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COMPETENCE-BASED APPROACH IN THE PROFESSIONAL
DEVELOPMENT OF CIVIL SERVANTS

Abstract

In the current context, competencies are becoming a universal measure of the success and effectiveness of
human activity in any profession. The civil service of Kazakhstan is promising and trainable. Today, an important
task is to train civil servants of the “new generation”. As a global information world, digital transformation requires
them to understand the new specifics of civil service and improve their skills and competencies. Therefore, the
competence-based approach in the professional development of civil servants that is becoming increasingly relevant.
It motivates civil servants to further advance in their professional careers, and is also the basis for the formation of
information support for the management of civil service personnel in almost all countries. The competence-based
approach has recently been declared as the starting point of all personnel management activities. It can be used to
select personnel, evaluate the quality of their work, and build a career and training system. In this article, the authors
give the concept of the competence approach, professional development of civil servants. The purpose of this study
is to study the features of the organization of professional development of civil servants in foreign countries, to
compare the composition of the competencies of the presented models for further development of ways to reform the
system of professional training of civil servants in Kazakhstan. The analysis of the main components of the models
of competencies of civil servants in different countries is presented. The development of professional competencies
of civil servants should acquire a strategic character, be designed for the future. The research methodology is based
on the application of the process approach, historical analysis, modeling and classification methods, and the method
of scientific generalizations.

Key words: civil service, civil servant, competency, competence, professionalism, personnel, policy.

Introduction

One of the main factors of ensuring the competitiveness of Kazakhstan is the transition to
the strategic stage of development. The key to the stable and intensive growth of Kazakhstan is a
professional state apparatus. The socio-economic and political stability of society depends on the
professionalism of civil servants, their initiative, and professional training.

The development of the digital space in the civil service, the introduction of e-government requires
new skills from civil servants, in particular digital ones. In this regard, the competence approach has
become one of the main tools for managing civil servants. The changed socio-economic conditions,
new market requirements for specialists have caused the need for competence-based professional
education. Changes are needed in the work with personnel in the civil service, a transition from
qualifications to competencies that reflect business and personal qualities is required.
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Main provisions

The competence approach has its own structure: name, definition, set of behavioral indicators. So
far, the works of domestic and foreign researchers have accumulated a certain theoretical and practical
material on the disclosure of the essence of the competence approach.

The founders of the competence approach were such scientists as D. McClelland (1970), R. Boyatzis
(1982), L. Spencer (1993) [1]. The term “competence’ has a foreign origin, so its interpretation largely
depends on the language from which it was translated. For example, in French, the word “competence”
has two meanings — competence and awareness; and in English — three: ability, or skill, competence,
jurisdiction. Translated from Latin, it means belonging by right or to correspond. As for the Chinese
interpretation of the concept of “competence”, it should be noted that it is quite applicable to civil
service, since it is translated as “to be worthy of the Path” (Taoism) or “to be worthy of Service”
(Confucianism). The Head of State of Kazakhstan has repeatedly noted that “Civil servants of the
new generation should not forget about serving the people, the key indicator of the activities of civil
servants should be the quality of services to the population, civil servant-from the word “serve” [2].

Let us dwell on the main characteristics of the competence-based approach. [.A. Zimnaya
differentiates the concepts of “competence” and “competency” on the basis of “potential-actual”.
If “competence” performs the function of “potential”, then “competency” is understood by it as an
actual, formed personal quality, as a knowledge-based, intellectually and personally determined social
and professional characteristic of a person [3].

A. A. Verbitsky as the basis for the separation of the concepts of “competence” and “competency”
suggests the objectivity and subjectivity of the conditions that determine the quality of an individual’s
activity. Competence is a set of objective criteria that determine the possibilities and limits of the
implementation of an individual’s competency. Competency is considered as a set of knowledge, skills
and abilities that allow its subject to effectively solve issues and perform the necessary actions in any
area of life [4].

