions of the job advertisement, but are the 

subject of evaluation of the additional document 

entitled Structure of additional documents for proving 

motivation, competencies and abilities for appointees 

and selected public officials.
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According to the job advertisement, the following 

documents are required for the application:

1.Application to a job advertisement - the link is 

invalid, the document cannot be downloaded, 

and thus it cannot be analyzed.

2. A CV,

3. A cover letter,

4. A plan and program for the work in the future,

5. A citizenship certificate, 

6. Proof that up to the moment of appointment, 

the applicant has not received a legally valid 

court judgement or a misdemeanor sanction, 

nor a ban on carrying out a profession, business 

or duty;

7. A higher education diploma with a minimum 

of 240 ECTS credits, or to have completed the 

VII/1 degree of education;

8. proof of at least five years of work experience;

9. proof of at least three years of work experience 

in a managerial position;

10. proof of experience in cooperation with 

international organizations and institutions;

11. an internationally recognized certificate for 

proficiency of English, not older than five years

The plan and program for the work in the future, 

coupled with proof of at least three years of work 

experience at a managerial position and proof 

of experience in cooperation with international 

organizations and institutions, are the foundation 

for the evaluation of competencies such as 

strategic thinking, planning, organizing, effective 

and professional communication, negotiating skills, 

decision-making, working on projects etc.

12. Structure of additional documents that 

serve as proof for motivation, competencies 

and ability for future work of candidates for 

appointees and elected public officials.

This document contains questions that the 

candidates have to answer in writing in order to 

prove their competencies and motivation. 

This document is of key importance in terms of 

candidate selection, because it focuses precisely 

on the necessary managerial competencies - the 

knowledge, abilities, skills, strategic thinking, action 

and proactive attitude of candidates so that they can 

carry out their role as senior managers professionally.  

The same topics should, of course, be discussed at 

the interview, with practical examples, where each 

candidate would be additionally evaluated, and 

in this way the most competent candidate for the 

position would be selected.    

The following questions are open-ended and are 

intended to allow the public official candidate provide 

evidence for their motivation, competencies and 

abilities and to explain how they would complement 

the senior management position:

• the career development of the candidate in 

the last 10 years

This segment allows for assessment of the career 

development within the organization/organizations 

that the candidate worked for, in terms of how 

they climbed the ladder of the organization or if 

they moved horizontally, by accepting additional 

operational tasks, positions or roles. Simultaneously, 

career development also includes acquiring new 

knowledge, skills or development of existing skills 

through work experience or by attending trainings. 

This segment refers to the work experience from 

the CV.
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• knowledge of laws and bylaws that regulate 

the work in this position 

• required cooperation with institutions at a 

vertical or horizontal level 

 

By answering these two questions, the candidate 

is supposed to demonstrate the knowledge of the 

legal aspect - the laws and decrees that regulate 

the work in the public office they are applying 

for, which is essential for an effective, legal work 

and operation. This also goes for the cooperation 

and effective communication with the other 

institutions, in order to achieve organizational 

and managerial efficiency. Communication and 

cooperation at the level of the organization, as well 

as with the external stakeholders, are part of the 

managerial competencies. 

• thoughts, concepts and models for 

managing the institution, with a special focus 

on the activities in the first year   

This question assesses the strategic thinking, as 

well as the ability to plan and organize within the 

managerial competencies.  

• potential risks and how to address them  

This question aims at assessing the abilities and 

skills for tackling issues and decision-making, 

as well as the ability to detect and deal with risks 

successfully. If one ‘keeps a cool head’, they are able 

to assess the situation objectively and react in a 

timely manner.

• outline the success indicators while the 

candidate holds this position 

This question is used to assess the degree to which 

the candidate is aware of the specific success 

indicators of the organization in the field of rational 

operation and management - cutting expenditures 

and increasing income by finding additional financing 

methods and cooperation and development of 

the human capital in the organization itself. This 

question can also be used to assess the ability to 

find creative, yet practical solutions in order to 

organize the operation successfully.

• ideas for greater transparency   

This question assesses the professional and 

unbiased operation, the responsibility, the 

accountability and the transparency in the work by 

cooperating with the media representatives. Like of 

any managerial position, the senior management 

officers of the institutions are also expected to 

show responsibility and integrity in their work, 

and consequently accountability in what they  

have done.
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• proposals for changes to the operational 

work (change management)

• proposals for strategic changes to the 

work of the institution (strategic thinking and 

acting - management)

These two questions are used to assess the way 

the candidate thinks when it comes to dealing with 

and managing changes, strategic thinking and 

acting, how well they can manage the organization 

and the human resources, which are important 

competencies in the everyday operation in order 

to improve all of the functions of the organization.

This set of questions, which are part of the document 

entitled  Structure of additional documents that 

serve as proof for motivation, competencies and 

ability for future work of candidates for appointees 

and elected public officials are an excellent 

indicator of the candidate’s competencies, way of 

thinking and future work as manager in the senior 

management post.

This document is an indicator of the tasks that will 

be part of the job, i.e. the job description. It is at the 

same time a basis for evaluation of the potential for 

doing the job.

The job advertisement does not include legal protection 

for the candidates who are not pleased by the decision 

for the senior managerial position, and this feature is 

recommended in order to ensure transparency and 

objectivity of the entire process (which are covered 

in an Article of the draft-law on Senior Management 

Service¹2).

From what was outlined above, the job advertisement 

for the director of the Directorate for Technological-

Industrial Development Zones should include a job 

description and set a realistic application deadline 

in order to attract a larger number of high-quality 

candidate applications. 

In terms of the possibility for implementing a 

professional, objective and transparent selection 

process, the job advertisement contains information 

and requires that the documents relevant to the 

application are submitted, which would prove the 

competencies of the candidate and which can be used 

as a foundation of a high-quality selective process.

