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Y cmammi pos2/isiHymo iHHoBaujiliHi  kadposi
mexHoroeii 'y cebepi ny6idHo20  Yrpas/iHHSI.
posedeHo KOHMeHmM-aHasi3 oeqiHiyli «<komre-
MeHMHICMb». 3a3Ha4yeHo, Wo cy4acHi 0oc/io-
HUKU KoMremeHUyitiHo2o mioxody sce 6i/blue
Hadatomb repesazy pPo3BUMKY M'SKUX Hasu-
YOK epCoHasTy. SKujo msepoi HasBuyKu — ye
MEXHIYHI KOMNeMeHUil, Nos’si3aHi 3 Ois/IbHICMIO
B 2a/y3i hopMasiizoBaHUX MexHosoeait, mo
M’SIKi HABUYKU — ye ocobucmi HaBUYKU repco-
HaJTy, Wo BUSIBNSIFOMBCS Y coyiasibHili B3aEMOOIL.
BusigrieHo, W0 Cb0200Hi He iCHye YHiBepcaslb-
HO20 nioxody 00 (hopmMyBaHHsI CK/ady M'SIKUX
HaBUYOK [epCcoHasly, Hamomicme Haldacmiwie
Hae2o/10WyemsCsi Ha O0Yi/IbHOCMI BpaxysaHHs
KoHmekcmy cghepu  Oisi/lbHOCMI  MPayiBHUKIB,
momy Hamu OOC/IIOKEHO M'SIKi HaBUYKU O/1st
cghepu  ny6rniyHo20 yrpasniHHa. s nidepis
ny6niyHOI cohepu Baxk/IUBI maki M’siKi HaBUYKU,
K cmpameaiyHe 6ayeHHs, OopaaHi3amopChbki
30i6HOCMI, KOMYHIKamUBHI HaBUYKU, opieHmayis
Ha pesysibmam. Takox HeobXiOHO BK/IOHUMU 00
CK/1a0y M’SIKUX eMOyiliHy KOMNemeHyito cydac-
HO20 KepisHUKa Myb/1iyHOI cghepu.

KntouoBi cnoBa: r1y6siyHe yrpas/iHHs, yrpas-

JliHHSI  1IEPCOHa/IOM,  IHHOBaUitHI  mexHosoail

YrPas/IiHHST  MEPCOHA/IOM, KOMAEMeHUYji, MsiKi
HasuyKu, emouyjitiHa KoMremeHuyjsi.

B cmambe paccMOmpeHbl UHHOBAUUOHHbIE
Kadposble mexHosoeuu 8 chepe My6/IuyHO20

ynpagnenusi.  [posedeH  KOHMeHm-aHaau3
dehuHUYUU  «KOMIAEMeHMHocmb»,  Omme-
YeHO, Ymo cospeMeHHble uccedosamernu Bce
60/1bWE MEPEHOCSM  aKyeHm Ha pasgumue
MSi2KUX HasbIKoB nepcoHana. Ecnu msepobie
HasblKU — 3MO MmexHUYeckue KoMrnemeHyuu,
cBA3aHHble C Oesime/ibHOCMbo B8 0bacmu
¢hopmasiu308aHHbIX MexHoo2ul, mo Msi2kue
HasbIKU — 3MO JIUYHbIE HaBbIKU NEPCOHana, npo-
SB/ISAOUJUECS B COYUA/TBHOM B3aUMOOelicmBUU.
Bbisig/IeHo, 4mo Cce200Hs He cyujecmsyem
YHUBEPCA/IbHO20 00X00a K ¢hOpMUPOBaHUI0
cocmasa MsieKUX HasblKo8 MepcoHasa, 3amo
yauje ommeyaemcsi 4esrecoobpasHocms ydema
KOoHmekcma cgbepbl 0essmesibHocmu  pabom-
HUKOB, MO3MOMY HaMu UCC/1e008aHbI MsieKue
HasblKu 0711 cghepbl My6UYHO20  yrpas/ie-
Hus. Ans nudepos ny6suyHol cehepbl BaXHbI
makue Msiekue HasblKu, Kak cmpameauyeckoe
BUOeHUe, OpaaHu3amopcKue CrocobHocmu,
KOMMYHUKamUBHble HasbIKU, OpueHmayusi Ha
pesysismam. Takke Heobxo0uMO BK/IHHUMb
3MOYUOHa/IbHYIO KOMIEMEHYUIo 8 cOCMas Msie-
KUX KoMremeHyull COBPeMEHHO20 PyKOBOOU-
mesisi nyénuyHol cghepsbl.

