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THEORETICAL AND METHODOLOGICAL
APPROACHES TO THE NOTION:
“SELECTION OF PUBLIC SERVANTS”:
BASIC DEFINITIONS

Abstracts. The article analyzes the approaches to the concept of “selection
of personnel”, “selection of civil service personnel”, “selection of personnel”. The
author substantiates the expediency of determining the concept of the selection
of personnel of the public service. The article defines the components of the con-
cept of the selection of public service personnel: in particular, the involvement of
staff, the definition of reasonable requirements for candidates for public servants,
competitive procedures (mechanisms, methods), the selection (selection) proce-
dure, and the formation of the personnel structure of the public administration
system.

Keywords: public service, service in local self-government bodies, public
service, public servant, state authorities, selection of personnel, competition
commissions, selection, selection of public servants, selection mechanisms.
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TEOPETUKO-METOAOJIOITYHI IIIAXOAU A0 IMOHATTA
“CEJIERIIA ITYBJIIYHHUX CJYKbOBIIB”: OCHOBHI JEMIHIIIII

PR (P

Anoranisg. Y craTTi IpoaHaIi30BaHo I [X0/H 0 MOHATTS “Biadip Kaapis”, “Bij-
6ip KazpiB mepskaBHOI cy:kOu”, “cesexiriss kaapiB”. OOIPYHTOBAHO JOIIIBHICT
BU3HAYEHHSI IOHSITTSI cCaMe CeJIeKIIil KaapiB myOsmiunoi cory:kOu. BusHaueHi ckoia-
JIOBi €JIEMEHTH CHCTEMU CeJIEKIIIT Ka[piB MyO/IiuHOT CITy;KOM, 30KpeMa: 3aIydeHHsT
KaJIpiB; BU3HAYEHHsT OOTPYHTOBAHMX BUMOT JI0 KAHW/IATIB HA TIOCAIN MyOIiYHUX
ca1ysKOO0BIIIB, KOHKYPCHI TTpoIie/ly pr (MeXaHi3MI, METOANKH ); TPOIIEypa CETeKILii
(BizbopYy); hopMyBaHHSI KaJPOBOTO CKJIAy CUCTEMH TyOJIYHOTO YIIPaBJIiHHSL.

KouoBi ciioBa: sepskaBHa ciysk6a, caysba B opraHax MiCI[eBOTO caMOBpSi-
JyBaHHsI, MyOJiaHa crysk6a, myOiaHmii c1yKO0BeIb, OpraHu JepsKaBHOI BJIA/H,
BiztOip KajpiB, KOHKYPCHI KOMICIi, CeJIeKIIist, ceseKItist myOmiuHmnx cayKOO0BIIIB,
MeXaHI3MU CeJeKIIii.

TEOPETUKO-METOJOJIOTHYECKUE 110AXO0/1bl K ITOHATHIO:
“CEJIERIIMA ITYBJIUYHbBIX CJYKAIIINX”:
OCHOBHbIE JEONHUIINN

Aunoranusi. B crarbe nmpoaHaJu3upoBaHbl MOAXO/bI K MOHITHIO “OTGOP Ka-
npoB”, “oT6OP KaAPOB rOCYAAPCTBEHHOM Cays:KObI”, “ceseknust KaapoB”. ABTO-
poM 060CcHOBaHA 11€J1eCO06PAZHOCTD ONPE/IE/ICHIS TIOHATUSI UMEHHO CeJIEKIINN
KalpoB TyOanuHON cirysKObl. OIpesiesieHbl COCTaBJISIONINE DJIEMEHTBI CHUCTe-
MBI CEJIEKITUU KaJPOB ITyOJUYHON CIyKOBI: B YaCTHOCTH, TIPUBJICYEHUE KaJIPOB;
orpeiesiecHre 000CHOBaHHBIX TPeOOBAHMI K KaHANIAaTaM Ha JOJKHOCTH TyOJInd-
HBIX CJIY’KalNX; KOHKYPCHBIE TTPOTIETyPbl (MeXaHU3MbI, METOIMKH ); TIPOTIEypa
cesexiuu (otbopa); GopMHUPOBaHUE KaIPOBOTO COCTaBa CUCTEMBI IYOJUIHOTO
YIIPaBJIEHUSI.

