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AepskaBHOro ayauty B kpainax IliBniunoi €sponu ta [Ipudantuku.

OTtoueHHs, 10 MOCTIMHO 3MUIIOTHCS, (OopMye HOBHM miaXxid A0 oprasizauii. Pecypcu B
HEMaTepiaTbHOMY BUPAKEHHI - 3HAHHS 1 JOCBIJ] MPAIIBHUKIB - CTAJIM OCHOBHUM aKTUBOM KOMITaHIi.
VYpaBiiHHS JIIOJCBKUMHU pecypcaMu MOBHUHHI OyTH y3rOJKEHI 31 CTpaTeriero 1 HUIIMU OpraHizarii.
VYcTaHoBH, IO 3AICHIIOTH QYHKI[IIO ayIUTy HE BIAPI3HSIOTHCS, Bil OyAb-sKOI 1HIIOT opraHizamii B
TOMY CEHCI, 10 iX (YHKIIOHYBaHHS 3a0e3Ie4yeThCs JTIOACHKUMU pecypcamu. JIroAchKi pecypcH,
K1 HAJICKHUM YWHOM BimiOpaHi, HaBYEHI, MAIOTh BIAMOBIAHI HABUYKUA Ta OCBITY, € DKEPEIOM
KOHKYPEHTHUX IIepeBar JJisi Oprasizaiii, OCKUIbKM po3poOKa, BIPOBA/DKEHHS, YIPABIIHHA 1
KOHTPOJIb CTpaTerii oprasizaimii nepeadayae 3ajlyueHHs BCIX CHIBpOOITHUKIB. EQeKTUBHICTH
CUCTEMHM ayJIuTy HE IO iHIE, SIK HABUYKH Ta BMIHHS ayJUuTOpa, TOOTO KOMIUIEKC 3HaHb 1 JOCBIAY,
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110 y UUISAX JOCATHEHHS SKICHOTO IMPOBEACHHS ayIuTy 1 /Ui TOCATHEHHS BCIX MOCTABJICHUX IUIEH.
Mera craTTi mojsrae 'y MPOBEACHHI1 OIIIHKM PO3BUTKY JIIOJCBKUX pECypCiB B yCTaHOBaXx
nepxaBHOro ayauty. OO'eKT NOCHIIKEHHS L€l CTATTI - JIFOJChKI PECYpPCH YCTaHOB JIEP>KaBHOI'O
aymuty. Jns Toro mo0 BUKOHATH OIUHKY JIIOJCBKUX PECypCiB B JIEPKaBHUX ayJUTOPCHKHX
ycTaHoBax OyJi0 BUKOPHCTAaHO MOPIBHSUIBHUN, CHUCTEMAaTHYHUW 1 JIOTIYHMM aHaN3 HAyKOBOI
JTepaTypu, METOJ y3arajibHeHHs; Oyino mpoBemeHo SWOT- anHami3 HEeHTpadbHUX IHCTHUTYTIB
aynuty B KpaiHax IliBHiuHOi €Bponu Ta IlpuGantuku; MeTon €KCIEpPTHOrO OMMUTYBaHHS Oyio
BUKOPHUCTAHO [yl ONUTYBAHHS ayJUTOPIB B YCTAHOB JIEP>KaBHOTO ayauTy B KpaiHax I[liBHIYHOI
€ppormu Ta Ilpubantuku, moOO BU3HAYMTH iX KBamiikaimiro, iXHI BHUMOTH, BIIMOBITHICTH
OYIKYBaHHSIM 3 peajbHOI0 cHTyaliero. [[ns aHamizy Oyno BHUKOPHUCTAHO TMAKET MPOrPamMHOTO
3a0e3neueHHs SPSS.

Giziene V., Racdliene L., Zalgiryte L. Human resource development in the Nordic and
Baltic state audit institutions.

