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COMPREHENSIVE SYSTEM

OF PROFESSIONAL AND PERSONAL
DEVELOPMENT OF CIVIL SERVANTS

OF CATEGORIES B AND C, AS ONE

OF THE KEY ASPECT FOR THE EFFECTIVE
PUBLIC ADMINISTRATION POLICY
FORMATION ON THE BASIS OF EUROPEAN
STANDARDS IMPLEMENTATION

M. K. Becoaosceka,
AOKTOp (irocodii 3a cnenianpHicTio "[Iy6aiune ynpaBainus Ta aaMinicTpyBanHA", cTapmmii BUKAaAad KadeApu
aamiHicTpaTuBHOTO i (pinancoBoro meHepxmenty, Hanionaasumit yuiBepcurer "AbBiBchka moaitexnika”

KOMITAEKCHA CMUCTEMA ITPOPECITHOTO TA OCOBMCTICHOTO PO3BUTKY AEPJ)KABHUX
CAYXBOBIIIB KATETOPIN B TA B, IK OCHOBA ®OPMYBAHHS EQOEKTUBHOT

ITOAITUKU AEPKABHOTO VIIPABAIHHS HA 3ACAAAX BITPOBAAKEHHA

E€BPOIIEVICBKUX CTAHAAPTIB

A comprehensive system of professional and personal development of civil servants of categories
B and Cis proposed, which includes: methods of evaluating the effectiveness of civil servants, which
will ensure maximum transparency, impartiality and optimize the time of evaluation and processing
of results; a model of behavioral analysis of civil servants that will enhance the theoretical significance
of basic research for understanding the behavior of civil servants. The comprehensive system provides
for the specification of career development measures for individual civil servants, which will motivate
professional and personal development. The results of the study led to a revision of the human
resources management system, in particular in the civil service, which will be based on the principles
of European standards.

The model of behavioral analysis of civil servants includes seven evaluation indicators and three
adjustment coefficients used to establish the index of civil servants personal qualities. Based on the
proposed methodology, the priority of types of intangible motives for certain age groups was
established by conducting a survey. The proposed methodology for researching of the intangible
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motivation priority and the interviewing novice civil servants system, will largely identify elements of
unethical behavior and minimize corruption risks. It is established that the application of behavioral
analysis has theoretical and applied significance. The results of theoretical and empirical research
of theories of behavioral analysis made it possible to apply it practice of civil service.

Based on theresults of the study, itis proposed to the National Agency of Ukraine for Civil Service,
public authorities, regional state administrations, regional councils, village, settlement, city councils
use the theoretical and methodological provisions suggested by the author in the development of
regulations adopted by a civil servant, his career advancement, professional and personal
development, optimization of personnel, procedures for evaluating work and behavior, planning a
training program, etc.

Y crarrti aBTOPKOIO 32NPONOHOBAHO KOMIM/IEKCHY cucTemy npogeciiiHoro ra ocobucTicHoro po3s-
BUTKY Aep>XaBHUX CJy)XOO0BLiIB kaTeropivi b Ta B, sika BK/1l04a€ MeToauKy OLiHIOBaHHS1 e PeKTUBHOCTI
po6oTu Ta Mogesnib NoBeRiHKOBOro aHani3yBaHHSA AepPXXaBHUX CJy)XO0BLIB. 3anponoHoBaHa MeTogmn-
Ka cnpusitTume noaasibLUomMy popMyBaHHIO ONTUMAaJIbHOT CUCTEMU OLiHIOBaHHS e(peKTUBHOCTI Aep-
JKaBHOrO yrnpasJliHHSA 3 ypaxyBaHHSIM €BPOIenCcbKOro 4ocBiayi Tpaguuii, Lo iCTOPUYHO CKanucs, a
TaKO>XX CTBOPEHHIO iIHCTUTYLiIHNX 3acan ans popmyBaHHSI epeKTUBHOIT NOITUKN [ep)XaBHOro yrnpas-
JNiHHS BiANOBIAHO [0 Cy4aCHUX eKOHOMIYHUX peaJliii i NToTpeo6 cycninbcTBa Ha 3acaaax BrpoBaA)XeH-
HS1 EBPONEenNcCbKNX CTaHaapTiB.