KioueBbie ciioBa: rocyapcTBeHHasi carysk06a, cry:kba B opraHax MeCTHOTO ca-
MOYTIpaBJIeHUs, TyOJNYHAsT CIysk0a, TyOJUYHBINA CIIYsKAIIU, OPraHbl ToCyap-
CTBEHHOW BJIACTH, OTOOP KaJpPOB, KOHKYPCHBIE KOMUCCUH, CEJIEKIIHS, CEJICKIIHsT
yOJNYHBIX CITY/KAIINX, MEXaHIU3MbI CEJIEKITNN.

Target setting. Problems of person-
nel formation are key in all spheres of
society’s life, in the private and public
sectors. Any decision is made and im-
plemented by a person; the result and
effectiveness of such activity depends
on the quality of human capital.

In the system of public administra-
tion there are important reforms, that
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affect the fate of specific people and so-
ciety as a whole. Therefore, the quality
of human capital, that functions in the
system of public administration is espe-
cially important.

Analyzing the current stages of re-
form, it should be noted, that they
are implemented poorly, not systema-
tically, without taking into account




previous experience of conducting
modernization processes and without
identifying globalization and integra-
tion challenges.

Analysis of recent research and
publications. Problems of attraction,
selection, and staffing in the public
administration system are analyzed
by ukrainian and foreign scholars, in-
cluding Yu. Astakhov, G. Atamanchuk,
V. Vesnin, O. Voronko, N. Honcharuk,
O. Krushelnytska, V. Malinovsky,
O. Obolenskiy, V. Oluiko, E. Okhots-
kiy, O. Parkhomenko-Kutsevil, S. Sery-
ogin, I. Suray, O. Turchinov, E Hmil,
and the others. The mentioned authors
analyze the concept of “selection of
personnel”, “selection of personnel for
the civil service”, consider the issues of
a competent approach in the selection
of personnel for the civil service, de-
termine the basic mechanisms of selec-
tion of personnel for the civil service,
the connection of personnel selection,
evaluation and adaptation, determine
responsibility frames at the time of en-
try and release and so on.

Thus, O. Turchinov [1] defines the
concept of “professionalism of person-
nel”, “professionalism” and connection
of personnel professionalism with the
selection of personnel, the quality of
personnel activities, etc. O. Voronko
[2] considers the selection of manage-
ment personnel in the system of civil
service, as well as problems with the
formation of the leadership of civil serv-
ants. N. Makarenko [3] analyzes the
main stages of psychological selection,
defines the principles and methods of
personnel selection. A. Marcinkiewicz
[4] developed a methodology for pro-
fessionally-psychologically  selecting
candidates for positions of judges, de-

fined the stages of such selection, ana-
lyzed the results of such selection.

At the same time, there is no syste-
matic research on selection of personnel
in the public service system, the concept
of “selection of personnel in the public
service system” is not considered.

Therefore, the main objective of
the article is a comprehensive analysis
of staff selection in the public service
system, the definition of the main ap-
proaches to this concept, the justifica-
tion of the components of selection of
public service personnel.

Presenting main material. In the
study, we will consider the concept of a
public servant.

The notion of the “public servant” in
the current legal and regulatory frame-
work of Ukraine is not defined.

In accordance with the Law of
Ukraine “On Civil Service”, the civil
servant is a citizen of Ukraine, who
holds the position of a civil service in
a government body, another state body,
its staff (secretariat), receives wages at
the expense of the state budget and im-
plements the established for this post
powers, directly related to the execu-
tion of the tasks and functions of such
a public authority, and also adheres to
the principles of civil service [5].

The Law of Ukraine “On the ser-
vice in local self-government bodies”
states, that an official of a local gov-
ernment — a person, who works in lo-
cal self-government bodies, has the ap-
propriate official authority in carrying
out organizational and administrative
and consultative and advisory func-
tions and receives wages from the local
budget [6].

Thus, the public servant is a person,
who performs functions of public ad-
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ministration in accordance with clearly
defined official duties, observing the
legislation of Ukraine, received wages
from the state or local budget, is ac-
countable to and controlled by civil so-
ciety and the state.

