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FACTORS OF INFLUENCE
ON THE PROFESSIONAL DEVELOPMENT
OF PUBLIC SERVICE IN UKRAINE

Abstract. The article reveals the influence of factors on the professional de-
velopment of public service in Ukraine. The essential of the concept’s of “factor”
and “factors of professional development” is considered. It has been established
that the factors of professional development of the public service should be un-
derstood internal and external reasons in relation to the public servant, which
significantly affect the changes that occur in his professional activity. The classi-
fication of factors influencing development by various scientists is considered. It
is established that the above approaches to determining the factors affecting the
professional development of public service in Ukraine are mostly fragmentary.
At the same time, it is well known that professional development occurs not only
at the personal (individual) level, but also at the level of service in public au-
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thorities and is related to all social and professional activity in the field of public
administration. In the process of professional development of public servants, it
should be taken into account that the public service system in Ukraine is open,
with a fairly rapid internal movement of public servants. For employees, the risk
of losing their working and, on the other hand, is more likely to advance in the
service, has increased; therefore, the improvement of professional development
is the most important mechanism for maintaining the position and ensures rapid
career growth. It was found that the professional development of public service
is influenced by many factors that we have divided into four groups (socio-eco-
nomic, individual socio-psychological and motivational). Socio-economic fac-
tors affecting the professional development of public service in Ukraine can be
considered unregulated, since they do not depend on the management process,
but they stimulate the adoption of important managerial decisions. Other factors
(individual, socio-psychological and motivational) can affect the professional de-
velopment of public service in Ukraine in different ways. The influence of these
factors should be taken into account in the process of managing the professional
development of public servants in Ukraine.

Keywords: professional development, public service, public servants, factors
of professional development, management of professional development.

®AKTOPHU BILIMBY HA ITPO®ECIHHUI
PO3BUTOK IIYBJITYHOI CJIYKBU B YKPAIHI

Asorairisi. Po3KpuTo BIUINB YNHHUKIB Ha MPOodeciitHmii po3BUTOK TTyOIiuHOI
carys;kOu B Ykpaiui. Po3risiHyTo CyTHICTD MOHATD “dUHHUK” Ta “YMHHUKY TIPOde-
ciiinoro po3BUTKY”. BeTaHoBeHo, M0 1Mi/1 YMHAUKAMU TTPO(ECiHHOTO PO3BUTKY
yGJIuHOT CrysKOM CJIil PO3YyMITH BHYTPIIIHI Ta 30BHINIHI IPUYUHU CTOCOBHO
yOIiYHOTO CI1yKOOBIIS, SIKI ICTOTHO [T03HAYAIOTHCS Ha 3MiHAX, 110 BigOyBalOTh-
cs1 y Horo mpodeciiiniit mgisrbHOCTi. PosriignyTo Kiacudikaiiio YMHHUKIB, M0
BIUIMBAIOTh HA MPOodeciiiHnii PO3BUTOK, PISHUMM HAYKOBISIMU. BcTaHOBIIEHO,
10 HaBeJIeHi MiXON 0 BU3HAUEHHS YMHHWKIB, O BIJIMBAIOTH Ha Tpodeciii-
HUIT PO3BUTOK TIyOJiuHOl cry:KOM B YKpaiHi, € TepeBakHO (DparMeHTapHUMIL.
Boztouac 3araibHOBIZOMO, 1110 MTPOGheCiiHIiT PO3BUTOK BifIOYBAEThCS HE JIUIIE
Ha ocobucriciomy (iHAUBILyaTbHOMY) PiBHI, a ¥ Ha piBHI cJIysKOM B OpraHax Imy-
GJIYHOT BT/ Ta MA€E BiTHOIIEHHS /10 BCI€T COMiaabHO-IPodeciitHol MisIbHOCTI Y
cepi mep:kaBHOTO yIpaBJIiHHs. Y mpoleci mpodeciitHoro po3BUTKY MyOIidHIX
ca1y>KO0BIIIB BapTO OpaTH 10 yBaru Te, 10 cUcTeMa IyOiuHol c1yk0u B YKpaiti €
BiZIKPUTOTO, 3 IOBOJII IIBUAKUM BHYTPINIHIM PyXOM IyOiuHIX cryskO0BILB. JIjst
carysKOOBILIB, 3 O{HOTO GOKY, Ha JIaHIiT Yac MMOCUIUBCS PUSKK TT030YTUCS TTIOCA/IH, &
3 IHIIIOTO — MIBHUIIIE TIPOCYHYTHCS Ha CIy K01, TOMY ITOKpaIeHHs IpodeciitHoro
PO3BUTKY BUCTYIIAE HAMBAKIMBIIINM MEeXaHI3MOM 30€pesKeHHs Tocaiu Ta 3a0e3-
mevye cTpiMKe Kap'€pHe 3pOCTaHHs. 3’scOoBaHO, MO Ha MpodeciiHnii pO3BUTOK
ny61iuHOI C/1ysKOU BILIMBAE YNMAJIO YMHHUKIB, SIKi HAMU MOSKHA ITOLIMTH Ha Y40-
TUpHU TPy1HK (COIiaJIbHO-eKOHOMIYHI, IHIUBIIyaJIbHi, COIIaTbHO-TICUXOJIOTIYHI Ta
MoTuBalliiifi). ComiaJbHO-eKOHOMIYHI YWHHWKH, SIKi BIJIMBAIOTH Ha TTpodeciii-
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HUIT PO3BUTOK MyOIiuHOI ¢1y:kOu B YKpaiHi MOKHA BBasKaTU HEPETYJIbOBAHUMH,
OCKLJIBKM He 3aJIe3KaTh BiJl IIPOIECY YIIPaBJIiHHS, IIPOTE CTUMYJIIOIOTH IPUHHATTS
BAKJIMBUX YIPABIIHCHKUX pilieHb. Pemta ymHHUKIB (IHAMBIAyaIbHI, COIiah-
HO-TICUXOJIOTIYHI Ta MOTUBAIIiITHI) MOKYTb MTO-Pi3HOMY MO3HAYATHCS Ha Tpode-
CiiiHOMY pO3BUTKY IyOsiuHOl cayxk06u B Ykpaini. BIums o3HaueHNX YNHHMKIB
noTpiGHO OpaTh 0 yBaru B MPOIleci YIpaBiHHSA MPpOoheCciiHiM PO3BUTKOM ITy-
GJHiuHKX CaIyKOOBIIB B YKpaiHi.