Mogenb noBegiHKOBOIro aHani3yBaHHs 4epPXXaBHUX CJY)XKOO0BLIB, BK/IIOYA€E CiM OLiHOYHUX NMOKa3-
HUKIB Ta TPy KopuUry4Ynx koeilyie HTu, BUKOPUCTOBYBaHNX AJ1s1 BCTaAHOBJIeHHS iHAEeKCcy ocobucTic-
HUX SKOCTel aep>xaBHoro cayx6osus. Ha ocHOBIi 3anponoHoOBaHO i MEeToANKY LLIJIIXOM NPOBeAEHHS
onuTyBaHHS 6yJ/10 BCTaHOBJ1IEHO NPiopuUTeTHICTb BUAIB HemaTepiasrbHNX MOTUBIB A4J151 OKPeMux BiKo-
BUXrpyn. 3anporioHoBaHa MeToauKa AOCliA)KeHHSs NPIOopUTeTHOCTi HeMmaTepiasibHOro MOTUBYBAaHHS
Ta cucTema onuTyBaHHS AepPXXaBHUX CIY)XO0BLiB-NoYaTKiBLiB, 3Ha4YHOIO MiPOIO O3BOJINTb BY4aCHO
BUSIBUTU e/1IeMEeHTU HeeTU4YHoi noBediHkn i 3abe3aneynTn MiHiMi3aLiro kopynuiiHnx pu3ukise. YcTta-
HOBJIEHO, L0 3aCTOCYBaHHSsI NOBEAIHKOBOIro aHasily Ma€ TeopeTuyHe i npuknagHe 3Ha4yeHHs. Pe-
3y/IbTaTU TEOPETUKO-EMITiPUYHOIr 0 [OCAIAKEHHS TeopPii NnoBeAiHKOBOro aHani3y Aajin MOXJ/INBICTb
3acTocyBaTy lioro y NnpaKkTUYHIi #issnbHOCTI gepixaBux ciyx00BLiB.

Ha nigcraBi pe3ynesratiB gocnigxeHHs NPornoHyeTbcsi HayioHasbHOMY areHCTBY 3 NMUTaHb fep)XaB-
HOT cnyx6u, opraHam gepxxaBHoi Bnagn, o6nacHum gepxxaBHUM agMiHicTpauism, obnacHum pagam,
CisIbCbKUM, CeJINLIHUM, MiCbKUM pagaM Ta iH. BUKOPUCTOBYBaTH PpO3pP006JIeHi aBTOPOM TeOopeTUYHi
Ta MeTO4UYHI MOJIO)XKEHHS NMPU PO3POo6LIi HOPMAaTUBHUX AOKYMEHTIB, NPUIAHSTI Aep>XaBHOro cay>x60s-
us Ha nocapgy, ¥ioro npogeciiHoro Ta cocobuCcTiCHOro po3BUTKY i NPOCyYBaHHI kap ‘€pHOI0 ApabuHoio,
onTumMmizauii oco6oBoro cknaay, npoueaypi ouiHOBaHHsS pOo60TH Ta NoBeAiHKN, NaaHyBaHHI nporpa-
MU nigBuLLeHHS kBanigikauyii Towo.

Key words: complex system, work efficiency, behavioral analysis, professional and personal development, civil
servant.

KarouoBi cnoBa: komnaekcHa cumema, egpekmuBHicms pobomu, noBedinkoBuii aHanis, npogecitinui ma ocobu-
cmicHuli po3Bumok, depicaBruli cayxc6oBeys.

