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The implementation features of the personnel policy
principles in public administration

The article deals with the basics of personnel policy in the public administration, which is focused on ensur-
ing high efficiency, competence and integrity of public authorities. The authors highlighted the main meth-
ods of increasing the efficiency of labor: the reorganization of the labor process; changes to standards; train-
ing, improvement of professional skills; improvement of incentive programs; the backward movement of em-
ployees to other positions; the dismissal and recruitment of new teams. The article describes the basic princi-
ples of public service in the Republic of Kazakhstan, which serve as a good basis for the development of spe-
cific concepts and mechanisms of human resources policy. The authors define the principles of personnel pol-
icy, through which the selection of qualified personnel, their professional development and gradual career ad-
vancement in the Republic of Kazakhstan. The article groups the existing different interpretations of the prin-
ciples of personnel policy in public administration. Special attention is paid to the special and universal prin-
ciples of personnel policy in public administration, which determine all personnel relations and processes.
The article reveals the main reasons for the ineffective implementation of the principles of personnel policy in
the activities of public administration. The authors recommend specific areas of integrated use of the princi-
ples of personnel policy in public administration.

Keywords: public administration, public service, personnel management, personnel policy, personnel rela-
tions, principles of personnel policy.

In Kazakhstan, with the beginning of the course «Five institutional reforms» announced by the head of
state, there are involving fundamental changes in the political and public life of the state; the national Plan
«100 concrete steps to implement five institutional reforms» [1]. One of the five institutional reforms of the
plan of Nations is the formation of a professional state apparatus. At the same time, priority is given to the
formation of a modern, professional and Autonomous state apparatus, within the framework of which the
tasks of modernization of the procedure for entering the civil service, career advancement of civil servants,
the introduction of remuneration for the results are set. The basis for the implementation of the new career
model of public service was the adoption of the new Law «on public service» of the Republic of Kazakhstan,
which was put into effect on January 1,2016.

Currently, the basics of personnel policy in the system of state bodies are laid in the Law of November
23, 2015 Ne 416-V «on public'service of the Republic of Kazakhstan», which regulates public relations relat-
ed to entering the public service of the Republic of Kazakhstan, its passage, termination, determines the legal
status, material security‘and social protection of civil servants, as well as issues of other persons ' activities in
state bodies [2].

The formation of the Republic of Kazakhstan as a democratic, legal and social state is impossible with-
out an effective state apparatus, the basis of which is the training of civil servants, focused on ensuring high
efficiency, competence and integrity of the work of state bodies. The new career model of the civil service is
based on the principles of meritocracy, personal merits and achievements, and competence approach.

One of the distinguishing features of the modern stage of economic development is that human resource
becomes an important competitive advantage, which is part of the key factors along with Finance and infor-
mation technology. Regardless of how good the management staff of the enterprise is, the performance of the
main work falls on the shoulders of ordinary employees. Therefore, it is important to increase attention to the
development of personnel management, which is facilitated by the introduction of a new career model. Per-
sonnel policy is a long-term line of human resources development, personnel development, a certain prospect
of economic, political and cultural development of the society. In this regard, the study of personnel policy
problems is complex both in theoretical and practical aspects of the problems. Of particular relevance is the
study of the elements of improvement of state personnel policy, which should meet the public's needs and
level of current knowledge.
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Personnel policy is an important tool in achieving the strategic goals and objectives of socio-economic
and political modernization of the country. Further functioning of an effective system of state bodies depends
on the process of formation, use and improvement of personnel.

State personnel policy, regardless of the situation and possible adjustments to the number of its main
goals include:

— creation of favorable and equal social conditions and legal guarantees for every employee to demon-
strate his or her abilities and knowledge;

— ensuring a high level of professionalism of the management and manufacturing process staffing of all
sections of the labor activities of skilled, active, conscientious workers;

— the establishment of a reliable barrier on a way of penetration to Executive and managerial positions
unworthy people who are prone to careerism [3].

Personnel policy defines the purpose, principles, moral and administrative norms of the strategic policy
of the organization aimed at human resources. In a narrower sense, personnel policy is presented as a system
of rules, which fix the algorithms of the employees in organizations. The main purpose of personnel policy is
to create a balance in relation to the renewal and preservation of the numerical and qualitative composition of
the workforce, their development in accordance with the needs of the organization, the current legislation
and the state of the labor market.