S.L. Troyanskaya notes, “The competence-based approach is the priority orientation of education
towards its results: the formation of the necessary general cultural and professional competencies,
self-determination, socialization, the development of individuality and self-actualization” [5].

Competency is considered as the final result, indicating the ability of the specialist to achieve the
goal. It contains the following elements: subject and operational knowledge; skills, abilities; ability
and readiness to use them in activities; responsibility for the results of this activity [6—7].

The British psychologist John Raven interpreted competency as a specific ability that is necessary
for the effective performance of a specific action in a specific subject area and includes highly
specialized knowledge — a special kind of subject skills, ways of thinking, as well as an understanding
of responsibility for one’s actions. Be a competent scientist, teacher, firefighter, parent, or government
employee in the opinion of J.Raven, means to have a set of specific competencies of different levels:
to be deeply knowledgeable in the subject, to observe, to write business letters, to raise questions
independently, to prove one’s own rightness, to cope with interpersonal conflicts [8].

According to Yakhontova E. S., “competence is an attribute of a person that determines the scope
of his knowledge, skills, experience and qualifications. The employee is competent-this means that
he is able to do a certain job. It is not a fact that he will do it and will do it well. Competence is an
attribute of the company, the behavior of an employee, which reflects his competency and attitude to
work.” [9].

Thus, the main content of the competence-based approach is the educational component that forms
professional competence, expressed in the acquired knowledge, skills and abilities. The introduction
of this approach is caused by socio-economic and pedagogical prerequisites. This is the reaction of
vocational education to the changed socio-economic conditions that impose new requirements for
specialists.

Therefore, the process of forming the communicative competence of civil servants should be
built on the basis of a competence-based approach. Since it determines the orientation of the training
of civil servants to the development of personal qualities, it develops the creative potential, as well as
the cognitive abilities of a civil servant to achieve specific results. The competence-based approach
is currently determined by the necessary element in the professional development of civil servants.

192



Hayunsiii xxypHan «Bectauk yausepcurera « Typan» Ne 2(90) 2021 .

The professional competencies of a civil servant have social and professional significance. The
basis of professional competencies of civil servants is their qualifications, as well as the level of
training.

Materials and methods

The effectiveness of the work of the state apparatus is determined by the selection of personnel,
their professional training, business and human qualities, and the ability to quickly and efficiently
perform their functional duties. Thus, according to G. V. Atamanchuk, “personnel training has two
aspects: the first is related to primary training, which is necessary for filling certain positions with
personnel, and the second is related to improving the skills of officials” [10].

The main tasks of professional training are the training of qualified specialists who are able to
perform their official duties and improve the professional qualifications of civil servants. Professional
training is conducted for the purpose of acquiring theoretical knowledge, as well as practical mastering
and consolidation of skills in the performance of official duties. Retraining and advanced training of
civil servants is a key element of the development of the human capital of the civil service.

If the recruitment, selection of employees is carried out at a high level, in accordance with the
parameters of the models of workplaces, people with the necessary knowledge and skills are hired,
then the main factor ensuring the development of the state apparatus becomes personnel training.

Competence management tools are competence models and professional standards. They are
designed to determine the requirements for employees and job seekers, establish criteria for evaluating
human resources and the results of their work, develop professionalism and potential, and improve the
quality of work.

For the first time, competence models were widely used in foreign government organizations
in the United Kingdom and the United States. Gradually, as the models of competencies appeared,
legislative acts and normative documents fixing the principles of the work of civil servants began to
be approved. These included the basic values of public service and the role of employees themselves
in shaping a developing society [11].

The foreign practice of forming the apparatus of civil servants is conditioned by the presence
of established requirements for candidates for positions set out in national models of competencies,
including specialized knowledge and skills from certain subject areas, such as knowledge of legislation,
financial analysis skills, office management, as well as the presence of competencies that reflect
individual personality characteristics.

Let’s consider the competence models of civil servants in the United States, Great Britain, and
France. The data is shown in table 1.

