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THE SPECIFICITY OF THE SOCIOLOGICAL
APPROACH TO THE ANALYSIS OF PROFESSIONAL
IDENTITY OF CIVIL SERVANTS

Abstract. The article investigates the specificity of sociological approach to
the analysis of professional identity of civil servants. Defines the role of continu-
ous education in the professional identity of public servants and the main indica-
tions of their competence.

Keywords: civil servants, professional identity, professionalism, motivation
and competence.

CHEI_[I/I(.IJ)IKA" COOIOJIOTTYHOIO IMIAX0oAY 40 AHAJI3Y
IMPO®ECIMHOI ITEHTUYHOCTI JEP;KABHUX CJY/KBOBIIIB

Awnoranis. /locipkeno crenudiky coIiosoTigHOTO MiXOMY /10 aHaJi3y MPo-
(beciiiHOI iIEHTUIHOCTI JIepsKaBHIX CJIYKOOBILB. 3’s1COBaHO POJb Ge3nepepBHOT
OCBiTH y TIpodeciiiHiil iIeHTUYHOCTI AepKaBHUX CIy:KOOBIIB Ta BUSHAYEHO TO-
JIOBHI O3HAKM 1X KOMITETEHIII].

Kimouosi cioBa: jiepskaBHi ¢i1y:K60BIT, mpodeciiiHa ienTuaHicTs, mpodecio-
HaJIi3M, MOTHUBAIlisl, KOMIIETEHITis.

CIIEHUDUKA CONHNOJIOTUYECKOTO IMMOAXOJA K AHAJIN3Y
IMPO®ECCUOHAJIDHOU NAEHTNYHOCTHU T'OCYJAAPCTBEHHbBIX
CHYRAIIIX

Annoranuga. VccnenoBano crennduky cCOIMOJIOTHIECKOTO MOAX0/IA K aHa-
nu3y nmpodeccnoHaIbHON UACHTUIHOCTH TOCYIAPCTBEHHBIX CJIyKaNmX. Boisc-
HEHa POJIb HETPEPBIBHOTO 06pa3oBatust B MPOMeCCHOHATBHON HICHTUYHOCTH
roCy/ZIapCTBEHHBIX CJY KAIUX U OlIpejiesIeHbl TJIaBHble TPU3HAKY UX KOMIIETEH-
AN,

KimoueBble cioBa: rocyapcTBeHHbBIE CJysKalne, mpodeccuonasbHas UieH-
TUYHOCTD, TPOECCUOHATN3M, MOTUBAITNS, KOMTIECTEHITHS.

Target setting. To date, professional ing the professional identity of actors.
norms and values of civil servants arein  Awareness of the need to serve society
a state of transformation, which entails requires a profound reorganization of
the formation of conditions for chang- the outlook and psychology of an offi-
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cial. In the conditions of changing the
model of social development, the forma-
tion of new economic, political and so-
cial relations, the public service makes
a variety of requirements to the person
of the civil servant and his professional
development depending on the position
occupied, the nature and content of the
work performed by him.

The appointment of a civil service in
a transforming modern society can be
realized only if the civil servants accept
the process of updating the professional
identity, oriented on innovative ways
of employees’ activity. In this case, the
result of professional identity should be
a professional who has an innovative —
thinking, capable of adequate and time-
ly solution of complex tasks of social
and innovative public administration.
In this context, an appropriate reorien-
tation of the content of continuing vo-
cational education of civil servants, on
the formation of the professional iden-
tity of civil servants of a modern, deve-
loped society is necessary.

Analysis of recent research and
publications. The problems of the pro-
fessional identity of civil servants, as
well as various approaches to its analy-
sis, are covered in the writings of many
well-known Ukrainian and foreign
scholars, in particular V. Arbenin [10],
O. Bobrov [1], Zh. Virna [2], A. Gor-
batiy [7], O. Gumenuk [3], G. Zinchen-
ko [5], O. Ermolayeva [4], N. Lipovska
[6], M. Malanchiy [6], A Mudrik [2],
N. Nichta [7], N. Roslyakova [8],
V. Sinyavskiy [9], L. Sokuryanska [11]
and the others. Despite its significance
and urgency, the problem of the profes-
sional identity of civil servants remains
theoretically poorly developed. There
are different approaches to analysing
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the professional identity of civil ser-
vants, but to date, there is no definite
categorical apparatus; there is no single
classification of factors and indicators
that affect this process.

