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Kyopuncoxa I'B. ®opMyBaHHS TCHUXOJIOTTYHOI KOMIIETEHTHOCT1 IpalliBHUKIB
CIIy0 YIpaBIiHHSA TIEPCOHAIIOM IICHTPAILHUX OPraHiB BHUKOHABYOi BIAIU. —
Kpanigikaiiitna HaykoBa mparis Ha IpaBax PyKOIIUCY.

Hucepramisi Ha 3100yTTS HAYKOBOTO CTYINEHS JokTopa dimocodii 3a
cnerianpHicTIO 053 — Ilcuxomorisa (05 CormiaibHi Ta MOBEIIHKOBI HayKu). — Bummmii
HaBYaIBHUH 3aKkia]] «YHiBepcuTeT ekoHoMikH Ta npaBa «KPOK», Kuis, 2021.

VY nucepTarlii TEOPETHYHO OOTPYHTOBAHO Ta EMITIPUYHO BUBYEHO OCOOHMBOCTI
dbopMyBaHHS TICUXOJIOTIYHOT KOMIIETEHTHOCTI TMPAIIBHUKIB CIIyO YIpaBIiHHSA
MIEPCOHAJIOM IIEHTPAJLHUX OPT'aHiB BUKOHABYOI BIAIH.

HocnipkernHHs nposeaeHo npotsirom 2016-2021 pokis. JlocmiakeHHs BKI0OYAI0
5 erariB: TEOPETUYHUM, KOHCTATYIOUUH, (DOPMYIOUUiA, KOHTPOJILHUN Ta OI[IHOYHUH.

Ha meopemuunomy emani po3riasiHyTO HayKOBI1 MiIXOAU /10 BU3HAYEHHS MOHSTH
«KOMIIETEHTHICTBY, «KOMIIETEHL1sD», «IpOoQeciiiHa KOMIIETEHTHICTbY, «IICUXOJIOTTYHA
KOMITETEHTHICThY, «CyOKOMITETEHTHICTh» Ta HaJaHO aBTOPChKI BU3HAYCHHS 3TaJJaHUM
MOHATTSM. 30KpeMa, TMIOHATTS TIICUXOJIOTIYHAa KOMITETEHTHICTh BH3HAYCHO, SIK
OCOOHMCTICHY CKJIaJ0BY IpodeciiHOi KOMIIETEHTHOCTI, IO BKJIOYae B cede
XapaKTePUCTUKU Ta SKOCTI OCOOMCTOCTI, SIKI y KOMILIEKCI CHOPHSIIOTh i PO3BUTKY,
CaMOYCBIZJOMJICHHIO, YCIIIITHOMY BHUKOHAHHIO MpodeciiHUX 3aBliaHb, JOCSITHEHHIO
MOCTABIICHUX IIJIEH Ta € OCHOBOIO sl e(PEeKTHUBHOI B3aeMofii y mpodeciiiHoMy
CEPEIOBHIILI].

JlocimkeHo 0co0IMBOCTI CTPYKTYpH, POpMYyBaHHS Ta PO3BUTKY MCUXOJIOTTYHOT
KOMIIETEHTHOCTI. ¥ CTPYKTYpl NICHUXOJOTIYHOT KOMIIETEHTHOCTI BUOKPEMJICHO I’ SITh
KOMIIOHEHTIB: KOMYHIKaTUBHUMN, €MOIIHHUM, COIIaIbHUMN, IIIHHICHO-MOTHBAIIHHUM Ta
aytoricuxoyioriunnii. KoXeH 13 CTPYKTYpHHUX KOMIIOHEHTIB CKJIQJa€Thbes 13
CyOKOMMETEeHTHOCTEN — MCUXOJIOTTYHUX XapaKTEPUCTHUK Ta SIKOCTEH 0COOMCTOCTI, SIKi
MPOSIBIIAIOTHCS Y 11 MOBEAIHIN mia yac npodeciiinoi aisuibHOCTI. CyOKOMIETEHTHOCTI
3aJie’KaTh BiJl KOTHITUBHOTO PIBHS (3HaHb, OCOONMBOCTEH Mi3HAHHS, PO3YMIHHS Ta
VSBJICHHS IIOJI0 TEBHOIO IICUXOJIOTIYHOTO SIBHIIA) Ta peai3yloThCid Ha

MOBEIIHKOBOMY (111 Yac 37iiCHEHHI TPOQECitHOT NISTBHOCTI).



