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Introduction

We live in a world of great change and challenge, there-
fore the present social reality is characterised by ample
organizational, formal and crucial changes, change in
capital ownership, change in the value system, plurality
of thought, lack of fear and powerful destructive propa-
ganda in internal affairs, insisting on transparency in
work, intensive proclamation and striving for consistent
respect of human rights and liberties, general access to
information, high level of aspirations in people in gener-
al. The ordinary people are faced with high level of de-
mand and expectations, being promised little in return.
Human ideals have essentially changed. Fewer and few-
er are those who are willing to struggle for supreme
ideals at a price of ruining their comfort, even fewer are
those prepared to pay the extreme price for these ideals,
to sacrify their lives.

People adopt change more or less voluntarily, they help
it root or they resist change, they take change as a suc-
cess or as a defeat, a profit or a loss, all along reacting in
different ways: showing delight, resignation, indiffer-
ence, passive or active resistance. It is this change that
should be managed, and this is the task of strategic deci-
sions makers (managers) and top managers. Special em-
phasis is given to the management of the life and work in
the defense system.

We may freely maintain that the current state of the de-
fense system, the needs of practice, requirements of time
and modern management trends have become a serious
challenge to managers in the defense field. In the ap-
proaching period, the management in the Republic of
Serbia defense system gains in importance and must ac-
tively and publicly take on the role of the front unit.1 In
order that military managers should successfully cope
with the growing problems, it is necessary that there ex-
ist a long-term conception of development with a built in
organizational aspect, that candidates for military man-

agers be carefully selected and that they undergo contin-
ual education and qualification processes. The needs of
modern practice that deals with situations of crisis, fight-
ing terrorism and continual preparations for possible fu-
ture wars require that the managers in the defence sys-
tem should be chosen among people with leadership dis-
positions (abilities and inclinations) and knowledge of
management, trained for the job they will do. For the
time being, there are no appropriate and well elaborat-
ed criteria, publicly known and related to the selection
and appointment of military managers to certain manag-
ing positions. The prevailing choice of methods is not
impartial enough and reduces (almost eliminates) the
impact of public – transparency to a significant degree.2

It is generally established that there are two global types
of managers in our practice:

• those well acquainted with work with people;
• those well familiar with technology of the work the

people they manage are engaged in.

It is difficult to find managers familiar with both, and it
is both of these qualities that are required in the opera-
tional activities (business activities in a most general
sense) of the defense system. Hence there are only a few
accomplished military managers, a management gap in-
creases daily and it is of paramount importance that ed-
ucation of management personnel be started, with new
contents and methodologies. Two problems arise in the-
ory (and operational practice) related to adequate selec-
tion of military managers:

• insufficient number of candidates (alternatives) who
meet the set requirements;

• biased and non-optimized selection of one among a
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1 Majstorovi}, a: and Andreji}, M.: Savremeno upravljanje ljudskim resursi-
ma u sistemu odbrane (Modern Human Resource Management in Defense
System) , the Tenth International Conference „Quality and Reliability
Management“, DQM Faculty of Civil Engineering Belgrade, June 2007, p.
422.
2 Majstorovi}, A.: Dr`avna revizija u sistemu odbrane, Economics and
Finance Institute, Beograd, 2008, p. 144.
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number of candidates who meet the requirements, as
well as incorrect ranking of other candidates.

It is very important that a prospective candidate (besides
knowledge, desired traits and skills) desires to be a man-
ager. Any successful system, especially the defense sys-
tem, must be work-incentive and use human resources
(and any other resources) at its disposal appropriately
and optimally.

In this report we discuss and propose a possible method-
ology of selection, creating and development of military
managers as well as present the relevant knowledge that
a modern and successful military manager needs. We
will take into consideration the desirable predispositions
and the development path, as well as education of mili-
tary managers. Here the emphasis will be put on the cur-
rent – peaceful management activities in the defense sys-
tem, since the analysis of management in the past wars
would be inappropriate in the context of this work,
whereas the projection of management in some possible
future crises and wars would not be reliable enough, due
to a large scope of unknown factors.

