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FORMATION OF PROFESSIONAL QUALIFICATION
REQUIREMENTS FOR PERSONNEL
IN THE PUBLIC ADMINISTRATION SYSTEM:
THEORETICAL ANALYSIS

Abstract. The article analyzed the main approaches to the concept of “profes-
sional-qualification requirements for a public servant” by systematized approa-
ches to professional qualification requirements. The proposed systematization of
the specified requirements, in particular, the following blocks are allocated: re-
quirements to the person; communication qualities; professional qualities; social
qualities; ethical qualities. The analysis of literature on the issues gave grounds to
determine that the professional qualification requirements of a public servant are
aset of qualities, knowledge, skills, skills directly related to the process of perform-
ing a public service (performed in the performance of their official duties) and af-
fect the effectiveness and performance of activity. The normative-legal documents
on the issues of formation of professional qualification requirements for public ser-
vants are analyzed. It is emphasized that there are only typical requirements for
civil servants of the categories “A”, “B”, “B” and there are no such requirements for
officials of local self-government. It is grounded that the main qualities for the ca-
tegory “B”, that is, the performers, are the understanding of the mission of the state
body, where it operates, the ability to perform qualitatively the tasks assigned to
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it by the direct leader, to understand the importance of this work, the focus on the
result, the ability to work with people, understanding the needs of the population
in services, the ability to find contact with the population, etc.

It is determined that one of the basic factors of development of personnel of the
public administration system is the definition and strict regulation of the profes-
sional qualification requirements of specialists. Since such requirements outline
the mechanisms of personnel development, focus on the formation of professio-
nally significant qualities for a public servant, they provide an opportunity to see
the “way” of forming a qualitative staff of public administration.

It is noted that there are such approaches to distinguishing requirements for
public administration personnel: firstly, a competent approach — when a set of
competencies is determined, which should be characteristic of the employee in a
certain position. Secondly, the set of qualities of the employee (listed qualities of
the employee, which should be inherent in a specialist). Thirdly, the list of specia-
list’s powers in the system of public administration.

Keywords: public service, public servant, professional qualification require-
ments, position, leadership, managerial competence, social competence, informa-
tion competence, communication competence, psychological competence.

®OPMYBAHHS NPO®ECITHO-KBAJIDIKAIUIMHUX BUMOT
10 KAZTPIB CUCTEMU IYBJIYHOI'O YIIPABJIIHHS:
TEOPETUYHUI AHAJII3

Amnorarig. [TpoanamizoBano OCHOBHI MiIX0/IN JI0 TIOHATTS “Tipoeciiino-kBa-
Jsidikariitii BUMOTH 10 Ty61igHOTO c1ysk60BIs”. 3alPOMOHOBAHO CHCTEMATH3a-
1[iI0 3a3HAYEHNX BUMOI, 30KpeMa BUIJIEHO TaKi OJIOKU: BUMOTH IO 0COOMCTOCTI;
KOMYHIKAIIITHUX AKOCTel; mpodeciiHnX SKOCTeH; COIiaTbHUX SKOCTEe; eTuy-
HUX SIKOCTeN. AHauIi3 JritepaTypu 3 MpoOJIeMaTHKH JaB ITiICTaBU BU3HAYKUTH, 1[0
npodeciitno-kBasidikariitii BUMoru myOiiqHOro caysk60BIT — 1€ CYKYIHICTh
SKOCTeI, 3HaHb, BMiHb, HABHUUOK, SIKi 6€3110CepeHbO CTOCYIOThCS IIPOIECY BUKO-
HAHHS 110cay MyOIiuHOol cayskOu (3AIHCHIOITHCS I1i/l YaC BUKOHAHHS CBOIX I10-
casioBUX 000B’SI3KIB) i BILIMBAIOTH HA €(hEKTUBHICTD Ta PE3yJIBTATUBHICTD JIisliib-
HocTi. [IpoananizoBano HOpMAaTUBHO-TIPABOBI IOKYMEHTH 3 TUTaHb (POPMyBaHHSI
npodeciitHo-kBaihiKaIiitHuX BUMOT /10 MyOJiYHUX CIyKOOBIiB. AKIIEHTOBAHO
yBary, 10 TUIIOBI BUMOTH BHCYBAIOThCS JIMIIIE JI0 AE€PKABHUX CITY:KOOBIIIB KaTe-
ropiit “A”, “B”, “B” i BimcyTHi 10 TOCamoBuX 0Ci6 MiCIIEBOTO CaMOBPSIIYBAHHSI.
OGIpyHTOBAHO JIyMKY TIPO Te€, {0 TOJIOBHUMHU SIKOCTSIMH J17ist Kareropii “B”, To6To
BUKOHABIIIB, € PO3YMiHHSI MicCil Iep;KaBHOTO OpraHy, Jie BiH MpaIlloe, BMiHHS SIKic-
HO BUKOHYBATH 3aBJaHH, sIKi CTAaBUTH Iepe/] HUM Oe3M0cepeIHiil KepiBHUK, Po-
3yMITH BaXKJUBICTD TI€i AiATbHOCTI, CIPSIMOBAHICTD HA PE3YJIBTAT, BMiHHS Tpa-
LI0OBATU 3 JIIOJIbMM, PO3YMIHHS 1IOTPed HACEeJeHHs Y IIOCJAYyraX, BMiHHS 3HAUTH
KOHTAKT 3 HACEJIEHHSM TOTIIO.