PROBLEM STATEMENT

Ukraine is at the stage of deep reforms, as today
there is an urgent need to solve many problematic
situations in the political, social, economic and cultural
spheres. The state seeks to implement radical worldview
changes, the main purpose of which is to build strong
cooperation between citizens and public administration.
Ukraine, like most UN member states, has joined the
global process of sustainable development, which has
led to the goals and objectives of "ensuring com-

prehensive and equitable quality education and
promoting lifelong learning for all" [1]. Ukraine has
chosen the European vector of development, and hence
the movement towards the model of European
civilization, which requires a difficult path to a society
of new quality.

Today's global challenges require the construction
and organization of a highly qualified civil service
institution, ensuring its efficiency through the
professionalism of staff capable of high-level deve-
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lopment and policy-making, prompt decision-making
taking into account European and Euro-Atlantic
integration, taking into account existing legislative,
resource constraints, assessing the political, social,
economic and environmental consequences of solu-
tions.

Thus, the study of current trends in the management
of professional and personal development of civil
servants and, accordingly, improving the system of their
professional training is becoming increasingly im-
portant.

ANALYSIS OF RECENT RESEARCH
AND PUBLICATIONS

Problems of professional and personal
development of civil servants have long been
widespread in domestic research, including issues
related to the development of effective personnel
policy, improving staffing of public administration,
improving the system of training, retraining and
advanced training of civil servants. These issues
occupy an important place in the research of the
following scientists: Bila L.R., Oluyko V.M., Leonov
O.L., Gusak LV. etc. [2; 3; 4; 5, pp. 53—58] For
example, |I. Surai analyzes the directions of the
functional competence approach application in the
formation of political and managerial elite [6, pp. 93—
101].

The problem of the efficiency of the civil service has
been studied by such foreign scholars as E. Newmayer [7,
pp. 920—930], I. Loffler [8], W. Newgent [9] and domestic
D. Pavlov [10, pp. 217—233], V. Tkachova [11, pp. 30—
371, N. Nizhnik [12, pp. 6-11], V. Salamatov [13, pp. 82—
891, B. Gavrilishin [14] and others.

Experimental analysis of the behavior of civil servants
by determining the type of intangible motives was studied
in the works of Malimon L. [15]. Behavioral approach to
leadership in the civil service is revealed in the work of
Litvinovsky E. and Litvinovska l. [16].

The problem of ensuring the activation of
professional and personal development of civil servants
is still not deeply studied by scientists, and the
requirements for competence and professionalism of civil
servants are changing and growing along with public
reforms and therefore there is a need for more in-depth
research.

The purpose of the article is to develop a compre-
hensive system of professional and personal development
of civil servants of categories B and C, to propose
measures for career growth of individual civil servants,
which will motivate professional and personal develop-
ment.

THE MAIN MATERIAL

Civil servants are the main human resource of the
national system of public administration. The basic ideas
and approaches to the civil service and civil servants as
human capital are universal, despite the fact that the
nature of the civil service varies depending on the
political system of the country. Despite the fact that
the national systems of countries retain their basic
features and characteristics, today there is a trend

towards a common European model of public administ-
ration, which aims to move from authoritarianism to
decentralization and independence of power. This unity
is due to the historical commonality, similarity of
development processes and the peculiarity of large-
scale integration processes.

The level of efficiency of the civil service system is
a key advantage of the modern state in the international
arena. However, the issue of civil servants effectiveness
evaluating is extremely important and relevant.
According to the results of the analysis, in most cases
of the staff work evaluation quality takes place:
formalism, misunderstanding of the evaluation
procedure, as well as lack of awareness of the
importance of this process for staff professional and
personal development. Therefore, it is not possible to
expect a high level of efficiency in their implementation.
The proposed advanced comprehensive methodology
will serve not only as a way to assess the effectiveness
of civil servants of categories B and C, but also
contribute to the development of human resources, the
formation of a strong and capable apparatus of public
administration, professional, politically neutral and
authoritative civil service.