The purpose of this article is to
study the specifics of the sociological
approach to the analysis of the profes-
sional identity of civil servants and to
provide suggestions for improving this
process.

The statement of basic materials.
Integrative indicator of the studied so-
cio-professional group of civil servants
is a professional identity — a sense of
belonging to a socio-professional com-
munity.

The category “professional identi-
ty”, represents an integrative indicator
of the studied socio-professional group
of civil servants. Professional identity
is a kind of social identity, while pos-
sessing all its features and characteris-
tics necessary for its formation. At the
same time, many scientists associate a
professional identity with forms of self-
perception, “I am”. At the heart of this
point of view is the idea of individual-
ity of the individual as a member of the
community of people interacting in a
single professional environment, pos-
sessing similar competencies |3, p. 147].

This kind of interpretation of pro-
fessional identity is inherent in psycho-
logical, philosophical and sociological
schools. Russian psychologist O. Bo-
brova gives a definition of professional
identity through the understanding of
the subject of belonging to a certain
historical time with the help of a pro-
fession [1, p. 21]. E. Erickson consi-
ders professional identity as a mecha-
nism of socialization of the individual,
calling it the last stage of professional




self-determination, which occurs in the
period of formation and is expressed in
the acceptance of a model of behaviour
based on the diffractive choice of values
[11, p. 14].

Professional identity as an integral
part of personal identity is interpret-
ed by modern foreign psychologists
F. Mirvis, D. Houl, [12, p. 31]. In their
view, professional identity contributes
to the successful adaptation of the in-
dividual to the outside world, including
the professional environment. Profes-
sional identity is a dominant factor in
a successful career. The formation of
identity is achievable subject to the fol-
lowing requirements: mastering profes-
sional competencies, achieving profes-
sional competence, having a healthy
interest in work, balance with the out-
side environment, etc. The level of its
formation determines the unique way
of professional formation of the subject
as a professional.

In the model of professional iden-
tity N. Lipovska, which is based on the
principles of a systematic approach,
also takes place the correlation of the
concept under study with multidimen-
sional complex formations, which has
a systemic structure and consists of a
communicative, cognitive and regula-
tory subsystem [6, p. 55].

Sociological theories of identity re-
search, based on the psychological defi-
nitions of the phenomenon under study,
such as personality traits, spheres of
self-awareness, the concepts of profes-
sional “I am”, etc., extend this concept
on the basis of the application of socio-
cultural characteristics (ideas, norms,
values, stereotypes of group and per-
sonality behaviour, social roles and sta-
tuses) and argue that the formation of a

professional identity takes place in the
process of influence of the surround-
ing society. So, according to J. Winslet,
this process depends on the circum-
stances and conditions of interaction
with members of the professional com-
munity, in other words, “the external
is refracted through the internal” [13,
p. 132].

The idea of forming a professional
identity on the basis of the relation-
ship between the psychological char-
acteristics of the subject and the social
environment finds continuation in the
theoretical positions of N. Lipovska,
which argues, that professional iden-
tity or some kind of personality as a
subject of social relations is formed
under the influence of dual reality [6,
p. 55]. Equally important is the social
status obtained by the individual in
the case of his inclusion in a particu-
lar professional activity, as well as the
individual-psychological nature of the
individual (personality orientation).
Thus, the influence of the acquired
status determines the nature of the po-
wers acquired in the process of inclusion
in the profession occupied by the level
of the service hierarchy, the prestige of
the profession, and the essence of the
individual determines the motives for
inclusion in this professional field, ex-
pectations from the profession and the
possibility of their achievement, values
benchmarks, norms and standards pro-
fessional action, satisfaction with work.
Depending on the quality of ownership,
these elements form a certain type of
professional identity.

As a result of the study of J. Virna,
devoted to the social and professional
identity of municipal servants, the fol-
lowing characteristics of the phenome-
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non studied are the professional status,
professional values, professional and
personal qualities, the assessment of
the content of work, self-identification,
socio-professional status and prestige,
socio-demographic features [2, p. 210].
The professional identity according
to V. Sinyavsky, represents the cogni-
tive-emotional and active unity of the
members of the labour group. Profes-
sional identity is formed not only on the
basis of analogy with the professional
sphere in which the group is occupied,
but also on the proximity of organiza-
tional goals realized by each member
of this community, their value orienta-
tions, norms of professional behaviour,
expressed in the domination of a certain
collective role atmosphere [9, p. 71].
There are a number of researchers
who adhere to the idea that a profes-
sional identity is formed only with the
absolute mastering of the profession.
For example, E. Ermolaeva believes
that the content of professional iden-
tity is the consistent harmonization of
the basic elements of the professional
process [4, p. 157]. In our opinion, it is
not entirely correct to talk about pro-
fessional identity solely in the context
of full professional mastery. The deve-
lopment of knowledge, the adoption of
norms and values, the awareness of one-
self in a professional environment, the
recognition of the society of the person-
ality belonging to a particular profes-
sional community — a long process of
phased professional identification, the
result of which is the formation of pro-
fessionalism. Standards, values, rules
and traditions of a professional group
act as a regulator of human behaviour
in the process of professional identifica-
tion. Thus, it should be emphasized that

