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Mpob6nema oLeHKN KayecTBa NOAroTOBKU
rocyaapCTBeHHbIX rPa)KAaHCKUX CryXXalux:
NMYHOCTHbIe U NpodeccruoHanbHbie XapaKTepPUCTUKH

B. 6. CATAXOBA, A. B. KWONHOB, H. C. BABMEBA

AHHOTALUA

BeedeHue. CoBpeMEHHbIN MUp TPEOYeT MOATOTOBKM W HEMPEPLIBHOTO Pa3BUTUS KagpoOB B CUCTEME TOCYAapCTBEHHOrO
yrpaBreHns HOBOW hopmaLmn, CroCOBHbIX YCNELIHO afanTUPOBaThCA K CTPEMUTENBHO U3MEHSIIOLLMMCS YCIOBUSIM U BbICTPO
pearmpoBaTb Ha PUCKM, BbI30BbI U Yrpo3bl, Kak BHYTPEHHME (OpraHW3aLMoHHbIE), TaK U BHELUHWE (CouuarnbHO-9KOHOMUYECKUE).
CoBEpLUEHCTBOBAHNE CUCTEMbI OLIEHKM KaapoBOro obecrneyeHusi rocyqapCTBEHHOW TrpaXgaHCKoOW CnyxObl, passButme
NepcrnekTUBHbIX HanpaBrneHui TpaHCOPMaUMU WHTENNEeKTyanbHOro kanvTana KagpoB roCyAapCTBEHHOTO YrpaBreHus u
aaMUHUCTPUPOBAHWS, BHEAPEHME MHHOBALIMI B MpoLecc oTbopa, OLEHKN U Pas3BUTUSI KaapoB roCy4apCTBEHHOMO yrpaBrieHns
HEBO3MOXHO 63 KOMMIEKCHOIO Hay4YHO-METOA00rMYECKOro 060CHOBaHMA AaHHOM Npobrnemsl.

Llenb uccrnedosaHusi: paspaGOTKa KOMMEKCHOM CUCTEMbI OLIEHKM I'IpO(*)eCCVIOHaJ'IbeIX N NTMYHOCTHbIX Ka4eCTB rocyjapCTBEHHbIX
rpaxxgaHCKmMx crnyxallux B cuctemMe rocygapCTtBeHHOro yrnpasreHus.

Mamepuansi u memodsi. MeTogoM nccneaoBaHns SBAANCSA TEOPETUYECKUIA aHaNN3 HAYYHOW NMTepaTypbl N0 NPobreme OLEHKM
npoeccnoHanbHbIX U MUMYHOCTHBIX Ka4€CTB roCyAapCTBEHHbIX MPaXAaHCKMX CNyXKallyx; aHanu3 HopMaTMBHOW npasBoBou 6a3bl,
perynvpyoLLen nposegeHne oLUeHKU NpodeCcCnoHanbHbIX U JIMYHOCTHBIX Ka4eCTB roCcy4apCTBEHHbIX FPaXKOAHCKUX CIyXaLlluX.
Bason nccnenoBaHus BeICTYnUNM pedepatvBHble 6a3bl 4aHHbIX peLeH3npyemon Hay4Hor nutepatypbl: eLIBRARY.ru, lens.org;
KpoccnnathopMeHHas crnpaBovHas npasoBas cuctema — KoHcynbsraHTllntoc.

Pe3ynbmamsbi. Pa3BuTne rocygapCTBEHHOW rpaagaHckonm cnyxbbl B Poccuiickon ®epepauum [OMKHO ObiTb CBA3AHO
C BHEAPEHMEM HOBbIX KaApOBbIX TEXHOMOIMA B CUCTEMY FOCYAApPCTBEHHOrO YMNPaBMEHWUsi, B YACTHOCTU KOMMIEKCHON
CUCTEMbI OLEHKM MPOdECCUMOHANbHbIX M FMYHOCTHBIX KayeCTB FOCYAapCTBEHHbIX rPpaXKOAaHCKMX cryxawmx. KomnnekcHas
cucTeEMa OUEHKM MNPOGECCUOHANBHBIX U FIMYHOCTHBIX KayeCTB TrOCYAApPCTBEHHbBIX TPaXKOAHCKMX CRyXaliMx [OOMKHa
obecneymBaTb Hanbonee LenecoobpasHbii, C TOYKM 3peHus Lienen 1 3agad rocyqapCTBEHHOIO opraHa, NepcnekTUBHLIN oTOop
BbICOKOKBaNMMULIMPOBaHHbIX KaApOB AN rocyAapcTBEeHHOM Cryx6bl. PagpaboTaHa aBTopckas Mofernb KOMMIEKCHOW CUCTEMbI
OLEHKM NPOeCCUOHarbHBIX U IMYHOCTHBIX KAYECTB roCyAapCTBEHHbIX MPaXKAaHCKMX CyXaLlmx, peanusaums KOTopor No3BoNuT
oueHnTb 1) ypoBeHb MPOdECCUOHANBHOIO PasBUTUSA FOCYOAPCTBEHHbIX FPaXAaHCKUX CryXaliux, 2) COOTBETCTBME YPOBHS
pa3BUTUS NPOGECCUMOHANBbHBIX KOMMETEHLMIA Tpebyemol (3aHMmMaemomn) AOMMKHOCTU, 3) npodeccuoHanbHbIi U MYHOCTHBIN
noTeHuman Ans KapbepHoro pocta. [lpakTuyeckas 3Ha4YMMOCTb WMCCNEeQOBaHUS 3aKMio4YaeTcs B TOM, YTO MpeanoXeHHas
KOMMNSIeKCHas cuUcTeMa OLEeHKM MNPOdECCUMOHAsNbHbIX W FMYHOCTHBIX KavyecTB rOCYAapCTBEHHbIX MPaXKAAHCKMX CryXKalmx
MOXeT ObITb MCMOMNb30BaHa B NPaKTUKe rocy4apCTBEHHOO YNpaBneHUs C Lenbto NonyvyeHns o6bekTUBHbBIX AaHHbIX 06 ypoBHe
pa3BUTUSA KaapoBOro MoTeHumana Ans COBEpPLUEHCTBOBAHUSA CUCTEMbl rOCYAAPCTBEHHOIO yrpaBieHNsi, OPUEHTUPOBAHHOM Ha
WHHOBALMOHHOE Pa3BUTUE POCCUNCKON SKOHOMUKN.