Table 1 — The main components of the models of competencies of civil servants

Country Brief description Model competencies
The USA It is characterized by decentralization, 1) Core competencies:
multi-level programs and their Interpersonal communication skills
relationship Continuous education
with training programs in the field Oral communication
of business. There is a Center for Written communications
leadership development, official Honesty/integrity
website for training and professional Focus on public services
development of the US Federal 2) Key executive qualifications and Leadership
government, the Federal Leadership competencies:
Institute, the National of US Civil Change management
Service Institutions. Managing people
Result orientation
Managerial capacity
The establishment of associations
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Continuation of table 1

The UK

The competence model is the same for
all civil servants. It puts the following
values of the civil service: Integrity,
integrity, impartiality, objectivity, and
leadership. There is a Civil Service
College; a Civil Service Learning
website; and a Fast Stream program.

1) Professional Skills for Government: the
individual potential of the employee; information
management skills: effective communication,
information analysis, I'T competence.

2) SCS Competence Framework-designed for senior
managers: Leadership qualities; management skills.
There is a General program consisting of three
blocks:

1. Key skills: customer service, project
management, finance and information technology
skills.

2. Work in the civil service: specific skills:
conducting briefings, preparing documents, having
a legal consciousness.

3. Leadership and Management Improvement — the
skills needed to lead, manage people and businesses
at all levels of the civil service, as well as change
management topics.

France

The system of training civil servants
is centralized and has a multi-level
structure. There are more than 150
administrative schools. 3 main
educational institutions that prepare
candidates for higher administrative
positions:

ENA, INET and EHESP

A special educational institution, the
National School of Administration
(ENA), trains personnel for the civil
service.

“Initial training” + “Lifelong training”:

1) schools that provide training

for specialties that require special

skills (for the police, financial services,

customs, judges and prosecutors)

2) schools that provide training in

the basics of administrative

management (legal, budgetary

technologies, management and management of
physical resources)

Training at the School of Public Administration
includes:

A seminar in the field of public sector management;
Interdepartmental trainings;

Career mobility;

Post-Graduate Course in European Studies.

In general regulations, the criteria for evaluating the
effectiveness of civil

servants are formulated in an exclusively general
sense:

General skills and professional knowledge;
Relationships with other employees and behavior,
understanding of the mission of public service,
relations with management, degree of socialization,
ability to work in a team; Sociability;

Efficiency and effectiveness in the performance of
official duties; Ability to manage; Ability to perform
new functions.

Note — Compiled by the authors according to [12].

Discussion

The Unified Competence Framework has been implemented in Kazakhstan since 2019. It consists
of 11 competencies, grouped into 4 blocks, corresponding to the characteristics of the professional
state apparatus and the personal qualities of employees. The unified framework of competencies is
aimed at ensuring that the selection and promotion in the civil service are carried out according to the
same values and principles to which any civil servant should be committed, regardless of the level of
his position and the scope of his activities. Thus, the competence-based approach is implemented both
in the selection and in the integrated certification of civil servants, in order to identify the personal
competencies of each employee.
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Integrity, consumer orientation, responsibility, initiative, and stress tolerance are the basic
necessary set of qualities for a civil servant, which all candidates must meet, regardless of the level of
the position being applied for. Additional competencies are: for executive positions: self-development,
efficiency, cooperation and interaction, activity management. For managers of lower ranks: decision-
making, leadership, collaboration and interaction, efficiency and self-development. For mid-level
managers: strategic thinking, change management, leadership, decision-making, performance
management, cooperation and collaboration. For higher education: positions of the corps “A”: along
with the specified competencies, it is necessary to have a system management.

The civil service system of Kazakhstan is gradually being reoriented primarily to meet the needs
and demands of citizens. Professionalism and competence are considered as a set of subjects and
objects of activity of a civil servant established by the regulations, the rights and obligations that are
fixed in legislation, the powers that a particular state management body or official has, as defined by
the Constitution, laws, resolutions and other normative legal acts. Thus, professionalism, continuity
of training, development of the necessary competencies of civil servants are designated as the basic
principles of civil service.