JlocmipKeHo, 10 3aCTOCYBaHHS KOMIETEHTHICHOTO IIJIXOAY Ha JeprKaBHIM
Cy>k01 B OLIBIIOCTI KpaiH IMOB’si3aHO 3 IpolriecoM pedopM, OpraHizamiiHUMH Ta
KyJIbTYPHUMH 3MiHAMHU y KpaiHi. 3anpoBaPKeHHS] KOMIIETEHTHICHOTO MIAXOY CIIPHSIE
3MiHI TPAJIUIIIITHOTO YIIPaBIIIHHS MTEPCOHATIOM Ha CTpaTET1vyHe YIIPABIIIHHS JII0ICBKUMHU
pecypcamMu, maATpUMYye€ TPOIECH 3MiH Ha JIep KaBHiN c1yk01. Mojiemh KOMIIETEHTHOCTI
goromarae 3a0e3MeuuTH €IUHUN Y3rOKeHUI MIX1A A0 YIpPaBIiHHS IEPCOHAIOM Ha
Jep>kaBHIM Cayk01 Ta BUKOPHUCTOBYEThbCS y pi3zHUX HR-byHKIIAX: MIaHyBaHHS
NepCcoHaly, PEKPYyTHHI, HaBYaHHA Ta PO3BUTOK, YMOPaBIiHHSA €(EKTUBHICTIO,
OIIHIOBAHHSI, BAHATOPO/1a, YIIPABIIIHHS Kap €POI0.

32016 poky B YKpaiHi akTUBHO peajizyeThcsi pedopma Jep:kaBHOTO yIIPABITIHHS,
OJIHUM 13 TMPIOPUTETIB SKOI BHU3HAYECHO MOJICPHI3AIIIO JEpPKaBHOI CIIyXOU Ta
YOPaBIIHHS JIOJCBKUMH pecypcaMu. BusHaueHO I1’STh OCHOBHUX HaIpsIMIB
TISUTBHOCTI CITY’KO yIpaBJIiHHS MEPCOHAIIOM JIEP>)KABHUX OpraHiB, SIKI BIJIMOBIJAIOThH
norpedam cy4yacHOCTI: J00ip TMepcoHaly, poOoTa 3 TMepCoHaNoOM (ajamTaris,
3a0XOUYEHHS Ta MOTHBAIIisl, OLIHIOBAHHS, TUIAaHYBaHHS CIIyKO0BOi1 Kap'epu, HaBUAHHS
Ta npodeciiHuil PO3BUTOK, PO3B’SI3aHHA KOH(MIIKTHUX CHUTYyalii), (popMyBaHHS
KOPIOPATUBHOI KYJbTYPH, JOKYMEHTaldbHE O(GOpPMIIEHHS pOOOTH 3 MEPCOHAIIOM,
KOHCYJIbTaTUBHO-aHAJITUYHA JISUIBHICTb. BpaxoByloum BH3HAYEHI  HANPAMHU
TISTBHOCTI, po3poOsieHo TeopeTuyHy pamKy TICHXOJIOTIYHOI KOMIIETEHTHOCTI
MpalfiBHUKA CIIyKOU yIIpaBIiHHS IEPCOHATIOM JIEPKABHOTO OpraHy.

Ha xoncmamysanvnomy emani BU3HAY€HO PIBEHb Ta OCOOJMBOCTI PO3BUTKY
MICUXOJIOTIYHOT ~ KOMIIETEHTHOCTI  (haxXiBIIB CIy>KO yHOpaBIiHHSI TMEPCOHATIOM
IIEHTPAJIbHUX OpPraHiB BUKOHABYOI BJIAJIM BIAMOBIIHO JI0 PO3POOJICHOT TCOPETUUHOI
paMKH.

BusiBneno, 1m0 OiIBIIOCTI TpAIiBHUKIB TNPUTAMAHHUNA BUCOKHHM DPIBEHBb
IHTErpaJIbHOT O MOKa3HKKA MPOo(deciifHOro Ta 0cOOMCTICHOTO camocTaBieHHs. BogHouac
OUIBLIICT MpAIIBHUKIB HA CEPEAHbOMY DPIBHI 3[aTHI PalllOHATbHO OPraHi30BYyBaTH 1
KOHTPOJIFOBATH CBOIO MOBEJIHKY Ta MAlOTh CEPEIHIN piBeHb COMOOIIIHKU. KoMmoHeHTH
KOMYHIKQTUBHOI Ta €MOIIIMHOI KOMIIETEHTHOCTEH TEPEBAKHO MPOSBISIOTHCS Ha

CEpeIHLOMY DIBHI, 32 BUHSATKOM TOKAa3HUKA «YTMPABIIHHSI CBOIMH E€MOIISIMIY, KU



NPOSIBIISIETHCS HA HU3bKOMY piBHI. KOMIOHEHTH coliagbHOI KOMIETEHTHOCTI
PO3MOAUICHI MK cepeaHiM Ta BUCOKMM piBHAMHU. [1]o70 IIHHICHO-MOTHBAIIMHOI
KOMITETEHTHOCTI, TO OUTBIIICTh MPAIIBHUKIB CIPSIMOBaHI Ha MOTHBAIIIIO JOCATHECHHS
yCHIXY.