3aknroyeHue. KomnnekcHas cucteMa OLEHKM NPOhecCUOoHarnbHbIX U FIMYHOCTHBIX KavyecTB roCyAapCTBEHHbIX rPpaXKaAaHCKMX
CcnyXalmx [OorkHa SABNATbCS HeOoTbeMSieMON 4YacTbio npouecca oueHkn KPI (pesynbtatMBHOCTM M 3hPEKTUBHOCTM
AesATeNbHOCTUN) rOCYAAPCTBEHHbBIX CIYXaLLX.
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The problem of assessing professional and personal
qualities of public civil servants: socio-psychological
aspect

V. B. SALAKHOVA, A. V. KIDINOV, N. S. BABIEVA

ABSTRACT

Introduction. The modern world requires training and continuous development of personnel in the system of public
administration of a new formation, capable of successfully adapting to rapidly changing conditions and quickly responding
to risks, challenges, and threats, both internal (organizational) and external (socio-economic). Improvement of the system of
assessment of personnel supply of the state civil service, development of promising directions of transformation of intellectual
capital of public administration and management personnel, introduction of innovations in the process of selection, assessment
and development of public administration personnel is impossible without a comprehensive scientific and methodological
substantiation of this problem.

The purpose of the study to develop a comprehensive system of assessment of professional and personal qualities of public civil
servants in the system of public administration.

Materials and methods. The research method was theoretical analysis of scientific, educational and periodical literature on the
stated problem; analysis of the regulatory legal framework governing the assessment of professional and personal qualities of
public civil servants. The research was based on modern reference databases of peer-reviewed scientific literature: eLIBRARY.
ru, lens.org; cross-platform reference legal system — ConsultantPlus.

Results. As a result of the conducted research the conclusions are made that the development of the state civil service in
the Russian Federation should be associated with the introduction of new personnel technologies in the system of public
administration and management, in particular, a comprehensive system of assessment of professional and personal qualities of
state civil servants. A comprehensive system of assessment of professional and personal qualities of public civil servants should
ensure the most appropriate from the point of view of the goals and objectives of the state body or its structural subdivision
perspective selection of highly qualified personnel for public service. The author's model of the complex system of assessment of
professional and personal qualities of public civil servants has been developed, the realization of which will allow assessing 1) the
level of professional development of public civil servants, 2) conformity of the level of development of professional competencies
to the required (occupied) position, 3) professional and personal potential for career growth. The practical significance of the
study lies in the fact that the proposed comprehensive system of assessment of professional and personal qualities of public
civil servants can be used in the practice of public administration to obtain objective data on the level of development of human
resources to improve the system of public administration focused on the innovative development of the Russian economy.

Conclusion. A comprehensive system for assessing the professional and personal qualities of civil servants should be an
integral part of the process of assessing KPIs (performance and efficiency) of civil servants.
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INTRODUCTION

In the period of worldwide globalization and digitalization of socio-economic and political systems
around the world, the need to form and develop an effective system of public strategic administration
is urgent. In terms of performance, human potential in management systems plays a decisive
role [2]. This is since the effectiveness of selection of employees regarding the requirements and
necessary competencies; the success of adaptation of employees to a new place of work (social and
psychological); the probation period; the level and direction of motivation; training and development
of employees; employee performance appraisal and personnel decisions depend on the efficiency and
effectiveness of any department or institution [33].

Today there is no doubt that the main and the main driving force of social and economic
development of any state is a person. There is a stable understanding in economics that the
quality of the established management system at the state level determines the efficiency of its
development [16]. However, the main reason for the low efficiency of economic activity, as well as
the leading factor of its achievements, according to several researchers, is precisely the personality
of the manager (manager), leadership style, as well as the degree or level of competence of
the manager. For example, D. A. Butashin in his research points out the necessity of rotation of
civil servants depending on their personal results [7]. Y. V. Sinyagin (the founder of assessment
in Russian practice) in his numerous works develops the idea of the importance of individual
and personal qualities of civil servants [38]. E. V. Lobkova and E. R. Khudonogova in their work
substantiate the need to assess the professional and personal qualities of employees of public
administration bodies [27]. Nevertheless, to achieve the goals of socio-economic development in
the context of global digitalization and increasing competitiveness, it is not enough to have a set of
certain professional competencies. The modern world requires training and continuous development
of personnel in the public administration system of a new formation, capable of successfully
adapting to rapidly changing conditions and quickly responding to risks and challenges, both
internal (organizational) and external (socio-economic) [23]. For example, J. Albrecht, M. Robayo-
Abril and S. Vroman justify the need for an out-of-door sourcing model to analyse the interaction
between labour markets in the private and public sectors [1]. G. A. Borshchevskiy argues that «the
effectiveness of personnel policy is measured by the level of utilisation of the personnel potential
of the public sector to achieve the country's national goals. In the author's opinion, ‘selection to
the personnel reserves of civilian agencies should be centralised and removed from departmental
subordination, and cases of hiring not from the reserve should be significantly limited. The role
of experts in the selection of candidates should be expanded. The reserve should be formed not
only by categories and groups of positions, but also by areas and types of professional service
activities. The practice of interdepartmental appointments from the reserve and filling vacancies in
subordinate organisations of the authorities should be formed» [6, p. 35]. A. G. Komissarov and
I. B. Sheburakov in their work point out the necessity of 1) conducting personal and professional
diagnostics of candidates for public service and 2) providing the results of the diagnostics.
«Application of personal and professional diagnostics of civil servants provides targeted adjustment
to the development of personal and professional qualities» [24, p. 19].

In the period of Russia's innovative development, the task of substantive and functional
modernization of the system of assessment and development of a new generation of public civil
servants, corresponding to the strategic goals and objectives of the modern world, becomes more
and more urgent. Improvement of the system of assessment of civil service staffing, development
of promising areas of transformation of intellectual capital of public administration and management
personnel, introduction of innovations in the process of selection, assessment and development
of public administration personnel is impossible, in turn, without a comprehensive scientific and
methodological substantiation of this problem.

The analysis of modern studies devoted to solving organizational and managerial problems
in the field of public administration allows us to say that there is still no unified methodology of
comprehensive assessment of civil service personnel; unified technological and methodological
support of the management process related to the formation and development of professional.

It should also be noted that the effectiveness of the management system of the subject's activity
(in the context of our study - public authorities), regardless of the conditions and sphere of activity,
depends on two groups of factors: 1) factors that include the peculiarities of socio-economic
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environment development and 2) directly, the human factor [26]. The importance of these factors
is explained by the fact that they play a determining role in achieving tactical and strategic goals of
the organization as a system. It is these factors that contribute to the accumulation, development
and transformation of resources necessary for effective and efficient activity of any organization.
Consequently, the human resource potential of the organization represents the leading productive
force of the organization, the consideration of the features of which is necessary when planning and
implementing organizational activities [37].