According to the existing methodological recom-
mendations, resolutions and orders, the evaluation of
the efficiency of civil servants should be conducted
once a year. Evaluation participants: civil servant,
manager, appointee, personnel management service.
Moreover, the tasks and key performance indicators
for category B and C civil servants are recommended
to be developed taking into account the form specified
in Annex 7 to the Resolution of the Cabinet of Ministers
of Ukraine of July 10,2019 Ne 591 (Cabinet of Ministers
of Ukraine, 2019c). However, the appendix does not
specify these indicators. They are recommended to be
developed independently by managers with the
participation of civil servants who are being evaluated.
The personnel management service carries out
organizational and advisory work during the evalua-
tion.

This evaluation system is not perfect because:

— it takes a lot of time that could be spent more
efficiently;

— not all key performance indicators of civil
servants, which, incidentally, are determined by his head
individually and may differ significantly in different
regions, are measured in quantitative terms — in
practice, most are rated "completed" or "failed",
sometimes — "excellent" "," positive "or" negative ",
which also reflects the results of the civil servant's
activities quite vaguely. In addition, the difference
between 3 and 4 points is very controversial in practice,
as there are de facto types of work of civil servants that
do not involve making suggestions for improvement in
existing documents;

— the evaluation interview introduces an element of
subjectivity and does not always reflect the real state of
affairs;

— most civil servants do not understand the
difference between the concepts of "effectiveness" and
"efficiency";
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Table 1. Recommended performance criteria for technical performers and specialists

Individual Evaluation
Criterion of efficiency assessment by th.e head
(maximum - | (maximum -
50 points) 50 points)
Quality of performance of tasks 10 10
Timeliness and efficiency of tasks |10 10
Labor intensity, rational use of 10 10
working time
Independence in performing tasks |5 5
Use of innovations in work 5 5
Adherence to professional ethics 5 5
Execution of additional tasks (in 5 5
case of absence of another
employee), advanced training,
internship

Note: Compiled by the author on the basis of [17].

Table 2. Recommended criteria for the effectiveness of managers

Criterion of efficiency

Quality control of tasks

Timeliness and efficiency of
publication and control over the
implementation of tasks

Labor intensity

Use of innovations in work

Providing suggestions for
optimizing the work of
subordinates and the unit as a
whole

Additional responsibilities,
training, internships

Adherence to professional ethics

Individual | Evaluation
assessment | by the head
(maximum - | (maximum -
50 points) 50 points)

5 5
5 5
5 5
10 10
10 10
5 5
10 10

Note: Compiled by the author on the basis of [17].

— the results cannot be translated into the plane of
the European of the civil service efficiency evaluation for
determining the InCiSE index.

The proposed improvement is based on the most
important functions and attributes of the civil service,
which are used to calculate the International Civil Service
Efectiveness Index, which was developed in 2017 with the
assistance of Oxford University, the Institute of
Government and Public Service of the United Kingdom,
Open Society Foundation [17].

In addition, despite the large number of sectoral and
functional specializations of structural units and
individual positions, work in a public service makes a
number of requirements for general basic training, 1Q,
behavior ethics, business qualities and specific public
mentality of employees. In developed countries, this is
stipulated in the mandatory requirements for citizens who
can apply for the position of civil servant of a certain
category.

In order to unify the key criteria for the effectiveness
of all civil servants of categories B and C, it is necessary
to divide the nature of work into technical performers,
specialists and managers. Each of them should be assigned
key performance indicators — ie how effectively the goals
are achieved in the performance of tasks (Tabl. 1and Tabl.
2).

The improved assessment methodology is as follows:

1. At the end of each quarter, the employee and
the immediate supervisor fill in a table in which the

average scores of performance criteria for all tasks
are set.

2. At the end of the year, all 4 tables for quarters are
reduced by the personnel management department to a
single table. The results of individual and managerial
evaluation of performance indicators are summed up for
each quarter, and for the year are calculated on the principle
of arithmetic mean.

3. Based on the results of the annual evaluation, an
order is issued, a copy of which is kept in the personal file
of the employee. In addition, a decision is made on the
possibility of setting allowances and surcharges and
further evaluation to decide whether to make a contribution
to the personnel reserve or advance in the career ladder
[18].