KntoueBble cnoBa: ry6/uyHoe ynpasieHue,
yrpas/nieHue  epcoHasIoM,  UHHOBAUUOHHbIE
MexHO/I02UU  Yrpas/ieHusi MepCoHasIoM, KOM-
remeHyuu, Ms2Kue HasbIKU, 3MOYUOHa/IbHas!
KOMIemeHyusl.

The article deals with innovative human resources technologies in public administration. The competence approach to the training of managers in the
public administration system was emphasized. The competence approach refers to innovative technologies for improving the efficiency of personnel work.
The key difference between the competence approach and the common mechanisms of accumulation of knowledge, skills and abilities is the orientation
to the formation of the learner, the ability to act practically. It is emphasized that the issues of qualitative training of a specialist become an imperative for
the development of the organization on the basis of competencies. The article clarifies the content analysis of the definition of competence. It has been
noted that modern scholars have distinguished hard skills and soft skills. If hard skills are technical competences related to formalized technology activi-
ties, soft skills are personal skills of social interaction staff. In today’s challenges to the heads of organizations not only and not so professional, but also
the personal qualities of executives are gaining importance. It is revealed that today there is no universal approach to forming the composition of soft skills
of staff. Most often it is emphasized that the context of the sphere of activity of employees is appropriate. That is why we have explored soft skills in public
administration. Soft skills such as strategic vision, organizational skills, communication skills, and result orientation are important for public sector leaders.
It is also necessary to include emotional competence in the soft skills of the modern head of the public sphere. This decision is due to the importance of
emotional competence for professional activity, which is associated with frequent and prolonged contact with people. Specificity of public administration and
administration is determined by the scale of activity. This activity is aimed at solving the problems of social development through the use of special adminis-
trative and legal methods of influencing the social relations stipulated by the rules of administrative law. Commitment to the achievement of important public
tasks increases the importance of training managers in public administration and administration.

Key words: public administration, HR management, innovative HR management technologies, competencies, soft skills, emotional competence.

MoctaHoBKa npoGnemu. [NobanizauiliHi npo-
Liecu, BUK/IVKN HAyKOBO-TEXHIYHOTO PO3BUTKY, iHChOp-
MaTu3alis BCiX MNpoLeciB cycnisibcTBa MNPU3BOAATb
[0 3MiH y cpepi eKOHOMIYHOT NONITVKK i, BiANOBIAHO,
BiAHOLLEHHSA [0 TPYAOBUX pecypciB. He ToBap i He
nocnyra, a MepcoHas CTaE rO/I0OBHUM PECYpPCOM
6yab-AKOi opraHizauii. Ta Yum BuULLE piBEHb ynpaB-
NiHCbKOT iepapxii, TMM GiNblUi BUMOTM BUCYBaKTbCSH
[0 nepcoHasly, BUMarakuu Bif, Hboro GifibLL y3arasib-
HEHWX 3HaHb, YMiHb Ta HaBMYOK. AKICTb MNiAroTOBKM
KepiBHWUKIB NyO6NiYHUX CNY>X6 CTae rO/I0BHOK YMO-
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BOW BWpILLIEHHA 6GaraTouncenbHMUX Cy4vacHUX Mnpo-
6n1emM coujia/lbHO-EKOHOMIYHOTO PO3BUTKY YKpaiHu.
My6niyHa cnyxb6a — ue cthepa NACLKOI AisiSIbHOCTI
B YCiX TMNax AepXaBHUX, KOMyHaIbHWNX, IPOMaChKMX
yCTaHOB, OpraHi3auiii i nignpUeEMCTB WOAO NpaKTuy-
HOI peanizauii KOHCTUTYLIAHUX rapaHTiii, NOMITUKK
PO3BUTKY [epXaBW, TaKTUYHUX Ta CTpateriyHmx
iHTepeciB cycnisibcTBa. BiAnosigHO, CNpsIMOBaHICTb
Ha [OCATHEHHS 3HAYHUX Lifei cycninbHOro po3su-
TKY Ni4BULLYE 3HAYYLLICTb BUCOKOSAKICHOI MifroTOBKY
Ta PO3BUTKY KepiBHUKIB My6ivyHOT chepun. KepiBHUK
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ny6AiYHUX OpraHisawin Mae KpUTUYHO MUCANTU, BOSIO-
AiTY HeabuaKMM HTeNeKToM, LMPOKMM Aiana3oHoM
PO3yMOBUX Mofeneli, po3BUHYTUMM NPOdeCiiHMMN
HaBMYKaMu, KONOCA/IbHOI EHEPriE Ta MOTUBALLIEH.
YacTe TpvBasie CrnifikyBaHHA 3 NI0AbMY BUMAarae Bif
KepiBHVKa NiepCbKUX HAaBMYOK Ta BMIHHA Hanaro-
[DKEHHS1 MO3WTUBHOI eMOLHOT atMocdhepu. Takum
YMHOM, AMHaMiKa 30BHILIHBOIO Ta BHYTPIWHbLOIO
cepefoBuLLa BMMarae 3anpoBaKeHHS iHHOBaLiiHNX
TEeXHONOril y cdepi NiAroTOBKN KEPIBHUKIB NYOBMIYHNX
OpraHisadii, TOMy akTyasbHOCTi HabyBalTb [OCHi-
[DKEHHS HOBITHIX TeHAEHLii Yy PO3BUTKY KaApOBMX
TEXHOJIOrI Yy pamkax ny6/1i4yHOro ynpasniHHS.