Results

Summing up, we note that a comparison of the competencies of the presented models shows that
a significant part of them are general behavioral competencies. The analysis of foreign experience
shows that in many countries the basis for the development of professional development programs are
clusters of competencies, as well as models of key qualifications. In different countries, the competence
models are diverse in content, but they have similar elements: change management, strategic thinking,
leadership skills, achieving results, communication skills, and interpersonal relationships.

In all the countries considered, the system of distance education is widely developed, which
allows you to complete advanced training on the job, which significantly saves time and financial
costs. It should also be noted that the coronavirus pandemic has shown us that remote technologies are
an effective way to organize training during the epidemic.

In most countries, one of the main principles of training civil servants is constant continuous
professional development. For many positions, individual development plans are drawn up. This
allows government agencies to plan and conduct professional development not only on existing
subjects, but also on specific ones that meet the needs of a particular department or division. It should
also be noted that professional development in these countries is carried out individually, employees
have the opportunity to choose programs. National models of civil servants’ competence allow timely
identification of skills gaps in civil servants.

Conclusion

The content of the Kazakhstan competence framework is largely similar to the content of the
models of foreign countries. It complies with the OECD (Organization for Economic Co-operation
and Development) standards and best foreign practices.

The use of a single competence framework allows for an objective assessment of the compliance
of each civil servant with professional competencies, and also allows you to create an order for
professional development of civil servants, taking into account the development of specific professional
competencies necessary for each employee. However, it should be noted that national competence
models, including the Kazakhstan competence framework, do not fully take into account the basic
requirements for knowledge and skills in the field of information and communication technologies.
In the digital economy, it is impossible to successfully solve a task of a certain category, to achieve
a given result without the key competencies of the digital economy, such as: communication and
cooperation in the digital environment; self-development in conditions of uncertainty; information
and data management; critical thinking in the digital environment.

195



«Typan» yHuBepcUTETIHIH Xa0apiIbIChl» FHUTBIMU >kypHaib! 2021 x. Ne 2(90)

The introduction of a competence-based approach in the civil service of the Republic of Kazakhstan
allows you to distribute all employees by levels for further planning and support of their professional
development and career growth.

The competencies of civil servants can be defined as a set of behavioral models, the level of
competencies is considered as an indicator that determines the professional suitability of a civil
servant, his ability to carry out official activities, both in regular and in extreme conditions.

Highly professional personnel have always been the key to the competitiveness of the state. And
the overall successful implementation of State policy depends on the ability of each civil servant to
effectively perform their functional duties and their ability to provide high-quality services to the
population. It is obvious that today higher education should provide the country with specialists who
are able to think critically, who are well-informed and deeply motivated. The competence-based
approach undoubtedly brings modern domestic education in line with the real conditions and prospects,
motivates civil servants to further advance in professional career growth.
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MEMJIEKETTIK KbIBMETIUIJIEPAIH KO9CIBHU
JAMYBIHIATBI KY3BIPETTIJIIK TOCLI