98

in the process of identity formation, not
only the level of human experience in
the profession is important, but its in-
ternal awareness that it is a “civil ser-
vant”, “teacher”, “doctor”, “police offi-
cer”, etc.

Professional identity of civil serv-
ants is a multidimensional integrative
socio-psychological phenomenon, ca-
pable of providing the subject of the
studied socio-professional group the
integrity, identity, unity and determi-
nism. Professional identity can be trans-
formed in the process of professional
training based on the mechanisms of
self-awareness, self-determination, in-
dividualization, self-organization and
provided by reflection. Professional
identity is the process of integration of
different types of identity of profession-
al reality, with the main role played by
personal and social identity [11, p. 141].

The evolution of the professional
identity of civil servants is a continu-
ous process. The development of pro-
fessional identity contributes to the
growth of professionalism, in the forma-
tion of which a special place takes the
process of updating existing knowledge
and obtaining new ones. Thus, con-
tinuous education plays a huge role in
the process of forming the professional
identity of civil servants.

The study of the practice of continu-
ous education of civil servants and the
prospects for its development is based
on the methodological principles of a
competent approach in education cha-
racterized by the transition from an ed-
ucational paradigm based on the trans-
fer of knowledge to creating conditions
for the formation of the totality of com-
petencies necessary for professional de-
velopment.




The peculiarities of the professional
competencies of civil servants are ex-
plained by the specifics of public admin-
istration, with its inherent high level of
responsibility for the management deci-
sions made on the scale of the state, their
social significance. The main features
of the civil servant’s competencies are
personal and professional skills, abilities
and knowledge in various spheres: from
general legal competence to the know-
ledge of the specialized field of activity,
value systems and orientation.

The reflection of the essential mean-
ing of the civil service as a professional
activity is the principle of profession-
alism. Definition of professionalism in
the context of civil service is provided
by Zh. Virna — the highest level of psy-
cho-physiological, psychic and perso-
nality changes that occur in the process
of long-term human performance of of-
ficial duties, providing a qualitatively
new, more effective level of solving
complex professional problems in spe-
cial conditions [2, p. 101].

The most important feature of pro-
fessionalism is the socio-professional
identity, which is the complete identi-
fication of a person with a professional
community, the adoption of its value-
role guidelines and rules of conduct, de-
velopment and transfer of knowledge,
skills and abilities in the chosen social
environment.

In order to develop the professio-
nalism of a civil servant, a continuous
qualitative updating of his knowledge,
skills and abilities (i.e, professional
competences), which is intended to
provide continuous vocational educa-
tion [6, p. 54].

The essence of continuous educa-
tion is the permanent process of human

development throughout its active life.
The basis of the continuity of educa-
tion is the continuous development of
knowledge, skills and abilities of the
individual, giving each person the op-
portunity to build an individual pro-
gram of education [10, p. 21]. The sys-
tem of continuous education represents
an integrated structure of means, ways,
methods of development of personality,
activity, professional competences of
a civil servant in a network of educa-
tional institutions and in the process of
self-education.

Based on opinion of N. Roslyakova
[8], we believe that the continuing vo-
cational education of civil servants is an
organizational learning process based
on the principles of systematicity, in-
tegrity, which accompanies all profes-
sional activities of employees, enabling
everyone to find, update and deepen
the cognitive component of profes-
sional identity, invaluable for qualita-
tive realization of the assigned powers
and responsibilities. In this case, the
economic entity is given the right to
choose one or another educational tra-
jectory, which helps to meet its needs
for development, including reflects the
educational needs of today’s society
and guarantees the uniform develop-
ment of socio-professional identity. In
this formulation of continuous educa-
tion, its essence is revealed as a mecha-
nism for the professional identification
of civil servants.