Kmouogi caoBa: npodeciiiauii po3BUTOK, ybriuHa cy:x0a, myOidHi cry:K-
GOBIIl, YNHHIKU TPOGECITHOTO PO3BUTKY, YIIPABJIIHHS TPOGhECIITHUM PO3BUTKOM.

DOAKTOPDI BJINAHNA HA TIPODECCUOHAJIBHOE
PA3SBUTHUE IYBJIMYHOMN CJYKBbl B YKPAUHE

AnHotamus. PackpbiTo BausgHue GakTopoB Ha MpodeccuonaabHoe pa3BUTHE
myGJUYHON caryKObl B YKpaute. PaccMOTpeHBI CYIHOCTh MOHATHIT “GakTop” u
“(hakTOpbl TPOhecCHOHATIBHOTO Pa3BUTHS . YCTAHOBJIEHO, YTO 1O/ (haKTOpaMu
npodeCCHOHATIBHOTO Pa3BUTH TTyOJIMYHOM CIIy:KObI CJIeyeT MOHUMaTh BHY-
TPEHHVE ¥ BHETTHIE TPUYUHBI OTHOCUTEIHHO ITyOJIMYHOTO CITYSKAIIET0, KOTOPbIE
CYIIIECTBEHHO CKa3bIBAIOTCS HA M3MEHEHUSIX, TIPOUCXOSATINX B €T0 Mpodeccno-
HaJBHOU AesTenbHOCTH. PaccMoTpena kiaaccubukanms (hakTOpPOB, BIAUSIONIAX
Ha Pa3BUTHE, PA3TUIHBIMU YYEHBIMI. YCTAaHOBJIEHO, YTO TTPUBEIEHHBIE TIOXO/TbI
K olpejiesieHI o (haKTOPOB, BIUSIONINX Ha IPodheccrnoHaibHOe pasBuTHe myOimd-
HOU caykObl B YKpauHe, eCTh IPEUMYIIECTBEHHO (pparMeHTapHbIMU. B TO ke
BpeMsI O0IIEU3BECTHO, YTO TPOHECCHOHATBHOE PA3BUTHE TPOUCXOIUT HE TOJHKO
Ha JINYHOCTHOM (MHIUBUIYAJIHLHOM ) YPOBHE, HO U Ha YPOBHE CIy;KOBI B OpraHax
yOJIMYHOI BJIACTH M MIMEET OTHOLIEHUE KO BCEH COIMaNbHO-TIPO(eCCUOHATbHOM
nesTeTbHOCTH B chepe Tocy/IapcTBEHHOTO yIipaBieHus. B mporiecce mpodeccno-
HAJIBHOTO PA3BUTHUS MyOJUIHBIX CIAYXKANUX CJEAYeT MPUHUMATh BO BHUMAHIE
TO, 4TO CHCTEMA ITyOJIMIHOI CITy;KObI B YKpauHe SIBJISICTCS OTKPBITOIA, € IOBOJIbHO
OBICTPBIM BHYTPEHHUM JIBVKEHUEM MyOJUUHBIX CIIysKaiux. J[us cayxamux, ¢
OJTHOM CTOPOHBI, B HACTOSIIEE BPEMST YCUITUICS PUCK JUTTUTHCS IOJKHOCTH, a C
JPYroil — CKopee TPOABUHYTHCS TI0 CIysk6e, OATOMY yirydlieHue mpodeccno-
HAJBHOTO Pa3BUTHUS BBICTYTIAET BAKHEUTITIM MEXaHNU3MOM COXPaHEHUS JTOJKHO-
cTh 1 00ecTieunBaeT CTPEMUTEIbHBINA KapbepHBIN POCT. BhisicHeHO, 4TO Ha TIpo-
(beccuoHaIbHOE pasBUTHE TTYOJIUIHON CITY;KObI BJIUSET MHOKECTBO (haKTOPOB,
KOTOpPbIe MOKHO Pa3fIeJIUTh HA YeThIpe TPYTMIHI (COMMATbHO-9KOHOMUYECKIE,
WHUBHUIyaTbHBIE, COIMUAIBHO-TICUXOJOTUYECKHEe W MoTuBaImonubie). Corm-
aIbHO-3KOHOMUYECcKre (PaKTOPHI, BAUSIONINE HA MPOohecCuoHATbHOE Pa3BUTHE
yOJUYHOI CaIysKObI B YKparHe, MOKHO CUUTATh HEPETYIUPYEMBIMHU, TIOCKOJIbKY
He 3aBUCSAT OT TpoIiecca YIIPaBIeHNs, OHAKO CTUMYJIUPYIOT TPUHATHE BAKHBIX