BusHaueno, mo ogHuM 3 6a30BUX (DaKTOPIB PO3BUTKY IEPCOHATY CHUCTE-
MU MyOJTIYHOTO YIIPABJIiHHS € BU3HAYEHHS Ta YiTKa periaMeHTalliss mpodeciii-
Ho-KBasmiikaniiinnx BuMmor ¢axisiiB. Came Taki BAMOTH OKPEC/IIOIOTh MeXaHi3-

195




MU PO3BUTKY KaJIpiB, GOKYCYIOTh yBary Ha (hopMyBaHHi poheciiiHO 3HAUYITNX
SIKOCTSIX ITyOJIIYHOTO CIIy;KOOBIIS, Ial0Th MOKJIMBICTD mobaunTy “nuisx” popmy-
BaHHSI SIKICHOTO CKJIa/ly Ka/ipiB IyOJIYHOTO yIIPABJIiHHSI.

3a3HavyeHo, MO iCHYIOTh TaKi MIXOAN 0 BUOKPEMJEHHS BUMOT /10 KaJIpiB
myOIIYHOTO YIIPABJIIHHST: TIO-TIEPIIIe, KOMIIETEHTHICHWH MiIXi/l — KOJIM BU3HAYA-
€ThCst HAbip KOMITETEHOCTEH CITy;KOOBIIST HA TIEBHIN TTOCA/I; TO-ApyTe, Habip sKo-
creil ciry;KO0BIlS (TIepeiayoThCs IKOCTI CIIysKOOBIIS, TIPUTaMaHHUX (DaxiBIIo);
II0-TPETE, TIePeJIiK OBHOBaKEeHb (haXiBIlsd B CUCTEMI ITyOIIYHOTO YIIPaBJIiHHS.

KimouoBi cioBa: myOsiuna ciysxba, myOsiuuumii ciy:k60Belb, mpodeciii-
HO-KBaJi(ikaIliliiHi BUMOTH, TI0Ca/Ia, JIiJIEPCTBO, YIIPABJIiHChbKA KOMIIETEHTHICTb,
cotlialbHa KOMIIETEHTHICTh, iH(OPMAIliiHA KOMIIETEHTHICTh, KOMYHIKaIliliHa
KOMIIETEHTHICTb, IICUXO0JIOTIYHA KOMIIETEHTHICTb.