Thus, the improved methodology for assessing of
civil servants effectiveness of categories B and C will
ensure maximum transparency and impartiality of the
procedure, reduce the time spent by 40—50% and
bring Ukraine as close as possible to European
standards in this area. In addition, our improved system
will provide an opportunity to highlight the basic
competencies and professionally necessary qualities
of modern for clearly defined categories of civil
servants.

However, in order to perform his / her professional
duties, a civil servant must not only possess professional
knowledge, but also have a certain set of behavioral traits
and personal qualities necessary for carrying out
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Research of priorities of internal intangible motivation of civil servants
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Identification of the main intangible motives that will affect the behavior of civil servants
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Internal organizational structure of a state institution

Professional Personal Organizational Communicative
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* Long-term training; e * Recognition by e Management style; * Conditions for
* Short-term the team; o Career development working meetings;
training; e The image of a conditions; « Availability of
* Internship; civil servant based o Working conditions space for
*Exchange of on ethics; communication
experience; . with colleagues;
* Rotation * Recognition by . Conditioni of
management .
work with new
e e employees

Fig. 1. Model for determining the type of intangible motives that will affect
the behavior of civil servants

Note: improved and formed by the author on the basis of [23; 24].

professional activities. The behavior of civil servants and
local government officials should ensure public
confidence in the civil service and service in local
government[19].

The behavior of civil servants and local self-
government officials is based on the principles of civil
service and service in local self-government bodies
defined by the Laws of Ukraine "On Civil Service"
[20]. And "On Service in Local Self-Government
Bodies" [21], as well as general requirements for the
conduct of these persons, defined by the Law of
Ukraine "On Prevention of Corruption” [22].
Compliance with all these rules and requirements by
civil servants is directly related to the level of effi-
ciency of their work.

The result of the empirical study was to build a model
for determining the type of intangible motives, which forms

the basis for civil servants behavioral analysis and includes
experimental analysis of their behavior by setting priorities
for different age groups. Fig. 1 presents a model of using
the experimental method of behavioral analysis, used to
determine the impact on the behavior of civil servants of
intangible motivation.

This model of application of the experimental
method of behavioral analysis of civil servants was
implemented by including it in the survey through Google
Forms and aimed at periodic internal audit to identify
priorities among the proposed intangible motives by
major groups and in certain areas with age structure of
civil servants.

To develop a model of behavioral analysis, all civil
servants of categories B and C should be assigned key
indicators of behavioral analysis (Table 3). However, we
propose to introduce a formula that would include
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Table 3. A model of behavioral analysis of civil servants

Individual Evaluation by
Legend Behavioral analysis indicator (mf';f;immer_ltso (nﬁiiﬁii )
points) 50 points)
K1 1) respect for the dignity of others; 10 10
K2 2) courtesy and adherence to a high culture of communication; 10 10
K3 3) friendliness and prevention of conflicts in relations with citizens; 10 10
K4 4) prevention, including outside the civil service, of actions and 5 5

deeds that may harm the interests of the civil service or adversely
affect the reputation of a civil servant.

K5 5). honesty, competence, efficiency, responsibility and impartiality 5 5
in the performance of their official duties, initiative, as well as
avoidance of evasion of decision-making and responsibility for
their actions and decisions.

K6 6). improving their skills, knowledge and abilities in accordance 5 5
with the functions and tasks of the position, improving the
professional and cultural level,

K7 7). Execution of additional tasks (in case of absence of another 5 5
employee), advanced training, internship

Adjustment factors

P1 Coefficient of taking into account 0 complaints 0 complaints
complaints about the work of public 1 complaint proving 1 complaint proving violation /
authorities violation / incompetence of incompetence of PS -0.8
CS-0.8 2 complaints proving violation /
2 complaints proving incompetence of PS - 0.75
violation / incompetence of
CS-0.75
P2 Existence of cases of disciplinary no -1 no -1
violations was, but the guilt of the was, but the guilt of the
commission is not proved - commission is not proved -0.95
0.95 disciplinary sanctions:
disciplinary sanctions: remarks -0.8
remarks -0.8 warning of incomplete compliance -
warning of incomplete 0.7
compliance - 0.7
P3 Presence of intra-corporate no -1
conflicts / complaints of work complaints of 3 colleagues -0.85
colleagues complaints of 3-5 colleagues -0.8
complaints of 6-7 colleagues - 0.7
More complaints require an internal
investigation
Calculation formula: R = (2, K)xPI1xP2xP3 (3.1)
The maximum number of points for evaluation according to two criteria R 100