Anjarna

Kasipri xargaiina Ky3ipeTTUTIKTep Ke3-KeITreH MaMaHIbIKTaFbl alaM KbI3METIHIH COTTUIIIT MEH THIMAUIITIHIH
oMbeban enmeyimriHe aiHamansl. KasakcraH PecmyOnMKachIHBIH MEMIICKETTIK KbI3METi OONaIIarbl 30p, KbI3MET-
IIiTep i opAalfbIM OKBITKAH JKoH. byTiHTi Tarma 6i31iH emiMizae 1e MeMISKeTTIK KI3METIIUIeP/Ii «KaHa TYpIiaTTa
OKBITY MaHBI3IBI MiHAET Oonbim Tabputanpl. JKahaHABIK aKmapaTThIK oyieM, MUMPIBIK TpaHCHOpMAIH OnapaaH
MEMJICKETTIK KbI3METTIH >KaHa CPEeKIICIIriH TYCIHy/l )KOHE ©3 JaFabulapbl MCH KY3BIPETTEPIH KETUIAIPYIl Taar
ereni. COHIBIKTAaH MEMIICKETTIK KBI3METIIUICP/IIH KOCiOM MaMybIHIAFbl KY3BIPSTTLTIK TOCLT ©3CKTi 0OONa Tycyme.
OJ1 MeMJIEKETTIK KbI3METIIIep/i KaciOM MaHCANTHIK ©Cy/i OfaH 9pi LIrepiieTyre bIHTAJIAHJBIPAbI, COHlAl-aK ic
JKY3iHIe OapIbIK eNjIepe MEMIIEKETTIK KbI3MET KaJpiiapblH 0acKapy/ibl aKIIapaTThIK KOJIAy/Ibl KAIbIITACTHIPYIbIH
HeTi31 6o Tadbutaabl. Ky3bIpeTTimiK TOCIT COHFBI yaKbITTa IIEPCOHANIB! Oackapy OOHBIHIIA OapIIBIK KI3METTIH
GacTankel HYKTeci peTiHae kapusiaanasl. OHBIH KOMETiMEH KaJpiap/sl ipiKTeydl jKy3ere achIpyFa, OJapablH K-
MBICBHIHBIH CallachlH OarasayFra, MaHcarl TIeH OKBITY JKyHeciH KypyFa Oonazibl. byin Makanana aBropiap Ky3bIpeTTilTiK
TOCII, MEMJICKETTIK KbI3METIIIEp/IiH KICiOM jaMybl Typajbl TYCiHIK Oepeni. ATainraH 3epTTEyIiH MaKcaTbl MEM-
JIEKETTIK KhI3METLIUIEp/iH MIeT eyepie KociOM aaMyblH YHBIMIAcThIpy epekinelikTepin 3epaeney, Kazakcranna
MEMIICKETTIK KBI3METIIIEP/IiH KOCciOM MaspibIFbl JKyHeciH pedopmanay KOITAPHIH OIaH dpi o3ipiey YIIiH YCHI-
HBUTFAaH MOJCNBACPIIH KY3BIpETTep KYpaMBIH CaJBICTBIPYy OONBIT TaOBIIambl. Op TYPJi €IAEpaiH MEMIICKETTIK
KBI3METIIUIEPiHIH KY3bIPETTUTIK MOJENbIEPIHIH HETi3T KOMIIOHEHTTEpiHE Taljay YChIHBUTFAaH. MeMIIEKETTIK KbI3-
METHIUIEPIiH KOCiOM KY3bIPETTEepiH JaMbITy CTPaTEeTHsUIBbIK CHIIATKa e OOJyFa, MepCleKTHBara ecenTenyre THiC.
3epTTey 9iCTeMeci TEXHOMOTHSUTBIK TOCUIII, TAPUXH TAJIAY/IbI, MOJICIIBACY JKOHE KIKTEY OIICTePiH, FHUIBIMHU XKall-
IIbLIAY SJIICIH KOJIJJAHYFa HeTi3/IeNTeH.

Tipex ce31ep: MEMIEKETTIK KbI3MET, MEMJICKETTIK KbI3METIIN, Ky3bIpeTTep, KY3BIPETTLIIK, KOCIOMWITIK, Kaapiap,
cascar.
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KOMIIETEHTHOCTHBIN IOAXOJ] B MTPO®ECCUOHAJIBHOM PA3ZBUTHUA
I'OCYAAPCTBEHHbBIX CJIYKAIIIUX