®OPMUPOBAHUE IMTPO®ECCUOHAJIBHO-
KBAJIUD®UKAIIMIOHHBIX TPEBOBAHUI
K KAZIPAM CHUCTEMBI IYBJINYHOI'O YIIPABJIEHUY:
TEOPETUYECKUIN AHAJIU3

Annotanus. [Ipoananu3npoBaHbl OCHOBHBIE TIOAXOMBI K MOHATHIO “Iipodec-
CHOHAIbHO-KBAIM(UKAIMOHHBIE TPeOOBaHUS K IMyOJMYHOMY CJIyKaiemy”.
[IpenyioskeHa CUCTEMATH3AINS YKA3aHHBIX TPEOOBAHUHN, B YACTHOCTH BBIIEJICHBI
caenyrome GJIOKU: TpeOOBaHUS K JIMYHOCTH; KOMMYHUKAI[MOHHBIE KAueCTBa,
npodeccroHaIbHbIE KAYeCTBA; COIMATbHBIE KAUeCTBa; aTHYeCKre KauecTBa. AHa-
JIM3 JINTEPATYPBI MO TIPOGIEMATHKE I/l OCHOBAHWSI OTIPE/IETUT, TIPO(hECCHOHATb-
HO-KBaJIN(UKAIIMOHHBIE TPeOGOBaHMSI TTyOJIUYHOTO CIIYSKAIero — 3TO COBOKYTI-
HOCTb KaueCTB, 3HaHU, YMEHUH, HABBIKOB, KOTOPbIE HEMTOCPEICTBEHHO KaCaIOTCS
poIecca MCIOJTHEHUST TOJKHOCTH MyOIMYHOM CIyKObI (OCYIIECTBIISIFOTCS IPU
BBITIOJTHEHUU CBOUX JIOJKHOCTHBIX OOSI3aHHOCTEH ) U BJUSIOT Ha 9 (hEKTUBHOCTD
1 pe3yJIbTaTUBHOCTD JleATeIbHOCTU. [IpoanannsnpoBanbl HOPMaTHBHO-TIPABOBbIE
JIOKYyMEHTBI TIO0 BoIpocaMm (HopMUpoBaHus MpodeccroHaTbHO-KBaTUMUKAII-
OHHBIX TPEOOBAHUHN K MyOJMUYHBIM CJIy/KAIUM. AKIIEHTUPOBAHO BHUMAHWE, YTO
TUIMUYHBIE TPEOOBAHUST BBIIBUTAIOTCS TOJIBKO K TOCYAAPCTBEHHBIM CJTYSKAIHM
kateropuit “A”, “B”, “B” 1 OTCyTCTBYIOT K JIOJKHOCTHBIM JIMI[AM MECTHOTO CaMO-
yrpasienusi. OG0CHOBAaHO MHEHUE O TOM, YTO TJIABHBIMU Ka4eCTBaMU JIJIsI KaTe-
ropuu “B”, To ecTh UCTIOJHUTEJIEN, €CTh TTOHUMAaHNe MUCCUN TOCY/ITAPCTBEHHOTO
opraHa, rjie oH paboTaeT, yMEHHE KaueCTBEHHO BBITIOJIHATD 3a/[a4M, KOTOPBIE CTa-
BUT Tiepel HUM HeMOCPeICTBEHHBIN PyKOBOINUTEh, TOHUMATh BA)KHOCTH TAHHOM
paboThI, HAIIEJIEHHOCTh Ha PE3yJIbTaT, yMeHHe paboTaTh C JIOAbMHE, MOHUMAHIE
noTpeOHOCTEN HACEIEHUsI B YCIyTaX, yMEHUEe HATH KOHTAKT ¢ HaceJeHUeM U TO-
MY II0J00HOE.