A constantly changing environment forms a new approach to the organization. The
resources with non-material expression — employees knowledge and expertise — become the main
asset of the companies. Human resource management must be aligned to the strategy and aims of
the organization. The institutions executing audit function do not differ from any other organization
in the sense that their performance is ensured by human resources. Human resources, which are
properly selected, trained, have the appropriate skills and education, are the source of competitive
advantage for the organization, as the development, implementation, management and control of the
organization strategy involves all its employees. The efficiency of the audit system is none other
than the auditor's sKkills, i.e. the complex of knowledge and experience used in order to achieve a
high quality audit and to achieve all the goals. Aim of the article is to perform the assessment of
human resources development in state audit institutions. Objective of the article is human resources
in state audit institutions. In order to perform the assessment of human resources in state audit
ingtitutions the comparative, systematic and logical analysis of scientific literature and
generalization was used; the SWOT analysis of central audit institutions in the Nordic and Baltic
countries was conducted; expert survey method was used to question the auditors in the Nordic and
Baltic state audit institutions, to determine their qualifications, their requirements, the compliance
of expectations with the actual situation. SPSS software package was used for the analysis.

I'mxkene B., Padvenene JI., Kaarupure JI. PasBuTHe 4esiOBeYeCKHX pecypcoB
yupexIeHui rocyiapcrseHHoro ayaura B crpanax Cesepnoii EBponsl u Ilpu6aaruxmu.

[locTossHHO U3MeHsoLIeeCs OKpY)KEeHHE (OpMHpPYET HOBBIM MOIXOJ K OpraHU3aldu.
Pecypcm B HEMATCpHUAJIbHOM BBIPAXKCHUMU - 3HAHWUA U OIIBIT pa6OTHI/IKOB - CTaJIM OCHOBHBIM
AKTUBOM KOMIIaHHUH. anaBneHHe YCIIOBCYCCKUMU peCypCaMU IOOJIXKHBI OBLITH COIUIACOBAHBLI CO
CTpaTerue u LEeJIsIMU OpraHu3aluu. YUpexJCHHUS, OCYLIECTBISIOMMNE (YHKIUIO ayauTa He
OTJIMYAIOTCS, OT JI00OM Jpyrodl oOpraHu3allid B TOM CMBICIE, YTO HMX (PYHKIHOHUPOBAHUE
obOecrieunBaeTcs 4elIOBEUECKUMHU pecypcaMu. JIroackue pecypchbl, KOTOpbIE JOJKHBIM 00pa3oM
OTO6paHBI, O6y‘IeHBI, HMCIOT COOTBETCTBYIOIIHMEC HABBIKW U O6pa3OBaHI/Ie, SABJIAOTCA UCTOYHUKOM
KOHKYPEHTHBIX NMPEUMYILECTB JJIsi OpPTraHU3alliH, MMOCKOJbKY pa3paboTka, BHEAPECHUE, YIIPABICHUE
U KOHTPOJIb CTpaTervuy OpraHu3alvi MDOoApa3yMeBacT BOBJICYHCHUC BCCX COTPYAHUKOB.
a(b(beKTI/IBHOCTB CHUCTCMbI ayJuTa HC YTO MHOC, KaK HaBBIKW WU YMCHHUA ayauTOopa, T.C. KOMIIJICKC
3HaHUU U OIIbITA, UCIIOJIB3YEMOI'0 B LCIIAX JOCTHXXCHUA KaYCCTBCHHOI'O IMPOBEACHUA ayaAnuTa U IJId
JOCTUXKECHHUSA BCEX ITOCTABJICHHBIX IIGJ'IGI\/’I. HGJ'IB CTaTbW 3aKIIOYaCTCA B IIPOBCIACHHUH OLICHKU
Pa3BUTHSA JIFOJCKUX PECYPCOB B YUPEKIACHUSAX TOCyIapcTBEHHOTO ayauTa. OOBEKT MCCieI0BaHUs
9TOM CTaThbU - JIIOJICKHE PECYPChl YUPEKACHHN TOCYJapCTBEHHOTO ayauTa. JlJis TOro 4ToOBI
BBIIIOJTHUTE OLCHKY JIOACKUX PECYPCOB B T'OCYAAPCTBCHHBLIX aYAUTOPCKUX YUPCKACHHAX OBLI
HCIIOJIb30BAH CPABHUTENIBHBIM, CUCTEMATHYECKUM WM JIOTMYECKUM aHajau3 HAY4YHOM JIUTEepaTyphl,
MeTo] 1 0000menust; 6pu1 poBeneH SWOT- aHanm3 HEHTPAIBHBIX WHCTUTYTOB aylHWTa B CTpaHax
Cesepnoil EBponbl u Ilpubantuku; MeTo] 3KCHEPTHOTO Ompoca ObUI MCHOJb30BaH Ul OINpoca
ayIUTOPOB B VYUPSXKJCHHN TOCyAapCcTBeHHOro aynuta B crpaHax CeBepHoii EBponbsr u
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[Tpubantuku, 4TOOBI ONPEACIUTh UX KBATU(UKALINIO, UX TPEOOBAHUS, COOTBETCTBUE 0KHIAHUSIM C
peanbHOU cutyanuei. [y aHamu3a ObLT UCTIONIB30BaH MaKeT MporpaMMHOro obecriedenus SPSS.