The current stage of development
of society is characterized by a change
in the professional identity of civil ser-
vants. This fact is due to the condition,
that civil servants must meet the new
requirements of the modern society, to
perform the regulatory function, using
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innovative methods of management in
their activities. To carry out their pro-
fessional activity at a new level, civil
servants should continuously improve
their professionalism by including in
the process of continuous professional
education. The application of the re-
ceived knowledge in practice contri-
butes to the formation of a positive pro-
fessional identity of civil servants.

Positive professional identity is
characterized by subordination of the
individual’s life to a common good, and,
ultimately, contributes to the develop-
ment of social processes. Thus, the posi-
tive professional identity of the civil
servant will be achieved in the case of
assimilation and realization of the basic
social value of the profession of a civil
servant — service to the population
in the interests of social development
[7, p. 266].

The negative professional identity
of civil servants, in contrast to the
positive, has negative consequences
for society. In the first place, this type
of identity is characterized by profes-
sional deformation and anomaly.

The study of professional anomalies
deals with the work of G. Zinchenko
[5], which defines them as dysfunction
and deviation of behaviour in the civil
service. The researcher identifies such
anomalies in the civil service: focus on
material well-being (thirst for profit),
irresponsible attitude to own profes-
sional work, disunity of professional
actions and needs of the population,
corruption, discretion of administra-
tive-legal norms, duplication of func-
tions and, as a consequence, insulting
staffing, bureaucracy, etc.

Classifications of professional anom-
alies are also devoted to the work of
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N. Nichta, A. Gorbatiy, which charac-
terizes them in groups depending on
the level of social interactions in the
civil service. On this basis, they deter-
mine the following types of anomalies
characteristic of the civil service of
Ukraine today:

* metasystem anomalies — devia-
tions found in the process of relations
between civil servants and civil society,
resulting in a low level of social self-or-
ganization;

* systemic anomalies that manifest
themselves in the mixing of the purpo-
ses of the civil service, in the division of
the structure and functions of the ser-
vice, in the disagreement of the models
of subordination and coordination of
structural elements of the civil service
system, in social violations, etc.;

e Local, or in other words, beha-
vioural abnormalities are based on de-
viations in the behaviour of the em-
ployee and their small informal groups
from the norms and rules permissible in
official activities [7, p. 266].

Signs of this kind are social indiffe-
rence, conservatism, formalism, procras-
tination, low zeal, conformism or con-
flict, abuse of office in personal selfish
ends, betrayal of service interests, etc.

The mentioned types of profes-
sional anomalies are interdependent,
which is explained by the fact that the
consequences of local anomalies lead
to general disturbance in social and
managerial relations, and, in turn, the
consequences of metasystem anomalies
lead to dysfunction of the civil service
and deviant behaviour of state civil ser-
vants.

Thus, anomalies and deformations
of the civil service lead to the formation
of a negative professional identity of an




official who loses the main purpose of
professional activity-service to society.

As part of our study, the professional
identity of civil servants is understood
as a complex combination of identifica-
tion processes, the main of which are:
self-identification of a person as a civil
servant, identification with a profes-
sional group, as well as the process of
external identification of a civil servant
by the public, expressed in public opi-
nion.

Social-professional identity includes
external and internal components. In-
ternal identity (self-identification) is
the result of an employee’s awareness
of belonging to his social-professional
group, self-identification with it, the
adoption of norms and rules of corpo-
rate culture and the desire (reluctance)
of them to follow. Also, the internal
social-professional  identity = should
include the idea of a civil servant on
how his socio-professional group is
perceived by the population and what
status it occupies in the socio-profes-
sional social structure. The external
social-professional identity reflects the
public opinion about the profession
and its carriers and is based not only
on the objective characteristics of the
social-professional group of civil ser-
vants (number, gender-age, education-
al and qualification structure, income,
etc.), but also on their sub- various as-
sessments from different groups of the
population.

The external and internal compo-
nents of the socio-professional identity
are interconnected and affect each oth-
er, identifying the contradictions of this
process.

For a more detailed consideration
of the professional identity of civil ser-

vants, it is necessary to analyse the fac-
tors of its formation. The factor in the
formation of professional identity, in
our opinion, is the dynamic force of this
process, which promotes the creation of
the necessary mental relations and an
associative line in the direction “T am a
profession” [3, p. 131], by inducing and
influencing certain aspects of this per-
ception.