OnpefiesieHo, 4TO OHUM 13 GA30BbBIX (DAKTOPOB PA3BUTHsI TIEPCOHAA CHCTE-
MBI TyOJUYHOTO YIIPABJICHUS SIBJISIETCS OTIPE/IeIEHIE W YeTKast PerjiaMeHTaIis
npodeccnoHATbHO-KBaTM(DUKAIMOHHBIX TpeOOBaHMA CrierraincToB. [I0CKOIbKY
HUMEHHO TaKue TPeOOBAHUS ONPEIEISIOT MEXaHU3MbI PA3BUTHSI KaJIPOB, (hOKyCH-
pyIoT BHUMaHue Ha (popMUPOBaHUM TPO(ECCHOHATBHO 3HAUNMBIX KaueCTBaX JIJIS
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yGJMYHOTO CJIYZKAIIEro, Ial0T BOSMOKHOCTD YBHU/IETh “IIyTh” (hOPMUPOBAHMS Ka-
YeCTBEHHOTO COCTaBa Ka/IPOB MyOJIMYHOTO YIIPABIECHMSI.

OTMeueHo, 4TO CyIIECTBYIOT TaKKe TOIXO/bI K BbIJIETEHIIO TPeOOBaHMiT K Ka-
ZipaM MyOJIMYHOTO YITPABJIEHMST: BO-TIEPBbIX, KOMIIETEHTHOCTHBIN MOAXO0/] — KOT/IA
onpeessieTcs Habop KOMITETEHOCTEN CJIYIKAIEero Ha OIpe/ie/ieHHO T0IKHOCTH;
BO-BTOPBIX, HAOOP KauecTB CJIyKalero (MepeuncssioTcsl KauecTBa CIIysKallero,
IPUCYTIUX CIIEIUAINCTY ); B-TPETHUX, TlepeueHb [TOJHOMOYUI CIIeIaInCcTa B CU-
creme myOJIMYHOTO YIIPABIECHMSI.

KioueBbie cioBa: nmyOsmuHast caysk6a, myOaMdHBIN CIIysKanmii, mpodec-
CHOHATIbHO-KBATU(DUKAINOHHBIE TPeOOBAHUSI, JOJIKHOCTD, JIUAEPCTBO, YIIPAB-
JIeHYeCKasi KOMIIETEHTHOCTh, COIMA/IbHAS KOMIIETEHTHOCTb, MH(MOPMAIMOHHAS
KOMIIETEHTHOCTh, KOMMYHUKAIIMOHHAsl KOMIIETEHTHOCTb, IICHXOJIOTHYECKas

KOMIIETEHTHOCTD.

Target setting. In the public admi-
nistration system personnel play a de-
cisive role, they form and implement a
managerial solution. Any action in the
public administration system depends
on the human factor and the personnel
potential in public administration.

At present, there is a problem of the
absence in qualitative public-manage-
ment decisions, positive changes in the
public administration system reform,
which depends from specialists work-
ing in the public administration system.
Therefore, the problem of the formation
and development of personnel in the
public administration system is the ba-
sis in the modern reforming process the
life of Ukrainian society.

One of the basic factors in the per-
sonnel development in the public ad-
ministration system is the definition
and strict regulation of the professional
qualification requirements for specia-
lists. Since such requirements outline
the mechanisms of personnel develop-
ment, focus on the formation of profes-
sionally significant qualities for a pub-
lic servant, they provide an opportunity

to see the “way” of forming a qualitative
staff in public administration.

Analysis of recent publications
on issues. The concept of “business
qualities”,  “professional  qualities”,
“personal qualities”, “professional ac-
tivity” is considered by many scholars
both Ukrainian and foreign, including:
O. Antonova, G. Atamanchuk, A. Go-
lovach, N. Goncharuk, S. Dubenko,
M. Lesechko, V. Malinovsky, A. Mar-
kov, R. Naumenko, N. Nizhnik, O. Obo-
lensky, Yu. Povarenkov, S. Seroginym,
I. Surai, O. Turchinov and others.

Problems of professional qualifica-
tion in civil servants have been repea-
tedly raised in a special scientific So-
viet period. The main research focus,
as a rule, is on the features problems
of the employee in the state apparatus,
his culture and management culture,
the assessment of personal qualities.
Among them are: “education”, “edu-
cation”, “social and technical know-
ledge”, “tact”, “honesty”, “hardness”,
“common sense”, “health”, “the ability
to establish the right relationships in
the team, with subordinates and lea-
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” «

dership”,
etc.

