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Abstract. Head of the Belarusian state has repeatedly pointed out objectives on improving efficiency of the state
apparatus, promoting prestige of civil service and making requirements to civil servants more rigorous. President’s stand
is that the state apparatus, including both central and local governments, should be staffed with committed and ingenuous
people able to perform well under pressure. Thus, it is equally important both to develop a holistic code of conduct for civil
servants and create a tool for carrying out comprehensive assessment of their performance.

In Belarus requirements to personal and professional skills of civil servants are laid down in the legislative
framework. It encompasses regulations of different legal effect that can be divided into two types — general and focused.
General regulations target a whole spectrum of civil servants’ responsibilities, including proper execution of their duties,
meeting quality requirements to delivering public services upon request of citizens or legal bodies, anti-corruption behavior,
etc. Focused regulations, on the other hand, set forth a list of civil servants’ personal and professional skills, and define
criteria to their assessment, as well as determine performance efficiency indicators for certain state bodies. For example,
effective and proper use of allocated budget resources, reliable public procurement, absence of outstanding debts at
subordinate institutions etc. serve as general indicators of public bodies’ efficiency.

In assessing personal merits of civil servants, their performance as incumbents at certain civil service posts is
considered alongside their personal and professional skills. The laws stipulate the following key personal and professional
skill-sets of civil servants and executive officials in particular: professional competences, moral qualities, intellectual
abilities, leadership skills, psycho-physiological personality traits, and communicative and cultural intelligence.

Together with the mentioned requirements, a great focus in Belarus is drawn to inculcating anti-corruption attitudes
in civil servants’ behavior. As was pointed out by President Lukashenko: “Belarus should become a role-model in how one
can and should fight against corruption. We have been waging a continuous and systemic campaign against this evil”.
Anti-corruption commissions, established by the Council of Ministers of the Republic of Belarus, have taken effort on
encouraging intolerance to corrupt practices and building anti-corruption capacities of public administrators and officials
whose work is fraught with risks of corruption. In the modern environment ICT knowledge and skills also play an important
role in assessing personal and professional skills. With regard to this, it is recommended to introduce ICT proficiency as a
qualifying requirement for executive posts in public office.

In this perspective, it is recommended to expand the list of requirements to professional and personal skills of civil
servants and decision-makers, as well as develop a comprehensive assessment system in line with the specific scope of
their activities and implement an annual assessment mechanism which would open avenues for engaging citizens,
businesses and civil society in the procedure.

Key words: civil service, civil servants’ personal and professional qualities, performance assessment of public officials,
counter-corruption effort, Republic of Belarus.

AHpatna. benopycb MemnekeTiHiH GaclubiCbl MEMINEKETTIK annapatTbiH, TUIMAININIH apTTbIpy, MEMITEKETTIK KbI3METTiH
6eperniH keTepy XXeHe MEMIEKETTIK KbI3METLLINepre KonbinaTtbiH TananTapAbl apTTeipy MakcaTTapbiH GipHelle mapTe aTtan
oTTi. [pe3anaeHT yCcTaHbIMbl MEMIEKETTIK annapar, OHbIH, iliHae OMNiKTiH opTanbIK XXoHe XeprinikTi opraHaapbl agan XXaHe
napacatTbl, MbIKTbl KbICbIM >Xacayfa KabineTTi agamgapmeH »acaktanybl Tuic aereHre HerizgenreH. Ocbinanwia,
MEMITEKETTIK KbI3METLUINep YLWiH MiHE3-KymbIKTbIH TONbIKKAHObl KOAEKCIH 93iprieyMeH KaTap, onapAblH, TUIMAINIrH >XaH-
XakTbl 6aranay yLiH Kypangap acay 4a MaHbi3abl.

Benopyce PecnybnukaceiHaa 3aHHamanblk 6a3aga MeMNekeTTiK KbIBMETLLINEPAiH, )KeKe XaHe kaciou aarabinapbiHa
KovbiNaTtblH Tanantap 6enrinexHreH. On xannbl XeHe OKyCcTaHFaH aen exi Typre 6enyre 6onatbiH Typni 3aHObIK 9CepaiH,
KarvganapbiH kamtuabl. XKannbel epexenep MeMMeKETTIK KbI3METLWiNepaiH MiHOETTepiH AypbIiC OpbiHAAYbIH, azamartTap
HeMece 3aHbl TynFanapabliH cypaybl OOMbIHLLA MEMITEKETTIK KbIBMETTEPAI KOPCETY YLUIH canara KovbinaTbiH Tanantapabl
cakTayblH, cbibannac XeMKOprbIkka Kapcbl MiHE3-KYIbIK XXaHe T.6. Koca anfanaa, onapabiH, MiHOETTEpPiHIH, TONbIK CNEKTPIiH
kamTuabl. CoHan-aK OoKyCcTaHFaH epexernep MeMIEKETTIK KbIBMETLUINEPAiH XeKe XaHe Kacibn aarabinapbiHbiH, TiiMiH
6enrinenai, onapabiH 6aranay KpUTEpPUANEpPIH >xaHe Kenbip MeEMNEKETTIK opraHaap XXYMbICbIHbIH, TUIMAIMIK KOPCETKILLTEPiH
ankbiHaanabl. Mbicanbl, 6eniHreH 61omkeT pecypcTapbiH TUIMAI X8He AypbIC KONAaHy, CeHiMai MEMIEKETTIK caTbin any,
BEOOMCTBObIK GafbIHbILLTEI MEKEMENepae eTenMereH KapbidgapablH 60nmaybl MemnekeTTik opraHgap TUiMAIniriHiH,
Xannbl KepceTKiLi peTiHAEe KbI3MeT eTeai.
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MemnekeTTik KbI3METLUINEPAiH Xeke XKeTICTiKkTepiH Garanay kesiHae onapablH 6enrini 6ip azamaTtTbIK KbI3METTiH
nayasbiMAapbiHAa nayasbivbl TyfFanap peTiHOEr XYMbICbl OnapAblH JXKeKe >xaHe kacibu parabinapbiMeH kaTtap
KapacTblpbinagbl. 3aH MeMIEKETTIK KbIBMETLUINEpP MeH aTkapylubl NnayasbiMabl TyNFanapablH KENeci Heriari )eke aHe
Kacibn farabinapbiH KapacTblpadpbl, atan anTkaHga: kacioun Ky3blpeTTep, MopanbAik KacueTTep, 3usTkeprik kabinetTtep,
KewbacLbInbIK AaFabinap, Ty FaHbliH NcMxodurankanbik epeklenikTepi, KOMMYHUKaTUBTIK XKaHE MaEHN LIOTy.