Thus, the task of developing theoretical provisions; methodological and methodological
foundations; innovative managerial and personalized approaches to the formation and effective
functioning of the system of assessment and development of public administration personnel is of
paramount importance today.

The modern system of evaluation of public administration personnel in our country is applied
strictly based on the principles enshrined in the Russian legislation. This situation is explained
by the need to ensure national security of the state in general and compliance with the law on
personal data, in particular. However, the existing normative legal framework, firstly, does not
regulate the activities related to the assessment of professional and personal qualities of public civil
servants, secondly, does not contain a unified methodology for assessing the PLQ of civil service
subjects, thirdly, reduces personnel assessment to mechanical testing for compliance with this or
that position. Thus, in the methodology of comprehensive assessment of professional performance
of a public civil servant «in the assessment of professional and personal qualities used such
criteria as: 1) showed high organization; showed good organization; showed poor organization; 2)
showed very high efficiency; showed high efficiency; showed low efficiency; showed low efficiency;
showed very low efficiency. The absence of measurable quantitative and qualitative criteria entails
their formal consideration and, most depressing of all, a subjective approach (exclusively by the
immediate manager) to assessing their presence and manifestation» [38]. Public authorities, when
implementing a comprehensive assessment of professional performance of a public civil servant,
concretize the recommended assessments, keeping the formal description without specifying the
content and measurement parameters. A necessary tool to overcome the existing contradiction
in the system of state civil service and professional development of a civil servant should be the
development of a unified methodology for the assessment of PLQ and the normative consolidation
of considering the results of this assessment in the selection and implementation of the activities of
state civil servants [40].

The theory and practice of public administration system development shows that the role of PLQ in
the assessment of professional performance of public civil servants has not been properly developed
to date. De facto, there is a priority of assessing professional competencies within the framework of
the development of the competence approach without due consideration and specification of the PLQ
of civil servants. This fact is explained by many factors, including the diversity of approaches to the
development of assessment of professional performance of public civil servants [38], the duration
of the introduction of new technologies, incomplete component of the methods of assessment of
professional performance.

Review of theories and approaches to assessing professional and personal performance of civil servants.

The necessity to consider individual characteristics of personnel can be found in the works of A.
Fayol [26, 34]. Having laid the foundations of scientific management, the scientist, among others,
outlined the following qualities and knowledge that an employee should possess regardless of the
level of his position: mental qualities, moral qualities, general development and special knowledge.
Also A. Fayol [26] asserted that a top manager should have high volitional regulation and have
certain abilities for the activity he realized.

Continuing F. Fayol's research, since 1924 the «school of human relations» [28] was actively
developed, the postulate of which was that the degree of effectiveness of the organization depends
on the effectiveness of human resources. At the same time, a special role was given to the needs
of the individual, which determine the motivation of his / her production activity. The school of
«human relations» was followed by the «school of behavioral sciences», in which a special place
was also given to the study of motivation and leadership qualities of personnel, considering the role
of social, age and other factors.
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Further, from the middle of the XX century and up to the present time, also confirming the
significance of considering the individual characteristics of the staff composition in organizational
management, a new scientific trend «management school» or «school of quantitative methods» was
formed. Thus, the existing theories confirm the position that the human factor is the most effective and
inexhaustible resource in production activities and considering the socio-psychological characteristics of
personnel is a necessary condition for improving the effectiveness of the organization.

The increasing role of human beings in the process of technical and socio-economic development
has led to the emergence of ideas about personnel as a special value, a special type of capital
and, therefore, the formation of the theory of «human capital». The key motive in this theory is
the statement that «human capital is a socio-economic form of expression of productive qualities,
properties, abilities, powers, functions and roles of a person included in the system of socially
oriented economy of mixed type» [38].

The primary role, according to this theory, is given to a person as a carrier of this capital.
Rethinking the role and importance of a person in the production process has led to the development
of an independent direction of scientific knowledge «personnel management». In this direction the
importance of studying and the need to consider professional (knowledge, skills, experience) and
personal qualities (values, beliefs, abilities, motives, needs, etc.) of employees in organizational
management is scientifically substantiated and does not raise doubts.

To solve the problem of effective selection and assessment of personnel it is necessary to use
effective information about a candidate for a vacant position. However, to assess the candidate's
compliance with the requirements of the activity he/she is applying for, it is necessary to have a
comprehensive methodological toolkit that corresponds to the specifics of a particular activity in a
particular organization, as well as to consider the professional and personal qualities of candidates.
Development of such a methodological toolkit will allow solving the problem of qualitative personnel
assessment and development. For this purpose, it is necessary to know the individual characteristics
of the candidate that determine the success of his / her professional activity.

When developing such a toolkit, it is necessary to consider the subject-oriented and personality
approaches. Personality characterizes an individual as a social being who possesses the following
characteristics: temperament, gifts and abilities, motivation (orientation), character, status in society,
will and feelings. Also, personality characteristics include mental properties (thinking, memory,
attention, speech, imagination) as the most significant in the structure of all mental properties [36,
38]. Personnel assessment based on the study of the candidate's personality properties, conditioned
by a specific activity, is necessary because it implies the determination of the features of the human
activity management system.

Activity is a dynamic system of interaction between an individual and society. The motivating
causes of human activity are attitudes, needs and motives. Motives are formed based on needs
and motivate an individual to activity, determining its goals and objectives. Thus, human activity is
always determined by needs and motives as inducing forces for the realization of this activity.

Human labor activity, regardless of its type (mental, physical, creative or intellectual) has a social
character, as it is characterized by social significance. In addition, only by implementing labor activity
an individual can take a certain position and role in society. The characteristic of labor activity is
the mediated development of personality in the process of realization of activity. Thus, to predict
the development of a person or his behavior, it is necessary to consider his personal characteristics,
as well as the characteristics of the activity to be performed by a particular individual. However,
professional assessment cannot be reduced only to the diagnosis of specific personal characteristics,
it is necessary to assess the degree of development of integral psychological characteristics that
determine the presence of certain qualities.

Professional and personal qualities are those individual-psychological properties of a person that
determine the possibility of effective implementation of a particular type of professional activity.
Professional activity, in turn, presupposes that an individual has certain abilities (general and
special), which differ depending on the requirements of the profession.