AHania ocTaHHiX pocnimKeHb i nyo6nikauii.
Mpobnemam niAroTOoBKM KaapiB Ans  ny6nivyHoro
ynpasiHHA MPUCBATUNN NpaLi Taki BITYN3HAHI Hay-
koBuj: |. Cypaii [1], B.4. BakymeHko, |.C. BoHpgap,
B.I TopHuk, B.B. LWnauyk [2], A.B. NlineHueB [3],
H. MHuapyk [4], K.B. Mpouak [5; 6] Ta iH. JocniaxeH-
HAMKW NPO6G/IEM KOMMETEHTHICTHOrO niaxody Yy PisHi
yacu 3alimasimca . Cnencep [7], 4. Ay6oic [8],
O.A. laBpuuw [9], . OaHunosa [10], |. 3umHa [11],
N. MitiHa [12], H. Huukano [13], . Cenesko[14],
B. Arynos [15] Ta iH. KOHTEHTHOMY aHanisy «M’aKux»
Ta «TBEPANX» HABUYOK NPUCBATUAM npaLi M.J1. beno-
Hoxko [16], O.B. XXmaii [17], O.B. YynaHosa [18; 19]
Ta iH. MTaHHA eMOLINHOT KOMNETEHLIT Y Pi3Hi yacu
pocnigxysanu [. FoynmaHd, P. Bap-OH, k. Meliep,
M. Cannoseit, A4.B. MociH, PM. Nyku4, O.J1. Yyna-
HoBa, E.A. CupopeHko, E.A. Bnacos Ta iH.

MocTaHoBKa 3aBAAHHA. METO AOCAIAKEHHSA
€ (oopMyBaHHS TEOPETMKO-METOAOMONYHNX OCHOB
iHHOBAL|iMHNX KagpoBUX TEXHOMOrA y ny6AiyHoOMYy
ynpaeniHHi Ta BWUSAB/IEHHA MEpPCrneKTUBHUX Hanps-
MIB NiABULLLEHHA e(DeKTUBHOCTI KEPIBHUKIB Y cUCTEMI
ny61i4YHOro ynpasiHHSA.

Buknag ocHOBHOro marepiany pocnigXeHHs.
Y ny6niyHoMy ynpaBAiHHI nopsag i3 TpagvuinHuMm
KaZpoBUMY TEXHOMOTIAMU, [0 AKUX BifHOCATLCA NPO-
Leaypw, Lo 3aCTOCOBYHOTLCS BXe TpMBaU/IUiA Yac Bia-
MoBiAHO 40 HOPMAaTMBHUX NPABOBUX akTiB (aTecTauis

Kagapis, KBaniguikauiinHuii icnut, 3abe3neveHHs noca-
[0BOr0 POCTY, pe3eps KaapiB Ta iH.), yce akTUBHiLle
3anpoBaKytTb HOBI MPOrPECUBHI TEXHONOTIT OLHIO-
BaHHA Ta MiaroToBku Kaapis.

IHHOBaL,iliHi KafpOBi TEXHONOTIT MOXHA PO34iINTH
Ha ABi rpynu: iHHOBALHI TexXHosOrii hopmyBaHHSA
KaApOBOro NoTeHUjasy Ta iHHOBaL,iliHi TexHonoriT nig-
BULLIEHHS eheKTUBHOCTI poboTun Kagpis (Tabn. 1).

Ha Hawy aymky, y pamkax nigBuLLeHHs edhek-
TUBHOCTI KafpoBOi pob6oTu MNyo6AiuHMX CAyX6 Oco-
6/1MBOi yBary 3ac/lyroBye KOMMETEHTHICHWIA nigxia,.
Mun 6ygemo onepyBaTu MOHATTAM KOMMETeHLiiHOro
nigxogy, came Lei TepMiH BUKOPUCTOBYETLCA y Oi3-
Hec-MpakTuLi HaykoBOro 6as3ucy ynpaBiHHA Jiioa-
CbKMMW pecypcamu opraHisaduii. (HaTtoMiCTb MNOHATTA
«KOMMETEHTHICHUA  NigXig» MepeBaxHO BUKOPUC-
TOBYETbCS B OCBITSHCbKI  AisifIbHOCTI  3aknagiB
OCBITW PIi3HMX PIBHIB akpeguTauji; BOHO YBIlLWIO [0
cknafly NOHATINHOrO anapary yKpaiHCbKOI nefaroriku
Y 3B’13KY 3 MPUEAHAHHAM BITUN3HSAHOT CUCTEMM OCBITU
[0 «BoNoHCbKOro pyxy» B €BpOMi N yXBaNEHHAM
3axigHOEBPONENCLKOT OCBITHLOI TepMiHonorii [20]).