Xorapbiga atanfaH TanmanTapmeH kaTtap, benapycb PecnybnukaceblHoa MeMnekeTTiK Kbl3MeTLinepaiH MiHes-
KyJIblfblHa Cbibannac >xemMKopJIbikka Kapcbl CTaHAapTTapAbl EHri3yre ynkeH Hasap aydapbinagbl. Mpe3naeHT JlykalleHko:
«Benapycb Pecnybnvkacel xxeMkoprblkneH kypecyae 6acka engep yLwiH ynri 6onybl Tvic. Bis xxeMKoprblkka kapcbl Y34iKCi3
XoHe Xymneni HaykaHabl xyprisyaemis. benapycb PecnybnukacbiHblH MuHuctpnep KeHecimeH XeMKOPMbIKNEH Kypec
OOMbIHLLIA KOMMUCCUSI Kypbindbl, KbI3METi XeMKOoprblKk TayekenaepiMeH OavinaHbIiCTbl MeMIEeKeTTiK aKiMLinep MeH
LUEHEYHIKTEePAiH aneyeTiH HbIFaNTy XaHe XeMKOpibikka Te30eyLwinikTi biHTanaHgblpy GolibiHWa Wwapanap KkabbingaHabl.
Kasipri optaga AKT canacbiHgarbl Ginim MeH Oargbl Aa Xeke xaHe kacibu aarabinapabl Oaranayga MaHbi3gbl pen
onHangbl. OcbiFaH GarnanbicTel, AKT canacbiHaarbl 6iniMai MemnekeTTiK KbI3MeTLinep ywiH GinikTinik Tanabel petiHae
€Hri3y yCbiHbINaabl.

OcblHaan nepcrnekTMBaga LwewiMm KabbinganTelH MEMMEKETTIK KbIBMETLLINEpP MeH TyrFanapablH Kkaciou xaHe xeke
AarabinapblHa KoMbInaTbiH TananTap Ti3iMiH KEHeNTY, CoHAan-aK e3 KbI3METiHiH HaKThl canacbkiHa ColiKec kelleHai 6aranay
XYMeCiH a3ipriey MeH pacimaepre asamaTtTapbl, KocinopblHAap MeH asamaTTblk KoFamAbl TapTy YLWiH MyMKiHAIKTEp
awaTbiH 6aranayblH Kbl CalblHFbl TETIFH €Hri3y YCbIHbINaabI.

Tipek cesgep: MeMNeKeTTiK KbI3MET, MEMIEKETTIK KbI3METLUINepAiH XeKe >XeHe Kacidu KacueTTepi, MeMIekeTTik
nayasbIMAbl TyfFanapabiH TviMainirii 6aranay, ceibannac xxemkKopnblkneH kypec, benapyck Pecnybnvkacei.

AHHOTaumA. naea 6enopycckoro rocygapctBa HeOAHOKPATHO YkasblBan Ha Lenu noBbiweHns 3dEKTUBHOCTM
rocyJapCTBEHHOro annapaTa, MOBbIWEHWUS NpecTuXka rocyAapCTBEHHOM CryXObl M NOBbILEHUS TpeboBaHWA K
rocyaapCTBEHHbIM criyxalium. [o3numsa npesngeHTa 3akniovyaeTcsl B TOM, YTO rOCyAapCTBEHHbIV annapar, B TOM Yucne
LUEeHTpanbHble U MECTHble OpraHbl BMacTW, AOIPKEH YKOMMMEKTOBATbCS YECTHbIMM U Jo6pOonopsiAOYHbIMU NIOObMU,
CMOCOOHbIMM OKa3biBaTb CUITbHOE AaBreHne. Takum 06pa3oM, OAMHAKOBO BaXKHO Kak pa3paboTaTb LIENOCTHbIA KOOEKC
noBeaeHus AN rocy4apCTBEHHbIX CAYXaLlMX, Tak U CO34aTb UHCTPYMEHT A1 BCECTOPOHHEN OLEHKUN NX 3PEKTUBHOCTH.