Among the objective factors of the
formation of professional identity,
which can not be publicly influenced by
apublic servant, one can distinguish the
following: the situation in society and
the state as a whole; civil service system
as a regulated institution; peculiarities
of corporate culture in the professio-
nal environment; income level; socio-
demographic features of the country
and the region, etc. Objective factors of
professional identity can be defined as
the sphere of professional environment,
the activity in which the employee is
embedded in the process of identifica-
tion.

Subjective factors of formation of
professional identity of civil servants
are characterized as personal percep-
tion of professional activity by an em-
ployee, internal affection to this profes-
sional environment. Subjective factors
include: professional qualities of the
personality of employees, normative-
value orientations, satisfaction with la-
bour activity, prestige, etc.

The social-professional identity of
civil servants is the identification of
an individual with a socio-professional
group of civil servants and the civil ser-
vice as a whole as a professional activity
of this group.

The conducted analysis of the pro-
fessional identity of civil servants al-
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lows the author to distinguish in its
structure the following main compo-
nents:

* cognitive — professional know-
ledge and knowledge of the profes-
sion. The basis of this component is the
available professional knowledge of the
activities of civil servants, knowledge of
the profession of employee, the image of
a civil servant, his social status and role
in society, the idea of career and labour;

* value-emotional — the presence
of a positive or negative attitude to the
fact of professional affiliation; the pres-
ence or absence of a human meaning
of the above elements of the cognitive
component, their significance and in-
clusion in the system of personal values.
The most important component of the
component is a feeling of pride or shame
for their profession, a sense of commit-
ment to a professional community, re-
cognition of its significant value, aware-
ness of the prestige of their profession.

The first two components are inher-
ent in both internal and external socio-
professional identity. Self-identification
(internal social-professional identity)
additionally includes the motivation-
al-behavioural component — the mo-
tivation to work, is closely related to
the satisfaction of the process and the
results of labour. Positive professional
identity of a civil servant is impossible
without motivation of professional ac-
tivity. Only satisfaction with its activi-
ties and, as a result, the achievement of
the main goal of the civil service — ser-
vice to the population, promotes social
development, forms a positive profes-
sional identity of this social group. This
component can be characterized as a
resultant, which includes cognitive and
value-emotional.
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In our opinion, the most adequate
understanding of the professional iden-
tity of civil servants as the result of
cognitive, value, emotional, and mo-
tivational processes of awareness of
belonging to their professional com-
munity, manifested in a certain type of
identification behaviour of subjects of
the professional group.

A significant feature of the profes-
sional identity of civil servants is its
regional component. Responsibility for
the development of the region perme-
ates all of the above identity structure.
The professional identity of civil ser-
vants is formed only if the employee has
a wide knowledge of the region, its eco-
nomic, socio-demographic, ethnic, and
the others specificity, positive attitude
to him, a sense of pride in the region
and his commitment to him, the desire
to develop and support it, and, finally,
the realization of his professional acti-
vities for the benefit of the region.

Conclusions. The evolution of the
professional identity of civil servants is
a continuous process. The development
of professional identity contributes to
the growth of professionalism, in the
formation of which a special place takes
the process of updating existing know-
ledge and obtaining new ones. Thus,
continuous education plays a huge role
in the process of forming the profes-
sional identity of civil servants.

The peculiarities of the professional
competencies of civil servants are ex-
plained by the specifics of public ad-
ministration, with its inherent high
level of responsibility for the manage-
ment decisions made on the scale of
the state, their social significance. The
main features of the civil servant’s com-
petencies are personal and professional




skills, abilities and knowledge in vari-
ous spheres: from general legal compe-
tence to the knowledge of the specia-
lized field of activity, value systems and
orientation.

The most important feature of pro-
fessionalism is the socio-professional
identity, which is the complete identi-
fication of a person with a professional
community, the adoption of its value-
role guidelines and rules of conduct, de-
velopment and transfer of knowledge,
skills and abilities in the chosen social
environment. As part of our study, the
professional identity of civil servants is
understood as a complex combination
of identification processes, the main of
which are: self-identification of a per-
son as a civil servant, identification
with a professional group, as well as the
process of external identification of a
civil servant by the public, expressed in
public opinion.

In our opinion, an important compo-
nent of the structure of the professional
identity of civil servants is the moti-
vational-behavioural component. This
component is a transition from repre-
sentations and images to real actions,
on the basis of which the assessment
of civil servants is carried out both by
the social-professional group (internal
identity) and by the society (external
identity).
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