Today, the competency model is widely used in the practice of professional assessment. The work
of D. McClelland laid the foundation for the widespread growth of competencies. McClelland argued
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that aptitude tests, which are almost universally used to predict occupational performance, do not
serve their intended purpose and are subject to cultural bias. McClelland suggested that individual
competence may provide more promising alternatives for predicting occupational performance [30].

At the current stage of development of the system of personnel assessment of civil servants'
performance the method «360 degrees» is used. The method is aimed at diagnosing the level of
professional skills required for effective performance of managers. The value of the method is that
the assessment is carried out from «all» sides, i.e. all subjects of organizational relations: the
manager, colleagues, subordinates, the employee himself. Also, by analogy with these methods, the
method of assessment «540 degrees» is sometimes used, which implies the inclusion of subjects of
external activity in the assessment.

Another equally popular method in assessment is the case study, which involves solving a certain
task and is based on real-life situations. The distinctive feature of the case study method is the
learning and developmental nature of diagnostics.

Also, in the practice of assessment, hardware diagnostic methods are widely used, which
include the study of psychophysiological and individual-psychological determinants of personality:
«Malakhit» (dermatoglyphics), «Activationometer», «AntistressBOS», «Photoplethysmograph»,
etc. [20]. To the methods that allow us to obtain information about individual characteristics of
personality, we can include self-reporting / self-observation. However, these methods have a highly
subjective nature of information and have several difficulties in conducting when it is necessary to
survey a large group of respondents.

The most popular method of diagnosing personality in public administration today, despite all
the variety of diagnostic tools, is the personality questionnaire, which allows you to get the most
objective information about the personality.

In the russian practice of assessment of civil servants, various aptitude tests (e.g., Amthauer
Intelligence Structure Test (IST) and personality questionnaires (e.g., Minnesota Multiphasic
Personality Inventory (MMPI)) are mainly used. However, they do not allow obtaining comprehensive
information about the peculiarities of the interrelation of the civil servants PLQ, but only private
fragmentary data on one or another sphere of personality (intelligence, motivation, needs,
competencies, etc.).

In foreign practice, the most common method of assessing professional and personal qualities
of civil servants is a comprehensive method Hogan Assessment. The Hogan Assessment diagnostic
includes three questionnaires consisting of a total of 600 questions. The methodology allows to study
the personality characteristics manifested in professional activity and determining career orientations.

The following conclusions can be drawn based on the results of the review of various theories and
approaches to the evaluation of public civil servants:

1) the development is moving towards the formation of competencies of state civil servants that
meet the modern requirements of society;

2) in the civil service it is necessary to use technologies for assessing professional and personal
qualities of public civil servants, which are based on the qualification requirements for the positions
held in the civil service and correspond to the methodological principles of personality-oriented and
competence-based approaches [4].

MATERIALS AND METHODS

The relevance of the stated problem, as well as a review of modern theories and approaches to
the evaluation of public civil servants allows us to formulate the purpose and objectives of the study.
Objective: to develop a comprehensive system of assessment of professional and personal qualities
of public civil servants in the system of public administration.
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Objectives of the study:

1) to analyze the practice of assessment of professional and personal qualities of state civil
servants in the system of public administration in the Russian Federation;

2) to study the normative legal support of assessment of professional and personal qualities of
state civil servants in the Russian legislation;

3) to develop the basic principles of a comprehensive system of assessment of professional and
personal qualities of state civil servants in the system of public administration.

The research method was theoretical analysis of scientific, educational, and periodical literature
on the stated problem; analysis of the normative legal framework regulating the assessment of
professional and personal qualities of public civil servants.

The federal laws of the Russian Federation and laws of the constituent entities of the Russian
Federation, as well as other normative legal acts of the Russian Federation and constituent entities
of the Russian Federation; the results of research of scientists and specialists on the issues of
assessment of professional and personal qualities of public civil servants were used as information
sources of the study.

The research was based on modern reference databases of peer-reviewed scientific literature:
eLIBRARY.ru, lens.org; cross-platform reference legal system — ConsultantPlus.

As a result of the conducted research, the author's model of a comprehensive system of
assessment of professional and personal qualities of civil servants has been developed, the
implementation of which will make it possible to assess the level of professional development of civil
servants; the compliance of the level of development of professional competencies with the required
(occupied) position, as well as professional and personal potential for career growth. The practical
significance of the study lies in the fact that the proposed model of a comprehensive system of
assessment of professional and personal qualities of civil servants can be used in the practice of public
administration to obtain objective data on the level of development of human resources for improving
the system of public administration focused on the innovative development of the Russian economy.

RESULTS

Creation of a model of professionalism of a civil servant is a necessary basic assessment of
professional and personal qualities of a civil servant. Evaluation always involves comparison with
some model, which reflects the necessary for a modern civil servant professional and personal
quality. Professionalism of a civil servant in modern civil service is considered from two positions:
professionalism of civil servant's activity and professionalism of civil servant's personality [17].

Professionalism of activity includes the level of competence of a civil servant, his knowledge,
skills, abilities, skills, and experience [36].

Professionalism of personality includes characteristics and features of personality spheres in the
context of professional activity: motivational and semantic; emotional and sensual; socio-perceptive;
cognitive (cognitive); organizational and communicative; anticipation (anticipation); operational and
technological; autoregulatory [17].

Each of the designated spheres requires some model to assess the level of development of a
civil servant and the success of his/her activity. In addition, a comprehensive assessment involves
the analysis of life values and the system of motives for activity, external and internal factors that
determine the success of the civil servant. The assessment methodology should contain a system of
requirements to the structure and content of tools for assessing professional and personal qualities of
civil servants.

Table 1 summaries the most common Russian practices and methods of professional performance
evaluation of civil servants in Russia [5].
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Table 1

Methods of assessing the professional performance of public civil servants (Bartsits, 2016)

Methods Evaluation criteria

The essence of this method is that based on the use of such criteria as indepen-
dence, concentration, decision-making ability, reliability, punctuality, it is deter-
mined to what extent a civil servant can solve professional tasks associated with
the main role of the personality

Personality Profile Assessment Methods

This method evaluates the behavioral factors of public servants and produces an

Behavioral plan assessment method . .
authority rating

The final assessment of professional and personal activity of an employee is the
sum of the received points according to the results of quantitative assessment of
tasks and results of their fulfillment.

Valuation method based on the analysis of
the performance segment

This method evaluates quantitative indicators of a public civil servant's perfor-

Evaluation method based on job analysis
mance

Other methods of evaluating the performance of civil servants are also used, such as the method
of goal-oriented management, the method of graphic rating scale, the method of forced choice, the
descriptive method and the method of questionnaires.