OnucaHo BIAMIHHOCTI Ta NPUYMHHO-HACHIAKOBI 3B’SI3KH IIOJ0 PO3BUTKY
ayTOICHUXOJIOTIYHOTO, KOMYHIKaTHBHOTO, €MOIIIMHOTO, COI[labHOTO Ta IIHHICHO-
MOTHUBAIIHHOTO KOMITIOHEHTIB MCUXO0JIOTTYHOT KOMIIETEHTHOCTI.

BusznaueHo, 1m0 Taki TOKa3HUKM 3alyu€HOCTI, SK «CHEPriHHICTB» Ta
«3araubJICHICThY MPOSBIISIOTHCA MEPEBAKHO HA CEPETHBOMY PiBHI, a «BIIaHICTHY - HA
BHUCOKOMY. 3’SCOBaHO, IO YWUM OUIBIIMK CTaX poOOTH MpalliBHUKA Yy CIIyXkO0i
YIOPABIIIHHA IEPCOHANIOM, TUM BHILUN PIBEHb MPUXUIBHOCTI 10 pOOOTH Ta HACHAaru BiH
BiJTYYBa€. A TaKOX YUM CTapIIMi 32 BIKOM MPAIIBHUK, TUM OUIbIIE BiH 3aHYpEHHUH y
poboTy Ta He Mae OakaHHS BIABOJIKTUCSA. BcTaHOBIEHO, 10 13 30LIBIICHHSIM
BIJIJAHOCTI JIEP>KaBHOTO CIIy)00BLS mpodecli 3pocTae MOro MO3UTUBHE CHIPUIHATTS
JIEp>KaBHOT CITy>KOH.

3a pe3yidbTaTaMH KOPEJALINHOTO Ta PErpeciiHoro aHami3iB BU3HAYEHO
MICUXOJIOTIUHI XapaKTEPUCTHKH, SIKI CIPHUSIOTH YCHIMHIA TpodeciiiHiil AisIbHOCTI
MpAaIiBHUKIB CIY>K0 yIpaBiiHHS nepcoHanoMm kateropiii «b» ta «By». [1oOyayBaHO
eMIipu4Hy PamKy MCHXO0JIOT1YHOT KOMIIETEHTHOCTI MPAIIBHUKIB CIIYKO YIpaBIiHHS
MEPCOHAJIOM IIEHTPAJLHUX OpraHiB BUKOHABUOI BIAAM, SIKa BKJIIOYAE I’ SITh
KOMIIOHEHTIB: KOMYHIKaTUBHUN, €MOIIHHUM, COIIaTbHUM, IIIHHICHO-MOTHBAIIHHUN Ta
ayTOTICHUXOJIOTTYHHUH.

Po3pobieno Mojenb TMCHUXOJIOTIYHOT KOMIETEHTHOCTI MPAIlIBHUKIB CITYkKO
YIPaBIiHHS IEPCOHAIIOM IICHTPATLHUX OpraHiB BUKOHABYOI BIaH, IKa MICTUTh Ha3BY
1 BU3HAYEHHS KOYXHOT'O 13 KOMIIOHEHTIB IICUXO0JIOTTYHOT KOMIIETEHTHOCTI, iX CKJIaIOBI
Ta KpUTEpli OLIIHKK y po3pi3i kaTeropiit «by» 1 «By.

3M1ICHEHO OMHUC MCUXOCEMAHTUYHUX OCOOIMBOCTEH CHPUMHATTS MpodeciitHoi
TSTBHOCTI.  3a  pe3yJibTaTaMH OMUCY BHOKPEMJICHO JBa THUMH CIPUUHSTTS
MpaliBHUKaMU BJIACHOI MpOo(deciiHOi AISNIBbHOCTI: TMO3UTUBHUN 1 HEraTUBHUM.

[To3uTUBHUI TUN CHOPUMHATTS XapaKTEPHU3YEThCS CTaBICHHSIM 10 MpodeciitHoi



JUSIIBHOCTI, SIK 10 KBadi(hiKOBaHOI, BaKJIMBOI, BUCOKOBIJIMOBIIAJIbHOI, aKTUBHOI Ta
HAIpPY>KEHOI, sKa BUMAarae KOHIEHTpAIll Ta MOILIYKYy pillleHb B pOOOYMX MUTAHHSX.
HeratuBumii TUN CHOPUHHATTS XapaKTEPU3ye€TbCA CTaBIEHHSAM 10 MpodeciitHoi
JISUTBHOCTI, SIK I0 HEHOPMAaJIbHOI, TOTaHOo1 Ta HE3PO3yM1IOi ISl TOCI1IKYBaHOTO.

binpuricts npaiiBaukiB (60,6%) BU3HAYaIOTh Y CBOIX KOJIEKTUBAX CHPUATIUBUI
COLIIANTbHO-TICUXOJIOTIYHUNA KJIIMAT, SIKAH 3HAYHOIO MIPOIO BIUTUBAE HA CHPUUHSATTA
TISAJBHOCTI  Ta  BIMUyTTA 11, K KOMGOPTHOI, KOPHUCHOI, HEHaINpYyXKeHOI,
BHCOKOOIJIa4yBaHO1, CIIOKIAHOT, JTFOSHOI.