Now we have come to the defini-
tion of the concept of “selection of
public servants”. Scientists do not de-
fine the concept of “selection of public
servants”, but consider the concept of
“selection of personnel”, “selection of
staff”, “selection of civil servants”.

Consider the concept of selection
of personnel. So selection of personnel,
including personnel of the civil service
is:

* a system of measures, that ensure
the formation of such a composition
of civil servants, the quantitative and
qualitative characteristics of which
would correspond to the goals and ob-
jectives of the civil service. In general,
the selection of personnel — is identi-
fication, comparison, the ratio of the
most common requirements inherent
in the position or proposed by the or-
ganization, the field of activity with the
characteristics of staff, a specific person.
Selection is a multi-action, in which a
person participates in practically the
entire period of his active professional
activity [1, p. 167];

 study of the psychological and
professional qualities of an employee
in order to identify his suitability for
the performance of duties at a certain
place of work or position and the choice
of the aggregate of the applicants most
suitable, taking into account the suit-
ability of his qualifications, specialty,
personal qualities and abilities of the
nature of activities, interests of the or-
ganization and its own [1, p. 134];

32

* a series of measures and actions
undertaken by the enterprise or organi-
zation to identify from the list of can-
didates the person or persons, who are
best suited for a vacancy [7];

* a system of measures and subjects
of selection, that ensure the formation
of such a composition of civil servants,
the quantitative and qualitative char-
acteristics of which would correspond
to the goals and objectives of the civil
service. It is a complex personnel tech-
nology, that ensures compliance of hu-
man qualities with the requirements of
the type of activity or position in the
organization. It is implemented by spe-
cial procedures [8, p. 65-66];

 the process of involving candi-
dates with certain desires, skills and
abilities and other personal characte-
ristics on vacancies in organizations, as
well as the establishment of a reserve
list of relevant people, who applied for
employment in an organization [9];

* a system of events, that enables
them to identify the most suitable can-
didates for their individual qualifica-
tions and specialist occupations. Pro-
fessional selection involves assessing
the state of health, physical develop-
ment, level of education, professional
abilities, individual psychological ca-
pabilities of a particular person [10,
p.22].

In addition, the selection of person-
nel is a specially organized research pro-
cess aimed at predicting the professio-
nal suitability of a person (candidates),
based on the psychological proper-
ties available to her. This is a complex
study of personality, that enables to
determine and identify the degree and
the possibility of psycho-physiological,
socio-psychological suitability of can-




didates, through scientifically sound
methods, conducted both for the selec-
tion of applicants for training in certain
areas and specialties, requiring special
qualities of an individual specialist
(preferably for work in extreme condi-
tions) [11].

The system of selection of personnel
in the public service system includes
many mechanisms and stages, includ-
ing: psycho-physiological selection,
medical selection, educational quali-
fication selection, socio-psychological
selection.

Thus, the researchers identified
the main approaches to the concept of
selection of personnel, including the
selection of personnel for the civil ser-
vice, determining the main stages of
selection by public officials. However,
there are no concepts of staff selection
in the public service system.

If we analyze the concept of “breed-
ing”, then it is a science, that studies the
emergence of new and improved exist-
ing varieties of cultivated plants, animal
breeds and strains of microorganisms,
that meet the needs of man and society
[12]. Thus, selection of frames — a sys-
tem of mechanisms, methods, that form
innovative personnel, improve the staff
composition.

In our opinion, the selection of per-
sonnel in the public service system is
a personnel technology, that carries
out a professional selection of specia-
lists with the use of a range of methods,
techniques and mechanisms in order
to create an effective staffing capacity
of the public administration system or
to improve the existing staffing struc-
ture of public administration. The main
mechanisms of selection should include
psychological testing, tests on know-

ledge of the Constitution of Ukraine
and laws of Ukraine, other normative
legal acts, that are applied during the
activity of the public servant, question-
naire methods, innovative selection
methods (including role games, duties
during programming)

The selection of public service per-
sonnel can be considered in a narrow
and broad sense, in broad sense, as a
personnel technology, that forms the
innovative composition of the public
service, in the narrow sense, as one of
the technologies in the system of selec-
tion of public service personnel. In this
study, we will consider in the broad
sense.