The method of management by objectives implies the use of quantitative assessment of goals and
results of their achievement, as well as the costs of time, financial and material costs associated with
the achievement of these goals. In the process of regular monitoring and discussion of the results
of activity, the assessment of professionalism of a civil servant is formed, i.e. the ability to solve the
set tasks with a minimum of resources. Thus, the effectiveness and efficiency of his/her activity is
assessed. The complexity of the application of this method in practice is associated, first, with the
problem of correctness of setting tasks and goals, measurability of goals and results, as well as the
presence of the problem of objectivity of assessment in the process of control and monitoring of the
process of achievement of goals by a civil servant. The multiplicity of goals and objectives, as well as
the multiplicity of individual assessments of results causes the need to develop a system of indicators
for assessing the results of achieving the goals of civil servants.

The method of scales s graphical rating implies the use of a rating scale from 0 to 4. An excellent
result of a civil servant's performance is rated at «4», while an unsatisfactory one is rated at «0».
This method is interesting because it allows to evaluate not only quantitative results of civil servants
activity, but also the quality of task fulfillment, considering various personal traits of a specialist, i.e.
it evaluates how these results were achieved. Thus, it is possible to compare the personal character
traits of a civil servant necessary to fill a particular position, for example, initiative, communication
skills, reliability, decision-making ability, and others. A significant disadvantage of this method is the
high subjectivity of the assessment.

The method of forced choice implies, first, the development of a system of necessary and
characteristic for a particular civil servant, occupying a particular position and performing specific
job duties, character qualities. These characteristics are assigned a weight in the degree of
importance. The results of the employee's work are evaluated in points, and considering the weight
of characteristics the index of performance efficiency is calculated. Again, a significant disadvantage
and disadvantage of this method is the subjective nature of assessing the qualities of a specialist.

The descriptive method is widely used in the practice of assessment of civil servants' PLQ. During
the civil servant's activity, his immediate supervisor could record the results of the civil servant's
activity, his attitude to the work performed and duties, his daily behavior, as well as his reaction to
arising non-standard situations. In accordance with a certain set of criteria reflect the achievements
and failures of the civil servant in the performance of his duties and tasks assigned to him. This
method, in accordance with its name, is based on the description of the civil servant's activities, his
skills and abilities, strengths and weaknesses of the specialist, areas of activity where it is necessary
to obtain additional competencies.
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The questionnaire method is also widespread in the practice of public administration. By answering
the questionnaire questions, the professional level and personal characteristics of civil servants
are revealed, which allows to compare them with the necessary qualification requirements for civil
service positions. The complexity of the application of this method relates to the need to develop
correct questions of questionnaires that allow to reliably assess the personality of civil servants. The
main disadvantage of the questionnaire method is also the subjective nature of the assessment.

The professional interview method is a procedure for identifying strategic thinking skills,
coordination of managerial activities, managerial decision-making skills. When using this method, a
structured interview with standardized, preformulated questions is developed. All questions should
be related to the work and functions performed by the civil servant. The answers of civil servants
are evaluated in points according to certain criteria. Later, the points are summarized and an
assessment of the level of professional training and compliance of personal qualities with qualification
requirements is given.

Thus, based on the definition of the features of professionalism of civil servants and components
of professionalism of activity and professionalism of personality in general, all methods of assessing
professional and personal qualities can be divided into two groups.

1. Methods to determine the level of professional training, level of knowledge, skills, and abilities
of public civil servants. These methods are characterized using formal techniques and methods,
such as testing, solving practical tasks, including such as, for example, the preparation of a draft
regulatory act and others.

2. Methods that use psychological techniques aimed at identifying the personal characteristics of
civil servants, such as interview, questionnaire, descriptive method, discussion, and others.

Despite the variety of assessment methods, the problem of formalism and subjective nature of the
assessment itself remains relevant today. The choice of a particular method of assessment of state
civil servants in a particular body of state or municipal management is determined by the goals and
objectives of the assessment, as well as the existing approach to the assessment of civil servants'
performance at the federal, regional, and regional levels, and the regulatory legal framework
governing this process.

In the Russian Federation, the evaluation of state civil servants is regulated by a system of
normative legal acts consisting of federal laws, laws of constituent entities of the Russian Federation,
Resolutions of the Government of the Russian Federation, Decrees of the President of the Russian
Federation, and others.

It should be noted that there is no special legal regulation and system of indicators for assessing
professional and personal qualities of public civil servants. In this regard, the improvement of legal
regulation in this area seems to be extremely important.

Decree of the Government of the Russian Federation of March 31, 2018, N. 397 «On Approval
of the Unified Methodology for Conducting Competitions to Fill Vacant Positions in the Civil Service
of the Russian Federation and for Inclusion in the Personnel Reserve of State Bodies» stipulates
that in conducting competitions, the professional and personal qualities of candidates are assessed.
This methodology defines key competencies for state civil servants categorized as «managers» and
«specialists», namely: strategic thinking; teamwork; flexibility and readiness for change; personal
efficiency; leadership; management decision-making [10].

Decree of the President of the Russian Federation of February 01, 2005, N.112 (ed. October 06,
2020) «On the competition to fill a vacant position in the civil service of the Russian Federation»
defines the procedure for holding the competition [11].

Assessment of professional and personal qualities of candidates shall be carried out using various
assessment methods, including individual interviews, questionnaires, group discussions, drafting
a document, writing an essay and other written work, solving practical tasks or testing on issues
related to the performance of job duties for a vacant civil service position.

Decree of the Government of the Russian Federation of March 05, 2018, N.227 «On Certain
Measures to Introduce Information Technologies in Personnel Work in the Civil Service of the Russian
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Federation» provides for the submission of an application for the submission of documents in
electronic form (hereinafter - documents) by a candidate for participation in competitions: for the
filling of a vacant position in the civil service of the Russian Federation and inclusion in the personnel
reserve of a federal state body [9].

It should be noted that an effective method of assessing professional and personal qualities for
their compliance with the planned position at the stage of application submission, in our opinion, can
be testing of the candidate electronically on the unified portal of public services.

The legal basis for the implementation of the assessment of professional and personal qualities of
the state is reflected in the Federal Law N 79-Fl of July 27, 2004 «On the State Civil Service of the
Russian Federation» [18].