It should also be pointed out that, in addition to systemic
considerations, when selecting and appointing military
managers we must take into account the situational ap-
proach and  analyse each individual managing position –
a public function (operational activities in the units at
troop level, in commands at operational level, in admin-
istration departments, in educational and scientific insti-
tutions, in research institutions, etc), thus precisely defin-
ing the manager profile for a particular work position.

Specific features of management in the defense
system

Some specific features in terms of the complexity of mil-
itary organizational systems (combat system, production
system, logistics, business system, personnel turnover:
permanent and temporary structure), of human rights
and liberties, autonomy in decision making, personnel
solutions, mode of functioning, etc. make up the man-
agement in the defense system considerably more com-
plex than it is the case in civil organizational systems. As
regards the specific features of military organizational
systems, if a non-incentive plan is established, it may
lead to an average performance, implementation of dou-
ble standards in personnel selecting and managing, to
obstructions, eluding  work obligations and to other neg-
ative consequences. The fundamental principles upon
which the relations within defence system, especially
those between the manager and other members are built
are as follows:
not all the members of the system are included into deci-
sion making on all the important issues of the system;
the manager plays an organizational- technological-co-
ordination role in order that the tasks are accomplished
effectively, efficiently and economically;
the manager helps all the work group members in the
process of creating and liberating their will, creativeness

and abilities, in order that they are adequately trained to
achieve high performance and take an active part in im-
proving management itself and the overall functioning of
the system.3

In this sense, the most important features of a modern
military manager are the following:

• the requirement to change both himself and others;
• collecting information, identifying problems, deci-

sion making in problem  solving and their actual
problem solving;

• translating solutions to the problems into decisions
and actions;

• organizational frame within which he acts: he acts
from the position that gives him power within the py-
ramidal structure, as well as responsibility. His atti-
tudes are authoritative. People beneath him in the
pyramid see themselves as more dependent than op-
posite. Numerous forces in his environment act in such
a way so as to render him in that position.  Despite a
great and independent power, the manager still de-
pends on his subordinates due to the size of organiza-
tion and technology etc. (identifying problems, data
gathering, analyses, decision making, making a deci-
sion operational). He works by influencing other peo-
ple and must position himself in such a way that he
may always demand more. He is expected to, and
must himself try to, act as an extension of the ego of
his superior. He is required to think creatively and
originally, but also to act in a way his superior would
act in a similar situation.

The essence of management in general is in devising such
subtle ways of exerting pressure upon the subordinates so
as to provoke least opposition and conflict between the
subordinates and their superiors, between production
forces and production relations, between the achieved
work results and profit distribution, at the same time
maintaining the existing relations, the method of function-
ing and the existing distribution of status. In addition to
overall human qualities (emotional and academic intelli-
gence, energy, creativity, decisiveness and firm character)
the managers in the defense system should be gifted with
some specific traits, characteristic of the men and environ-
ment in this country, such as capability of selecting and de-
veloping personnel, knowledge of people and their prob-
lems, correct estimation of their abilities.4  The manager is
always expected to be a leader, that is, to command great
personal authority and power and to be able to conduct all
the management functions and processes (planning, or-
ganizing, personnel, guidance, control, analysis, coordina-
tion, task assignment) successfully. In addition to the
abovementioned, the manager is expected to identify
problems promptly, deeply and broadly, diagnosing them

3 Majstorovi}, A. and Andreji}, M., Teorijski aspekti upravljanja ljudskim
resursima u sistemu odbrane, Novi glasnik br. 2/2007, Vojnoizdava}ki zavod
Baograd, 2007, pp. 71-72.
4 Majstorovi}, A. and Andreji}, M., Teorijski aspekti upravljanja ljudskim
resursima u sistemu odbrane, Novi glasnik br. 2/2007, Vojnoizdava}ki zavod
Baograd, 2007, p. 74.



briefly, making a difference between what is important
and what is not and to always move efficiently across the
defence system.