The research problem is how to properly assess the potential for improvement of human
resources in audit institutions.

The analyss of recent studies and publications. Due to constantly changing
environmental conditions, organizations are facing challenges, which can be overcome with the
help of properly chosen employees. The long-term success of the organization is ensured by people
working there. An audit is one of the sources of economic information, which helps the company to
determine whether it is working efficiently and profitably, and whether it is reliable and stable. It is
very important that individuals working for the institutions executing audit function were extremely
competent and demanding of themselves and others; that they were enabled to develop
professionally and successfully carry out their duties taking into account changing environmental
factors. The theoretical analysis of the concept of human resources leads to the conclusion that
human resources are the employees with certain expertise, who affect the organization's operational
efficiency and profitability by deciding and implementing their decisions, and also is one of the key
factors in promoting economic growth. Human resource management can help the company to gain
a competitive advantage and can contribute to the problem solving within the organization. [14]
clamed that in the existence of an organization people are more important than the product
developed or the technology used. A. Smith was the first economist classicist to include human
resources in the definition of human capital, and to describe it as an existing skills and abilities of
an individual integrated into the capital resources of the nation. According to the scientist, the
knowledge and skills of an individual increases the well-being of both the public and the individual.
Human resources were widely studied by both foreign and Lithuanian researchers ([1]; [11]; [4];
[10]; [5]); [12]; [9]; [3]; [2], [6]; [8]; [13] and others). Human resources have been described in the
theoretical works of the scientists since 1962, though a more active interest is not noticed. The
authors often use different terms, such as "human capital”, "human stock", "human resources’,
when assessing the same object. It was observed that the term "human resources’ is often used in
the literature of management science while the term "human capital" was mostly found in the
research works of economists.

Under current conditions, in the context of globalization and international integration
processes, the rapid formation of a knowledge society, human resource management becomes
increasingly important [3]. Employee performs quite a lot of different functions, therefore effective
human resource management is becoming one of the key factors to organization's success. Human
resource management is not just appropriate distribution of tasks, but also a consistent and long-
term process involving recruitment, job assessment, motivation, career planning, staff training,
organizational communication, etc. Human resource management is linked to the organization
approach to employee, his feelings and a positive work environment, because these factors are very
important for personal creativity. The results of individual's work depends on higher ability to
perform the work creatively, so it is important for the organization to take care not only of staff
expertise. It is very difficult for a non-creative person to successfully solve problems. Thus,
properly formed and coherent organization staff, in addition to ensuring that each employee is
personally satisfied with self-realization at work, safe working conditions, creates more value to the
organization [7]. There are four main human resource management activities: formation of human
resources, evaluation of human resources, training and development of human resources,
employees motivation.
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Figure 1. Activities of human resource management

The analysis of scientific literature reveals the specifics of human resources and growth of
their importance in the conditions of globalization and intense competition, when constant changes
and growth in operational efficiency are required. Due to changing importance of this resource, the
management methods, tools, and whole human resources management concept has to be altered [6].