The purpose of the article. Com-
prehensive analysis of scientific ap-
proaches to determining the aggregate
competences of personnel and public
administration systematization as pub-
lic servants.

The statement of basic materials.
The problem of professional qualifica-
tion requirements formation is the ba-
sis for the formation of a professional
public service in Ukraine. These re-
quirements should derive from the
functions performed by a public ser-
vant, the level of office, and his influ-
ence on government-management
decisions.

The professional qualification re-
quirements for a public servant are re-
quirements for his professional quali-
ties, knowledge and skills necessary
for the successful performance of the
corresponding duties. They also deter-
mine the scope of the use of a specialist.
These requirements should be reflected
in the qualification that is developed
for each post [9, p. 66].

In turn, the professional qualifica-
tion characteristic of a public servant's
position is a normative document that
defines a well-founded list of profes-
sional tasks, responsibilities and po-
wers of a specialist, requirements for
his professional training, educational
qualification, practical experience [5,
p. 349]. The qualification characteristic
establishes the position of a post in the
structure of the state authority on the
basis of its legal status and main tasks
and reflects the legal status of a civil
servant, in particular rights, powers,
functional duties, responsibility and so-
cial guarantees.

qualification and business”,
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The literature analysis on the sub-
ject provides grounds for determin-
ing that the professional qualification
requirements in a public servant are a
set of qualities, knowledge, skills, skills
that directly relate to the process of
performing the post in public service
(carried out in the performance of their
official duties) and affect the efficiency
and performance of activity.

Then in the study we will analyze
the legal documents on the issues of
professional qualification requirements
formation for public servants. It should
be noted that there are only typical
requirements for civil servants of the
categories ‘A”, “B”, “B” and there are no
such requirements for officials of local
self-government.

In accordance with the Typical Re-
quirements for Persons Applicating to
Category “A” Civil Service, the follow-
ing requirements are set for candidates:
special and general requirements.
General requirements include educa-
tion, work experience in certain posi-
tions, knowledge of foreign languages
[6].

Specific requirements include:

* knowledge of Ukrainian legisla-
tion;

* professional knowledge;

* leadership skills: setting goals,
priorities and benchmarks; strategic
planning; ability to work with a large
amount of information and ability to
perform several tasks simultaneous-
ly; conducting business negotiations;
achievement of the final results;

« ability to make effective decisions:
analysis of state policy; availability of
necessary knowledge for efficient allo-
cation and use of resources (including
human, financial, material);




» communication and interaction:
ability to communicate effectively and
to make public presentations; coopera-
tion and networking; openness;

» change management: creating
a plan for change and improvement;
management of change and reaction to
them; assessment of the effectiveness of
changes;

» management of the organization
and personnel: organization of work
and control; project management; ma-
nagement of high-quality services;
motivation; human resources manage-
ment;

» personal competencies: princip-
ledness, resolve and demanding when
making decisions; the focus on serving
the public, protecting national inte-
rests; systematic; innovation and im-
partiality; self-organization and self-de-
velopment; ability to work in stressful
situations;

e public finance management:
knowledge of the fundamentals of fis-
cal legislation; knowledge of the system
of state control in the field of public fi-
nances;

« work with information: know-
ledge of the basis of legislation on in-
formation; ability to work in e-govern-
ment [6].

It should be noted that such a set of
qualities suits the positions of both civil
service and private enterprises. Lea-
dership is defined as the ability to lead,
the formation of a team spirit, a single
comparative culture, as well as general
requirements, including those relating
to communication competence. In ad-
dition, one main unit is absent, namely
constant self-development and another
inspiration for the development of their
own skills, skills, mastering of new

methods of work, improvement of their
own method of work.