¹2    Draft Law on Senior Management Service Available at: https://bit.ly/3uHn8Gi



34

Evaluation of 
competencies of the 
selected candidate for 
the position of director 
of the State Construction 
Inspectorate  
_

The evaluation of competencies of the selected 

candidate for the position of director of the State 

Construction Inspectorate cannot be carried out - the 

selected candidate does not have a CV.
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¹³    Downloaded from: https://akademik.mk/
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Case study:  
 
Agency for Foreign Investments and 
Export Promotion

The Agency for Foreign Investments and 

Export Promotion was established in 2005 

and it is the official Government agency 

for investments and export promotion in 

charge of attracting foreign investments 

and supporting the export of the Republic 

of North Macedonia. Its main purpose is to 

ensure the economic growth and development 

of the country by attracting and supporting 

new foreign direct investment in the country, 

to establish and reinforce the business 

cooperation with the local suppliers, as well 

as to promote the export potential of the local 

companies at the foreign markets.13
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Analysis of the public 
job advertisement for 
appointing the director of 
the Agency for Foreign 
Investments and Export 
Promotion 
_

An analysis of the content 
of the job advertisement

In order to analyze the public job advertisement for 

appointment of a director of the Agency for Foreign 

Investments and Export Promotion14 , we will present 

the content of the job advertisement in its source 

format and the components/information that it 

contains will be pointed out, along with the information 

that should be part of the job advertisement, and the 

way they are presented - whether they offer clear, 

available information to the candidates that would 

apply.

The public job advertisement for appointment of a 

director of the Agency for Foreign Investments and 

Export Promotion contains the following elements 

(a chart is available in Appendix 4): name of the job 

advertisement, the organization that has published it, 

application deadline, the post name, the conditions 

that have to be met by the candidate, the documents 

needed for the application, the method and location 

for submitting the documents, the salary coefficient 

and a remark that any incomplete documentation will 

not be considered after the deadline.

The name of the job advertisement, the application 

deadline, the post name, the documents needed 

for the application, the method and location for 

submitting the documents and the place where 

the job advertisement was published were clearly 

mentioned. The organization that published the job 

advertisement was clearly mentioned, but without 

any additional description.

The 5-day application deadline is not recommended, 

as it is quite short. A 15-day minimum application 

deadline is advised so that the job advertisement is 

visible and available, and so that the candidate can 

collect all the necessary supporting documents for 

the application.

The goal of the job advertisement  is mentioned with a 

reference to the Law on Establishment of an Agency 

for Foreign Investments and Export Promotion of the 

Republic of Macedonia, which is the basis for the job 

advertisement. 

The law itself does not offer any information to the 

candidate as regards to the content, and there are 

no hyperlinks to the Official Journals, which limits 

the information about the content available to the 

candidates. The law mentioned in fact contains the 

job description of the senior position - director, and 

it also has information about the Agency’s activities 

and work principles. 

The job description  must be part of the job 

advertisement or there should be a clear link to the 

job description, so that the candidate can have an 

insight in the tasks, responsibilities and duties they 

14    A public job advertisement for appointing the director of the Agency for Foreign Investments and Export Promotion. 
Available at: https: <https://vlada.mk/node/20206>
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are applying for.  It also focuses the candidate’s 

attention to the competencies they must possess 

to do their job successfully and to ascertain whether 

they are (not) appropriate for the position.  

On the basis of the information contained in Articles 

10 and 11 of the Law for Establishing an Agency for 

Foreign Investments and Export Promotion of the 

Republic of Macedonia,15 the profile of the post of 

director of the Agency for Foreign Investments and 

Export Promotion was established.

The conditions that the candidate should meet 

outlined in the job advertisement include:

1. for them to be a citizen of the Republic of 

North Macedonia;

2. up to the moment of appointment, the 

applicant has not received a legally valid court 

judgement or a misdemeanor sanction, nor a 

ban on carrying out a profession, business or 

duty;

3. to have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 degree of 

education;

4. to have at least five years of work experience in 

the area of investments and export and at least 

three years of work experience in a managerial 

position;

5. to have one of the following internationally 

recognized certificates or diplomas for active 

proficiency of English, not older than five years:

- TOEFL IBT, 74 points minimum,

- IELTS, 6 points minimum,

- ILEC (Cambridge English: Legal) - at least level 

B2,

- FCE (Cambridge English: First) - passed,

- BULATS, 60 points minimum, or

- APTIS - at least level B2.

The conditions outlined above point to the necessary 

qualifications and experience required, i.e. the 

basic criteria that a suitable candidate must meet: 

citizenship, doing their job without violating the 

law, completed formal education, an internationally 

recognized English proficiency certificate.

The condition - to have at least five years of work 

experience in the area of investments and export 

and at least three years of work experience in a 

managerial position is the only condition that refers 

to management competencies, and the section 

covering required documents, the candidate is asked 

to submit evidence for the experience. Unfortunately, 

the appearance and the content of the evidence is 

not explained, and the experience can be explained 

merely by confirming the work experience in the 

institution, or by mentioning the work experience 

in the CV, which in the first selection round only 

points to the fulfillment of a criterion. In the further 

selection process, the competences required of a 

senior managerial position need to be confirmed 

by means of an interview, technical tests, case 

studies, creating a draft-program for the work of the 

institution, communication and cooperation with 

various stakeholders etc.

Even though most of the candidates would meet the 

basic requirements, the requirement of five years of 

experience in the area of investment and export and 

at least three years of experience in a managerial 

position delineate management competencies and 

experience in investments and export (in the industry) 

and limit the number of potential candidates by a 

considerable margin.

15    Law on Establishment of the Agency for Foreign Investments and Export Promotion, Official Journal of the Republic of 
Macedonia no. 57/10, 36/11, 41/14 и 64/18.
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In terms of the required application documents, 

the basis for evaluation of the professional 

and personal competencies (strategic thinking, 

planning, organization, effective and professional 

communication, negotiating skills, decision-making, 

work on projects etc.) in the pre-selection process 

would be only the CV and the evidence for at least 

three years of experience in a managerial position. 

The same competencies should be evaluated 

using additional selective techniques, since the pre-

selection would be insufficient to ensure that the 

candidates are clearly distinguished by quality on the 

basis of the supplied documents alone.

According to the job advertisement, the following 

documents are required for the application:

1)a CV;

2) a citizenship certificate; 

3) proof that up to the moment of appointment, 

the applicant has not received a legally valid 

court judgement or a misdemeanor sanction, 

nor a ban on carrying out a profession, business 

or duty;

4) to have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 degree 

of education;

5) to have at least five years of work experience 

in the area of investments and export and 

at least three years of work experience in a 

managerial position;

6) an internationally recognized certificate or 

diploma for active proficiency of English, not 

older than five years.

The job advertisement does not include legal 

protection for the candidates who are not pleased 

by the decision for the senior managerial position, 

and this feature is recommended in order to ensure 

transparency and objectivity of the entire process 

(which are covered in an Article of the draft-law on 

Senior Management Service¹6 ).