The value of the index of personal qualities of a civil servant

Range of points

Description

90-100 points

High quality of professional ethics, which should be taken into account when considering
different types of material and material motivation, as well as when making recommendations
for changing the rank or position

80-89 points

Sufficient quality of professional ethics, and it is necessary to motivate by intangible methods

70-79 points

Average quality of professional ethics, which requires a more detailed analysis of the behavior
of civil servants by conducting additional questionnaires and interviews

60-69 points

Low quality of professional ethics, which requires a more detailed analysis of the behavior of
civil servants by conducting interviews about the possibility of disciplinary investigation

Note: Compiled by the author on the basis of fig. 1.

corrective factors based on illegal actions of civil servants,
based on a survey of 10 experts on the most common cases
of deviations from the rules of conduct (experts included:
3 doctors of public administration, 2 employees — civil
servants of category B of the personnel management
service, 3 employees — civil servants of category B, 2
employees of the personnel management service of the
state body).

Thus, it was found that the use of the proposed model
will allow quickly and efficiently find those candidates
who are best suited for a particular job. In turn, this will
lead to a reduction in corruption risks, staff turnover, as
well as saving a significant amount of time for recruitment
(25).

Based on the proposed methods, a comprehensive
system of professional and personal development of civil
servants of categories Band C has been developed, which
includes performance indicators, ie how effectively the set
goals are achieved in performing tasks (result of
professional development), as well as indicators of
behavioral analysis and ethics (result of personal
development) (Fig. 2).

CONCLUSIONS

A comprehensive system of professional and personal
development of civil servants of categories B and C has
been developed, which includes a methodology for
assessing the effectiveness of work and a model of
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COMPREHENSIVE SYSTEM OF PROFESSIONAL
AND PERSONAL DEVELOPMENT OF CIVIL SERVANTS OF
CATEGORY B AND C

Professional development
of civil servants

O

Personal development
of civil servants

<z

Systems for evaluating of civil servants
effectiveness:

Model of behavioral analysis of civil servants:

{

U

Advantages of application:
»  maximum transparency, impartiality;
»  optimization of evaluation and
processing time of resullts.

Advantages of application:
»  strengthen the theoretical significance
of basic research;
»  understanding the behavior of civil
servants.

J

RESULT:

A

- specification of measures for career
growth of an individual civil servant;

- promoting the formation of a modern
institution of public administration;

- increase of trust and respect of citizens
of the institute of public administration.

practice:

Application

v' Use in the development of regulations;
v’ Use of theoretical and methodological
provisions for employment, career growth;
v’ Application in the procedure of
evaluation of civil servants;

v" Use in personnel optimization;

v' Use in planning of advanced training
programs.

- National Civil Service Agency;
- Public authorities;

- Regional state administrations;
- Regional councils;

- Village, town, city councils

Fig. 2. Comprehensive system of professional and personal development
of civil servants of categories B and C

Note: compiled by the author on the basis of tabl..1,2,3.

behavioral analysis of civil servants. The proposed
methodology will contribute to the formation of an optimal
system for assessing the effectiveness of public servants,
taking into account European experience and historical
traditions, as well as creating institutional foundations for
effective public administration policy in accordance with
modern economic realities and societal needs. Based on
the results of the study, it is proposed to the National
Agency of Civil Service, public authorities, regional state
administrations, regional councils, village, settlement, city
councils, etc. use the theoretical and methodological
provisions developed by the author in the development of
regulations adopted by a civil servant, his promotion,
optimization of personnel, procedures for evaluating work
and behavior, planning a training program, etc.
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