BusnaueHo YOTHpHM  KJIIOYOBI YMHHUKM  (POPMyBaHHS  TICHUXOJOTIYHOI
KOMIIETEHTHOCTI TpaIliBHHUKIB: «JlocarHeHHs mpodeciiiHux ey, «Emomiitnuii
1HTENeKT», «Pediekcis y cnuikyBanHi», «CaMOpPO3yMiHHS.

Ha ¢opmysanvnomy emani Ha OCHOBI KOHCTATYBaJbHOTO JOCIHIKEHHS
pO3pO0JICHO  OYHO-IMCTaHIIHY mporpamy  «llcuxonoriuHa KOMIETEHTHICTh
ycnimHoro HR», sika Bkitoyae yotupu moayii: «Pobora HR y nepxaBHOMy opraHi:
BUKJIMKMA Ta TEpPCIEKTUBU pPO3BUTKY», «llcuxonoriyuna kommereHtHicTh HR:
KOMYHIKallisi Ta B3aemonis», «llcuxonoriuna kommetreHTHiCT HR: emoriiinuit
1HTeNneKT», «Pecypcu, mocTaHOBKa IIJIEH Ta Opi€HTallisl Ha caMOpO3BUTOK». KoxkeH
MOAYJIb CKJIQAAETHCS 3 AUCTAHIINHOT YaCTUHU Ta OYHOI TPEHIHTOBOI CeCli.

Metow mporpamMu € PO3BUTOK TMCUXOJOTIYHOI KOMIIETEHTHOCT! MpAaIliBHUKIB
CIIy>KO YTMpaBIiHHA TEPCOHAIOM [IJIi KOHCTPYKTHMBHOTO pearyBaHHs Ha CydacHi
BUKJIMKU Ta Pe3yJbTaTUBHOI POoOOTH B ymMoBax 3MiH. OOcsr mporpamu CTaHOBUTH
CIMIECAT 1Bl aKaJeMIyHl TOJWHU Ta BKIIOYAE€ TEOPETHYHY, OYHY Ta JUCTAHLIMHY
JacTUHH. ATmpoOariito mporpaMu 3IIHCHEHO IIJISIXOM IMPOBEACHHS (OPMYBaIBHOTO
EKCIICpUMEHTY.

Ha kxonmponvmy emani mpoBeI€HO TOYATKOBHI Ta TOBTOPHI TICUXO[1arHOCTUYHI1
3pi3M Ta 3[IIMCHEHO iX MOpiBHSAHHA. JlJI1 mpOBeeHHs aHaji3y pe3yJbTaTiB anpoOartii
3aCTOCOBAHO JBI IPYIH KPUTEPIiB 1100 AMHAMIKH PO3BUTKY OCOOMCTOCTI Ta TUHAMIKH
ycmimHocTi  mpodeciitnoi  mismbHOCTI. 3a gomomororo  Kputepiss Binkokcona
BCTAHOBJIEHO CTATHUCTUYHO JOCTOBIpHI 3MiHU. TakumM 4YWUHOM, JOBEACHO, IO

3aCTOCYBaHHS OYHO-JMCTAHINIMHOI ~ TpOorpaMu  PO3BUTKY  TCHXOJIOTTYHOI



KOMITETEHTHOCTI MPaIiBHUKIB CIIY>KO yIIpaBJIiHHS MEPCOHATIOM IIEHTPaJbHUX OpPraHiB
BUKOHABYOI BIAAW crpuse (POpMyBaHHIO MO3UTHUBHOTO CAMOCTABIICHHS, PO3BUTKY
KOMYHIKAQTHBHOI Ta €MOIIHHOI KOMIIETEHTHOCTI 1 CTHMYJIO€ TpodeciitHe
CaMO3I1ICHEHHS.

Ha oyinounomy emani BCTaHOBJICHO, 110 MPOXOJKEHHS POTPAMH CIIPHSIE:

- (GOpMyBaHHIO TIO3UTUBHOTO CAMOCTAaBJCHHS, 30KpeMa, IIiJBUIICHHIO
aytocumnarii 1o cebe sk TmpodecioHalla, camMONOBard, CaMOPO3yMIHHS Ta
CaMOTIPUAHSTTSI, a TAKOXK T1BUIIEHHIO CAMOOIIHKH;

- PO3BUTKY KOMYHIKAaTUBHUX SIKOCTEH IMpalliBHUKA, 30KpeMa TaKUX MOKA3HUKIB,
K YMIHHSI PO3YMITH CHIBPO3MOBHUKA, YMIHHS CIPUMMATH 1 pO3YMITH ceOe, yMIHHS
OyayBaTH MIKOCOOMCTICHI TpaHMIll, «aJPECHICTh» Yy CIUIKYBaHHI, aJCKBaTHE
PO3yMIHHS, TIPOSIB BIAKPUTOCTI y CIUIKYBaHHI, pO3MOJiJ yBaru Ha BCIX YYacCHHUKIB
CHIJIKYBaHHS;

- PO3BUTKY €MOLIIMHOTO 1HTEJIEKTY.