From what was outlined above, the job advertisement 

for the director of the Agency for Foreign Investments 

and Export Promotion of the Republic of North 

Macedonia should include a job description, a brief 

description of the organization and its goals, and to 

set a realistic application deadline in order to attract a 

larger number of high-quality candidate applications.

In terms of the extent to which the job advertisement 

can allow for a professional, objective and transparent 

selection process, it contains information and asks 

the candidates to supply the relevant application 

documents; however, the documents are insufficient 

to be a basis for making a well-informed decision 

when shortlisting the competent candidates. The 

selection will have to be made on the basis of 

interviews, case studies, questionnaires etc. in line 

with the criteria for the selection of the most suitable/

most competent candidate.

16    Law on Establishment of the Agency for Foreign Investments and Export Promotion, Official Journal of the Republic of 
Macedonia no. 57/10, 36/11, 41/14 and 64/18.
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Evaluation of 
competencies of the 
candidate selected to be 
the director of the Agency 
for Foreign Investments 
and Export Promotion 
of the Republic of North 
Macedonia in line with the 
information in the CV  
_

The first stage of candidate selection, after the 

applications/CVs for the job advertisement are 

received, is based precisely on the review of the 

information in the CVs and the supporting documents. 

By reviewing the CVs and comparing them to the 

requirements/requests in the advertisement, the 

potential candidates for the position are long-listed. 

In this phase, it is essential for the candidate to have 

submitted all the qualifications and competencies 

required in the job advertisement and the job position 

(in writing), since if this information is included in 

the CV, the candidate will potentially be suitable for 

the job, and they will be taken into account in the 

second selection stage, which includes interviews, 

case studies, questionnaires and other selection 

techniques used for shortlisting the most suitable/

most competent candidates for the job advertised.

The CV-based selection process foresees analysis of 

the data in the CV, and in this case the CV information 

will be reviewed through the prism of the requirements 

in the job advertisement and the competency 

framework. 

In order to carry out a preliminary analysis of the 

competencies of candidate Dejan Pavlevski, we will 

review the information in the CV.

The CV of the selected acting director of the Agency 

for Foreign Investments and Export Promotion is 

in a narrative form, and it includes the candidate’s 

work history, political activities and the fact that he 

was a member of SDSM since he was 15, as well as 

the information that “At the moment, he is an acting 

director of the Agency for Foreign Investments and 

Export Promotion of the Republic of North Macedonia, 

appointed in October 2020”. 

The candidate’s CV clearly outlines the positions 

and names of the public institutions, but there is 

no detailed working description of the tasks and 

responsibilities nor of the managerial experience in 

the private sector, which is not complemented by 

information about the name of the company and a 

more detailed explanation of what the managerial 

activities and responsibilities entailed.  The active 

participation in the drafting of the operational 

programs of the Government for the periods between 

2017-2020 and 2020-2024 as a deputy minister at the 

Ministry of Local Self-Government may support the 

knowledge and use of his managerial competencies, 

but still, more information is certainly needed for the 

areas the candidate has worked in and the specific 

tasks they have carried out.

Some of the criteria mentioned in the job 

advertisement, such as: the minimum of five years of 

work experience in the fields of investment and export, 

as well as the knowledge of English, which is proven 

by an internationally recognized certificate, cannot 

be confirmed by using the information in the CV. At 

the same time, the CV is bereft of full and purposeful 
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focus in the following competencies: efficient 

decision-making, leadership competencies, effective 

communication skills, professionalism, ethics. The 

skills acquired through training, which are part of the 

CV entitled... ”leadership values and organizational 

culture management, change management and 

organization life cycle” should be evaluated by using 

additional selection techniques in the sense of how 

aware the candidate is of these skills, but also how 

much they use them in their work.

Judging by the candidate’s CV and the information 

shared in it, one cannot assess whether the 

candidate fully matches the job in terms of 

the requirements of the advertisement and of 

part of the competency framework above. The 

competencies necessary to work at a senior 

managerial position successfully should be 

evaluated by means of additional selective 

procedures such as interviews, case studies, 

draft-programs, questionnaires.
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Competency   Education, knowledge, 
skills, abilities

Job advertisement Has/
does not have

1. Technical competencies
 
Effective application of 
knowledge and skills for 
working on projects and 
strategies of great 
complexity and 
magnitude.

2. Managerial 
competencies

Formal education
 (stream and level)

Informal education

Experience in the profes-
sion 

  

Experience in a managerial 
position

Managerial skills
- Planning
- Organizing
- Leading/motivating
- Control 
- Strategic thinking
- Decision-making
- Change management 
- Leading a learning 
organization
- Negotiating skills
- Delegating
- Giving feedback
- Building trust
- Effective communication 
skills 
- Presentation skills

Completed VII/1 
degree of education;

In accordance with the 
job advertisement: 
4) to have at least five 
years of work 
experience in the area 
of investment and 
export 

In accordance with the 
job advertisement: 
at least three years of 
work experience in a 
managerial position;

 

Faculty of Electrical 
Engineering, Skopje, 
stream - electronics 
and telecommunica-
tions  
The CV does not make 
it clear whether the 
candidate has this 
experience.

*To be evaluated at an 
interview

Does have
“...Between 2007 and 
2016, he works at a 
private foreign 
company as an ICT 
manager.
In June 2017, he is 
appointed as a deputy 
minister at the 
Ministry of Local 
Self-Government, 
where he works until 
September 2020. He 
has participated 
actively in the drafting 
of the operational 
programs of the 
Government for 
2017-2020 and 
2020-2024... “
In accordance with the 
experience as a 
manager and the 
trainings, the 
candidate should 
possess these 
competencies.

*To be evaluated at an 
interview
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Competency   Education, knowledge, 
skills, abilities

Job advertisement Has/
does not have

3. Decision-making and 
solving problems

4. Proficiency of a foreign 
language

5. Skills and abilities related 
to human relations and 
cooperation with people

6. Leadership competencies

7. Ethics and 
professionalism

Understanding and 
management of the context 
of personal values, 
decisions and activities, 
responsibilities for their own 
behavior

• Efficient decision-making
• Analytical thinking 

Skills: Speaking, reading, 
listening

• Communication skills and 
constructive conflict 
management
• Building trust and 
cooperation
• Empathy

• Leadership
• Motivation and support
• Feedback
• Emotional intelligence
• Personal integrity

• Personal integrity and 
credibility
• Professionalism
• Objectivity
• Strengthening trust
• Use of self-analysis - 
awareness of one’s own 
strengths and weaknesses 

*To be evaluated at an 
interview

The CV does not 
specify proficiency of 
a foreign language

*To be evaluated at an 
interview

Not specified in the 
CV. In accordance 
with the experience, 
the candidate should 
possess these traits.