Kno4yoBoHO BiAMIHHICTIO KOMMETEHUIAHOO miaxoay
Bii PO3MOBCHMKEHNX MeXaHi3MiB HaKonMyyBaHHS
3HaHb, YMiHb, HaBW4YOK € OpieHTauid Ha dhopmy-
BaHHA Yy JIIOAUHW, SIKa HABYa€ETbCSH, 34aTHOCTI Mpak-
TUYHO AisaTK. 3 NOo3MUiA KOMMNETEHLUMHOro nigxody
NUTaHHA AKICHOT NiAroTOBKM (paxiBLA CcTaloTh iMnepa-
TMBOM PO3BUTKY OpraHisauii Ha 3acajax KOMMeTeH-
yiri. My6niyHe ynpaBniHHA — Le BAafHWUIA BM/IMB Ha
XUTTE3AATHICTb Jlodelt i3 GOKy OpraHisB AepXaBHOT
BMaAm, MiCLEBOrO CaMOBPSLYBaHHSA Ta rPOMaCbKnx
opraHisauiil LWIsaXoM 3acTOCyBaHHS CYKYMHOCTI eKo-
HOMIYHUX, aAMIHICTpPaTMBHUX, HopMauiiHo-Ncu-
XONOrYHMX Ta IHWKX METOAIB 3 METOK AOCATHEHHS
Ljisien cycnisibHOro po3BUTKY. TOMY KEPIiBHUKM My6iy-
HUX CNYX6 MakTb BOMOAITU HE JiMEe OKPeEMUMMU
HaBMYKaMn Ta 3HaHHAMU 3 ny6nivHoi cdhepu, a i
NMOBVHHI ByTW nligepamun, KpUTUYHO MUCAUTK, NPOBO-
AVTn ny6nivHi BUCTYNW, BMITY NpaLoBaTyl B KPU30BUX
cuTyalisix, GyTU CTPecCOCTIikUM Ta ChiBYYyT/IMBUM.

Tabnmuya 1

IHHOBaLUiiHI KaAgpPOBi TeXHONOTrii

IHHOBALiliHI KaaPOBiI TeXHONOTIT

TexHonorii popmMyBaHHA KaApOBOro noTeHLiany

TexHonorii nNiaBuLLEHHA eddeKTUBHOCTI KapoBOi Po60TU

AccecmMeHT (assessment) — TEXHOMOrIAA BUKOPUCTOBYETLCSA
AN Big6opy, HaBYaHHSA Ta PO3BUTKY MepcoHasy. Beaxa-
€TbCSA OAHIED 3 HalieDEKTUBHILLMX TEXHOJOTI OLiHKM Ta
nigbopy nepcoHany y po3BUHYTUX KpaiHax

AHTVKOPYNUHI TEXHOMOriI aKkTya/lbHi B pamkax hopmy-
BaHHSA aHTUKOPYMLiNHOro NpaBOBOro Nosis

AyTCOPCUHT — Nepegaya opraHizawieto HenpoinbHNX OyHK-
LA CTOPOHHBOMY BMKOHABLO, cneujanicty y faHiin cdepi
(Hanpvknag, 3anpoBapKEHHS HOBUX TEXHOMOTIN, HaJaHHS
nocayr 3B’A3Ky, opraHisalisi nigbopy Ta HaBYaHHS Kaapie)

AyTtnneiicmeHT (outplacement) — TexHonorigs [oNoOMoru
poboTofaBLA 3BifIbHEHUM CMiBPOGITHUKAM Yy pasi CKopo-
YeHHs wWTaTiB abo nikeigauii nignpuemcTsa (KOHCY/bTY-
BaHHs, Aonomora y cTpaTeriyHoMy mnoLlyky poboTtu, gono-
Mora nif, yac cknagaHHsa pestome, MifrotoBka pekomeHaaLli)

IHGhopmaLiiHi TexHONOrIT AatoTb 3MOry BUpILLYBaTK LUMPO-
KWi1 fjianasoH 3aBfaHb KafpoBOro MEHEMHKMEHTY