In addition, the requirements for the
honesty of a public servant, which can
be measured by various psychological
tests or on a polygraph, should be sepa-
rately set.

The special requirements of persons
who are candidates for civil service ca-
tegories “B” and “B” include:

* leadership (business negotiations,
ability to substantiate their own posi-
tion, achievement of final results);

* effective decision-making (ability
to solve complex tasks; ensure a corre-
lation of price and quality; efficient use
of resources (including financial and
material resources); analysis of state
policy and planning of measures for its
implementation; ability to work with
large masses of information; ability to
work with multitasking; setting goals,
priorities and benchmarks);

* communication and interaction
(skills of effective communication and
public speaking, cooperation and net-
working, openness);

« implementation of changes (imple-
mentation of a plan of changes, ability
to support changes and react to them,
assessment of the effectiveness of the
changes made);

» management of the organization of
work and personnel (organization and
control of work, project management,
quality management, teamwork and
team management, motivation, assess-
ment and development of subordinates,
ability to resolve conflicts);

* personal competencies (analytical
abilities, discipline and systemicity, in-
novation and creativity, self-organiza-
tion and development orientation, di-
plomacy and flexibility, independence
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and initiative, service orientation, abi-
lity to work in stressful situations) [7].

These requirements are general in
nature and can not be objectively mea-
sured. The concept of “leadership” sub-
stitute the concept of communication
competence.

The following requirements for the
civil service category “B”, which in-
clude:

1. Qualitative performance of tasks
(work with information, ability to work
in several projects at the same time;
focus on achievement of final results;
ability to solve complex tasks; ability to
effectively use resources (including fi-
nancial and material resources); ability
to submit proposals; to argue and pre-
sent them).

2. Teamwork and interaction (abi-
lity to work in a team, ability to effec-
tively coordinate with others, ability to
provide feedback).

3. Perceptions of changes (imple-
mentation of the plan of changes and
improvements; the ability to accept
changes and change).

4. Technical skills (ability to use
computer equipment and software, use
office equipment).

5. Personal competencies (respon-
sibility; systematic and independent
work; attentiveness to details; persis-
tence; creativity and initiative; self-
development orientation; service ori-
entation; ability to work in stressful
situations) [7].

In our opinion, the main qualities
for the category “B”, that is, the perfor-
mers, is the understanding of the mis-
sion of the state body, where he works,
the ability to perform qualitatively the
tasks assigned to him by the direct lea-
der, to understand the importance of
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this work, the focus on the result, the
ability to work with people, under-
standing of the needs of the population
in services, the ability to find contact
with the population, etc.

That is, the requirements are com-
municative competence, information
competence, intellectual competence,
etc.

Analyze scientific approaches to
creating professional-qualification re-
quirements for public servants.

There are such approaches to dis-
tinguishing the requirements for pub-
lic administration personnel: firstly,
a competent approach - when a set of
competencies is defined, which should
be inherent in the employee in a certain
position. Secondly, the set of qualities
of the employee (listed qualities of the
employee, which should be inherent in
a specialist). Thirdly, the list of specia-
list’s powers in the system of public
administration.

O. Akimov highlights such compe-
tencies of the employee:

+ Integrative competence — the
ability to integrate, knowledge, skills
and abilities and their effective use in
conditions of rapid change in the re-
quirements of the environment;

* socio-psychological (emotional,
conceptual and behavioral compe-
tence) — ability to lead, goal-setting,
ability to realize defined plans and abi-
lity to innovate, knowledge and skills
in the field of perception, understand-
ing of human behavior, motivation of
their activities, high level of empathy
and communicative culture;

* organizational party — compe-
tence in specific spheres of manage-
ment activity, decision-making, col-
lection and analysis of information,




methods of work with people, etc. [1,
p- 210-211].