A prerequisite for a successful selec-
tion of public service personnel should
be: firstly, the activation of vocational
guidance from the state authorities and
local self-government bodies; secondly,
the consideration by these authorities
of the comparability of the possibili-
ties of internal and external attraction
and selection of employees; thirdly,
taking into account the competence
profile of the corresponding vacancies
to the requirements set for the candi-
date; fourthly, knowledge of job re-
quirements, that are vacant; fifthly, a
deep, objective analysis of statements,
all received proposals, personal cases of
applicants; sixthly, the considered or-
ganization of preparation and holding
of meetings of the competition commis-
sion [2, p. 45]; seventhly, the formation
of an internal audit of personnel with a
view to selection of the best specialists
for the occupation of leading positions;
eighthly, the objectivity of the passage
of the selection mechanisms, the impos-
sibility of influencing the selection of
subjective factors.
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In order to select persons capable of
professionally performing official du-
ties, a competition is held for the va-
cancy of the civil service in accordance
with the Procedure for conducting a
competition for the employment of
civil service positions, approved by the
Cabinet of Ministers of Ukraine [13].

The competition is carried out tak-
ing into account the level of profession-
al competence, personal qualities and
achievements of candidates for occupa-
tion of a vacant position.

In Ukraine, the competition is con-
ducted in compliance with the princip-
les:

1) ensuring equal access;

2) political impartiality;

3) legality;

4) public trust;

5) non-discrimination;

6) transparency;

7) integrity;

8) reliability and conformity of test-
ing methods;

9) coherence of application the test-
ing methods;

10) effective and fair selection pro-
cess [4].

The current legal documents de-
fine the stages of the competition, in
particular, the main stages of the con-
test are as follows: making a decision
on the announcement of the competi-
tion; announcement of the competi-
tion; acceptance of documents from
persons, who wish to take part in the
competition; verification of submit-
ted documents for compliance with
the requirements of the law; testing
and determining its results; solution of
situational tasks and determination of
their results; conducting an interview
and determining its results; conduct-
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ing the calculation of the results of the
competition and determining the win-
ner of the competition and the second
by the results of the candidate’s compe-
tition; announcement of the results of
the competition.

There is a separate order for selec-
tion of personnel for positions of cat-
egory “A”. According to the Law of
Ukraine “On Civil Service”, the selec-
tion of such candidates is carried out by
the Commission on issues of the senior
civil service corps [4].

Taking into account the analysis
made to the constituent elements of
the concept of “selection of public ser-
vice personnel”, the following should
be considered: attraction of personnel
(creation of conditions for the talented
specialists to be willing to go for this
vacancy), determination of reasonable
requirements for candidates for public
servants positions, competitive proce-
dures (mechanisms, methods), selec-
tion procedure, formation of staffing of
the public administration system.

The basic principles of the selection
of public service personnel should in-
clude: the objectivity of breeding pro-
cedures and mechanisms, the impartia-
lity of commissions, transparency in the
selection of employees, the complexity
of selection methods, the reliability of
mechanisms, the reliability of the re-
sults of selection methods, the availa-
bility of these results, the transparency
of contests and selection procedures,
the legality of all methods of selection.

That is, the system of selection of
public service personnel should be
aimed at forming an innovative type
of public servant, that would meet the
real needs of society and serve the peo-
ple of Ukraine.




Conclusions. The article analyzes
the main approaches to the concept of
“selection of personnel”, “selection of
the personnel of the civil service”, it is
noted, that the concept of “selection of
public service personnel” is not used in
scientific sources.

The concept of selection of public
service personnel can be considered in
a broad and narrow sense. In the nar-
row sense — this is the very process of
screening unprofessional, unsuitable
candidates. Broadly speaking, selection
of staff in the public service system is
a personnel technology, that carries
out a professional selection of specia-
lists with the use of a range of methods,
techniques and mechanisms in order
to create an effective human resources
potential of the public administra-
tion system or to improve the existing
staffing structure of public administra-
tion. The main mechanisms of selection
should include psychological testing,
tests on knowledge of the Constitu-
tion of Ukraine and laws of Ukraine,
other normative legal acts, that are ap-
plied during the activity of the public
servant, questionnaire methods, inno-
vative selection methods (including
role games, duties during program-
ming).