In order that the manager master the „right system of
work“, he must have some psychological qualities and
act adequately in working with and addressing his sub-
ordinates. The means and methods used in manage-
ment in the defense system are subjectively and signif-
icantly different, since they are part of knowledge and
reason of the manager who sellects the methods he
considers most appropriate to a given situation. In or-
der that his choice be adequate, it is very important
that the manager possess certain qualities: highly de-
veloped intellect, broad general culture, adequate
professional and social preparation, matching of char-
acter and temperament, skill in handling demands and
complaints from his collaborators, skill in managing
the organization (group) and getting the feedback
right. The modern manager’s personality in the de-
fense system today must be a set of different qualities
the minimal scope of which will be the following:

1. moral qualities: highly developed social aware-
ness and social feeling; sence of economics, deci-
siveness, enterpreneurship; sense for responsibili-
ty;

2. intellectual skills: methodic approach in reasoning
and acting; objectivity; realism and practical
sense; capability of persuading others;

3. physical qualities:  physical and psychical health;
vitality; endurance; agreable appearance;

4. knowledge and experience: general education as
well as knowledge of skills and  managerial work
as well as work in schools for managers, experi-
ence in educational work. 

Projections of knowledge necessary to 
the modern manager in the defense system

Knowledge in its broadest sense means a set of con-
tents on a subject or a phenomenon and their defini-
tions founded on the truth.5 The military manager is
required to master the  knowledge necessary to any
other manager, but also knowledge specific of manag-
ing a military organizational system and the organiza-
tion of modern work in them. According to the princi-
ples of the modern theory of management, knowledge
required from the manager can be classed as function-
al knowledge, system knowledge and knowledge in
the field of situational analysis. Functional knowledge
enables the manager to perform basic functions: plan-
ning, organization, task assignment, coordination and
control. System knowledge helps him get an insight in-
to the organization (and problems in it) as a whole
made up of interrelated parts that function and
achieve planned goals in an uncertain environment.

Knowledge of situational analysis allows for the oper-
ationalization of system knowledge within a concrete
problem to be solved with a maximum respect of its
specific nature.
It is necessary to specify the requirements of the mili-
tary manager workplace, selecting candidates with
natural tendency, candidates with knowledge needed
in management in individual phases of the system’s
life cycle, candidates with experience in management
or in training others in the field (teachers) and sellect-
ing candidates who want to be managers. Similarly,
the sellection of managers must not be based upon im-
posing the individual on the staff, but must respect the
following requirements:
the staff should voice their opinion when choosing
their manager, since in this way they acknowledge the
manager’s authority and approves of his mandate to
manage;
managers of broader organizational groups in the sys-
tem should also be granted opportunity to express
their view and consent, so that a vertical unity of the
technological process be ensured, and senior man-
agers should be in a position to influence directly the
selection of their direct collaborators;
the managing boards in charge make the final decision
(approve of the choice) on the selection of individual
managers, having in mind the interest of the system as
a whole. 

One possible classification of knowledge required of
the military manager is presented in the following
table.6

Generally speaking, there are general managers and
expert managers in the defense system. In order that
the general manager may perform his role he must
form – gather a circle of competent collaborators. In
this country, it is normally accomplished by forming a
collegiate body. An increase in the scope of tasks
within the management function, especially in large
systems renders the modern management impossible
without a permanent contact and collaboration with
the expert managers in the system and results in split-
ting the unique function of management. The role of
middle management is the least defined in the defense
system (acts, regulations, rules...). Junior managers
may encounter some problems in practice, the prob-
lems that are not manifested in their inappropriate
technical knowledge and education, but in their prob-
lematic inclusion into the work group – collective as
well as in their somewhat limited possibilities to ac-
tively and purposefully perform there.7
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5 Nadoveza, B., Majstorovi}, A. and Milojevi}, I.: Ra}unovodstvo i upravl-
janje troškovima, Mladost, Beograd, 2006, p. 16.

6 After: Majstorovi}, A. and Andreji}, M: Savremeno upravljanje ljudskim
resursima u sistemu odbrane (Modern Human Resource Management in
Defense System) , the Tenth International Conference „Quality and
Reliability Management“, DQM Faculty of Civil Engineering Belgrade, June
2007, p. 423.
7 Majstorovi}, A.: Revizija poslovanja sistema odbrane, doctoral thesis,
Faculty of Trade and Banking BK, Beograd, 2007, p. 122.
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The importance, role and tasks of managers 
in the defense system

The job of the manager at any level in the defense sys-
tem is specific, sensitive and complex and his position
can be shown in the following way:
1. There is no certain promotion if the given sequence of

goals is absent.
2. Each of the phase goals requires adequate personal

capacities and adequate characteristics of the environ-
ment.