B Pecnybnuke benapycb yctaHoBMNEHbl TPEOOBaHMS K NMMYHBIM 1 NPOGECCMOHANbHBIM HaBblKaM rocy4apCTBEHHbIX
cnyxalmx B 3akoHogaTtenbHon 6ase. OH oxBaTbiBaeT NpaBuna pasnMyHoro pugndeckoro agdekta, KoTopble MOXHO
pasgenuTb Ha ABa Tuna - obwme n cdokycmpoBaHHble. OBLLIME NONOXEHUA OXBATbIBAKOT LENbIA CNeKTp 00s3aHHOCTEN
roCydapCTBEHHbIX CryXKallMX, BKMOYaA Hagnexaiwiee BbINOMHEHne ux obsizaHHocTen, cobnogeHne TpeboBaHMI K
KayecTBy AN NPeOoCTaBeHMsl TrOCYAapCTBEHHbIX YCyr MO 3anpocy rpaxgaH WM IpUaMYecKMx  nuu,
aHTUKoppynuuoHHoe noeefeHune n 1.4. ChoKyCcMpoBaHHbBIE MOMOXEHMWS, C APYrON CTOPOHbI, YCTaHaBMMBAKOT NEpPYEHb
MNYHBIX U NPOGECCUOHANBHBLIX HABLIKOB FOCYAAPCTBEHHBIX CMYXalluux, ONpenenstoT KpUTepun uxX OLEHKW, a Takke
nokasatenu acdeKTMBHOCTN paboTbl HEKOTOPbIX FOCYAapCTBEHHbLIX OpraHoB. Hanpumep, addekTuBHoe 1 npaBunbHoe
NCNONb30BaHWE BblAENeHHbIX BI0KETHBIX PECYPCOB, HaAEXHble roCyaapCTBEHHbIE 3aKYMNKW, OTCYTCTBME HEMoralleHHbIX
OOMroB B NOABEAOMCTBEHHbBIX YYpPEXOEHUsX Criy>KaT B kayecTBe obLLmx nokasatenemn acheKTMBHOCTM rOCYyAapCTBEHHbIX
OpraHos.

Mpu oueHke NMYHBbIX AOCTUXEHWUNA roCyAapCTBEHHbLIX CNyXalmx ux paboTa B KayecTBe AOSMKHOCTHBIX NuL Ha
onpefeneHHbIX A0MMKHOCTAX MPaXAaHCKOW cnyxbbl paccmatpuBaeTcs Hapsady € UX NUYHBIMKW U MpodeccmoHanbHbIMU
HaBblkaMu. 3akoHbl MpegycMaTpuBaloT Criedylolme KryeBble MepcoHanbHble W NPOdEeCcCUOHarbHble  HaBbIKK
rocy4apCTBEHHbIX CNyXalux U UCMIONHUTENbHbBIX AOIMKHOCTHBIX MWL, B YaCTHOCTU: NPOdEeCcCMOHanbHbIe KOMNETEHLUN,
MOparbHble KayecTBa, MHTENMNEKTyarnbHble CNOCOBHOCTM, NAEPCKME HaBbIKM, MCMXON3NONOrnyeckue YepTbl IMYHOCTH,
KOMMYHUWKaTVBHYIO U KyNbTYPHYIO Pa3BeakKy.

Bmecte ¢ ykazaHHbiMu TpeboBaHusMu Gonblioe BHUMaHue B Pecnybnvke benapycb ygoensetcs BHeOpPEeHWIo
AHTVKOPPYMNUMOHHbIX CTaHAapTOB B MOBEOEHUU TFOCYOapCTBEHHbIX cryxawmx. Kak oTtmetun npesugeHT JlykalleHko:
«Pecnybnuka Benapycb fomkHa cTaTb obpasuoMm Ans Apyrux crtpaH B 6opbbe ¢ koppynuuen. Mbl nposoaum
HenpepbIBHYK M CUCTEMHYIO KaMMaHui NpoTuB aToro koppynuun. Komuccun no 6opbbe ¢ koppynumen, yuypexaeHHble
CoBetom MwuHucTtpoB Pecnybnvku Benapycb, NpegnpuHSnM ycunusa no MOOLLPEHUID HETEPNMMOCTU K KOppynuun 1
YKPEMNMEHVIO MOoTeHLMana rocyaapCTBEHHbIX aAMMHUCTPATOPOB U YMHOBHYMKOB, Ybs OEATENbHOCTb YpeBaTa puckamu
Koppynuun. B coBpemeHHoOW cpefe 3HaHusA 1 HaBblku B obriactu VKT Takke urpatoT BaXKHYK porb B OLLEHKE NUYHBIX U
npodheccrMoHanbHbIX HaBbikOB. B cBA3M C 3TMM pekomeHayeTcs BBeCTM 3HaHusa B obnactm UKT B kauvectBe
KBannukaumMoHHOro TpeboBaHWsA ANns rocyAapCTBEHHbIX CMYyXaLlyX.

B aTol nepcnekTvBe pekoOMeHOYeTCs pacluMpuTb nepedveHb TpeboBaHUM K NPpodecCMoHarnbHbIM U FIMYHOCTHBIM
HaBbIKaM rOCy4apCTBEHHbIX CMYXaLUMX W NUL, NPYHUMAIOLLMX PELLEHUs], a Takke pa3paboTaTb KOMMIEKCHYO CUCTEMY
OLLEHKUN B COOTBETCTBUU C KOHKPETHOW CAEPOV CBOEW AEATENBHOCTU U BHEAPUTL €XEroaHbIN MEXaHU3M OLLEHKW, KOTOPbIN
OTKPOET BO3MOXHOCTV AN NPUBIEYEHNS IPaXKaaH, NpeanpusaTuin n rpaxkaaHckoro obLlectsa K npoueaype.

KnioueBble cnoBa: rocygapctBeHHas criyxba, NmuHble U NpodeccroHarnbHble Ka4ecTBa roCyapCTBEHHbIX CITyKalluXx,
oLeHka 3(hdheKTMBHOCTN rocy4apCTBEHHbIX AOMMKHOCTHBIX Nuu, 6opbba ¢ koppynumen, Pecnybnvka benapyce.
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The machinery of government effectiveness
hinges not only upon civil servants’ qualifications but
their personal and professional characteristics as
well. Public officials may meet qualification
requirements without having necessary moral and
other qualities to perform well their duties.