*To be evaluated at an 
interview

Acquired at trainings
,,...leadership values 
and organizational 
culture management, 
change management 
and organization life 
cycle...”

*To be evaluated at an 
interview
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Case study:  
 
State Education Inspectorate 

17  Downloaded from: https://bit.ly/3uHn8Gi

The State Education Inspectorate is a 

body within the Ministry of Education and 

Science which carries out supervision of 

the compliance to educational standards, 

the provision of quality in education, the 

effectiveness by evaluating the work of 

the correctional-educational institutions, 

as well as the application of laws, other 

regulations and general acts in the areas 

of education and correctional education. 

The educational inspection supervision is carried 

out in the institutions for all levels of education 

(from preschool to higher education, including 

adult education institutions), in line with the 

provisions of the laws that regulate education  

and science.17
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An analysis of the content 
of the job advertisement 
_

In order to analyze the public job advertisement for 

appointment of a director of the State Education 

Inspectorate18, we will present the content of the 

job advertisement in its source format and the 

components/information that it contains will be 

pointed out, along with the information that should 

be part of the job advertisement, and the way they 

are presented - whether they offer clear, available 

information to the candidates that would apply.

The public job advertisement for appointment 

of a director of the State Education Inspectorate 

contains the following elements (a chart is available 

in Appendix 5): name of the job advertisement, 

the organization that has published it, application 

deadline, the post name, the conditions that have to be 

met by the candidate, the documents needed for the 

application, the method and location for submitting 

the documents, the salary coefficient and the place 

where the job advertisement was published. 

The name of the job advertisement, the application 

deadline, the post name, the documents needed 

for the application, the method and location for 

submitting the documents and the place where the 

job advertisement was published were clearly 

mentioned.  The organization that published the 

job advertisement was clearly mentioned, but 

without any additional description.

The purpose of the job advertisement was 

mentioned, along with the Law on Educational 

Inspection which is the foundation for the job 

advertisement.

The law itself does not offer any information 

to the candidate, and there are no hyperlinks to 

the Official Journals, which limits the content 

and the information available to the candidates. 

The law referred to in the job advertisement 

contains information about the organization, 

the competences of the educational inspection 

carried out by the State Education Inspectorate 

and the authorized inspectors of the municipality 

and the city of Skopje, and in terms of the position 

of director, it merely mentions who appoints this 

person (the Government of the Republic of North 

Macedonia), that he is replaced by a managing 

civil servant and mentions only two conditions 

that this person has to meet:  higher education 

and at least five years of work experience as a 

teacher in education and correctional education

The job description must be part of the job 

advertisement or there should be a clear link to 

the job description, so that the candidate can 

have an insight in the tasks, responsibilities 

18    Public job advertisement for appointment of the director of the State Education Inspectorate. Available at: 
<https://vlada.mk/node/23284>
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and duties they are applying for.  It also focuses the 

candidate’s attention to the competencies they must 

possess to do their job successfully and to ascertain 

whether they are (not) appropriate for the position.

The conditions that the candidate should meet 

outlined in the job advertisement include:

• for them to be citizens of the Republic of North 

Macedonia;

up to the moment of appointment, the applicant 

has not received a legally valid court judgement 

or a misdemeanor sanction, nor a ban on 

carrying out a profession, business or duty;

to have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 degree 

of education;

• has at least five years of work experience as a 

teacher in education and correctional education 

and

• to have one of the following internationally 

recognized certificates or diplomas for active 

proficiency of English, not older than five years:

- TOEFL IBT, 74 points minimum,

- IELTS, 6 points minimum,

- ILEC (Cambridge English: Legal) - at least level 

B2,

- FCE (Cambridge English: First) - passed,

- BULATS, 60 points minimum, or

- APTIS - at least level B2.

The conditions outlined above point to the necessary 

qualifications and experience required, i.e. the 

basic criteria that a suitable candidate must meet:  

citizenship, carrying out their job without breaking 

the law, having completed formal education, but 

there is no mention of the area, an internationally 

recognized English proficiency certificate and a five-

year experience in correctional education.

The conditions that are laid out do not make a 

distinction with the competencies required of 

a manager, do not focus the attention to the 

managerial potential, but, on the contrary, mention 

general competencies essential for doing any job.  

If a competent person does not meet the specific 

conditions of the job advertisement, they may not 

find it attractive and as a result not apply, or, the 

application may come from persons who meet 

only the basic requirements, but not the necessary 

managerial competencies, who are not intimately 

aware of the operation of the institution and who do 

not have the potential to be in a senior managerial 

position. If the aim of the job advertisement, i.e. to 

attract and set in motion the appropriate group of 

professionals, competent for the job, is not achieved, 

the applications may be affected adversely, and it 

may be impossible to carry out the selection and find 

a suitable person for the post.  The organization/

institution will have to allocate time and additional 

human resources, as well as incur financial costs 

for every recruitment and selection process and/or 

repetition of such a process. In this case, the pre-

selection criteria are general and the competent staff 

will have to be selected additionally, with an interview, 

case studies, questionnaires etc., assuming there 

are concise criteria for the selection related to the 

job which are not part of the job advertisement.

The management-related professional skills 

and abilities, as well as the personality traits 

are not outlined among the requirements in the  

job advertisement.
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According to the job advertisement, the following 

documents are required for the application:

• Job application form template 

This document is used to formally apply for the 

specific post. It is an already structured form that 

requires information to be submitted in terms of: 1. 

Data related to the job advertisement - number of the 

job advertisement, 2. Personal data of the candidate 

(name, last name, contact phone), 3. Data on meeting 

the specific conditions (education, institution, degree, 

stream, number and date of the certificate, data on 

work experience - years and months).

• A CV;

• A cover letter; 

• A plan and program for the work in the future;

The plan and program for the work in the future is 

the foundation for evaluating competencies such as 

strategic thinking, planning, organization skills, but 

also having basic knowledge of what the institution 

does.

• A citizenship certificate; 

• Proof that up to the moment of appointment, 

the applicant has not received a legally valid 

court judgement or a misdemeanor sanction, 

nor a ban on carrying out a profession, business 

or duty;

• A higher education diploma with a minimum 

of 240 ECTS credits, or to have completed the 

VII/1 degree of education;

• proof of at least five years of work experience 

as a teacher in education and correctional 

education and

• an internationally recognized certificate or 

diploma for active proficiency of English, not 

older than five years.