Takok BCTaHOBJIEHO, IO PO3BUTOK MCUXOJIOTIYHOI KOMIETEHTHOCTI CTUMYJIIOE
npodeciiiHe camMO3A1iCHEHHS NPalliBHUKA Ta MIABUIIY€E HOr0 3a1y4Y€HICTh y poOOTYy,
30KpeMa IiJIBUIIYETHCS €HEePT1MHICTD, BIJIaHICTh Ta 3arJIUOJICHICTD.

Hayxosa mnoeusna ompumanux pe3ynibmamie OOCHIOJNHCEeHHs TIONSATae 'y
HACTYITHOMY.

Ynepwe:

— po3po0iieHO Ta  anmpoOOBaHO TPOrpaMy  PO3BHUTKY  TCHUXOJOTIYHOL
KOMIIETEHTHOCTI MPALIBHUKIB CIIyKO YNpaBIiHHSA NEPCOHATIOM LEHTPAIbHUX OPraHiB
BUKOHABYOI BJIaJIM, KA COpsIMOBaHA Ha (pOpMyBaHHS MO3UTUBHOTO CAMOCTABIICHHS,
PO3BUTOK KOMYHIKATUBHUX SIKOCTEH Ta €MOLIIITHOTO 1HTEJIEKTY;

— po3po0ieHo eMiipuyHy PamMKy ncrxosoriyHoi KOMIIETEHTHOCT] MpalliBHUKIB
CIIy0 yTIpaBIIHHS TEPCOHAIIOM IICHTPAIbHUX OpPraHiB BHUKOHABYOI BJIAJH, SKa
BKJIIOYA€ 5 KOMIIOHEHTIB (KOMYHIKAQTUBHHM, €MOIIMHMMI, COIladbHUN, IIHHICHO-
MOTHUBAIIMHUM, Ay TOIICUXOJIOTIYHUN) Ta 12 CyOKOMMIETEHTHOCTEH, 110 BIUIUBAIOTH Ha

YCHIIMIHICTH TPOdeciitHOT MisITBHOCTI;



— po3pobaeHo Mopenb MCUXOJIOTIYHOT KOMIIETEHTHOCTI MpPAaIiBHUKIB CIIYXO
YIOPABJIIHHS TEPCOHAJIOM IIEHTPAJIbHUX OpraHiB BHUKOHABYOI BJIAJIU, KA MICTHUTh
Ha3BYy, BU3HAYCHHS Ta CKJIAJOBI KOMIETEHTHOCTI KOKHOTO 13 KOMIIOHEHTIB, a TaKOX

— BHW3HAYCHO YOTHUPH KIIOUYOBUX IICUXOJOTIYHUX YHMHHUKA (POPMYBaHHS
MICUXOJIOTIYHOT ~KOMIIETEHTHOCTI  BIATOBIIHUX TPaliBHUKIB — «JlocATHEHHS
npodeciinux minei», «Emouiiinuit iHTenekT», «Peduekcis y CHITKyBaHHI»,
«CaMOpO3yMiHHS;

— BHOKPEMJICHO JIBa TUITH CIPUHHATTA MPOQeCciiiHOT NisIBHOCTI MpalliBHUKaAMU
CIy0 yIpaBIiHHSA TIEPCOHAJIOM IIEHTPAJIbHUX OpraHiB BWKOHABYOI BJIAJIU
(MO3UTUBHUMN Ta HETATUBHUI) Ta HAJIAaHO 1X OIKC.

Ymouneno:  BU3HAQUCHHS  TIOHITH  «KOMIICTCHTHICTBY»,  «KOMIICTCHIIIS,
«mpodeciiina KOMITETEHTHICTbY, «TICUXOJIOTTYHA KOMITETEHTHICTb)» Ta
«CYOKOMITETEHTHOTI»; MPUYMHHO-HACHIIJIKOBI 3B S3KM MDK  IICHUXOJIOTTYHUMH
acneKkTaMH YCHIIIHOCTI Tpalll MpaliBHUKIB CIY>KOM YIpaBIiHHSA NEPCOHAJIOM Ta
PIBHEM PO3BUTKY CKJIAJIOBUX MCHUXOJIOTTYHOT KOMIIETEHTHOCTI; TPUYMHHO-HACIIIIKOB1
3B’SI3KM  MDK pIBHEM PO3BUTKY NpO(eciiiHOro caMo3[IMCHEHHs IpalliBHUKA,
MOKa3HUKAMH 3aJTy9€HOCTI Ta PIBHEM PO3BHUTKY ICHXOJOTIYHUX KOMIETECHTHOCTEH;
YSBJICHHS TIPO OCOOJIMBOCTI COITIaIbHO-TICHXOJIOTIYHOTO KJIIMAaTy B KOJEKTHBAX.