MpouecHuiA Niaxig, — TEXHONOTIA 3anpoBayKeHHs1 6araToum-
CeflbHMX B3aEMOMOB'sI3aHUX MPOLIECIB

Monirpady — TeXHONOrist NEPEBIPKM NPaBAMBOCTI BiANOBIAei
npauiBHuKa 3a isiosIoriYyHUMN napameTpamu

KomneTeHuiiHniA nigxig — nporpecrBHa TEXHOJOriS nepe-
XOAy Bif kBanidikaLii 4O KOMMNETeHL npaLiBHUKIB
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LlinecnpaAmoBaHiCTb Ha [OCATHEHHA cTpaTeriyHmx
Linei cycnifibHOro po3BUTKY MiABULLYE 3HAYYLLICTb
BMCOKOSIKICHOI MiArOTOBKM Ta PO3BUTKY KepPiBHUKIB
ny6niyHoT cchepwm.

Yneplle TepMiH «KOMMNEeTeHLis» 6yno BUKOpUC-
TaHo y MaccauvyceTcbkoMy YHiBepcuTeTi y 1965 p.
H. XomcCbkuM. 3aCHOBHMKaMM Cy4yacCHOi KOHLen-
Lii KomneTeHuih yBaxarTbcs [esig MakKnennaHpg
i Piuapg E. BoaTuuc, Aki npautoBany KOHCY/IsTaHTamu
3 ynpaeniHHA B aMepuKaHcbKili komnaHii Hay-McBer.
Ta HaliuacTilwe B OCTaHHi POK/ BMKOPUCTOBYETLCS
BM3HAYEHHS KOMMEeTeHLi, 3anponoHoBaHi amepuikaH-
cbkuMun gocnigHukamun . CneHcepom Ta [. Ay6oic.
3a [I. CneHcepoM «KOMMETEHLiA» — Lie 6a30Ba Xapak-
TepucTumka NIanHN, WO NoB’sa3aHa 3 etpekTuBHUM Ta/
abo HalikpalyM BUKOHaHHAM pO60TU, SiKe OLiHI-
€TbCs1 HA OCHOBI BigNoBiAHMX KpuTepiiB [7]. 4. Ay6oic
BM3HaAYa€ KOMMETEHLI0 K TUMOBY Ta BUMIpPIOBa/IbHY
MoZesb MOBEAIHKM, 3HAaHb Ta HABMYOK, LLO CIPUSIOTb
HanBuLWi epeKTMBHOCTI poboTH [8].

Y Tabn. 2 HaBeeHO KOHTeHT-aHani3 aediHiuil
«KOMMNETEHTHICTb». AHani3 3MICTy MOHATTS «KOMMe-
TEHTHICTb» [a€ 3MOry LT BWCHOBKY, LLO KOMMe-
TEHTHICTb (DOPMYETLCHA, PO3BMBAETLCA | MPOSABNA-
€TbCA B NPOLEeCi KOHKPETHOT AiANIbHOCTI.

Y cyyacHux [OCNiMKEHHAX KOMMETEHLii po3-
noginatTe TBepai, hard skills («xapgckinz», aHrn.
hard skills — «TBepai HaBMukM») Ta M'AKi soft skills
(«codpTcking». aHr. soft skills — «m'Aki HaBUYKK»).
Hard skills — ue TexHi4yHi KoMMeTeHuii, NoB’sA3aHi
3 [iSNbHICTIO B rany3i oopmanizoBaHux TEXHOMOTIN.
Linm komneTeHUissmM BNacTuBi CTaTtuUuHi BNAaCTUBOCTI,
BOHV MalTb BUMIP Ta OTOTOXHIOIOTLCA 3 MEBHUMMU
KOHCTPYKLISMU; BXOAATb 40 nepesiiky BUMOr y noca-
[OBUX IHCTPYKLIAX, NIErKO PO3KI1afalTbCA Ha HU3KY
MpPOCTMX Ta KiHUeBWX onepaduin. Hard skills kopento-
I0Tb i3 NPOECINHNMY KOMMNETEHLISIMU, BOHM € BiNnbLu
TPaaVUiHAMKN Ta 3BUYHUMU. Afle CyyYacHi BUK/IUKM
CTaBNATb HOBI BUMOrK A0 KBanidpikauii nepcoHany,
30KpeMa [0 KepiBHUKIB Ny6ivHOT cryx6un. Tenep He
TiNbKW | He CTiNbKN NpodeciiiHi, a 0CoBUCTi SKOCTI