The components of the concept of
“selection of public service personnel”
should include the following: attraction
of personnel (creation of conditions for
the talented specialists to be willing to
go for this vacancy), determination of
reasonable requirements for candidates
for public servants positions, com-
petitive procedures (mechanisms, me-
thods), selection procedure, formation
of staffing of the public administration
system.

In the future, further intelligence is
supposed to consider the question of se-
lection mechanisms of public servants,
to define the main competences of pub-
lic servants, to study the foreign experi-
ence of introducing selection methods
into the system of public service.

REFERENCES

1. Turchynoov A. Y. (1998), Professyona-
lyzatsyia i kadrovaia polytyka: prob-
lemy razvytyia teoryia i praktyky
[Professionalization and personnel pol-
icy: development problems theory and
practice], “Flinta”, Moscow, Russia.

2. Voronko O. A. (2000), Kerivni kadry:
derzhavna polityka ta systema uprav-
linnia [ Leading staff: public policy and
management system], Vyd-vo UADU,
Kyev, Ukraine.

3. Makarenko N. V., Pukhov B. A., Kol-
chenko N. V. (1987), Osnovy professy-
onalnoho  psykhofyzyolohycheskoho
otbora [Fundamentals of professional
psychophysiological selection], Nauk.
dumka, 1987, Kyev, Ukraine.

4. Makarenko N. V., Martsynkevych A. M.
(2013) “Method of professional and
psychological selection of candidates
for positions of judges”, Metodyka
profesiino-psykholohichnoho vidboru
kandydativ na posady suddiv [On-
line], vol. 11, available at : http://
file:///C:/Users/User/Downloads/
Nzlubp 2013 11 58.pdf (Accessed 4
October 2017).

5. The Verkhoona Rada of Ukraine (2012),
The Law of Ukraine “On public ser-
vice”, available at: http://zakon3.rada.
gov.ua/laws/show/889-19 /page (Ac-
cessed 24 October 2017).

6. The Verkhoona Rada of Ukraine (2001),
The Law of Ukraine “On service in lo-
cal self-government bodies”, available
at:  http://zakon3.rada.gov.ua/laws/
show/280/97-%D0%B2%D1%80
(Accessed 24 October 2017).

35




10.

11.

12.

13.

1.

2.

36

AOKEPEN

Vesnyn V. R. (1998), Praktycheskyi
menedzhment personala : Posobie po
kadrovoy rabote [Practical personnel
management: Manual for personnel
work], Yuryst, Moscow, Russia.
Krushelnytska O. V. (2003), Upravlin-
nia personalom, [Personal manage-
ment], Kondor, Kyev, Ukraine.

Surai I. H., Parkhomenko-Kutsevil O. 1.
(2011) Vidbir kadriv na derzhavnu
sluzhbu, Entsyklopediia derzhavnoho
upravlinnia, [Selection of personnel
for public service], natsional'na aka-
demiya derzhavnoho upravlinnya pry
prezydenti Ukrayiny, Kyiv, Ukraine.
Lazor O. D. (2005), Derzhavna sluzhba
v Ukraini, [Civil service in Ukraine],
Dakor ; KNT, Kyev, Ukraine.

Serohin S. M., Lypovska N. A., Antono-
va 0. V. (2008), Kadrovi tekhnolohii
yak zasib profesionalizatsii derzhavnoi
sluzhby, [Personnel technologies as a
means of professionalization of civil
service], DRIDU, Dnepr, Ukraine.
Reference book on biology, available
at:  http://subject.com.ua/biology/
shans/164.html

Cabinet of Ministers of Ukraine
(2016), “On Approval of the Proce-
dure for conducting a competition for
the employment of civil service posi-
tions”, available at: http://zakon3.
rada.gov.ua/laws/show/246-2016-
%D0%BF /paran10#n10 (Accessed 22
October 2017).

CNMNCOK BUKOPUCTAHUX

Typuunos A. H. llpodeccuonanmsa-
U1 U KaJPOBasi MOJIUTUKA : TIPODJIe-
MbI Pa3BUTHUS, TECOPUHU U TIPAKTUKHA /
A. U. Typuuno. — M. : (DiwunTa,
1998. — 271 c.