Out of the application documents outlined above, 

only the plan and program for the work in the future 

may be used as a basis for evaluation in terms 

of strategic thinking, planning and organization. 

Of course, as already mentioned, the selection 

procedures such as an interview, case studies 

and questionnaires should be part of the selection 

process in order to evaluate and select competent 

staff.

The job advertisement does not include legal 

protection for the candidates who are not pleased 

by the decision for the senior managerial position, 

and this feature is recommended in order to ensure 

transparency and objectivity of the entire process 

(which are covered in an Article of the draft-law on 

Senior Management Service¹9).

From what was outlined above, the job advertisement 

for the position of director of the State Education 

Inspectorate needs to be complemented with 

more specific job-related information and the 

competencies that are taken into account in order to 

target competent staff. 

In terms of the possibility for implementing a 

professional, objective and transparent selection 

process, the job advertisement must contain 

information and require supporting application 

documents to be submitted, which would prove 

the competencies of the candidate and which 

can be used as a foundation of a high-quality  

selective process.

19    Public job advertisement for appointment of the director of the State Education Inspectorate. Available at: <https://
vlada.mk/node/23284>
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Evaluation of 
competencies of the 
selected candidate for 
the position of director 
of the State Construction 
Inspectorate      
_

The evaluation of competencies of the selected 

candidate for the position of director of the State 

Construction Inspectorate cannot be carried out - the 

selected candidate does not have a CV.
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Case study:  
 
Directorate for Execution of Sanctions   

The Directorate for Execution of Sanctions is 

a body within the Ministry of Justice in charge 

of the activities in the Ministry that are related 

to the execution of sanctions. In accordance 

with the Law on Execution of Sanctions, the 

Directorate for Execution of Sanctions is 

in charge of organizing, implementing and 

supervising the execution of the imprisonment 

sentence, juvenile imprisonment, alternative 

measures, community service and house 

arrest, protective supervision pronounced with 

a probation verdict or probation dismissal, 

as well as correctional detention as an 

educational measure; to provide continuous 

training and education of employees, that 

is to organize trainings and to assess the 

knowledge and abilities of the employees in 

the penitentiary and educational-corrective 

institutions; to cooperate with institutions, 

associations and organizations that deal 

with the issues related to the execution of 

sanctions..²0

20     Downloaded from: <https://akademik.mk/>
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Analysis of the public 
job advertisement for 
appointing the director 
of the Directorate for 
Execution of Sanctions
_

An analysis of the content 
of the job advertisement

In order to analyze the public job advertisement 

for appointment of a director of the Directorate for 

Execution of Sanctions2¹, we will present the content 

of the job advertisement in its source format and 

the components/information that it contains will be 

pointed out, along with the information that should 

be part of the job advertisement, and the way they 

are presented - whether they offer clear, available 

information to the candidates that would apply.

The public job advertisement for appointment of a 

director of the Directorate for Execution of Sanctions 

contains the following elements (a chart is available 

in Appendix 6): name of the job advertisement, 

the organization that has published it, application 

deadline, the post name, the conditions that have to be 

met by the candidate, the documents needed for the 

application, the method and location for submitting 

the documents, the salary coefficient and the place 

where the job advertisement was published. 

The name of the job advertisement, the application 

deadline, the post name, the documents needed 

for the application, the method and location for 

submitting the documents and the place where 

the job advertisement was published were clearly 

mentioned. The organization that published the job 

advertisement was clearly mentioned, but without 

any additional description. The seven (7) day 

deadline is too short, and it would be advisable that 

it is extended to 15 days, in order to make it more 

available, to make room for high-quality applications 

and to give opportunity to the candidates to apply.  In 

the Law on Execution of Sanctions itself there is a 15-

day deadline for the job advertisement.

The purpose of the job advertisement  was mentioned, 

along with the Law on Execution of Sanctions, which 

is the foundation for the job advertisement 

The name of the law itself does not offer any information 

to the candidate, and there are no hyperlinks to the 

Official Journals, which limits the content and the 

information available to the candidates. The Law 

mentioned in the job advertisement contains the 

conditions that the person appointed for director 

should meet and detailed information about all of 

their competences, obligations and tasks.

The job description must be part of the job 

advertisement or there should be a clear link to the job 

description, so that the candidate can have an insight 

in the tasks, responsibilities and duties they are 

applying for. It also focuses the candidate’s attention 

to the competencies they must possess to do their 

job successfully and to ascertain whether they are 

(not) appropriate for the position. The job description, 

the responsibilities and the competencies are not part 

of this job advertisement, but they are part of the Law 

on Execution of Sanctions, where they are explained 

2¹    Public job advertisement for appointing the director of the Directorate for Execution of Sanctions. Available at : 
<https://vlada.mk/node/23282>
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in detail and include guidelines in terms of the 

competencies of the director, the manager of the 

penitentiary and educational-corrective institutions, 

the annual employment plans, the employment 

procedure, training of employees, annual training 

plans etc.  

The conditions that the candidate should meet 

outlined in the job advertisement include: 

• for them to be a citizen of the Republic of 

North Macedonia;

• to have active knowledge of Macedonian;

• to be fit for work and generally healthy;

• up to the moment of appointment, not to 

have received a legally valid court judgement 

or a misdemeanor sanction, nor a ban on 

carrying out a profession, business or duty;

• to have acquired a minimum of 240 ECTS 

credits or to have completed the VII/1 degree 

of education;

• to have at least 10 years of work experience, 

five of which in the area of execution of 

sanctions or related activities; 

• to know one of the most frequently used 

languages of the European Union (English, 

French, German), proven by a certificate issued by 

a competent institution.

The conditions outlined above point to the necessary 

qualifications, experience and general health state 

required, i.e. the basic criteria that a suitable candidate 

must meet: citizenship, general health state and being 

fit for work, carrying out their duties without violating 

the law, completed formal education, but there is no 

mention of the area, knowledge of Macedonian - the 

official language of the country, an internationally 

recognized foreign language certificate and at least 10 

years of work experience, five of which in the area of 

execution of sanctions or related tasks. 

The conditions that are laid out do not make a distinction 

with the competencies required of a manager. The 

experience in execution of sanctions required points to a 

person who already has experience with the institution, 

which supports the carrying out of the job tasks. This 

criterion limits the number of potential candidates.