KepiBHUKIB HabyBalTb BaxIvBoCTi. [ns nigepis
ny6nivyHOT cthepn BakNMBI YMIHHSA | HABUYKM CTpaTeriy-
HOro GayvyeHHs; opraHi3aTopcbki 3A4i6HOCTI (CTBOPEHHS
po6ounx rpyn i edhekTUBHMUX KOMaH[, AeneryBaHHs
NMOBHOBaXEHb, POOOTM 3 NEpPCOHasIOM, MOro OLjiHto-
BaHHA i PO3BUTOK); KOMYHIKQTUBHI HaBU4YKK (CMisiKy-
BaTMCA, NEPEKOHYBAaTW OMOHEHTIB, AOCATaT KOMMPO-
MICiB, BECTM MEeperoBopu); opieHTaLiss Ha pe3ynbrar
(ananisysaTtn iHthopmaLito Ta pobUTN BUCHOBKY, 3a
pesynbTaTtamn aHanizy npuimMaTun pilleHHs, gomara-
TUCA BUPILIEHHS NPO6/aeM i KOHIKTIB, mpuimarm
piLleHHs ToLLo). A Lie BXe KoMneTeHLil soft skills.

Y3arasi 6inblia YacTMHa HaBMYOK, L0 BUKOPUCTO-
BYIOTbCS O/19 [OCATHEHHA MeTU, — ue soft skills. | yim
BULLE KEPIBHMK MiAHIMAETbCS MO Kap'epHMX cxopax,
TUM BaX/IMBILLY POJb BifirpalTb came couiasibHi
HaBWYKK, ToAi ik npodpeciiiHi hard skills BigxoasTe Ha
Apyrvii nnaH. Yum Brwe nocaga KepiBHMKa, TUM BiA-
noBigasIbHILLNIA BiH 3a NPUIAHATI PiLLEHHA Ta Nopaau,
HagaHi niganernMm Ta cniBpobiTHMKamM. TOMY CbOrOHi
70% TPEHIHIoBUX KypCiB OpiEHTOBaHI Ha (hopMyBaHHSA
HaBun4oK soft skills [18].

3rigHo 3 OkchopackbknM CrioBHUKOM, soft skills —
e 0COOUCTICHI AKOCTI, SKi AalTb 3MOry eeKTUBHO
i FAPMOHINHO B3aEMOLIATY 3 iHWKMK NogbMun. Habip
YMiHb, HaBMYOK | SIKOCTel npavliBHMKa, L0 BK/IOYa-
toTbCst B rpyny soft skills, 6esnocepegHbo Bigobpa-
Xa€ piBeHb COLiaNIbHO-NCUXOMONYHOTO PO3BUTKY
NOOVHN, SKUA MOXHa OxapakTepusyBaTu 3a [omno-
MOFOH TaKMX HABUYOK: YMIHHSI NEPEKOHYBATH, 3HAXO-
AnTu nigxig Ao nogei, nigupysatu, MbXOCOOGUCTICHE
CMiNIKyBaHHS, BEAEHHS MNEepPeroBOpHUX MNPOLECIB,
po6oTa B KOMaHfi, 0COOGUCTICHWIA pPO3BUTOK (3paT-
HICTb 40 HaBYaHHS), yrpaB/iHHA YyacoM, eDEKTMBHE
nnaHyBaHHA CBOET OiASIbHOCTI, epyAoBaHiCTb, Kpea-
TUBHICTb, YMIHHA npautoBaTn 3 iHpopmallieto, cTpe-
COCTIVKICTb TOWoO [17]. OgHak cnif 3ayBaxuTu, L0
€MHOr0 BM3HAYEHHA TepMiHa Ta €4UHOro miaxogy
00 hopmyBaHHS Habopy soft skills He icHye [17; 18].
Haii6isbLu NOriYHOK BMAAETLCS NO3ULISA [OCIAHWKIB,
AKi BBaXKalOTb, LLO Nif, Yac BU3HAYEHHS TOTO, LLIO Take