yrpaBieHuecknx perennii. Octanbabie (akToOpsl (MHAMBULYAJTbHbIE, COTTNATH-
HO-TICUXOJIOTUYECKWe M MOTHUBAIMOHHBIE) MOTYT TI0-Pa3HOMY CKa3bIBaThCS Ha
pohecCUOHATIBHOM Pa3BUTHH IyOJIMYHOI cy:KObl B Ykpaune. Biusgnue pan-
HBIX (DaKTOPOB HYKHO MPUHUMATh BO BHUMaHUe B TIpoIecce YIPaBJIeHUs TIPO-
(hecCHOHATBHBIM Pa3BUTHEM MTYOJUUHBIX CITYKAIUX B YKPAUHe.
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KmoueBbie cioBa: passurue, myOgudHas ciys:kOa, yOJIMYHbIE CIIy/Kallue,
(akTopbI IPodhecCHOHATLHOTO Pa3BUTHS, YIIPaBJIeHUE TIPODHECCUOHATEHBIM Pa3-

BUTHUEM.

Statement of the problem. First of
all, professional development is the coor-
dination of personal interests of employe-
es with the interests of public service.
In addition, professional development
is a kind of mechanism that is designed
to protect against illegal actions of the
head, as well as to ensure efficiency. In
turn, the effectiveness of work depends
mainly on the quality of professional
selection, the functions of the profes-
sional sphere, where the public servant
will use and deepen existing knowledge
and skills. There are many factors that
affect the professional development of
public servants. In order to reduce the
adverse effects of these factors, the state
is obliged to assist the public servant in
solving various problems: to create fa-
vorable working conditions, to provide
premises with good lighting and heating;
transport, communication, as well as to
provide automation of work, etc.

Analysis of the recent research
and publications. Currently, there are
many studies on the professional de-
velopment of public servants, but the
study of the influence of factors on the
professional development of public
service has studied by such scientists
as I. Bushuyeva, Z. Isayev, L. Kara-
mushka, L. Myronova, M. Novykova,
O. Okis, D. Super, G. Tregubenko,
I. Shpektorenko and others.

The purpose of the article to reveal
the influence of factors on the profes-
sional development of public service in
Ukraine.

The main material. First of all, we
will reveal the essential of the con-
cepts’ “factor” and “factors of profes-
sional development” in order to clearly
define this issue.