Decree of the President of the Russian Federation of February 01, 2005, N 111 (ed. July 01, 2014)
«0On the Procedure for the Qualification Examination by State Civil Servants of the Russian Federation
and Assessment of Their Knowledge, Skills and Abilities (Professional Level)» defines the procedure
for taking the qualification examination [12].

In accordance with part 4 of Art. 48 of Federal Law N 79-FL provides for mandatory attestation for
state civil servants once every three years [18]. Decree of the President of the Russian Federation of
February 1, 2005, N 110 (ed. March 07, 2020) «On attestation of state civil servants of the Russian
Federation» approved the Regulations on attestation of state civil servants of the Russian Federation [13].

Based on the results of attestation of state civil servants in accordance with part 15 of Article
48 of Federal Law N 79-FL, the attestation commission makes decisions on the compliance or non-
compliance of a state civil servant to the position he/she is filling, on inclusion in the personnel
reserve to fill a vacant civil service position; recommendations are given to a state civil servant to
receive additional professional education [18].

During the attestation process, the civil servant's supervisor, in accordance with part 2 of
Article 48 of Federal Law N 79-FL, submits a motivated review of the civil servant's performance
of job duties [18].

To form a reasonable and comprehensive opinion of the head about the activities of a public civil
servant and about the quality of performance of official duties in accordance with the job description,
it is assumed to use scheduled and unscheduled assessments of professional and personal qualities
of a public civil servant.

The Decree of the President of the Russian Federation of June 24, 2019, N 288 «On the main
directions for the development of the state civil service of the Russian Federation for 2019 - 2021»
[15], as well as the Order of the Government of the Russian Federation of July 24, 2019, N 1646-r
«0On approval of the action plan («road map») for the implementation of the main directions for the
development of the state civil service of the Russian Federation for 2019 - 2021» [34], in order to
further develop the state civil service of the Russian Federation provides:

* improving the procedure for appointing citizens of the Russian Federation and state civil
servants of the Russian Federation to positions in the state civil service of the Russian
Federation;

* incentivizing civil servants to improve the efficiency of their professional service activities,
development of the system of state legal and social guarantees in the civil service;

* introduction of new forms of professional development of civil servants, including those
involving the use of information and communication technologies;

* accelerated implementation of information and communication technologies in government
agencies to improve the quality of human resources work.

The implementation of these areas implies the development of indicators of effectiveness and
efficiency of their activities for each state civil servant. Based on the results of this assessment, it
is possible to correlate the potential of state civil servants and the qualification requirements for
the position, as well as to develop a long-term plan for development and promotion in accordance
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with the Decree of the President of the Russian Federation of February 21, 2019, N 68 «On the
professional development of state civil servants of the Russian Federation» [14]. This decree
approved the «Regulations on the Procedure for the Professional Development of State Civil Servants
of the Russian Federation».

The Ministry of Labor and Social Protection of the Russian Federation has developed a
Methodological Toolkit for the implementation of a system of comprehensive assessment of the
professional performance of state civil servants. An integral part of this toolkit is the Methodology for
Comprehensive Assessment of the Professional Performance of a State Civil Servant.

Based on the Comprehensive Assessment Methodology developed by the Ministry of Labor of
the Russian Federation, the manager shall prepare a review of the civil servant's performance of
his / her official duties. The Comprehensive Evaluation Methodology contains an assessment of the
performance of state civil servants on the parameters of efficiency and effectiveness of professional
service activity, his qualifications, as well as professional and personal qualities or competencies.

Improvement of legal regulation in the field of assessment of professional and personal qualities
of public civil servants should be based on the study and analysis of law enforcement practice;
development of proposals to eliminate problems and controversial provisions of the legislation;
preparation, development, and adoption of hew normative legal acts [36].

For example, in accordance with the provisions of Federal Law N 79-FL «On State Civil Service of
the Russian Federation» dated 27 July 2004, two types of indicators are envisaged for assessing the
performance of state civil servants: generalized and specific. These indicators should be included in
the job descriptions of civil servants [18].

The President of the Russian Federation and the Government of the Russian Federation approve
generalized indicators of efficiency and effectiveness of the activities of state bodies, efficiency
and effectiveness of adoption and implementation of managerial and other decisions, as well as
legal, organizational, and documentary support for the implementation of these decisions. Specific
indicators are developed and approved by a legal act of a state body in accordance with the
peculiarities of its tasks and functions.

To date, there are no adopted normative legal acts regulating the inclusion of specific professional
and personal qualities and indicators of their assessment in the job descriptions of civil servants,
which would allow to assess the compliance of civil servants with the position held.

In accordance with part 8 of article 12 of Federal Law N 79-FL, the Russian Ministry of Labor has
developed and regularly updates the Handbook of qualification requirements for specialties, areas of
training, knowledge and skills that are necessary to fill civil service positions, considering the field
and type of professional service activities of civil servants (hereinafter — the Handbook).

Approaches and recommendations for the application of this Handbook are determined by the
Methodological Toolkit on the establishment of qualification requirements for civil service positions.
The use of the Handbook is envisaged for the formation of qualification requirements for civil service
positions and the development of due regulations, which should include qualification requirements
for civil service positions, formed considering the areas and types of activities. These qualification
requirements are considered during personnel procedures and in assessing the professional level of
civil servants.

Thus, based on the results of the analysis of the system of normative legal regulation of the
process of assessment of professional and personal qualities, it is established that this system
is imperfect and requires further development to define the methods, procedures and results of
assessment more clearly.

The above-mentioned practices of assessment of personal and professional qualities of public
civil servants, as well as the normative legal support of this activity allow us to conclude about the
effectiveness of their use in the implementation of personnel policy in the civil service.

First, the use of this assessment ensures the realization of the principle of meritocracy, which
implies promotion and career growth of an employee solely depending on his personal and
professional qualities and his professional development.
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Secondly, the assessment of personal and professional qualities allows to identify the
characteristics of civil servants and determine their suitability for their position, as well as to plan
the further development of civil servants in terms of improving their managerial and professional

competencies.

Table 2 shows the system of comprehensive assessment of civil servants in various procedures.
As can be seen, the system of comprehensive assessment includes the assessment of personal and

professional qualities.