Tabnumya 2

KoHTeHT-aHani3 gediHilil <kkoMneTeHTHICTb»
Bu3HaueHHs

3[aTHiCTb NpuiiMaTK piLLeHHS | HECTU BiANOBIAA/IBHICTE 3a iX peasti3auito Mif Yac BUKOHAHHS (DYyHKLi-
OHasIbHUX 060B’A3KIB
€[HICTb 3HaHb, HABUYOK Ta BiAHOCUH Y npoueci NpodeciiiHol AiANIbHOCTI, LU0 BU3HAYAETHCSA BUMOramu
nocaju, KOHKPeTHOT cuTyauii Ta 6i3Hec-Linamn opraHizawii
KombGiHaLjisi 0COBUCTICHUX SIKOCTEN Ta BNaCcTUBOCTEN
He Tisibku npocpeciliHi 3HaHHs, HaBUYKM | OOCBIL Y CNeLianibHOCTI, a i CTaB/IeHHSA 40 CnpaBu, BU3Ha-
YeHi (MO3UTMBHI) CXW/IbHOCTI, IHTEPECH i NparHeHHs, 34aTHICTb e(PeKTUBHO BMKOPUCTOBYBATU 3HAHHSA
N YMiHHS, @ TaKoX OCOBMCTICHI SKOCTi ANns 3abe3neyeHHst HeobxiAHOro pe3ynbTaTy Ha KOHKPETHOMY
po604OMY MiCL,i Y KOHKPETHIn poboviin cutyau,i
IHTerpasibHa SKiCTb 0COBUCTOCTI, Ka MPOSBMAAETLCA B 1T 3arasibHili 30aTHOCTI Ta FOTOBHOCTI A0 Ais/b-
HOCTI, L0 I'PYHTYETbCA HA 3HAHHAX | AOCBIA|, AKi HAOYTI B NpoLLeci HaBYaHHSA Il couianisali Ta OpieHTo-
BaHi Ha CaMOCTIliHy i YCRiLIHY y4acTb Y AisNIbHOCTI
MigrotoBNEHICTb A0 3A4iiCHEHHS NEBHOT NPOECINHOT AiS/IbHOCTI Ta HasABHICTb MPOECIHO BaXKIMBUX
sKoCcTel dpaxiBus, sKi CNpUaKTb Ll 4isiNIbHOCTI
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soft skills, He0bxigHO BiALUTOBXYBaTUCS Bifd, KOHTEK-
CTy i cchepu AisiAbHOCTI.

HaiuacTiwe pgo soft skills Hanexarb komyHika-
TVBHI HaBWYKW, YMpaBNiHCbKi HaBWYKW, camoopra-
Hi3aUiiHi HaBMYKK, PO3yMOBI HaBMYkM. OgHaK AeskKi
aBTOPW Y HOBITHIX AOC/IKEHHSAX aKUEHTYOTb yBary
Ha HeoOXigHOCTI BKMHOYEHHS A0 cknagy soft skills
eMoLjiliH1X HaBu4ok. LlikaBo, 1o, 3a gaHUMK Aocnia-
XeHb [apBapfcbkoro yHiBepcutety (4. MakKnen-
naHp), nuwe 15% edheKTMBHOCTI KePIBHMKA 3a/1€XUTb
Bif ioro iHTenekTy i 85% — Big, eMOLiAHOT KOMNETEHT-
HocTi [21]. JocnigHuk M.J1. BENOHOXKO NiAKPEeCcsoE,
LLIO €MOUiliHI HABMYKMN /18 KEPIBHUKA € NEPBUHHUMNA,
TOMYy WO 3abe3neyyloTb iAepcTBO, MOX/IUBICTb
KOHTPOsIKOBaTK Ta ynpasnaTn emouismu [16]. JecaTtu-
piyHi gocnigpxeHHs O.B. YynaHoBOi nigTBepanav Toin
(pakT, L0 caMe BWUCOKWIA piBEHb €MOLINHOI Komne-
TEHUiT NoB’sA3aHNiA 3 OpraHi3auiiHUMKn 34iGHOCTSAMMN,
emMnarieto, caMoMOTMBaLi€l0, CTIMKICTIO 4O CTpecis,
KOMaHZHOt poboTol. HAK 3a3Havae aBTop, 3anopyka
ycnixy ynpasniHUsa — y BUKOPUCTAHHI TOHKUX MeXaHi3-
MiB BM/IMBY Ha IHTENEKTyaslbHy Ta eMoLiliHy cchepn
cniBpo6iTHMKIB [18]. Mig eMOoLiiHOK KOMNETEHTHICTIO
0.B. UynaHoBa po3yMmi€ CyKyMnHICTb M0ro HaBM4oK, LU0
CNpUSOTL PO3YMIHHIO BIACHWX €MOLili Ta Mo4yTTiB,
eMoLjili i MoYyTTiB CMIBPOBITHMKIB, @ TakoX YMiHHS
ynpasfsaT HAMW BiAMNOBIAHO 40 cuTyauil Ans nigsu-
LLleHHA epeKTMBHOCTI opraHisauii y uinomy [18].