3. In the first half of the career more attention should be
paid to personal health, education and work than to
promotion.

4. Results are a permanent and crucial goal in the career.
They should always be presented to the society so that
the society grants a promotion in career and an oppor-
tunity for improving in professional work. Therefore,
for promotion purposes, those results should be cho-
sen for which there is a demand, opportunities and
conditions, in order to ensure reputation (privileges)
and position (protections). Protections cannot be
sought before the privileges are offered.

5. Quality of results conditions the quality of promotion
and environmental response.

6. Each new position requires new capabilities, new
knowledge, new work, new results and new reputa-
tion.

It is for this reason that one should publish his results, in
order to create relations, privileges, protections and ac-
ceptability.

In his work, the military manager should observe global
change and uncertainties they bring. If planning is re-
duced to mere routine or satisfying formal obligations,
without a defined conception of development, in the sys-
tem or in its part, it will be meaningless.8 Some of the
changes and uncertainties to which we should adapt the
development of management, the way of thinking, acting
and behaviour in the defence system can be globally ex-
pressed in the following way:

• The representatives of states, frontiers and their sov-
ereignty become only administrative categories, the
power centres being shifted to powerful lobist
groups, of whose decisions the states are merely in-
formed;

8 Majstorovi}, A.: Revizija poslovanja sistema odbrane, doctoral thesis,
Faculty of Trade and Banking BK, Beograd, 2007, p. 172. 

Table 1. Classification of knowledge required of military manager

KNOWLEDGE 
ACCORDING 
TO ORIGIN 

KNOWLEDGE 
ACCORDING 
TO PURPOSE 

KNOWLEDGE ACCORDING TO 
SCIENTIFIC FIELDS AND 

PROBLEM SOLVING AREAS  

KNOWLEDGE 
ACCORDING TO 
UNIVERSALITY 

- knowledge 
acquired by 
education in the 
educational 
system; 
- knowledge 
acquired 
through practice 
in doing some 
jobs; 
- knowledge 
acquired 
through 
permanent 
education during 
work; 

- basic knowledge;  
- auxiliary 
knowledge; 
- back up 
knowledge; 

- general knowledge in the field of 
organization;  
- general management knowledge;  
- knowledge in techno logy and 
organization of the field in which the 
problem is solved through team work;  
- public relations knowledge;  
- knowledge in the field of acquaintance 
with the internal and external military 
and other fields;  
- knowledge in psychology, social 
psychology and communication with 
people; 
- specialized knowledge in the field of 
team work and team managing;  
- specialized knowledge in the field of 
project management;  
- methodology knowledge;  
- knowledge in the field od planning 
(predicting, decision making an d devising 
plans); 
- knowledge of information technology 
and disciplines closely related;  
- knowledge from the analysis of internal 
and external environment;  

- mutual for all 
mamnagers; 
- specific of a certain 
activity or 
organizational type;  
- very specif ic 
knowledge, related 
to very concrete 
types of activities;  



• The 21st century is announced a century of knowl-
edge, and the millenium we entered will be qualified
by the nomad life of labour force;

• A new world architecture is formed from modular
units existentially capable of surviving locally, how-
ever not powerful enough to affect the environment
(region) and incapable of survive by themselves on a
global plane, especially not in the paths leading to
significant sources of raw materials – energy paths;

• Unification of world business;
• A world government is formed, a world military

force, a world religion, a unique language and a
unique currency are introduced;

• The world has become small, a global village and
each point in it is easily accessible;

• The world changes fast, so it is not easy to follow the
changes;

• The worls has become complex and interdependent,
even very complex and extremely interdependent;

• Temporary and flexible organizations are promoted;
• Clear and partial regulations are accepted, controls

of results, not processes;
• State frontiers and frames are surpassed, external

and international organizations are established;
• Transparent behaviour, cooperative relations and

shallow organizational structure are developed;
• A growing primacy of ideas over manual work;
• A growing knowledge processing, a reduced data

processing;
• More and more is being done in managing people,

compared to managing processes, since technical-
technological achievements and results of automati-
zation and robotics facilitate manufacture manage-
ment;

• Team work gains advantage over individual work, es-
pecially in the areas of research, development and
management;

• There is an increasing stress upon free time and per-
sonal health management, not work management ...9

Perhaps more than the global changes listed above, the
acting and thinking of people is affected by the present
changes which are emerging worldwide, faster or more
slowly: the rise in the living standard, higher level of ed-
ucation, general accessibility of information.
The manager is always required to:

• define the organizational policy he makes;
• gather a group of people to make an organization ca-

pable of functioning and producing results;
f• ind a way to obtain a maximum from the members of

the working team.