Table 2
System of comprehensive assessment of civil servants
. . . Professional-
. Questionnaire Basic . Personal
Selection procedure . functional .
data competencies . competencies
competencies
Competition to fill a vacant position + + + +
Competition for inclusion in the personnel reserve + + + +
Attestation + - + +
Recruitment from the talent pool + + + +
Recruitment of staff without competitive bidding it it T T
Table 3 presents a model of civil servants' competencies reflecting their personal and
professional qualities.
Table 3

Competency model for civil servants

Highest and main group of posts

Managers

Managerial institutional competencies

Assistants (advisors)

Specialists

1

Main group of posts

Supporting professionals

Master's degree
Advanced specialization

Leading group Managers Professional-functional competencies
Assistants (advisors) T
Specialists Qualification requirements for | Qualification requirements for
professional knowledge professional skills
1 T
Senior group Specialists Bachelor's degree

Primary professional competencies

This model reflects the requirements for professional skills and abilities in accordance with the
groups of positions and the required level of education. This model is the basis of the Handbook of
qualification requirements for specialties, areas of training, knowledge and skills that are necessary
to fill positions of the state civil service, considering the field and type of professional service activity

of state civil servants.

These qualification requirements, reflected in the Handbook, form the basis for the development
of job descriptions. These regulations reflect the basic requirements for personal and professional
qualities of candidates for the relevant positions of the state civil service. Possession of such
competencies allows citizens to perform official duties for civil service positions.

Summarizing the existing experience of assessing professional and personal qualities, it is more
appropriate to talk about personal and professional diagnostics of civil servants, allowing to assess

and reveal their potential.
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At the same time, it should be noted that the diagnosis of personal and professional qualities
should be not just a set of methods and techniques that allow to conduct a specific assessment of
quality and / or performance, to solve a local problem. Rather, it should be a holistic conceptual
system of diagnostics, capable of identifying civil servants who meet the requirements of success,
efficiency, and effectiveness in the context of their activities.

The effective organization of diagnostics of personal and professional qualities of public civil
servants involves the use of various assessment mechanisms: legal, organizational, and substantive.

Organizational mechanisms of diagnostics of personal and professional qualities of state civil
servants are based on the assessment procedure during attestation, competition, formation of
reserve and rotation.

Numerous empirical studies suggest that when assessing the personal and professional qualities
of public civil servants, it is necessary to use different methods and procedures for assessing public
servants occupying different positions.

Three groups of posts are useful for utilizing different evaluation procedures:
1) «Executives» — characterized by scope and a high level of personal responsibility;
2) «Assistants - advisors» — expert-analytical work and organizational work;

3) «Specialists» — «specialists» of the highest, main and leading groups of positions. Here it is
advisable to form several functional zones and assess personal and professional qualities in accordance
with the following categories «analytics», «organization», «communication» and «control».

An important condition for the effectiveness of the assessment is the establishment of a set of
indicators for each group and a way to translate these indicators into assessment tools.

For example, when assessing groups of top positions, the «Commission under the President of the
Russian Federation has approved a system of quantitative indicators for assessing the management
personnel reserve, which includes the following: 1) Strategic Leadership; 2) Social focus; 3)
Managerial readiness; 4) Scale of thinking; 5) Willingness to learn and develop; 6) Readiness for
teamwork; 7) Perseverance and commitment; 8) Communicative competence; 9) Self-Governance
competencies; 10) Legal and professional knowledge in the field of public service and management.

Qualitative evaluation indicators include the identification and description of the strongest
strengths, identification of personal and individual-psychological characteristics that require attention
and consideration in the communication process, as well as recommended trajectories and directions
of professional development of civil servants.

Such personal-professional diagnostics also makes it possible to identify the sphere of activity of
the assessed applicant, in which, considering his personal and individual-psychological features, as
well as the level of professional training, he would show himself most effectively.

Table 4 shows a grouping of professional and personal qualities, which, in our opinion,
according to the results of the study, should be possessed by civil servants belonging to different
groups of positions.

Table 4

Pool of professional and personal qualities of civil servants

Positions of the state civil service Managers Assistants

Professional and personal qualities Activity, ambitiousness, visionary, diplo-
macy, initiative, creativity, teamwork,

communication, leadership, objectivity,

Activity, attentiveness, conscientious-
ness, initiative, teamwork, communica-
tion skills, independence, learnability,

responsibility, consistency, entrepreneur-
ship, insightfulness, decisiveness, self-
organization, fairness, stress resilience,
demanding, confidence.

objectivity, responsibility, consistency,
workability, self-organization, stress-
resistance.
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Positions of the state civil service Specialists Supporting professionals

Professional and personal qualities Accuracy, attentiveness, discipline, Accuracy, courtesy, attentiveness, well-
initiative, diligence, executive ability, manneredness, discipline, friendliness,
teamwork, communication skills, per- conscientiousness, diligence, culture,
severance, non-conflict, learning ability, non-conflict, learnability, organizational,
organized, responsibility, punctuality, responsibility, openness, integrity, punc-
workability, discretion, self-organization, | tuality, workability, self-organization, con-
conscientiousness, poise, purposeful- scientiousness, poise, honesty.
ness, honesty.

In this regard, it is necessary to use different tools to assess different categories and groups of
civil service positions.

The analysis of the Russian practice of assessment of civil servants and regulatory legal support
of this activity has shown that the development of the state civil service in the Russian Federation
should be associated primarily with the introduction of new personnel technologies in the system
of public administration and management. These mechanisms will create a platform for identifying,
attracting, and promoting the best trained and promising personnel, as well as candidates from
among talented young people. In this regard, the system-forming element of improving the system
of public administration and management is to increase the requirements not only to the experience
and skills, but also to the personal and professional qualities of public civil servants.

A comprehensive system of assessment of the civil servants PLQ forms the most suitable from the
point of view of the goals and objectives of the state body or its structural subdivision perspective
plan for promotion to public service positions, as well as the selection of highly qualified personnel
for public service. The assessment of public civil servants' PLQ implies the creation of a universal
personality profile of a public civil servant, revealing the structure of personal and professional
qualities necessary for a certain type of activity.

Methodological foundations of the comprehensive system of assessment of professional and
personal qualities of public civil servants should include modern effective practices in the field of
assessment of public civil servants and HR-technologies used in leading Russian and international
companies. In our opinion, the following author's approaches can serve as a methodological basis
for the development of a comprehensive system of assessment of civil servants' professional and
personal qualities.

1. Hogan Assessment, which includes three questionnaires [22]. The first questionnaire is
called the Hogan Personality Inventory (HPI) 1 and contains 266 questions, the answers to
which are rated as true or false. The HPI is assessed on 7 major scales: adaptation, ambition,
sociability, interpersonal sensitivity, cautiousness, curiosity, and educational orientation. The second
questionnaire, the Hogan Developmental Study (HDS), contains 168 questions and assesses 11
behaviors in challenging situations. The third questionnaire, the Hogan Motivation, Values and
Personality Inventory (MVPI), examines a person's motivation and values: what kind of work he or
she likes to do, what he or she prefers to do and what he or she will do to achieve the ultimate career
goal, what he or she is oriented toward in activities and relationships. The Hogan Complex also uses
the Hogan 360 Test, which measures a person's reputation in the workplace.