MV nigKPecnleEMO akTyaslbHICTb Ta BaX/MBICTb
€MOU}iiHOI  KOMMETEHTHOCTI Ans TWUX BWAIB MNpo-
(PeCiiHOI  AisANbHOCTI, AKI NOB'A3aHi 3 YacTuMu Ta
TPUB&/IMMUN KOHTaKTamu 3 NogbMu, 3 Ny6niyHUMM
BMCTyNnamu, NoTpebyloTb PO3YMIHHA IHWKX Ntogein
Ta KOHTPOJIO B/IACHUX eMouiii. Y ny6niyHmx opraHi-
3aLisax BaXnMBoO, WO6 KEPIBHUK GYB €MOLHO KOM-
NeTEHTHUM: 6yB 34aTHWI yNpaBNATH BAACHMK EMO-
LisiMu, po3nidHaBaTh emoLjii iHWKX i Ha Uil nigcTasi
OysyBaTy B3aeMOfito, CTBOPKOBATU MO3UTUBHY €MO-
LiiHy aTtMocdhepy, BMiTV BUSBUTM Baok/IMBY iHchopma-
Lil0 Ha T/1i eMOUIHMX curHanis nioaen, kopuctysa-
TMCA eMOL|iiHO eHeprieto, CTBOPHOBaT HEOobXigHY
KopnopaTvBHY KynbTypy, WO 3a6e3neyntb HeoOXiaHi
pesynbrat. TOMy BBaXKaemo 3a AOLi/ibHe pPO3BU-
BaTV €MOL|iiiHy KOMNETEHTHICTb Y KEPIBHUKIB Ny6iy-
HOI cchepu y pamkax KOMMeHcauiinHOro nigxomy sk
iHHOBALIHOI TEXHOMOTIT NiABULWEHHA e(EeKTUBHOCTI
po60oTK Ny6iYHNX opraHisaLiii.

BUCHOBKM 3 NpPOBeAEHOr0 AOCAIMKEHHS.
Takum YMHOM, NPOBeAEeHI AOCNIMKEHHS Aatl0Tb 3MOry
06I'pyHTYBaTU AOUINBbHICTb PO3LIMPEHHA METOA0/0-
riyHoro 6asncy KOMMETeHLiNnHOro nigxoay TEXHOSONIN
nigBuLEHHA edDEKTMBHOCTI KagpoBoi poboTn MeTo-
Aamu hopMyBaHHS eMOLiliHOT KOMMETEHTHOCTI KepiB-
HUKIB y CMCTEMI NMy6iYHOro ynpasniHHS.

Mopgansbwmm HanpPsMOM AOCAILKEHb € YTOYHEHHS
6a3oBoro Habopy soft-skills gs1a KepiBHMKIB y cucTemi
ny61i4HOro yrnpasiHHA Ta BU3HAYEHHSA e(PeKTUBHUX
IHCTPYMEHTIB hOpMYBaHHS LX KOMMNETEHLLIMA.
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INNOVATIVE STAFF TECHNOLOGIES IN PUBLIC ADMINISTRATION

The purpose of the article. Globalization processes, challenges of scientific and technological develop-
ment, informatization of all processes of society leads to changes in the sphere of economic policy, and accord-
ingly the attitude to labor resources. Not a product or a service, but the staff becomes the main resource of any
organization. The higher the level of the managerial hierarchy, the greater the demands placed on staff, requir-
ing more generalized knowledge, skills and competencies. The quality of training of heads of public services is
the main condition for solving many contemporary problems of socio-economic development of Ukraine.

The purpose of the research is to form the theoretical and methodological foundations of innovative person-
nel technologies in public administration and to identify promising directions for improving the effectiveness of
managers in the public administration system.

Results and practical implications. The article deals with innovative human resources technologies in
public administration. The competence approach to the training of managers in the public administration sys-
tem was emphasized. It is emphasized that the issues of qualitative training of a specialist become an impera-
tive for the development of the organization on the basis of competencies. The article clarifies the content
analysis of the definition of competence. It is noted that modern researchers of the competency approach
increasingly favor the development of soft skills of staff. If hard skills are technical competences related to
formalized technology activities, soft skills are personal skills of social interaction staff. In today’s challenges to
the heads of organizations, it is the personal qualities of the executives that become important. It is revealed
that today there is no universal approach to forming the composition of soft skills of the staff, but instead it is
emphasized that it is expedient to take into account the context of the sphere of activity of employees. That
is why we have explored soft skills in public administration. Soft skills such as strategic vision, organizational
skills, communication skills, and result orientation are important for public sector leaders. It is also necessary
to include emotional competence in the soft skills of the modern head of the public sphere. This decision is
due to the importance of emotional competence for professional activity, which is associated with frequent and
prolonged contact with people.

Valueloriginality. Specificity of public administration and administration is determined by the scale of activ-
ity. Commitment to the achievement of important public tasks increases the importance of training managers
in public administration and administration. The conducted researches allow to substantiate the expediency of
expanding the methodological basis of the competence approach of technologies of increasing the efficiency
of personnel work by the methods of forming the emotional competence of managers in the system of public
management.

A further area of research is to refine the basic set of soft-skills competencies for leaders in public adminis-
tration and to identify effective tools for generating those competencies.
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