There is no scientific consensus on the set of
civil servants’ personal and professional qualities and
their assessment criteria and methods. For instance,
J.L.Perry examines the difference between
motivation of civil servants and other people. The
author suggests a scale to measure public service
motivation (1996). N.S.Pryazhnikov and
E.Y.Pryazhnikova point to such personal qualities as
emotional resistance, feistiness, anxiety,
communicability, intellect, motivational sphere,
proneness to conflict, behavior, diligence, etc. (2005).
With consideration of a wide spectrum of personal
and professional qualities of an employee,
E.A.Mogilevkin assumes that the employing
organisation should define its own sets according to
its agenda. The researcher drew up a profile of
personal and professional qualities of an employee at

Table. Model of basic personal competences
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a for-profit organisation with a focus on growth,
including starting up new branches (2006). P.Petrou,
A.Kouvonen & M.Karanika-Murray devoted their
paper to personal qualities of civil servants, which are
associated with the perceived lack of reciprocity and
emotional exhaustion (2011). T.Christensen &
P.Leegreid considers the relationship between
performance of civil servants and their accountability
in terms of administrative reforms (2015).

Other concepts, apart from personal and professional
qualities, are used in the academic literature. Thus,
Sh.Khahharov examines supra-occupational
competences which encompass a set of personal
qualities, internal positions, predispositions, motives
and values that an individual possesses and that form
his/her internal self-organisation structure. The author
singles out the following types of supra-occupational
competences: personal, cognitive, communicative,
creative, and cultural (2014). N.Ryzhkova has
followed upon the given direction and developed a
basic model of personal competences (Table) (2014).

Type of potential in the core of a competence

Competences found in each component of the potential

Intellectual

Innovativeness, novelty

Decision-making

Work with data

Volitional

Goal attainment

Self-regulation and stamina

Initiative and determination

Communicative

Communicability

Confidence

Positive attitude towards others

Focus

Constructive energy

Focus on development

Constructive attitude towards oneself

The importance of personal and professional
qualities of public officials can be illustrated on the
following case on deputies of local Councils. The
research conducted by the Information Analytical
Centre of the Administration of the President of the
Republic of Belarus revealed the data on public

opinion polls conducted on the elections to local
deputy councils of the 27" convocation. The
respondents prioritized personal qualities and
reputation of the candidates over other factors for
winning the vote to the local deputy councils (Figure
1) (Derbin, 2015).
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Figure 1. Factors Determining Election Results (by percentage of the interviewees)

This is a rather expected standpoint. Citizens
pay a lot of attention to assessing personalities of civil
servants as they engage in regular contact with them
on vital issues. Civil servants epitomize the state for
the citizens and therefore, they prioritize such

gualities as politeness, appropriateness, goodwill and
availability.

Various forms and methods are applied, inter
alia, reports, questionnaires, group discussions, role
plays, tests, to perform the assessment of civil
servants, including their personal and professional
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qualities. The following two major approaches are
defined in the result of the systemic analysis of the
whole assessment tool-set — comprehensive
assessment and self-assessment.

Russia, where a large part of the existing forms
and methods of civil servants’ assessment are
practiced, can be showcased as an example of
comprehensive assessment that includes personal
and professional qualities (Ministry of Labour and
Social Protection of the Russian Federation, 2013).

Self-assessment gained ground in the EU
where a web-site has been developed by means of
which citizens (including candidates to public office)
can create documents to present information about
their qualifications and skills in a clear and concise
manner. Curriculum Vitae and Language Passport
are among such documents and are intended for
employers and educational institutions. Apart from
qualifications and work experience, personal skills
are mentioned in the CV, where the applicant’s
language  proficiency, = communication  skills,
organizational skills, job-related skills and digital
competence are indicated. Personal skills are proved
by the context-based evidence,described by the
applicant, or documents, if available (Europass).

In this light a number of conclusions can be
drawn. First and foremost, all concepts —personal and
professional qualities and their close counterparts
supra-occupational competencies and personal
competencies — find their place in the science.
However, there is no commonly agreed opinion as to
the required set of civil servants’ personal and
professional qualities. Moreover, components of such
sets can vary depending on the agenda and specific
activities of this or that public agency (organisation).
Secondly, it is important to consider the substantial
difference between the mentioned qualities and
occupational qualifications when drawing
comparisons. Occupational qualifications are for the
most part documented in education certificates, while
the same cannot often be done with regard to
personal and professional qualities that are primarily
conditioned by individual’'s personality. At the same
time, work experience, social environment, and
specific goals and demands define the development
of both occupational qualifications and personal and
professional qualities. Thirdly, personal and
professional qualities can be assessed by means of
various forms and methods, including self-
assessment. And more importantly — they can be
rated directly by the citizens.

Considering the fact that the legislation
determines the status of civil servants, it is equally
important to analyse to what extent it reflects on their
personal and professional qualities. The analysis of
laws and regulations related to this field has
demonstrated that the above mentioned issues are
governed by the Parliament, Head of the state and
the Council of Ministers as well as at the level of
central government, executive bodies and regulatory
authorities.
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The main legal instrument, utilized in the
sphere, is the Law of the Republic of Belarus of June
14, 2003, N0.204-3 “On Civil Service in the Republic
of Belarus” (hereinafter referred to as the Law on Civil
Service). The mentioned law does not define requisite
personal and professional qualities of a civil servant.
However, it anchors some of their elements alongside
with blanket rules referring to other legal acts where
such requirements are to be found.