According to Nesterenko L., a com-
petent public servant is characterized
by the following competencies:

1. Psychological competencies: per-
ceptual, cognitive, mnemonic, emotio-
nal, volitional.

2. Personal competencies: intellec-
tual abilities (reason, logic, conceptu-
ality, originality, prudence); traits of
personality (initiative, flexibility, cre-
ativity, honesty, integrity, demanding,
confidence, independence, vigor, self-
organization); temperament; reflection
(tendency to introspection of persona-
lity and behavioral features); personal
tectology (ability to self-regulation,
ability to maintain a positive emo-
tional tone, stress tolerance, flexibility
in solving complex professional tasks);
creativity (readiness to quickly master
new forms of work, readiness to create
new, more effective ways to perform
the usual types of management activity,
readiness to introduce innovations into
the structure of management activity).

3. Social competences: knowledge
of the basics of conflictology, social
psychology; readiness for cooperation,
interaction with the environment; re-
sponsibility; emotional intelligence
(self-consciousness, impulsivity con-
trol, persistence, confidence, self-moti-
vation and empathy).

4. Professional and managerial com-
petences: knowledge of the regulatory
and regulatory framework governing
and regulating activities; knowledge
of technological and organizational-
managerial specifics of activity; orga-
nization of implementation of state
decisions; possession of basic control
methods [4].

According to Seryogina N., the pro-
fessional and business qualities of civil
servants can be determined taking into
account the following criteria:

* personal: activity, communication,
motivation, ability to make the right
decisions;

« intellectual: competence, analyti-
cal component of thinking;

* business related to the peculiari-
ties of the nervous system: working ca-
pacity, resistance to stress [8].

In each case, the determination of
these qualities depends on factors:

* the choice of the place of employ-
ment by civil servants;

* situations arising in everyday
work on a particular position;

« conflicts;

* motivation to change work;

* innovations related to changes in
the characteristics of the working envi-
ronment;

* the content, forms and methods of
acquiring the relevant knowledge and
skills of a civil servant profession;

* professional qualification charac-
teristics of a civil servant.

In our opinion, the following qualifi-
cations should be included in the basic
professional qualification requirements
for a public servant:

1) requirements for psychological
competencies of the individual:

* requirements for innate personali-
ty qualities (temperament, intelligence,
ability to quickly perceive information,
respond to orders and perform them,
flexibility, stress resistance, analytical
skills, etc.)

* requirements of accumulated per-
sonal qualities (honesty, ability to re-
strain oneself, ability to quickly solve
conflict situations, ability to behave
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correctly, innovation, self-improve-
ment);

2) requirements for the professional
qualities of an employee:

¢ communicative qualities that are
directed both in the middle of the state
body and externally — communication
with the population of the country, fo-
reign partners, representatives of civil
society;

* leadership — the ability to be an
example for others, the formation of a
positive attitude towards employees,
the ability to lead, skills to work and
build a team;

* information quality — ability to
work with a large amount of informa-
tion, to formulate common approaches,
to systematize, to orientate in the glo-
balization, information space;

 innovative qualities — applica-
tion of innovative methods in activity,
knowledge of new methods of activity;

e self-improvement and continuous
improvement of qualification;

« responsible attitude to the case;

3) requirements for managerial
qualities of an employee — knowledge
of the management system, knowledge
of regulatory documents in a particu-
lar area, ability to manage people, abi-
lity to manage the system, globalization
thinking;

4) requirements for social qualities of
an employee — tactfulness, sensitivity
to emotional states and mood of others,
compassion, sensitivity, trust, modesty
in interpersonal relations and inde-
pendence, demandingness, straightfor-
wardness, practicality, self-confidence,
self-esteem in formal relationships;

5) requirements to the ethical quali-
ties of the employee — knowledge of
ethical norms of conduct and their
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implementation in the team, during re-
lations with the country’s population,
foreign partners.

Conclusions. The research analyzes
and systematizes approaches to the for-
mation of professional qualification re-
quirements for public servants. The au-
thor defines the following professional
qualification requirements for a public
servant: psychological qualities of an
employee; communication qualities;
professional qualities; managerial quali-
ties; social qualities; ethical qualities.
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