So, the factor is a concept’s derived
from the concept’s of “do”, “act”, “per-
form a certain act, action”, “what does,
exerts influence, acts”. Among the sy-
nonyms of this concept’s is the term
“factor”, which comes from the Latin
word “facere” (“act”, “produce”, “mul-
tiply”). Note that in technology, the
concept’s of “factor” is understood as
a source of influence on the process,
phenomenon, system. A factor in the
general scientific sense is a variable
that is assumed to affect the results of
an experiment. It is pertinent to point
out that in economics and technology
a statistical method of analysis of the
influence of individual factors on the
performance indicator, called factor
analysis, is used. Inaccuracy and bias
in performing such an analysis can lead
to ineffective decisions and, ultimately,
to negative economic consequences.
When examining any processes in the
field of public administration, it is also
necessary to outline the factors that af-
fect their course and content [1, c. 155].

Professional development is a long
process aimed at preserving, improving
and using personal and professional
qualities. The content of the process of
professional development of personnel
is the coordination of goals and objec-
tives of the organization with current
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and future professional qualification
requirements for employees. The main
resource in the civil service is a person
with his intellectual and physical abili-
ties, that is ability to work. Professional
development is a process of inclusion
and activation of employees to perform
new production functions [2, c. 35].
Professional development of per-
sonnel is a set of organizational and
economic measures of the personnel
management service of the organi-
zation in the field of personnel trai-
ning, retraining and advanced trai-
ning. These activity include issues of
professional adaptation, evaluation of
candidates for vacant positions, cur-
rent evaluation of personnel, business
career planning and career develop-
ment, work with the personnel reserve,
inventive and innovative work in the
organization. The implementation of
staff development activity involves
certain costs, but experience shows
that this contributes to a progressive
transformation in the organization [3].
Thus, based on the above, we can
conclude that the factors of professional
development of public service should
be understood as internal and external
reasons in relation to the civil servant,
which significantly affect the changes
that occur in his professional activity.
The practical activity of a public
servant is determined by his personal
characteristics, but at the same time,
depends on the professional environ-
ment. Therefore, the factors influen-
cing professional development are di-
vided into objective, subjective and
subjective objective. Objective factors
reflect social relations, moral and psy-
chological climate, the level of deve
lopment of society as a whole and are

associated with the system of profes-
sional activity, as well as with the ac-
tions of the individual aimed at achie-
ving high results. Subjective factors are
related to the individual prerequisites
for the success of professional activity
and include the value orientations of
the public servant, his motives, orien-
tation, interests, etc. This is, first of all,
the content invested by the subject in
professional activity, deeds and actions,
as well as the subject’s knowledge of
the means, methods, conditions for
achieving the goals. Their manifesta-
tion is explained by subjective factors
that contribute to the growth of pro-
fessionalism. Subjective-objective fac-
tors related to the organization of the
professional environment, the profes-
sionalism of managers, as well as the
quality of management [4, c. 172].

The professional development of
public servants is influenced by various
factors. Objective factors include the
need for professionals and the prestige
of the civil service, as well as the ability
to solve modern public administration
problems at the professional level. In
turn, the subjective factors are the mo-
tivation of personal and value orienta-
tions [5, c. 200].

D. Super’s approach is interesting,
which identifies three groups of factors
that determine the process of profes-
sional development: psychological (in-
telligence and special abilities of the in-
dividual, interests, values and needs),
economic and social (economic status,
technological change, labor market
situation), social (socio-economic sta-
tus, level of education, marital status,
gender, age). According to the scien-
tist, social and psychological factors
are crucial for successful professional
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development, as high socio-economic
status, intellectual abilities allow an in-
dividual to get a good education. Edu-
cated people use the available resour-
ces and opportunities effectively and
will be more stable in their professional
development. It is difficult to disagree
with this statement of the author [6].

At the same time, there are such
factors that affect professional deve-
lopment as general (non-official, non-
professional) and special (official, pro-
fessional). In our opinion, such adivision
is mainly conditional, as general factors
contribute to the formation of the basic
qualities of the employee related to his
work, and, conversely, service activity
largely determine the behavior of the
individual outside of work [4, c. 174].

Isaev Z. V. along with socio-psycho-
logical and personal factors also identi-
fies social, which includes:

* the need to take into account
trends in personnel policy;

* the need to improve the assess-
ment of human resources of the public
service;

* implementation of socially signifi-
cant programs;

¢ development and implementation
of a mechanism of interaction between
public authorities and society in choo-
sing the priorities of professional de-
velopment [7, ¢. 15-21].