According to the Law on Civil Service, article
21, paragraph 1, subparagraph 6, a civil servant shall
“comply with the culture of interaction as well as other
norms of the professional ethic’. The culture of
interaction as well as professional ethic norms are not
related to some kind of a qualification but belong to
the personality realm, and thus fall within the purview
of personal and professional qualities, such as
politeness and emotional stability, for example. As it
is stated in the article 25, paragraph 5, of the same
law, “if necessary, a public authority can rightfully
request information characterizing an individual,
contending for a public position in this authority, from
his/her former employer”. The purpose of such
requests of references is to acquire additional
information, besides the data provided in education
certificates and work records. Personal references
generally address such qualities of an individual as
his/her commitment, responsibility, communicability
and diligence. There are no specific requirements as
to the content of a reference letter.

The entry requirements for civil service are
listed in the Law on Civil Service, article 26,
paragraph 1. It specifies, inter alia, such requirements
as appropriate education, required job experience,
proficiency in the official languages and knowledge of
the legislation. At the same time paragraph 2, article
26 of the same Law states that other qualification
requirements can be provided in other legal acts.

Among such acts, Qualifications Directory
“Civil Service Positions” is applied, the second
paragraph of which provides among other things
regulations on the qualification requirements to civil
servants. According to part 3, paragraph 1, of the
given Directory “civil service implies effective
performance in public office by means of not only
utilizing special knowledge and skills but also
possessing a certain set of personal, professional and
moral qualities that are of critical importance for
successful execution of duties and responsibilities
assumed by civil servants”.

However, the Qualifications Directory does not
further elaborate on the set of personal, professional
and moral qualities of civil servants. It is assumed that
these qualities are listed in paragraph 12 of the
mentioned document, where it is claimed that a civil
servant should:

possess: organizational skills  (exercise
efficient time management; organize work of
subordinates and articulate tasks before them in a
precise manner; coordinate, supervise and monitor
activities of the subordinates, and efficiently delegate
authority, rights and duties to them); ability to assign



MEMJEKETTIK BACKAPY XXOHE MEMJIEKETTIK KbISBMET

Ne 3 (62), 2017

roles to their staff with regard to their qualification
potential and professional qualities; create a healthy
social and psychological environment among the staff
by exerting a certain behavioral pattern and
managerial style; sense of intense responsibility for
high-quality and timely performance of duties;
necessary moral ethical qualities, emotional stability,
sense of tact and amicable attitude when interacting
with citizens and settling their personal requests;

demonstrate: self-discipline and diligence;
initiative and independence in work; novelty, intrinsic
motivation for new and more effective forms of action;
readiness to take on additional responsibilities, when
necessary; sense of responsibility for the decisions
made; firm standpoints and boldness; ability to make
prompt decisions in the changing social economic,
political and work environment;

Be able: to articulate thoughts in an oral or
written form in a consice, evidence-based, precise
and logically structured manner; perform work
correspondence.

The Law on Civil Service, article 28, paragraph
1, stipulates the procedure of competitive selection
for civil service while paragraph 8 gives reference to
the Regulations on organizing competition for a public
position. According to paragraph 16 of the named
Regulations the selection jury may choose an
interview, test, pratical assignment, etc. to assess
personal and professional qualities of candidates to a
public position.

In compliance with the Law on Civil Service,
article 36, paragraph 1, civil servants are subject to
assessment so that their work practices, level of
professional knowledge, legal culture, and career
perspectives can be reasonably assessed. When
comparing provisions of the two legal documents and
taking into account the concept of “legal culture”, it
should be noted that on the one hand, this category
is included in the set of personal and professional
gualities while, on the other hand, it functions in its
own independent capacity. However, terminological
discrepancy engenders practical challenges, and
even more so when we read the Law on Civil Service,
article 13, paragraph 4, part 1, which states that in
case a civil servant breaches professional ethic,
he/she may be downgraded (however, reduction to a
lower rank can be imposed by no more than one
grade). Therefore, unification of approaches to
understanding professional ethic, legal culture as well
as personal and professional qualities may become a
real step forward towards providing their integrated
and objective assessment.

It is necessary to mention the Decree of the
Council of Ministers of the Republic of Belarus of June
25, 2004, No.759, where criteria are laid down for
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assessing performance of executive personnel at
central governments and other public bodies
reporting to the Council of Ministers, as well as at
regional and Minsk municipal executive committees.
The mentioned criteria were developed to achieve
forecast parameters of the social economic
development of Belarus as well as implement
President's Decree of March 11, 2004, No.1 “On
measures to reinforce social security and discipline”.

Requirements to personal and professional
qualities of executive personnel are mentioned
among these criteria. According to appendix 3 to the
named Decree the following blocks are
recommended as major benchmarks in the
assessment of personal and professional qualities of
executive personnel: professional qualities; moral

qualities; intellectual skills; leadership;
psychophisiologycal personality traits;
communicative and cultural personality traits;

organizational skills. For example, it is suggested to
relate professional qualities to performance efficiency
rates as well as the quality of executed tasks and
individual assignments. The list of moral qualities
includes honesty, dedication, perseverance in
executing decisions, firm standpoints, etc. It may be
emphasized, however, that personal and professional
qualities mentioned in the given document are not
requisite for all civil servants. For instance,
specialists, prosecutors, judges, deputies, etc. are not
subject to these criteria.