lloenubneno: 3HaHHA TIPO PIBEHb Ta OCOOIMBOCTI PO3BHUTKY ICHXOJIOTTYHOI
KOMITETEHTHOCTI MPAI[IBHUKIB CIIY0 YNpaBIiHHA MEPCOHATIOM IIEHTPATLHUX OPTaHiB
BUKOHABYOI BJIAJIM; 3HAHHS MPO PIBEHb PO3BUTKY XapAKTEPHUCTHK, IO CBIAYATH MPO
YCHIMIHICTB MPo¢eCiiHO1 TIsITbHOCTI MPalIBHUKA HA TOCA/I1; YSABIEHHS PO CTPYKTYPY
MICUXOJIOTIYHOT KOMIETEHTHOCTI TMPAIIBHUKIB CIYK0 YIPaBIIHHS TEPCOHAIOM
IIEHTPAJIBHUX OPTaHiB BUKOHABYOI BJIAJIH.

Teopemuune 3nauenHs poOOTH TMOJATAE B TOMY, IO y JTOCIIPKEHHI MTPOBEIEHO
KOMILUIEKCHHM OTJISJT Ta aHam3 MAXOMIB 10 BHU3HAYEHHS, CTPYKTYpH Ta POl
MICUXOJIOTIYHOT KOMIIETEHTHOCTI Yy [iSJIHOCTI TMpaliBHUKA CIY>KOW YNpaBIIIHHS
MIEPCOHAJIOM, 31HCHEHO OIS 11 opMyBaHHS Ta PO3BUTKY. PO3KpUTO 0COONMHMBOCTI

MDKHAPOJHOTO Ta BITYM3HSHOTO JOCBIy IIOA0 KOMIIETEHTHICHOTO TIJIXOdy Ha



Jep>KaBHIM CITy01 Ta 3aCTOCYBaHHS TICHUXOJIOTIYHOI KOMIIETEHTHOCTI Yy IIpoIriecax
YIPABJIIHHS TEPCOHATIOM.

Ilpakmuune 3nauenHs PoOOTH TOJNATAE y MOXKIUBOCTI 1l BUKOPUCTAHHS MPH
npodeciiHOMY HaBYaHHI MPAIiBHUKIB CIIYXKO YINpaBIiHHS MEPCOHAIOM JIepKABHUX
OpraiB, po3po0JIeHHI BUMOT 0 KOMIIETEHTHOCTI TaKUX MPALIBHUKIB 3 METOIO JOOOPY
Ha MOCa/U JIeP>KaBHOI CITY>KOH, X OLIIHIOBAaHHI Ta MPOQECITHOMY PO3BUTKY, a TAKOX
Ipu PO3pOOJICHHI MpOrpaM, OPIEHTOBAHUX Ha IMMIJBUIIEHHS PIBHS IICUXOJIOTIYHOT
KOMITETCHTHOCTI.

Pe3ynpTatu JoChiKeHHS BIPOBAKEHO Ha oOHJaiH-aTdopmi «CriipHOTA
MPAKTUK: CTaJMil PO3BUTOK» MHIBEHIIAPCHKO-YKpaiHChbKOro Tmpoekty «llixrpumka
aenentpanizamnii B Ykpaini» DESPRO (akt BOpoBamKeHHS pe3ysibTaTiB HAyKOBOTO
nocimpkernas Big 02 yepsrst 2020 poky Ne 714/03-120), B MiHICTEpCTBI €HEPIeTHKH
VYkpainu (akT BOpOBaI>)KEHHS PE3yJIbTaTiB HAYKOBOTO AociimkeHHs Bia 03 uepBus 2020
POKY), a TakoX y HarioHaibHOMY areHTCTB1 YKpaiHu 3 MUTaHb JIEPKaBHOI CITY>KOM (aKT
BIIPOBA/KEHHST PE3yJIbTaTIB HAYKOBOro AociimkeHHs Bl 22 mumHs 2021 poky Ne
5070/92.01-21).

Kniwwuosi cnoea: ncuxonociuna KomnemeHmMHiCmb, Npoghecitinuti po36UmMOK,
oepacasnull cydcooseysb, npoghecitine Ha8UaHHs, CLYAHCOA YNPABLIHHA NEPCOHATIOM,
3Miana @Gopma HABYAHHA, 0epIHCABHA ClyxHcha, anpobayis npospamu, Mooeilb

KOMNemeHmHoCmi, pamka NCUXOJIO2IYHOI KOMNEMEHMHOCMI.



ABSTRACT

Kudrynska H. V. The Formation of Psychological Competence in Personnel
Management Officers of the Central Executive Authorities. — Qualification scientific
paper as a manuscript.

Thesis for obtaining the Degree of Doctor of Philosophy in specialty
053 — Psychology (05 Social and Behavioral Sciences). — Higher education institution
“KROK” University of Economics and Law, Kyiv, 2021.