In our opinion, the above approaches
to determining the factors that affect the
professional development of public ser-
vice in Ukraine are mostly fragmentary.
At the same time, it is well known that
professional development takes place
not only at the personal (individual)
level, but also at the level of service in
public authorities and is relevant to all
socio-professional activity in the field of

public administration. Thus, based on
the above, it can be concluded that the
factors influencing the professional de-
velopment of civil servants in Ukraine
can be divided into four groups.

Thus, socio-economic factors that
affect the professional development of
public service in Ukraine can be con-
sidered unregulated, as they do not de-
pend on the management process, but
stimulate the adoption of important
management decisions. The influence
of these factors should be taken into ac-
count in the process of developing and
implementing a strategy for profes-
sional development of public servants
in Ukraine.

Other factors (individual, socio-psy-
chological and motivational) can affect
the professional development of public
service in Ukraine in different ways.
Thus, individual factors are subject to
partial regulation. In particular, it is
possible and necessary to regulate the
level of qualification of public servants,
their value system, etc. Socio-psycho-
logical and motivational factors can also
be considered regulated, but mostly the
accounting and change of these factors
affect the effectiveness and quality of
management of professional develop-
ment of public service in Ukraine.

Motivational factors ensure the ef-
fective operation of the public service
in Ukraine. Since needs determine the
motives of behavior and activity of em-
ployees, the degree of their satisfaction
should be considered as a driving force
of professional development of public
servants. The degree of satisfaction of
the needs of public servants directly
determines how well they can develop
professionally in the public service.
The higher the degree of satisfaction of
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Factors influencing the professional development of public servants

Y

Socio-economic

- global, national and regional changes in personnel policy priorities
in public authorities

establishing a mechanism of interaction between state bodies
and civil society to coordinate the interests of different levels of government
in choosing the priorities of professional development of public servants

Y

improving the assessment of the human resources potential of the public
service, taking into account the social status of public servants

Y

work positions cuts and funding

\4

Individual

> the desire of public servants in professional development

> the desire of public servants for self-education and self-improvement

Y

the ability of public servants to continuously improve their professional skills

Socio-psychological

Y

Y

“emotional burnout” syndrome of public servants

\ 4

favorable socio-psychological climate

Motivational

Y

Y

the degree of satisfaction of the needs of the servant

> the degree of manifestation of one of the two forms of motivational
sphere of the servant (motivation to succeed or prevent failure)

Fig. 1. Factors influencing the professional development of civil servants in Ukraine *
* compiled by the author
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needs, the easier it is for public servants
to develop their knowledge, skills and
abilities [8, p. 49-51].

The subgroup of motivational fac-
tors also includes the degree of mani-
festation of one of the two forms of
motivational sphere of public servants
(motivation to succeed or prevent fai-
lure). Motivation to succeed is the de-
sire of public servants to achieve goals
in various activity. At the same time,
public servants take full responsibility
for the results of their activity. Where-
as the motivation to avoid failure is
characterized by a relatively strong de-
sire of public servants to avoid failures
in life situations, which depend on the
assessment of other employees of their
activity and on interpersonal interac-
tion in the team [9, p. 94-96].

The predominance of a certain form
of motivational sphere of public servants
can be considered the main factor that
affects their professional development.
It is worth noting that in order to form
and support professional development,
it is necessary to guide public servants
to achieve success. Undoubtedly, the
activity of public servants can signifi-
cantly increase the level of efficiency of
public service in Ukraine as a whole.

Conclusions. Thus, today the big-
gest problem in the implementation
of state personnel policy is the issue of
professional development of public ser-
vants, their promotion and improving
the quality and efficiency of their acti-
vity. This is due to the following fac-
tors: the presence of crisis phenomena
in the economy in the country, chaos in
management processes, a sharp decline
in executive discipline in the public
service, and so on. In the process of pro-
fessional development of civil servants,

it should be taken into account that the
system of public service in Ukraine is
open, with a fairly rapid internal move-
ment of civil servants. Public servants
are currently at increased risk of lo-
sing their working and, on the other
hand, moving up faster, so improving
professional development is the most
important mechanism for maintai-
ning a work and providing rapid career
growth. Thus, the professional deve-
lopment of public service is influenced
by many factors, which we have divi-
ded into four groups (socio-economic,
individual, socio-psychological and
motivational). The influence of these
factors should be taken into account
in the process of managing the profes-
sional development of public servants
in Ukraine.
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