In addition to knowledge, skills and habits necessary for
a successful modern management, it is necessary to pos-
sess knowledge, skills and habits needed in managing

specific fields of human activity in the defense sphere.
This knowledge of knowledge, skills and habits must be,
in a required scope and in an adequate way, formally and
content selected, classified and presented to the staff.
The manager’s behaviour is preconditioned by his per-
sonality, his knowledge, education, independence and
responsibility, the type of work as well as the nature of
the tasks, knowledge, education, independence and re-
sponsibilities of people he manages. Of course, in select-
ing a team, competent experts in problem solving are
chosen, to be managed in their work after a unique
methodology and offered a general, and sometimes spe-
cialized expert aid in certain spheres of problem solving.
The managers development programme should be creat-
ed in such a way that it helps people learn how to solve
typical management problems in both typical and atypi-
cal situations, help them master the skill of gathering in-
formation from different fields, the skill of analysing this
information, help them learn how to seek the possibili-
ties for solving the problems and acting on their own
choice, as well as enable people to obtain voluntary col-
laboration with other people to realise their own mis-
sion; as well as allow for maintaining balance and achiev-
ing objectivity in the conditions of time and psychologi-
cal pressures. Managers should be taught to identify re-
lations, not contents, correctly, to understand, not know
at any cost, to deal with every aspect of the problem and
to solve them having in mind a goal. Managers learn by
acting, observing consequences, reorganizing and acting
again. People with outstanding organizational skills (tal-
ents are scarce) should be discovered, then developed
and educated.
A good manager is not merely a spontaneous product of
nature; in order to be such he needs education, and this
education means a long and painful effort in which the
family, school, organization he works with and state par-
ticipate.10

Managers education projection in the defense
system

Education of managers is a complex problem that cannot
be solved in haste, but by long-termed  and persistant
work. Forming and development of manager’s personal-
ity is influenced by numerous factors, such as:

family, school, social organizations and political
parties and associations;
people he works with – the company within which
he works and acquires working and life experience;
his immediate superior who imposes his own exam-
ple on a young manager;
institutions for additional training (within the de-
fense system or outside it).

23

9 Majstorovi}, A.: Revizija poslovanja sistema odbrane (Review of Defence
Systems), Defence Technologies Symposium – OTEH, Boegrad, October,
2007.

10 Majstorovi}, A. and Andri}, M.: Planiranje, programiranje i bud`etiranje
u sistemu odbrane (Planning, Programming and Budgeting in the Defense
System), the 34th Symposium on Operational Research SYM-OP-IS 2007,
Zlatibor, September, 2007.
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Possible techniques and methods of training a modern
manager are:

• rotation among a number of jobs and organizational
levels (experience);

• assisstance (work as an assisstant to a senior manag-
er);

• education in its broadest sense and on different lev-
els;

• group education directed towards solving (with per-
ception reorganization) unprogrammed problems
that require knowledge of the problem, knowledge
of the groups and experience.

The end goal of the managers education in our defense
system should consist of a tendency to increase the effi-
ciency of managers’ work and thus contribute to a better
and more organized work, higher productivity of work
and developing healthy and positive relationships among
the employees, via a higher quality education.
Therefore, a systemic, organized and continual educa-
tion of managers has an aim to:

enlarge and enrich their knowledge of sciences and
humanities, significant for modern management
and for improving the work organization in work
collectives;
refine methods, techniques and skills of manage-
ment and organization of work;
broaden the mind and establish correct attitudes
and views, enhance their initiative in developing
healthy relationships within the organization and
between the organization and the society.