In the thesis, theoretical justification is given to, and empirical study was
conducted of the formation of psychological competence in personnel management
officers of central executive authorities.

The research was conducted in 2016-2021. The research included 5 stages:
Theoretic, Ascertaining, Formation, Verification and Appraisal.

At the Theoretic Stage, scientific approaches to the definition of notions
“competence”, “scope of competence”, “professional competence”, “psychological
competence”, and ‘“‘sub-competence” were given consideration to, and the author’s
definition of the abovementioned notions was given. In particular, the notion
psychological competence was determined as the personal component of professional
competence, which included characteristics and qualities of a personality which, taken
as a whole, contribute to its development, self-realization, successful fulfillment of
professional tasks, to the achievement of goals set, and is the basis for efficient
interaction in professional environment.

The specifics of the structure, formation and development of psychological
competency were studied. In the structure of psychological competency, following five
components were pointed out: communicative, emotional, social, values-motivational,
and auto-psychological. Each of the structural components is made up by sub-
competences, psychological characteristics and qualities of a personality which are
manifested in its behavior during professional activities. Sub-competences depend on
the cognitive level (knowledge, particulars of cognition, comprehension and
conception in respect of a certain psychological phenomenon) and are actualized at the

behavioral level (during professional activities).



It was determined that the application of competency approach in the public
service in the majority of countries was connected with the process of reforms,
organizational and cultural changes in the country. The implementation of the
competency approach contributes to the replacement of the traditional personnel
management with strategic management of human resources and supports the
processes of change in the public service. The competency model helps to ensure a
uniform consistent approach to personnel management in the public service and is used
in various HR functions: staff planning, recruiting, training and development,
efficiency management, assessment, remuneration, and career management.

Starting from 2016, the reform of public governance has been actively
implemented, one of the priorities of which has been determined as the modernization
of the public service and of human resources management. Five main fields of activities
of public authorities’ personnel management departments which meet the needs of the
present time were determined: recruitment and selection, HR management (adaptation,
stimulation and motivation, assessment, career planning, training and professional
development, resolution of conflict situations), formation of corporate culture,
documenting the HR management, and advisory and analytical activities. Taking into
consideration the abovementioned fields of activities, Theoretic Frame of
psychological competency of personnel management officer of a public authority was
developed.

At the Ascertaining Stage, the level and specifics of the development of
psychological competency in personnel management officers of central executive
authorities was determined in accordance with the Theoretical Frame developed.

It was determined that for the majority of officers, high level of the integral index
of professional and personal self-attitude was attributable. At the same time, the
majority of officers at the medium level was capable of organizing and controlling their
behavior in a rational way and had a medium level of self-esteem. Components of the
communicative and emotional competences were predominantly manifested at
medium level, save for the “control of own emotions” index, which was manifested at

low level. Components of the social competence were distributed at medium and high



levels. As to the values-motivational competence, the majority of the officers were
oriented at the motivation for the achievement of success.

Differences and cause-and-effect relationships in respect of the development of
the auto-psychological, communicative, emotional, social, and values-motivational
components of psychological competence were described.

It was determined that such engagement indexes as “vigor” and “immersion” were
predominantly manifested at the medium level, and the “commitment” index was
manifested at high level. It was found out that the more record of service an officer has,
the higher was the level of commitment to work and enthusiasm he/she felt. Also, the
higher was the age of an officer, the more was the extent of his/her immersion into
work and the less he/she wished to distract oneself. It was determined that the more an
officer tended to be committed to his/her profession, the higher was his/her positive
appreciation of the public service.

According to results of correlation and regression analyses, psychological
characteristics were identified which contributed to the success in professional
activities of personnel management officers of ‘B’ and ‘C’ Categories. A Frame of
Psychological Competence of personnel management officers of central public
authorities was developed, which includes five components: communicative,
emotional, social, values-motivational, and auto-psychological.

A Model of Psychological Competence of personnel management officers of
central public authorities was developed, which contains the name and the definition
of each of the components, their elements and assessment criteria with the breakdown
by “B” and “C” Categories.

A description of psycho-semantic particulars of apprehension of professional
activities was made, according to which two types of apprehension by the officers of
their professional activities can be pointed out. The positive type of apprehension is
characterized by the attitude to professional activities as to a skillful, important, highly
responsible, proactive and intense kind of activities which requires concentration and

finding solutions for business issues. The negative type of apprehension is



characterized by the attitude to professional activities as to an abnormal, bad, and
incomprehensible for the studied person.

The majority of officers (60.6%) identify the socio-psychological climate in their
collectives as favorable, which has a significant influence on the apprehension of their
activity and experiencing it as comfort, useful, unstressed, well-paid, calm, and
humane.

Four key factors in the formation of psychological competence of employees are
identified: “Achieving professional goals”, “Emotional intelligence”, “Reflection in
communication”, “Self-understanding”.