2. The Sixteen Personality Factor Questionnaire (16PF) is a 16-factor questionnaire aimed at
studying individual psychological features of personality [8]. It involves the study of relatively
independent 16 factors (primary traits) of personality, which form a group of four primary factors:
a group of communicative properties; a group of intellectual properties; a group of emotional
properties; a group of regulatory properties.

3. The Myers-Briggs Type Indicator 1, developed back in the 1940s based on C. Jung's personality
typology [19, 31]. Here, personality assessment is based on questions about a person's preferences
in four areas corresponding to four scales: extraversion (E) - introversion (I); feeling (S) - intuition
(N); judgment (J) - perception (P); thinking (T) - feeling (F) (rationality - irrationality) and the
results are combined into one of 16 possible types. The complex system of assessment of civil
servants' PLQ should include factors of personal and professional characteristics, the diagnosis
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of which will allow to describe the portrait of a civil servant and get a predictive character of the
assessment of the performance of his professional activity. Thus, the model of a comprehensive
system of assessment of civil servants' PLQ should include blocks of personal and professional
factors, each of which includes differentiating scales and a common for the two blocks scale
«Credibility and reliability of data» (Table 5).

In determining the blocks of personal and professional factors along with the above listed author's
approaches, we also used scientific developments of complex technology of personal and professional
diagnostics and assessment of managerial personnel, resource, and competence approaches , as well
as the acmeological approach of Derkach A., Zazykin V. O. and Markova A. K. in terms of determining
the substructures of professional characteristics and acmeological invariants of professionalism [17].

Each block of factors includes personal and professional characteristics that determine the
performance of public civil servants. The level of civil servants' position will be used as an indicator
of the performance of public civil servants: the category of «Managers» and the category of
«Specialists».

Table 5

Personal and professional factors of the complex system of assessment of public civil servants

Scales Personality Factors Block Occupational factors block

Data reliability and validity scale

1 Reliability Of Answers

Openness

Honesty

Self-esteem Operational and technological

Self-concept Decision-making and implementation skills
2 Self-awareness Performance level

Critical thinking Managerial skills

Organizational style
Intellectual sphere Social perceptual

Creative thinking and creativity Locus of control (External / Internal)

Susceptibility Tendency to conformism in professional activities
3 Flexibility Social mobility / adaptability

Emotional intelligence
Broadmindedness
Openness to new things

Communicative sphere Cognitive
Sociability Professional competence
Initiative Professional knowledge and skills
4 Courage Professional creativity and creativity
Openness Coping strategies
Autonomy
Diplomacy
Emotional sphere Organizational and communicative
Stress tolerance Personal and business qualities
5 Adaptability Level of readiness for teamwork
Anxiety Features of communications in the activity
Tension Leadership skills
Empathy
Volitional regulation Emotional-sensitive
Focus on results Self-awareness / self-image in professional activities
Discipline Risk appetite
Time management skills Professional empathy
6 Planning, organization, and coordination
Precision and attention to detalil
Adaptability
Autonomy

Determination
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Value and meaning sphere Motivational and semantic

Normativity Striving to achieve high-level professional results

Humanity Eagerness to learn and self-development

Culturedness Orientation to problem solving in professional activities
7 Spirituality Striving for safety in professional activities

Hedonism

Honesty

Altruism

Freedom

Motivation and needs sphere Anticipation
Achievement motivation Predictive ability
Avoidance motivation Having strategic goals and objectives

Social acceptance motives
Social recognition motives
Motives of power

Service motivation

8 Altruistic motives
Self-development motivation
Cognitive needs

Material needs

Need for security

Needs for social belonging
Aesthetic needs

Needs for recognition and respect

Determination of the methodological basis of the complex system of assessment of professional
and personal qualities of public civil servants, including blocks of personal and professional factors,
differentiating scales, the general scale of «Reliability and reliability of data» will allow to develop
a diagnostic toolkit for assessing the PLQ of public civil servants that meets the requirements
of validity, reliability and validity of data in order to collect information necessary for solving
personnel issues and management activities in general The developed assessment system will
allow to form a personality profile of a public civil servant (or candidate for public civil service) and
provide recommendations on the need to develop this or that area of knowledge, skills, abilities or
competencies.

Creation of a comprehensive system of assessment of professional and personal qualities of public
civil servants and its further testing by interviewing public civil servants and managers of different
levels of government will be carried out in further research. The results of the assessment can be
used to create a personnel reserve or to make personnel decisions.

CONCLUSION AND DISCUSSION

Within the framework of the conducted research the following results were obtained:

1) Modern theories and approaches to the assessment of professional and personal qualities of
state civil servants have been considered. Modern trends of diagnostics and assessment of state civil
servants have been revealed;

2) Analyzed the normative legal support of activities aimed at assessing the professional
and personal qualities of civil servants. The conclusions are made that the system of normative
legal framework regulating the assessment of civil servants is aimed more at the assessment of
quantitative indicators (performance results); assessment of the knowledge component of civil
servants and competencies. Whereas the substantive issues related to personal and professional
qualities of civil servants in accordance with the priority areas of activity remain open. In this regard,
the comprehensive system of assessment of public civil servants requires further development in
order to better define the methods, procedures and results of assessment;

3) The model of the complex system of assessment of professional and personal qualities of
public civil servants, including blocks of personal and professional factors, each of which contains
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differentiating scales of assessment and common for two blocks assessment scale «Validity and
reliability of data» is developed.

The results of the theoretical study are aimed at the development of public administration system
in the field of certification of civil servants; organization of professional training and development
of civil servants; organization of personnel reserve, as well as organizational and methodological
support of other personnel measures in the system of public administration.

LIMITATIONS AND SHORTCOMINGS OF THE STUDY

This article presents the results of a theoretical study of the problem of assessing the performance
effectiveness of public civil servants. It is established that this assessment should include the
diagnosis of personal and professional qualities of public civil servants and the author's model of
comprehensive assessment of the PLQ of public civil servants is proposed. However, to determine
the effectiveness of the developed model it is necessary to carry out its approbation. Approbation
of the model now is realized by conducting a survey of civil servants and managers of various levels
of executive power. The results of approbation will be presented in further scientific research of the
research team.
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