Immediate (concrete) goals of the education of man-
agers in the defense system should stem from the analy-
sis of real needs. The following questions should be an-
swered:

is the aim of education to prepare new people to
work in managerial positions – education of young
managers (importance, essence and basic principles
of management and organization, acquiring skills
and habits in implementing certain sophisticated
techniques and methods, development of attitudes
and relations with people, training for Himan
Resource Management – HRM); 
do we tend to educate the present junior and medi-
um level of management in order to prepare space
for executing higher levels of managerial duties,
bearing more responsibility – education for the pur-
pose of improving certain techniques and methods;
is the aim of education to improve the present man-
agers in order that they do their present job more
efficiently – education for the purpose of improve-
ment (learning about the relevant achievements in
scientific development for the purposes of more
precise predicting, decision making, taking actions,
breaking with the cases of staleness, of work blind-
ness, improving the present methodology by mas-
tering certain techniques and skills, forming new

views as regards work and people, training people
to prevent achieving a „plateau“ in developing man-
agerial personnel).

In terms of educational aims and the management level,
the focus is set upon the following:

• in junior managers and those at lower levels, at ac-
quiring knowledge in order to adopt  the principles of
modern management and broaden views;

• in medium level managers, at adopting techniques
and skills that can be readily implemented, as well as
at acquiring certain attitudes as regards these etch-
niques (stress is on exchange of experience and atti-
tudes);

• in top managers, at discussions on establishing busi-
ness policies of the defense system on the global level. 

The contents of education of the managers must be
lergely adapted to real needs and capabilities of the de-
fense system, as well as to the requirements of the job
the managers do or are trained to do. In this sense, the
possible forms of education are:

• schools for managers;
• courses and seminars;
• conferences;
• experience exchange groups;
• correspondence studies (open universities);
• individualised work (lack of spare time and ability to

cope with an increasing quantity of writtwn material
and documents).

In evaluating the results of manager education there are
usually a number of methodological difficulties that arise
out of the eduational results character and the ways in
which these results are manifested. Normally, there are
three groups of results:

• visible results, those that can easily be perceived and
quantified;

• results that cannot be measured, but are globally vis-
ible, e.g., functioning of the modern organization of
work;

• results that are not so visible, but can be felt, such as
improved interpersonal relationships, greater satis-
faction of the staff, higher work morale, etc.

What is most criticized in our practice of selection and
apointment of managers is the following:

• in most cases people are not familiar with the criteria
and the weight of criteria on which they were select-
ed;

• it is often remarked that the selection was biased;
• there are cases when it is obvious that the selection

was conditioned by factors other than work place and
the needs of the group;

• the subordinates protest strongly against any sign of
protection in selecting the manager.

Weaknesses emerging in practice concerned with defin-
ing the criteria are the ambiguously defined selection cri-
teria, unsteady or insuficiently steady criteria, both of



which result in the criteria being adapted to the candi-
dates, not candidates to the criteria based on real needs,
as well as a unilateral character of the criteria, that is, the
lack of balance among the suitability, expert-technical
and social criteria. The decisions on the appointment of
manager might be significantly improved if decision
makers were presented the materials on:

• the directly superior officer’s views;
• the attitude of the group the candidate is to manage;
• data and attitudes of experts (psychologist, human

resource manager ...).

In addition to these, the following should be analysed
and observed:

• competence (absolute and relative) for management,
the work results achieved so far and the superiors’
recommendations;

• knowledge of people and of the organization  and
process technology in the relevant field;

• acceptance from the part of wider environment;
• acceptance from the part of the staff  he is to manage;
• reputation and authority in his profession;
• work habits;
• knowledge, education;
• experiance;
• method and management style he uses in his work;
• way of speaking (brief, distinct, clearly understand-

able, commands the terminology of the field he man-
ages);

• techniques of submitting data to the superiors, the
method and intensity of presenting his organization-
al system in internal setting;

• the method and intensity of presenting his organiza-
tional system (entity) to subjects outside his organi-
zational entity;

• charisma:
• ability to estimate who will do certain work in

a most efficient way;
• suggestiveness, ability to negotiate and assure,

to transmit his own will to the others and en-
courage others to willingly collaborate and act,
all based on self-confidence, self-discipline and
strong will;

• optimistic in nature;
• appearance and the way he dresses, etc.11

The preparation for manager promotion requires a situ-
ational approach conditioned by all the manager’s quali-
ties, specific features of the new workplace and the work
group that is engaged in the preparations. The individual
preparation of the new manager has to be executed sys-
tematically, timely and according to a set plan, the direct
superior being most responsible in this. The individual
preparation plan may include:

• education at workplace;
• changing jobs within organization according to the

plan made in advance – rotation;
• temporary substituting the superiors; 
• courses;
• work outside the organization (internship and prac-

tice);
• scholarships, expert exchanges and visits;
• special tasks (committe work, work on plans, analy-

ses amd expert opinions)
• other elements requiring continual and systematic

education.