In this case, the selection and evaluation of the 

competent staff will have to be carried out additionally, 

with an interview, case studies, questionnaires etc., 

assuming there are concise competition criteria for the 

selection related to the job which are not part of the job 

advertisement.

The management-related professional skills and 

abilities, as well as the personality traits are not outlined 

among the requirements in the job advertisement.
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According to the job advertisement, the following 

documents are required for the application:

• Job application form template  

This document is used to formally apply for the 

specific post. It is an already structured form that 

requires information to be submitted in terms of: 1. 

Data related to the job advertisement - number of the 

job advertisement, 2. Personal data of the candidate 

(name, last name, contact phone), 3. Data on meeting 

the specific conditions (education, institution, degree, 

stream, number and date of the certificate, data on 

work experience - years and months).

• A CV,

• A cover letter,

• A plan and program for the work in the future,

• A citizenship certificate, 

• Proof of active knowledge of Macedonian 

language,

• Proof of being fit for work and generally healthy,

• Proof that up to the moment of appointment, 

the applicant has not received a legally valid 

court judgement or a misdemeanor sanction, 

nor a ban on carrying out a profession, business 

or duty,

• A higher education diploma with a minimum 

of 240 ECTS credits, or to have completed the 

VII/1 degree of education,

• Proof of proficiency in one of the most 

frequently used languages of the European 

Union (English, French, German), proven by a 

certificate issued by a competent institution.

Out of the application documents outlined above, only 

the plan and program for the work in the future may be 

used as a basis for evaluation in the first, application-

based selection round, in terms of strategic thinking, 

planning and organization. Of course, as already 

mentioned, the selection procedures such as an 

interview, case studies and questionnaires should be 

part of the selection process in order to evaluate and 

select competent staff.

The job advertisement does not include legal 

protection for the candidates who are not pleased 

by the decision for the senior managerial position, 

and this feature is recommended in order to ensure 

transparency and objectivity of the entire process 

(which are covered in an Article of the draft-law on 

Senior Management Service22).

From what was outlined above, the job advertisement 

for the position of director of the State Education 

Inspectorate needs to be complemented with 

more specific job-related information and the 

competencies that are taken into account in order to 

target competent staff.  

In terms of the possibility for implementing a 

professional, objective and transparent selection 

process, the job advertisement must contain 

information and require supporting application 

documents to be submitted, which would prove 

the competencies of the candidate and which 

can be used as a foundation of a high-quality  

selective process.

22   Draft Law on Senior Management Service. Available at: https://bit.ly/3uHn8Gi
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Evaluation of 
competencies of the 
candidate selected to 
be the Directorate for 
Execution of Sanctions in 
line with the information in 
the CV 
_

The first stage of candidate selection, after the 

applications/CVs for the job advertisement are 

received, is based precisely on the review of the 

information in the CVs and the supporting documents. 

By reviewing the CVs and comparing them to the 

requirements/requests in the advertisement, the 

potential candidates for the position are long-listed. 

In this phase, it is essential for the candidate to have 

submitted all the qualifications and competencies 

required in the job advertisement and the job position 

(in writing), since if this information is included in 

the CV, the candidate will potentially be suitable for 

the job, and they will be taken into account in the 

second selection stage, which includes interviews, 

case studies, questionnaires and other selection 

techniques used for shortlisting the most suitable/

most competent candidates for the job advertised.

The CV-based selection process foresees analysis of 

the data in the CV, and in this case the CV information 

will be reviewed under the prism of the requirements 

in the job advertisement and the competency 

framework. 

In order to carry out a preliminary analysis of the 

competencies of candidate Marjan Spasovski, we will 

review the information in the CV.

The CV of candidate Marjan Spasovski contains a 

simple overview, a chronological list of positions 

and organizations the candidate was part of, but the 

description of his tasks and responsibilities within 

these jobs is absent. The CV contains information 

about the type of education and the educational 

institution, a self-evaluation of English proficiency on 

the basis of the European Framework of Reference 

for Languages, computer skills and a list of skills, 

which are part of the managerial and organizational 

competencies.  The CV is written in English, instead 

of the official language of the country - the candidate 

is applying in a state institution. The candidate has 

a three-year experience in a managerial position in a 

penitentiary and a three-year experience as a deputy 

director of a public institution.  The candidate has 
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shared the following skills in his CV: communication, 

organizational, analytical and negotiating skills, 

decision-making skills, responsibility, perseverance 

and achieving results. He describes himself as 

being honest, responsible and professional. For 

these skills, it would be advisable that an interview 

is conducted with the candidate so that he may give 

practical, situational evidence from their work.  

The candidate’s CV and the information contained 

in it demonstrate that the candidate has working 
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experience in public institutions and as a 

manager, but, in accordance to the conditions 

in the job advertisement and the requests 

for competencies necessary for working at a 

senior managerial position successfully, the 

competencies and the experience should be 

evaluated by means of additional selective 

procedures such as interview, case studies, a 

draft-program and questionnaires, so that the 

relevant information that is missing from the 

CV can be obtained. 
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Competency   Education, knowledge,
skills, abilities

Job advertisement Has/
does not have

1. Technical competencies

Effective application of 
knowledge and skills for 
working on projects and 
strategies of great 
complexity and 
magnitude.

2. Managerial 
competencies

Formal education
 (stream and level)
Informal education

Experience in the 
profession 

 

 

Experience in a managerial 
position

Managerial skills
- Planning
- Organizing
- Leading/motivating
- Control 
- Strategic thinking
- Decision-making
- Change management 
- Leading a learning 
organization
- Negotiating skills
- Delegating
- Giving feedback
- Building trust
- Effective communication 
skills 
- Presentation skills

completed VII/1 
degree of education;

In accordance with 
the job advertisement: 
to have at least 10 
years of work 
experience, five of 
which in the area of 
execution of 
sanctions or related 
activities;

In accordance with 
the job advertisement: 
at least five of which 
in the area of 
execution of 
sanctions or related 
activities;

 

Does have this
   
   
  
Does have this

Does not have this

Has only a three-year 
experience in the area 
of sanctions
Some of the manage-
rial competencies are 
mentioned in the CV.
In accordance with the 
managerial experi-
ence, the candidate 
should possess these 
traits.