The discussed Decree laid the groundwork for
counterpart documents to be developed by central
government agencies and local executive and
regulative authorities, such as, for example, the
Decree of the Ministry of Architecture and
Construction of the Republic of Belarus of April 19,
2005 No. 15 “On assessment criteria of performance
of executive personnel at organisations reporting to
the Ministry of Architecture and Construction of the
Republic of Belarus”.

All the above named tools had substantial
implications — the fact testified in the public opinion
polls held by the Informational Analytical Centre of the
Administration of the President of the Republic of
Belarus among regional residents (Figure 2). Positive
dynamics is traced in the public assessment of the
G2C style, forms and methods practiced at public
authorities (Derbin, 2015).
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Figure 2. Transformation dynamics of the G2C style, forms and methods (percentage of the interviewees)

It is notable that alongside with the following
concepts — ‘qualification requirements’, ‘professional
and personal qualities’, ‘professional ethic’, ‘legal
culture’ — new criteria were introduced for assessing
executive personnel at public agencies and
organisations referred to as ‘key performance
indicators’. Thus, the Decree of the Council of
Ministers of the Republic of Belarus of December 24,
2015, No0.1085 “On implementation of the 2016
agenda for social and economic development of the
Republic of Belarus” sets target indicators in the
commissioned national programmes for 2016
adopted by the Council of Ministers as key
performance indicators of executive personnel at
national public agencies and organisations reporting
to the Council of Ministers.

On the other hand, according to the President’s
Decree of February 23, 2016, No.78 “On measures to
enhance efficiency of the social economic sphere of
Belarus”, paragraph 4, subparagraph 4.1, the
following major criteria shall guide the assessment of
personnel performance efficiency:

Prime Minister of the Republic of Belarus and
his/her Senior Deputy are assessed according to the
progress achieved in macroeconomic stability and
effective management of the government’s foreign
debt;

executive staff at central government agencies
are assessed by volume of foreign direct investments
attracted to a certain field and rational import
substitution;

chairs of regional executive committees and
Minsk municipal committee are assessed by volumes
of foreign direct investments attracted to the region,
rational import substitution, export growth and
diversification, and creation of new jobs.

Personal and professional qualities determine
key performance indicators for the most part as well
as performance efficiency in a particular field.
Therefore, it is important to systematize all the
existing assessment criteria as well as unify the
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approaches to their understanding and utilize an
intergrated assessment of civil servants.

Several conclusions were drawn in the result of
the technical analysis. First, requirements to personal
and professional qualities of civil servants, including
executive personnel, are captured in the legislation.
Second, the concepts ‘personal and professional
qualities’, ‘professional ethic’, ‘legal culture’, ‘key
performance indicators’ are not defined in the Law on
Civil Service. Third, the assessment of personal and
professional qualities is legally regulated at the levels
of entry to the civil service and tenure of public office,
while during the tenure period this assessment is
related mainly to attestation. Personal and
professional qualities of an incumbent public official
are assessed mainly in the form of reference letters.

As was already mentioned, in certain cases
personal and professional qualities are not
distinguished from moral qualities. Nonetheless, in
the authors’ opinion, moral behavior of civil servants
deserves to be researched in its own right and should
be studied as a critical component of the
anticorruption effort. Moral norms are fragmentarily
mentioned in a range of legal regulations at different
legislative levels — for example, the Constitution of the
Republic of Belarus, the Law on Civil Service, the Law
of the Republic of Belarus of July 15, 2015, No.305-3
“On fight against corruption”, the Decree of the
President of the Republic of Belarus of March 14,
2005, No.122 “ On procedure of attestation of
executive personnel at public agencies and
organisations, whose positions are included in the
staff roster of the Head of state of the Republic of
Belarus”, Directive of the President of the Republic of
Belarus of December 27, 2006, No.2 “On red tape
reduction of the machinery of government and
improving quality of the population’s well-being”,
Decree of the President of the Republic of Belarus of
December 15, 2014, No.5 “On reinforcement of
requirements to executive personnel and staff at
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organisations”, Regulation of the Council of Ministers
of the Republic of Belarus of June 25, 2004, No.759.

At the same time, in the absence of a holistic
approach the development of common requirements
to the public administration personnel management
cannot be furthered. There are certain legal gaps
withholding application of legislative norms in civil
service practices. In particular, the Law on Civil
Service, article 21, paragraph 1, subparagraph 6,
states that civil servants shall comply with the
professional ethic. However, as was already
mentioned, the legislation does not stipulate norms
related to what is considered to be professional ethic
or the rules it is subject to. Absence of clarity in this
field does not allow to appropriately implement the
legislation and creates ground for misapplication of
the law.

In this regard, international experience and
anticorruption practices in particular, point to the
relevance of common requirements in the given area
that need to be developed to avoid major risks and
hazards for the society’s stability and security. The
Article 8 of the UN Convention against Corruption
adopted by the UN General Assembly on October 31,
2003, and signed by the Republic of Belarus in New
York on April 28, 2004, rules that in order to fight
corruption each member-state shall promote, inter
alia, integrity, honesty and responsibility among its
public officials, in accordance with the fundamental
principles of its legal system.

In particular, each state party shall endeavour
to apply, within its own institutional and legal systems,
codes or standards of conduct for the correct,
honourable and proper performance of public
functions. For this purposes the UN developed the
International Code of Conduct for Public Officials
(adopted in New York on December 12, 1996, by the
resolution 51/59 at the 82 plenary session of the 51
session of the UN General Assembly of December
12, 1996). The mentioned International Code sets
only 11 articles that are divided into the following 6
units: 1) general principles; 2) conflict of interest and
disqualification; 3) disclosure of assets; 4)
acceptance of gifts or other favours; 5) confidential
information; 6) political activity.