Conclusion 

We have already agreed that new times require new peo-
ple. The focus is on the selection of people with modern
attitudes to military management, on creating managers
that absolutely adopt the transparency in work that calls
for establishing an essentially different relationship be-
tween the defense system with the public and collabora-
tion with the civil, democratically elected government,
media, government and non-government organizations.
The time before us requires the managers who clearly
understand their position, role and task, their scope of
work and their real power, the managers who develop
and use teamwork, in contrast to those who „always
know best and know everything“

Our times and our defense system require managers who
understand the transient quality of life and a permanent
need to change and develop the organization; who think
about the resources necessary to accomplish the tasks
(the price of the decision made and the price of manage-
rial work estimated by cost/benefit analysis) and who
view management as part of the development of the so-
ciety and the system they manage; who have a clear vi-
sion and goals and understand their mission; the man-
agers who focus upon the system (entity), not upon
themselves and who are capable of translating the sys-
tem into a higher quality state. It is for these reasons that
the objectivisation of managers selection should be paid
much more attention to. Criteria for the military manag-
er selection must be known and widely recognized be-
forehand. Candidates for a large number of duties
should be selected on the basis of results of the contest
and they should be required to publicly explain their
programmes of work in the four year period they are be-
ing selected to manage. The selection of military man-
agers should be preceded by a consensus among influen-
tial subjects and an adequate preparation of public opin-
ion and the immediate environment that are expected to
accept a new manager.
Our task is to prevent by all means the ascent to posi-
tions of  anonymous, uncompetent people, unknown in
their field of work and to their profession, since the pro-
fession will not support their  appointment. The new
concept of the military manager means the one person-
nel oriented towards transformation, one who thinks in a
different way, who understands global trends and
changes in the environment and identifies the demands
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of time and practice; it means management that is not
detached of what is going on and that is capable of act-
ing apart from rigid bureaucratic structures, manage-
ment capable of engaging resources avaliable in an opti-
mal way, but also of saving resources, primarily human
resources it is responsible for.
Generations of young officers are increasingly better ed-
ucated, both technically and in the IT area and in any
other way. They are familiar with  the general trends in
the environment and have alternatives in terms of em-
ployment. For these reasons such a management is re-
quired as to be capable of working with them. We should
use any organizational methods to ensure the role of
management in the system, from the junior to top levels.
The changes in the global plan, in the direct vicinity of
the defense system, call for a different approach to the
selection, development, education, training of managers
and their substitution with younger personnel; they call
for dynamic insight into the future and departing from
the classic approach. Completely worked out formulae
for different acting unfortunately do not exist, however,
this does not mean that nothing can and must be done. 
The weaknesses identified in the area of manager selec-
tion, development and education in the defense system
require adapting to the needs of practice, social capaci-
ties, time and modern management trends. 
A more efficient and scientifically founded planning will
allow for a higher quality of planned solutions, rational
expenditure in the resource field, thus contributing
greatly to raising the Army’s combat readiness. An ever
present requirement that the command be unified and
the comand points be reduced in menpower, alongside
raising operational skills and quality in work can be sat-
isfied only by implementing theoretical achievements in
the field of management. Similarly, it is necessary that
external consultants and representatives of superior
commands be included into the planning process. 
The defense system must answer the need of unbroken
functionality. This means constant and organized plan-
ning, monitoring the situation, the impact factors and the
elements of the situation in order to prevent possible un-
predicted situations and be ready to find adequate solu-
tions at any time.
If we cannot plan the basic activities of military opera-
tional systems precisely enough, due to environmental
change, we can certainly plan the organization, flexible
enough to enable a wide range of activities. If we are
aware of the speed and necessity of change, we have to
establish mechanisms that will respond to change, iden-
tify it and capture even the faintest signals, and this is
possible only by creating and projecting a modern mod-
el of management in the defense system.
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