At the Formation Stage, on the basis of the ascertaining study, internal and
distance training program was developed, titled “Psychological Competence of a
Successful HR Officer”, which includes four modules: “HR Officer Work at a Public
Authority: Challenges and Prospects of Development”, “Psychological Competence of
HR Officer: Communication and Interaction”, “Psychological Competence of HR
Officer: the Emotional Intelligence”, and “Resources, Setting Goals and the
Orientation at Self-Development”. Each module is comprised of a distant-learning part
and an internal training session.

The objective of the program is the development of psychological competence in
personnel management officers for a results-oriented response to present-time
challenges, and efficient work in the context of changes. The volume of the program is
seventy-two academic hours; it includes theoretical, distant learning, and internal parts.
The program was tested by way of conducting a formation experiment.

At the Verification Stage, initial and repeated psycho-diagnostic assessments were
made, and their results were compared. With the purpose of conducting analysis of the
results of the testing, two groups of criteria were used, related to the dynamics of
personal development and the dynamics of success in professional activities. With the
use of the Wilcoxon test, statistically-valid changes were determined. In such a way, it
was proved that the use of the internal-distant program for the development of
psychological competence in personnel management officers of central executive

authorities contributes to the formation of positive self-attitude, to the development of



the communicative and emotional competence, and stimulates professional self-
fulfillment.

At the Appraisal Stage, it was determined that completion of the program
contributes to:

- formation of a positive self-attitude, in particular, the improvement of the self-
affection for oneself as for a professional, of the self-image, self-understanding and
self-apprehension, as well as to the improvement of self-esteem;

- development of communicative qualities of an officer, in particular, of such
skills as the ability to understand the partner in a conversation, the ability to apprehend
and to understand oneself, the ability to build inter-personal boundaries, the “targeted
orientation” in communication, adequate understanding, demonstration of openness in
communication, and distribution of attention among all participants of communication;

- development of the emotional intelligence.

Also, it was determined that the development of psychological competence
stimulates the professional self-fulfillment of an officer and increases the level of
his/her engagement in work, in particular, it improves his/her vigor, commitment and
immersion in work.

The scientific novelty of the results obtained in the study is outlined as follows.

The following was done for the first time:

— a program for the development of psychological competence in personnel
management officers of central executive authorities was developed and tested, which
provides a mixed form of training and, in particular, aimed at forming a positive
attitude, development of communicative qualities and emotional intelligence;

— an empirical Frame of Psychological Competence of personnel management
officers of central public authorities was developed, which includes 5 components
(communicative, emotional, social, value-motivational, autopsychological) and 12
subcompetences that affect the success of professional activity;

— The Model of Psychological Competence of personnel management officers

of central public authorities was developed, which contains the name, definition and



components of competence of each of the components, as well as criteria for their
assessment for categories “B” and “C”;

— identified four key psychological factors in the formation of psychological
competence of relevant employees - “Achieving professional goals”, “Emotional
intelligence”, “Reflection in communication”, “Self-understanding”;

— two types of apprehension of professional activities by employees of
personnel management services of central public authorities (positive and negative)
were pointed out and their description was given.

The following was made more specific: definitions of notions “competence”,
“scope of competence”, “professional competence”, “psychological competence”, and
“sub-competence”; cause-and-effect relationships between psychological aspects of
successful work of personnel management officers and the level of development of
components of psychological competence; cause-and-effect relationships between the
level of development of professional self-fulfililment of an officer, levels of
engagement and the level of development of psychological competences; ideas about
particular features of socio-psychological climate in collectives.

The following was deepened: the knowledge about the level and the particulars of
development of psychological competence in personnel management officers of central
executive public authorities; knowledge about the level of development of
characteristics which are evidences to the level of success in professional activities of
an officer at his/her position; the idea about the structure of psychological competence
of personnel management officers of central executive authorities.

The theoretical significance of the paper lies in the fact that in the study, a
comprehensive review and analysis was made of approaches to the definition, structure
and role of psychological competence in the activities of a personnel management
officer, and a review of the process of its formation and development was made.
Particular features of the international and domestic experience were unveiled in
respect of competency approach in the public service, and the application of

psychological competency in personnel management processes.



The practical significance of the paper lies in the fact that results of the
dissertation thesis can be used in professional training of personal management officers
of public authorities, in the development of requirements to the competence of such
officers with the purpose of selection and recruitment at public service positions, in
assessment and professional development, as well as in the development of programs
to increase the level of psychological competence.

The results of the study were implemented in the Ministry of Energy of Ukraine
(Statement of implementation of results of scientific research dated 03 June, 2020) and
on the online platform Spilnota practic: staly rozvitok (“The Community of Practices:
Sustainable Development”) of the Swiss-Ukrainian Decentralization Support Project
DESPRO (Statement of implementation of results of scientific research dated 02 June,
2020 No. 714/03-120).

Keywords: psychological competence, professional development, public servant,
professional training, personnel management service, mixed form of study, state

service, program testing, competence model, frame of psychological competence.
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