Respective regulations have been worked out
in more detail by the Council of Europe. In particular,
the Committee of Ministers of the Council of Europe
adopted at its 106™ Session on May 11, 2000,
Recommendation No.R (2000) 10 on codes of
conduct for public officials that laid the groundwork for
the Model Code. The Committee of Ministers of the
Council of Europe recommended that the
governments of member states of the Council of
Europe develop and adopt, subject to national law
and the principles of public administration, codes of
conduct for public officials based on the Model Code.
The model code of conduct for public officials was
developed by the Multidisciplinary Group on
Corruption as part of the effort within the Programme
of Action against Corruption. Initially the code
targeted only the member states of the Council of

XalnblKkaparnblK fbiibIMU-Tangay >XypHarsbl

Europe, but later on the word “European” was
excluded from its title to motivate other countries to
reform their public service in accordance with the
European standards. The code specifically stipulates
that the public administration has a duty to inform
public officials about the code’s provisions that shall
form part of the regulations governing the
employment of public officials from the moment they
certify that they have been informed about it.
Moreover, the code’s provisions shall form part of the
terms of employment of the public official and breach
of them may result in disciplinary action. Apart from
that, the public official who negotiates terms of
employment should include in them a provision to the
effect that the code is to be observed and would form
part of such terms.

The importance of the professional ethic for
public officials is reinforced by the present-day
progress of Belarus as a sovereign independent
state. The development of the Code of Ethics for
Public Officials of the Republic of Belarus was defined
as the priority of the public administration personnel
policy in the Concept of the National Personnel Policy
of the Republic of Belarus adopted by the Decree of
the President of the Republic of Belarus of July 18,
2001, No.399.

In the course of the next decade several such
samples of the ethical code for public officials were
drafted. However, due to the indeterminacy of the
legal object and imprecision of approaches to
interpreting rules of conduct as ethical norms, no
decision was reached on the issue.

According to the analysis of the law
enforcement practices, as of the beginning of 2016,
ethical codes (rules, standards of conduct) were
adopted by at least 22 public authorities and
organisations, including Minsk Municipal Executive
Committee, Ministry for Taxes and Levies of the
Republic of Belarus, the State Inspectorate on
Wildlife Protection under the President of the
Republic of Belarus and other.

Criteria for assessing progress of public
agencies and organisations in fighting corruption and
economic crimes were developed to give objective
appraisal and improve performance of the given
institutions in the respective field and adopted by the
joint resolution of the General Prosecutor’s Office of
the Republic of Belarus, Council of Ministers of the
Republic of Belarus, the State Control Committee of
the Republic of Belarus and the Investigation
Committee of the Republic of Belarus of December
30, 2014, N0.30/1257/2/260.

Among such criteria for assessing performance
of public agencies engaged in action against
corruption and economic crimes, the following can be
mentioned: number of public officials brought to
administrative or disciplinary responsibility for
corruption and economic misdemeanors, number of
public officials dismissed for corruption and economic
misdemeanors, level of public trust to public officials
at a certain agency (results of public surveys,
monitorings, polls, etc., number of justified complaints
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against action and decision by the given agency). The
whole structure is subject to assessment. However,
the mentioned indicators would not be feasible
without meaningful effort exerted by both executive
officials and staffers. The mentioned legal instrument
sets additional provisions on introduction of
amendments to the civil service legislation and
developement of approaches to the assessment of
public officials.

Thus, approaches to the assessment of public
officials in terms of their personal and professional
qualities, compliance with ethical rules and codes of
conduct, and knowledge of legal culture, are
anchored in the legislation of the Republic of Belarus.
Apart from that, considerable effort was invested to
develop and adopt ethical codes for public officials. It
is to be followed by legislative amendments to the
effect that the assessment cohorts will be specified,
assessment criteria  systematized, integrated
assessment promoted and Codes of Conduct for
Public Officials drafted.

Conclusions

The following recommendations are offered for
the improvement of civil service.

It is recommended to draw a distinction
between the performance assessment criteria of a
public agency and those of executive personnel and
staffers, and defining such criteria with consideration
to the quality of public services provided.

It is also deemed well-grounded to amend the
Law of the Republic of Belarus of June 14, 2003, “On
civil service in the Republic of Belarus” to the effect
that annual assessment of public officials’
performance is conducted, their personal and
professional qualities are advanced and the moral
dimension of the civil service is reinforced.

It is considered important that ammendments
should be introduced to the resolution of the Council
of Ministers of the Republic of Belarus of June 25,
2004, No.759 “On criteria for assessing performance
of executive personnel at national public
administration  agencies and other  public
organisations within the purview of the Government
of the Republic of Belarus, regional executive
committees and Minsk Municipal Executive
Committee” to the effect that the criteria laid down in
other legal documents are systematized in the
framework of this document.

It is deemed well-grounded to draft a legal
instrument at the level of the Head of state “On
assessing performance of civil servants”, which will
lay down the provisions for annual assessment of
occupational and supra-occupational competencies
(professional and personal qualities) of civil servants
and engage citizens, businesses and civic society
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institutions in the assessment by using web-sites of
public agencies to this end.