AHHOTANUA

B coBpeMEHHBIX yCIOBUSX KOMIICTCHIIMU CTAHOBSTCS YHHUBEPCAJIbHBIM H3MEPHTEIEM YCIEITHOCTH U 3 dek-
TUBHOCTH JEATEIBHOCTH YellOBEeKa B JIFO00H mpodeccun. [ocymapcTBerHas cirykOa KasaxcraHa mepcrieKTHBHA U
oOygaema. Ha ceromusmHmi 1eHs BaKHON 3a7adeil IBIseTCs 00ydeHne TOCCIYKAINX «HOBOW TeHepaum». B ro-
6anpHOM MH(pOpPMaAIIMOHHOM Mupe nupoBas Tpanchopmalys TpeOyeT ITOHMMAaHUS HOBOW crienuduku rocymnap-
CTBEHHOM CIIY>KOBI U COBEPILIEHCTBOBAHUS CBOMX HABBIKOB U KOMIETeHIMA. [109TOMYy HMEHHO KOMITE€TEHTHOCTHBII
MOJX0/ B MPO(ECCHOHATBHOM Pa3BUTHHU TOCYIAPCTBEHHBIX CIYXKAIIUX MPUOOPETACT BCE OONBIIYIO aKTyalbHOCTb.
OH MOTHBHPYET TOCYIapCTBCHHBIX CITYXKAIUX Ha JallbHEHIIee TPOIBUKECHUE B TPOPECCHOHAIEHOM KaphepPHOM PO-
CTe, a TAKXKE ABJISIETCSI OCHOBOM (POpMUpOBaHHS HH()OPMAITMOHHOM TIOAICPKKH YIIPABICHHS KaIpaMU TOCYIapCTBEH-
HOM CITy’KOBI IPAaKTHYECKA BO BCEX CTpaHaX. KOMIETEeHTHOCTHBIN MOAXOM NEKIapUPyeTCs B TIOCIEIHEE BpEeMS Kak
OTIIPaBHAs TOYKA BCEH NESTEIHHOCTH IO YIPABICHHUIO epcoHasoM. C ero mOMOIIHI0 MOKHO OCYIIECTBIISATH OTOOD
Ka/IpOB, OI[EHUBAThH Ka4€CTBO MX pabOThI, CTPOUTH CUCTEMY Kapbepbl 1 00y4yeHus. B naHHoii craTbe aBTOpaMu gaercst
MOHATHE KOMIICTEHTHOCTHOTO TIOX0/1a, PO(EeCCHOHATBHOTO Pa3BUTHUS TOCYIAPCTBCHHBIX CiTyKarux. [lenpro gaH-
HOTO MCCJICIOBAHUS SBISICTCS U3YUCHUE 0COOCHHOCTEH OpraHu3aliy Mpo(ecCHOHaIBHOTO Pa3BUTHS TOCYIaPCTBECH-
HBIX CITy’KallluX B 3apyOeKHBIX CTpaHaX, CPaBHEHHUE COCTaBa KOMIICTEHITHHA MPEICTABICHHBIX MOJICTEH TS TaTbHEH-
el pa3paboTKH MyTeH pehopMHPOBAHUS CHCTEMBI IPOPECCHOHATHFHON MOATOTOBKU TOCYIAPCTBEHHBIX CITYKAIINX
B Kazaxcrane. IIpencrasiieH aHaiu3 OCHOBHBIX KOMIIOHEHTOB MOJEJIEH KOMIIETEHIIUI IOCYJapCTBEHHBIX CIIyXkKalluX
pa3nuuHbIX cTpaH. PazButne mpodeccuoHambHBIX KOMIIETEHIUH TOCYNapCTBEHHBIX CIYKAIUX JIOJDKHO TPUOOpECTH
CTpaTeTHUCCKUN XapaKTep, ObITh PACCUUTAHHBIM Ha MEPCICKTUBY. METO0IOTHS UCCICIOBAHUS OCHOBBIBACTCS HA
MIPUMEHEHHH TIPOIIECCHOTO TOIX0/1a, UCTOPUICCKOTO aHAIIN3a, METOIOB MOJICIHPOBAHUS U KIacCU(UKAINH, METOA
HAyYHBIX 0000IICHH.

KitioueBble ¢J10Ba: rocy1apCTBeHHas Ciiy)K0a, TOCyIapCTBEHHBIH CITy KK, KOMIIETCHIMH, KOMIIETCHTHOCTB,
npodeccroHa n3M, Kaapbl, MOJIUTHKA.
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