*To be evaluated at an 
interview
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Competency  Education, knowledge, 
skills, abilities

Job advertisement Has/
does not have

3. Decision-making and 
solving problems
 

4. Proficiency of a foreign 
language

5. Skills and abilities related 
to human relations and 
cooperation with people

6. Leadership competencies

7. Ethics and 
professionalism

Understanding and 
management of the context 
of personal values, 
decisions and activities, 
responsibilities for their own 
behavior

• Efficient decision-making
• Analytical thinking 

Skills: Speaking, reading, 
listening

• Communication skills and 
constructive conflict 
management
• Building trust and 
cooperation
• Empathy

• Leadership
• Motivation and support
• Feedback
• Emotional intelligence
• Personal integrity

• Personal integrity and 
credibility
• Professionalism
• Objectivity
• Strengthening trust
• Use of self-analysis - 
awareness of one’s own 
strengths and weaknesses 

Contained in the CV

*To be evaluated at an 
interview

Self-evaluation 
contained in the CV.

Contained in the CV. In 
accordance with the 
experience, the 
candidate should 
possess these traits.

*To be evaluated at an 
interview

*To be evaluated at an 
interview

Contained in the CV

*To be evaluated at an 
interview

A certificate from an 
internationally 
recognized institution
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Specification of work 
skills and professional 
competencies for 
managerial positions  
_

Competency 

A competency is standardized request that a person 

carries out a certain job activity appropriately, and 

is a combination of education, knowledge, skills 

and behavior that help the person improve their 

performance.  In other words, competency represents 

a state of adequate qualification.  Competences are 

acquired, practiced, observed, measured and they 

are of critical value for successful performance at 

an individual level or at the level of the organization. 

Competencies are usually divided in two subgroups, 

such as: technical knowledge, analytical thinking, 

organizational communication, efficient decision-

making, problem solving, creativity, management/

leadership etc.  For example, the management 

competency includes aspects from the system 

of behavior and practices in terms of emotional 

intelligence, leadership and delegation skills, 

feedback, motivation, control, negotiation, effective 

communication, cooperation and constructive 

conflict resolution. When identified accurately, the 

competencies are some of the most powerful tools 

that the organization has at its disposal to achieve 

its results by using its most valuable resources -  

the people.

Competency model

It is essential that every organization creates 

its own Competency model  that would fit the 

needs of the organization, by relying on its own 

business strategy, vision and mission, i.e. area.  The 

competency model is a useful tool in the process of 

strengthening management and talent management, 

appropriate recruitment and selection of competent 

staff for the positions and holding on to the talents, 

employee career planning and management of their 

performance.

The competency model is a combination of 

competencies that are needed for a certain job 

and usually has 3 (three) to 9 (nine) elements.  The 

number and type of competencies depends on the 

nature and the level of complexity of the job, the 

position of the job in the organizational structure, 

as well as the culture and values of the organization 

itself.  The competencies are the characteristics that 

ensure good performance at work.

  

After the organization creates and establishes a 

competency model for the different jobs, it moves 

on to its implementation and applies a series 

of relevant and objective techniques in order to 

collect information relevant for the competencies  

being assessed.
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The creation of a model is very time-consuming and 

requires a lot of effort.  As a result, some organizations 

use pre-made competency models or create custom-

made competency models themselves.  What follows 

is a custom made potential Competency model  

for the purpose of specification of work skills and 

professional competencies for managerial positions 

in public institutions.

The goal of the model is to map and bring to light 

the required competencies that would ensure the 

employees get maximum efficiency in the execution 

of every task within their post.  The recognition of 

competencies would also mean that the most suitable 

employee for a certain post/role would be identified. In 

the same vein, a distinction would be made between 

excellent and average performance, which would help 

determine the success criterion.

The relevant techniques and tools for obtaining 

information about the competencies and degree 

of expertise required from the candidate within 

the recruitment and selection process include: 

the candidate’s CV, cover letter, a behavioral and 

situational structured interview, the assessment 

center method, custom-made case studies relevant 

to the post, psychological tests, test for assessment 

of technical knowledge and skills, self-assessment 

questionnaires and similar tools. The information 

received are then analyzed in accordance with the 

established success criteria.

The CV and the supporting documents are the initial 

indicators for the competencies of the candidate, 

and the very fact that all the required information is 

contained in the CV is a first sign of the candidate’s 

competencies. A good example of a CV where 

the competencies are divided by categories is the 

Europass CV.  The Europass CV contains: work 

experience (duration, position, main activities 

and responsibilities, employer, sector or industry), 

education and skills, community-related skills and 

competencies (living and working with others, in 

a multi-cultural environment, in a position where 

communication is key and in situations where 

teamwork is of utmost importance, organizational 

skills and competencies (coordinating and 

organizing others, projects and budgets), technical 

skills and competencies, proficiency of a foreign 

language and similar. (Annex 1. a Europass CV 

template in Macedonian).  Europass is a set of 

online tools for creation of a CV and a cover letter, 

and it is an initiative of the European Union for 

improving transparency of the qualifications and 

mobility of the citizens in order to ensure that the 

skills and qualifications of a person are clearly 

understood.

It is important to mention that all relevant 

competencies for the position are evaluated 

and confirmed thoroughly and practically 

using the other techniques and tools such as 

interviews, practical case studies, technical tests, 

psychometric questionnaires, references or vetting 

of the work experience and the way the candidate 

behaved in the past etc.

A competency framework model 
for professional competencies and 
job skills: Male/female director of 
an institution
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What follows is an analysis of the competency 

framework model for professional competencies 

and skills at the post: A male/female director 

of a public institution, in line with the general 

requirements for competencies necessary for a senior 

managerial position, which the person that would 

manage the organization must possess in order to do 

so efficiently and successfully.

Picture 1.  A competency framework for professional competencies and job skills: Male/female director 
of an institution

1.Technical
competencies

2. Managerial
competencies

3.Leadership
competencies

4.Decision-
making and 

solvingproblems

5.Proficiency and 
use of a foreign 

language

6.Relationship and 
cooperation 
with people

7. Self-awareness

  

Работна позиција   Директор на јавна институција/организација 

 Висок раководен кадарНиво во организациската 
структура

Post A director of a public institution/
organization 

Organizational structure level Senior management



1. Technical competencies
Thorough knowledge of the area/discipline, use of 

terminology and processes and hands-on knowledge 

of the area/profession. Effective application of 

knowledge and skills for working on projects and 

strategies of great complexity and magnitude.

2. Managerial competencies and responsibilities of 
senior management staff 
Management is a process of setting goals, work 

with and through people, effective and efficient 

operation and resource utilization. The manager, 

as senior management staff, operates through 

a number of functions: the process of planning, 

organizing, management and control of human, 

financial, physical and information-related resources 

in order to achieve the goals efficiently and effectively. 