It is also advisable that Methodological
recommendations on the assessment of personal and
professional qualities of civil servants are drawn
up and adopted alongwith the provisions on
assessment criteria, their characteristics, fixed set of
personal and professional qualities in accordance
with the level of the position occupied by an
individual, and principles for conducting this kind of
assessment. It is expected that the development of
the Methodological recommendations for assessing
performance of public officials will enable the
accomplishment of the following:

development of mechanisms for tracking on a
regular basis and adjusting the progress of public
officials;

improvement of the system of planning and
distribution of duties;

creation of an efficient system for motivating

civili servants and rewarding them for high
performance;
outlining trajectories for personal and

professional advancement and career development
of public officials;

prompt prevention of conflict situations and
securing feedback from public officials;

promotion of evidence-based decision-making
and improvement of its quality;

development of life-long education
programmes for public officials addressing the current
challenges and demands; and so on.

Moreover, the outcomes of the regular
comprehensive assessment should guide personnel
decisions, including those taken during the following
procedures: competition for vacant public positions;
inclusion to the personnel reserve roster; attestation;
qualification examinations; career planning.

Finally, it is necessary that standard Codes of
Conduct for Public Officials with consideration of the
international standards and best practices are
developed and adopted, and a list of personal and
professional qualities of civil servants alongwith
ethical rules, anti-corruption measures, guidelines for
creating and managing ethical commissions, and
other, are included within the framework of the Rules.
Counterpart codes of conduct may be utilized at the
local level with consideration to the specific agenda
and practices of local governments.
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®OPMUPOBAHUE AHTUKOPPYIMNLUMUOHHbIX KOMNETEHLUN
Yy AODMUHUCTPATUBHO-YIMNPABJIEHYECKUX PABOTHUKOB
BY3A B LENAX NPOTUBOOAENCTBUA KOPPYNLUKN

B OBPA30OBATEJIbHOWU CPELE

AHHoTaums. CtaTbs NOCBALLEHA aKTyalnbHOW Ha CErOAHALIHUIA AeHb Npobneme noucka MexaHW3moB NPOTUBOLENCTBUSA
Koppynuun B 0bBpasoBaTenbHOW cpefe BbICLWIEW LWKOMbl. B kayecTBe Takoro mexaHu3ma aBTOp paccMaTpuBaeT
Heo6X0AMMOCTb NOBbLILLEHNS MPOECCUOHANBHBIX KOMNETEHLMIN aAMUHUCTPATUBHO-YNPaBEHYECKNX PabOTHMKOB By3a B
obract npegynpexaeHus n NpoTMBOAENCTBME Koppynuuy B obpasoBaTtenbHoM yypexaeHun. C aTow uenbio Gbina
paspaboTaHa nporpamma Kypca «MeTtoanyeckasi cuctema noaroToBKM aaMUHUCTPATUBHO-YMpPaBeHYeckux paboTHMKOB K
peanusauun aHTUKOPPYNUMOHHOW NONWTUKM B By3ex». Llenb nporpammbl: ¢opMupoBaHue y crnywiaTeneni 3HaHuin
0COBGEHHOCTEN aHTUKOPPYMLIMOHHOW NONUTUKKN B 0BpasoBaTenbHbIX yupexaeHmsax Pecnybnvkm KazaxcraH u 3apybexHbix
CTpaHax, 3aKOHOMepPHOCTeN hOpMUPOBaHUs, peanusaunm n obecneveHns aHTUKOPPYNLMOHHON NporpamMmel B By3e.
KnioueBble cnoBa: obpa3oBaHne, aHTMKOPPYNUNOHHOE 0Opa3oBaHne, aHTUKOPPYNUMOHHAs KyrbTypa, (POpMUpPOBaHHME.
AHpatna. Makanaga OyriHri KyHi >KoFapbl OKy OpHbIHbIH, Oinim 6epy epiciHae cbibannac XeMKoprbikka Kapchbl iC-KMMbI
TeTikTepiH i3aey maceneci Tankemnavabl. OcbHAaW TeTik peTiHoe aBTop 6imim Gepy MekemenepiHae cbibannac
YKEMKOPMBIKTbIH, anabiH any XeHe oFaH Kapchl ic-knmbin xacay canacbiHga XKXOO skiMuinik-6ackapyLubl KbI3METKEPNEPiHiH
Kacibn Ky3blpeTTepiH KeTepy KaxeTTiniriH kapacTelpagbl. Ocbl Makcatta «KOO-ga cbibannac >XemKoprbikka Kapchbl
casicaTTbl >Ky3ere acblpyFa oKiMLinik-6ackapylibl Kbl3METKepnepai AanbiHaayAdblH S4iCTEMENIK KYMEC» KypCbIHbIH,
6arpgapnamacsl a3ipnenai. bargapnama makcaTel: TeiHOayLwbinapaa Kasakctad Pecnybnvkackl MeH LIeT enaepaiH, 6inim
b6epy mekemMenepiHae cbibannac >xemMKopIbIKka KapcChbl casicaTTblH, epeKLIenikTepi, kanbinTacTbipy 3aHabinbikTapbl, 2KOO-
[a cbibarinac xeMKopribikka Kapcbl 6araapnamaHbl Xy3ere acbipy XXeHe kamTaMacbI3 eTy Typanbl Oinimai KansinTacTsIpy.
Tipek ce3gep: 6inim 6epy, coibainac )xemkKopnbikka kapcbl 6inim 6epy, )KeMKOpribikka Kapcbl MOAEHUET, KanbINTacTbIpy.
Abstract. The article is devoted to the actual problem of finding mechanisms for the prevention of corruption in the
educational environment of higher education. As such a mechanism, the author considers the need to enhance the
professional competencies of administrative and managerial staff of the university in preventing and countering corruption
in an educational institution. To this end, the program of the course "Methodological system of training administrative and
managerial staff for the implementation of anti-corruption policy in the university" was developed. The purpose of the
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