The study aims to determine how auditors assess their work environment, which individual
characteristics are important to them, whether they are able to adapt acquired skills and personal
gualities to one's practice. In order to better assess the current situation in the National Audit
Authority of the Republic of Lithuania, survey datais compared with the results from the supreme
audit authorities from Latvia, Finland and Sweden.

The main aim of the article: to perform the assessment of human resources development in
state audit institution. The research findings. In order ascertain the situation of human resource
development in the National Audit Authority of the Republic of Lithuania, it is appropriate to
guestion the state auditors in foreign countries and to compare the current situation. Auditors from
the supreme audit institutions in Latvia, Sweden and Finland — experts were questioned.

Experts survey method was used. Foreign experts received the same questionnaire as the
Lithuanian state auditors. The survey was carried by sending an e-version of the questionnaire via e-
mail to the foreign state audit institutions. The questionnaire was sent to supreme audit institutions
in Latvia, Estonia, Sweden, Finland and Norway. Norwegian auditors refused to participate in the
study because they were implementing new auditing standards in their institution. Employees could
not take the time to fill in the survey. The supreme audit institution form Estonia has returned only
one completed questionnaire. Therefore this country was not included in the evaluation of experts.

The expert survey included 22 auditors from Lithuania, 24 from Latvia, 11 from Finland and
7 Sweden, all occupying different positions in supreme audit institutions. The major part of
Lithuanian and Finish experts were senior public auditors (50 per cent and 82 per cent respectively),
in Latvia— state auditors (58 per cent), in Sweden chief state auditors (57 per cent).

After assessment of development of human resources in Nordic and Baltic central audit
institutions through the auditors perspective, the strengths, weaknesses, opportunities and threats of
the ingtitutions were identified and presented in Table 1. The SWOT analysis of the central audit
institutions in the Nordic and Baltic countries revealed that the audit institutions have a lot of
similarities and some differences in the improvement of development of human resources. The
central audit institutions in Baltic and Nordic countries have highly qualified employees. With the
help of these human resources, institutions could easily overcome their weaknesses and excel in the
field of auditing.
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Table 1. SWOT analysis of central audit institutions in Nordic and Baltic countries

LITHUANIA

LATVIA

FINLAND

SWEDEN

High qualificationsinthefield of
audit;

Audit job experience;

Authority in favor of staff

High qualificationsinthefield of
audit;

Effective communication between
executives and empl oyees;

High qualificationsinthefield of
audit;

Audit job experience;

Good rel ationships between

igh qualificationsin the field of
audit;

Audit job experience;

Good relati onshi ps between member

Lack of qualifications and training

(due to lack of financing).