Boponvko O. A. KepiBHi kajipu : nep-
JKaBHA MTOJTIITUKA Ta CUCTEMA YITPaBJIiH-
ug / O. A. Boponbko. — K. : Buza-so
YAJLY, 2000. — 156 c.

10.

11.

Maxapenxo H. B. OcHoBbl mpodec-
CHUOHAJIBHOTO  TICUXO(U3NOJIOTHYE-
ckoro orbopa / H. B. MakapeHko,
b. A. Ilyxos, H. B. Kospuerxko. — K. :
Hayxk. nymka, 1987. — 244 c.
Mapyunxesuu A. M. Metoanka mpoge-
CIITHO-TICHXOJIOTIYHOTO BifGOPY KaH-
JUIAaTiB Ha Tocau cyaniB [ EnekTpon-
Huii pecype] / A. M. Maprimakesuy //
Hayk. sam. JIbBiB. yH-TY OGi3Hecy
ta mpaBa. — 2013. — Bum. 11. —
C. 223-227. — Pexnm pgoctymy:
http://nbuv.gov.ua/UJRN/Nzlubp
2013 11 58

3axon YKpaiHU TPO NEeP>KaBHY CIYK-
6y [Enexrponnuii pecypc]. — Pexkum
nocrymy: http://zakon3.rada.gov.ua/
laws,/show/889-19 /page

3axon Ykpainu mpo ciry;k0y B opraHax
MicrieBoro camoBpsimyBanus [ Emex-
TpoHHUI pecypc]. — Pexxnm mocty-
my: http://zakon3.rada.gov.ua/laws/
show/280/97-%D0%B2%D1%80
Becnun B. P. Ilpaktudyeckuit MeHEIK-
MEHT TIepCOHAJIA: TOCo0re MO Kaapo-
Boil pabore / B. P. Becuun. — M.:
IOpucTs, 1998. — 496 c.
Kpywenonuypka O. B. ¥Ynpasninus
nepconasioM : HaBd. moci6. / O. B. Kpy-
menpHubKa. — K. : Kormop, 2003. —
296 c.

. Cypau I. T. Big6ip xaapis Ha jepskas-

Hy cayx0y / 1. T. Cypait, O. L. TTap-
xoMeHKko-Kymesin // Enmukmonenis
JIep;KaBHOTO yIPaBIiHHS @y 8 T. /
Ham. akan. nepx. ymp. npu Ilpesn-
JIEHTOBI YKpPaiHM ; HAYK.-PEJI. KOJIETis :
I0. B. Kosbaciok (rosiosa) ta in. — K. :
HALY, 2011. — T. 6 : /lep;kaBHa carysx-
6a / Hayk.-pei. kojierist : C. M. Cepbo-
rifg (cmiBrososa), B. M. Copoxko (crmiB-
rosoBa) Ta in. — 2011. — C. 65-66.
Jasop O. JI. epxaBHa ciyxba B
VYkpaini : nasd. noci6. / O. /. Jlasop,
O. 4. Jlazop. — K. : llaxop ; KHT,
2005. — 472 c.

Kaoposi texunonorii sk 3aci6 npode-
cionasizarii iepsKaBHol CIy:KOM: HABY.




noci6. / C. M. Cepyworin, H. A. Jlu-
nmoBcbka, O. B. ArToHOBa [Ta iH.] ; 32
3ar. pes. pod. C. M. Cepworin. — /1. :
JAPLLY HALY, 2008. — 245 c.

12. Jlogionux 3 OGiosorii [Emexropmmmit

pecypc]. — Peskum mocrymy : http://
subject.com.ua/biology/shans/164.
html

13. IIpo sameepdacenns TIOpsAKy TpoOBe-

JICHHS KOHKYPCY Ha 3alHSATTS MOCa]
JepskaBHOI caykOM: moctaHoBa Ka-
6inery MinicTpiB Yipaiau Big 25 Oe-
pesnust 2016 p. Ne 246 [Enexrponnuii
pecypc]. — Pexum mocrymy: http://
zakon3.rada.gov.ua/laws/show/246-
2016-%D0%BF /paran10#n10

37