Accordingly, the senior management staff should 

possess the following basic skills:  planning, 

organization and staffing, management/leadership 

(motivation, communication, coordination), control, 

as well as strategic thinking, decision-making, 

change management, negotiating skills, leading a 

learning organization, effective communication skills, 

delegation, feedback, building trust, presentation 

skills.

3. Decision-making and solving problems
Decision-making is part of the problem solving 

process. In order to make the right decision, it is 

important that the issue is detected, and in order to 

solve the issue, the person has a number of possibilities 

at hand. A decision represents a choice between a 

number of alternatives, and when deciding one has to 

make sure they are taking the most optimal decision 

for the given issue. After the decision is made, it is 

implemented in practice. The characteristics of the 

good decisions include: lack of ambiguity; precision; 

clarity and timeliness, while the person who makes 

the decisions has to be: analytical, critical, impartial, 

creative, just and to possess personal integrity.

4. Proficiency and use of a foreign language

5. Relationship and cooperation with people 
Relationship and cooperation with people implies the 

ability to communicate effectively and in a friendly 

way, especially in business-related activities. In 

business, that phrase implies a connection between 

people at a humane level, in order to achieve 

productivity. The human relation abilities and skills 

include patterns of behavior and relationship 

interactions, and there are three interlinked abilities: 

personal efficiency, interaction skills and mediation 

skills. This area of research covers the way people 

behave and how their behavior is perceived. Human 

relation skills include: ability to communicate 

efficiently, understanding and empathy, ability to 

interact with others respectfully and development 

of sincere, confidential and productive working 

relations in order to minimize conflict and bolster 

cooperation.

6. Leadership abilities
The leadership is a driving force which is a 

foundation of the changes and the development in an 

organization. The strength of leadership stems from 

the vision and the ability to influence, that is from the 

driving energy that stimulates people to be dedicated 

and productive. Leadership is a dynamic process of 

group work where the individual, in a certain period, 

in a certain organizational context, influences the 

other group members to commit to accomplish the 

aims or tasks of the group/organization. 
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By using a recruitment and selection approach based 

on leadership competencies, the organizations can 

better identify, hire and further develop their future 

generations of leaders, and the recognition and 

possession of leadership competencies contribute 

to superior performance of the organization. 

The formal manager must possess leadership 

competencies. Leaders are skilled in leadership, 

inspiration, motivation and support, communication 

and cooperation, constructive conflict management, 

feedback, emotional intelligence, integrity and trust. 

7. Self-awareness 
Self-awareness means having an accurate idea of 

your own strengths and weaknesses, as well as the 

value they may bring. Understanding and managing 

in the context of personal values, decisions - personal 

integrity and activities and a correlation between the 

personal values and those of the organization.
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Competency 

  

Explanation/
Behavior

Assessment 
method

Points

Points Maximum number
of points

1. Technical competencies

2. Managerial 
competencies

Effective application of 
knowledge and skills for 
working on projects and 
strategies of great 
complexity and magnitude.

The basic functions of 
management
The management acts by 
means of various functions, 
frequently classified as 
planning, organizing, 
leading/motivating and 
controlling.

Education, knowledge, 
skills, abilities

Formal education
 (stream and level)
Informal education

Experience in the 
profession 
(in line with the job 
advertisements, at least 6 
years)

Experience in a manageri-
al position

Managerial skills

• Planning
• Organizing
• Leading/motivating
• Control 
• Strategic thinking
• Decision-making
• Change management 
vLeading a learning 
organization
• Negotiating skills
• Delegating
• Giving feedback
• Building trust
• Effective communica-
tion skills 
• Presentation skills

• Summary/CV
• Diploma (original 
or a notarized 
copy)

• Summary/CV
• Behavioral 
interview

Personal 
references 

• Summary/CV
• Behavioral 
interview

Personal 
references

• Summary/CV
• Behavioral 
interview
• Case study - 
practical 
• Practical 
questions at an 
interview or in 
writing

Personal 
references

10

10

10

10

20
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3. Decision-making and 
solving problems
 

4. Proficiency of a foreign 
language

5. Skills and abilities 
related to human relations 
and cooperation with 
people

6. Leadership 
competencies

7. Self-awareness

Understanding and 
management of the context 
of personal values, 
decisions and activities.

• Efficient decision-mak-
ing
• Analytical thinking 

Skills: Speaking, reading, 
listening

• Communication skills 
and constructive conflict 
management
• Building trust and 
cooperation 
• Empathy

• Leadership
• Motivation and support
• Feedback
• Emotional intelligence
• Personal integrity

• Use of self-analysis - 
awareness of one’s own 
strengths and 
weaknesses 

• Personal integrity - 
responsibility for one’s 
own behavior

*Correlation between personal 
and organizational values
 

• Summary/CV
Behavioral interview
• Case study - 
practical 
• Practical questions 
at an interview or in 
writing
• Personal references

Certificate/Diploma 
from internationally 
recognized 
bodies/organizations

• Summary/CV
• Behavioral interview
• Case study - 
practical 
• Practical questions 
at an interview or in 
writing
• Psychometric tests
Personal references

• Summary/CV
• Behavioral interview
• Case study - 
practical 
• Practical questions 
at an interview or in 
writing
• Psychometric tests
Personal references

• Summary/CV
• Behavioral interview
• Case study - 
practical 
• Practical questions 
at an interview or in 
writing
• Psychometric tests

Personal references

15

5

15

15

10

15

5

15

15

Total        100

Competency 

  

Explanation/
Behavior

Assessment 
method

PointsEducation, knowledge, 
skills, abilities

Points Maximum number
of points
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About the project 
_

About IDSCS
_

The project “Observations of the merit-based

appointments in the senior management service“

aims at raising public awareness on the topic, in 

order to create public pressure, spur public debate 

and support depoliticization in the appointments

in the senior management service. 

The project is funded by the United Kingdom, 

through the British Embassy in Skopje

IDSCS is a think-tank that carries out research 

of the development of good governance, rule of 

law and the European integration of Macedonia. 

IDSCS’s mission is to assist the civic involvement 

in the decision-making process and to reinforce 

participative political culture. By reinforcing 

freethinking values, IDSCS contributes towards the 

coexistence of differences.

IDSCS contact information
_
Address: 52/1 /2  Miroslav Krlezha St. 
Skopje 1000 
Telephone/fax: +389 2 3094 760,
Email: contact@idscs.org.mk
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