2] qualification improvement; Audit job experience; J of staff;
E Staff responsible, honest, in pursuit |Good relati onships between members of staff; Authority in favor of staff
2 [of development; members of staff; Authority in favor of staff qualifi cation improvement;
& [Good relationships between Authority in favor of staff qualification improvement; Sufficiency of information needed to
5 members of staff. qualification improvement; Effective use of information properly carry out the task;
Sufficiency of information needed to |technol ogies; Staff responsible, honest, in pursuit
properly carry out the task; Introduction of supervisory of devel opment;
Staff responsible, honest, in pursuit processes; Introduction of auditors' certification
of development, Staff in pursuit of development. System.
\Weak employee motivation system; |[Lack of opportunitiesfor more \Weak employee motivation Heavy workload and shortage of
High staff turnover; frequent improvement of system; human resources needed to ensure an
Skills of criticismadmissonand  |qualification; Shortage of information needed to |effective audit;
conflict management need, Weak employee motivation system; [properly carry out the task; Short time given to perform the audit
%) Lack of opportunitiesfor more Heavy workload and shortage of Shortage of human resources land any of its phases;
(Hig frequent improvement of human resources needed to ensure anfneeded to ensure an effective Weak employee motivation system;
ui qualification; effective audit; audit; Skills of criticism admission and
5 Heavy workload and shortage of Short time given to perform the audit|Short time given to performthe  [conflict management need.
ﬁﬁ human resources needed to ensure anjand any of its phases. laudit and any of its phases;
effective audit; Skills of criticism admission and
Short time given to perform the audit conflict management need.
and any of its phases;
Shortage of information needed to
properly carry out the task.
Deployment and use of information |Deployment and use of information |Improvement of communication  |Improvement of communication
technol ogies and new audit tools; technol ogies and new audit tools; between executives and between executives and employes;
Improvement of psychological A clearer formulation of assigned  |employees; A clearer formulation of assigned
climate within ingtitution; tasks, employee promotion (for good |lmprovement of psychological tasks, empl oyee promotion (for good
A clearer formulation of assigned  |performance); climate within ingtitution; performance);
tasks, employee promotion (for good |Sharing of audit experience with Building the ability to respond Encouraging feedback on thejob
performance); foreign supreme audit ingtitutions  |positively to changesin work; results;
Improvement of communication (internships, seminars); A clearer formulation of assigned [Improvement of staff motivation
n between executives and employees  |Application of flexible work tasks, employee promotion (for  |system;
w Improvement of staff motivation schedule; good performance); Sharing of audit experience with
E system; Introduction to career possibilitiesin |Organizing events for staff; foreign supreme audit ingtitutions
) Encouraging feedback on the job the i ngtitution, encouraging to Sharing of audit experience with |(internships, seminars);
o |resilts lexpress one's opinion; foreign supreme audit ingtitutions [Opportunities to combine work and
g Introduction to career possibilitiesin |Improvement of staff motivation (internships, seminars); studies;
O [theingitution, encouraging to system; Introduction to career possibilities |Organizing events for staff.
lexpress one's opinion; Organizing events for staff. in the ingtitution, encouragingto  |Introduction to career possibilitiesin
Deployment of public entities' express one's opinion; the i ngtitution, encouraging to express|
external auditors certification Opportunities to combinework  [one's opinion;
system; and studies;
Cooperation of internal and external Improvement of staff motivation
auditors; system;
Sharing of audit experience with Increased responsibility for the
foreign supreme audit ingtitutions decisions made.
(internships, seminars).
The adverse economic situation, The adverse economic situation, The adverse economic situation, [The adverse economic situation,
declining funding (which increases  |declining funding (which increases  |declining funding (which declining funding (which increases
ﬂ staff turnover) staff turnover) increases staff turnover) taff turnover)
I High public expectations of audit Shortage of human resources, Shortage of human resources, Shortage of human resources;.
% quality; Lack of qualifications and training
= Shortage of human resources;

Conclusions. A study of the role of the human resources in the audit institutions showed
that human resources are employees of the organization with certain expertise, who are affecting the
organization's efficiency and profitability by making and carrying out various decisions, and is one
of the key factors in promoting economic growth. The SWOT analysis of the central audit
institutions in the Nordic and Baltic countries revealed that the audit institutions have a lot of
similarities in the improvement of development of human resources. The auditors of these
institutions possess such strengths: high qualifications in the field of audit, audit job experience,
good relationships between members of staff, and the pursuit of development. The supreme audit
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ingtitution in Lithuania, Latvia, Finland and Sweden support the training of employees. The
identified weaknesses in Baltic and Nordic audit institutions include the shortage of human
resources needed to ensure an effective audit, weak employee motivation system, the short time
given to perform the audit and any of its phases. The results of the expert survey revealed that in all
the countries the majority of employees in the state audit institutions face with issues such as
shortage of human resources, and a short period of time to perform the audit or any of its phases.
Summarizing these results, it can be concluded that the Finnish, Swedish and Latvian experts are
improving their qualification more often compared to Lithuanian experts. It is necessary to for the
audit institutions is all the countries to improve the system of employee motivation. In all countries
the audit institutions should pay greater attention to the development and improvement of human
resources.
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