Consequently, the personnel policy in the public service implements the personnel strategy, which con-
sists of the search, evaluation, selection, professional development of personnel, certification, as well as mo-
tivation and incentives aimed at fulfilling the functions of state bodies.

The assessment of the effectiveness of personnel management is based, first of all, on information about
employees: promotion, their professional, qualification, age and sex.characteristics, medical and psychologi-
cal parameters, productivity and innovative activity. Thus, in order to improve the efficiency of public per-
sonnel management, it is crucial to improve the working conditions, making it necessary to firstly define
methods or mechanisms for this improvement.

Considering the theoretical aspect of the methods to improve the efficiency of staff, in many ways they
are classified into the following methods:

— reorganization of the labor process;

— changing production standards;

— training, advanced training;

— improvement of motivation programs;

— moving backward workers to other positions;

— the dismissal and recruitment.of new teams.

Undoubtedly, the presented list of methods to improve the efficiency of personnel management is appli-
cable not only to manufacturing companies, but also to the public authority. Thus, certain methods are re-
flected in the system of public administration, aimed at skills and competencies.

Despite the fact that in our country there is a reform of public authorities and management, major
changes in labor legislation, etc., modern personnel policy cannot ensure the involvement of such people in
the authorities, which would fully meet modern socio-political and economic requirements. The development
of an effective system of personnel work is the most important task of the state. All this makes it important to
study personnel policy and ways of its implementation in public administration.

It is possible to distinguish the following main tendencies of development of personnel policy of the
state organizations:

— cost savings in public administration;

= optimization of the structure of management bodies, external and internal relationships of the organi-
zation,;

—focus on the training of human resources, development of professional competencies, responsibility
and motivation of employees, strengthening discipline, etc.

The implementation of the above-mentioned main trends in the development of personnel policy is
aimed at achieving its goal. Meanwhile, the functioning of the personnel policy system is based on the fun-
damental principles.

The Law «on public service of the Republic of Kazakhstan» highlights the basic principles of public
service (Fig.).
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Figure. Basic principles of public service (source: compiled by the authors according to [2])

Despite the fact that the implementation of the principles of public service in the Republic of Kazakh-
stan is associated with many problems, they serve as a good basis for the development of personnel policy,
rules and regulations. They should be taken into account in the development of specific concepts and mecha-
nisms for the implementation of human resources policies.

The establishment of political party organizations is prohibited in state bodies. Civil servants in the ex-
ercise of their official powers are guided by the requirements of the legislation of the Republic of Kazakhstan
and are not associated/'with the decisions of political parties, public associations and their bodies.

There are different interpretations of the principles of personnel policy in public administration (Table).

Article 4 «Basic principles of public service» Of the law «on public service of the Republic of Kazakh-
stany reflects elements of personnel policy in 5 sub-paragraphs out of 20. These principles of personnel poli-
cy ensure the selection of qualified personnel, their professional development and gradual career advance-
ment.

The prineiples proposed by A.P. Egorshin [4] are aimed at different stages of the formation of the per-
sonnel system, and takes into account the structure and the degree of direction of the organization and
changes in General.

A.E. Illarionov highlights the basic, General principles that govern human resources processes in Gen-
eral; specific principles that regulate human resources processes and human resources capacity in a particular
area; specific principles that regulate the functioning of individual elements of the personnel process [5].
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Table
Grouping of personnel policy principles in public administration
No Author, normative document The name of the principle
1 Law «on public service of the Republic of | - the principle of professionalism of civil servants;
Kazakhstany - the principle of meritocracy;

- the principle of encouragement of public servants
for exemplary performance of official duties, fault-
less public service, performance of tasks of special
importance and complexity;

- the principle of continuous training of civil.ser-
vants and the development of the necessary compe-
tencies;

- the principle of practical orientation of training,
retraining and advanced training of civil servants.

2 A.P. Egorshin - structural principle;

- the principle of identity;

- principle of delegation of authority;

- correspondence principle.

3 A.E. lllarionov - basic principle;

- general principle;

- specific principles;

- private principles.

4 L.V. Vagina - publicity;

- legality in personnel work;

- renewal and development of personnel,

- continuity of management;

- personnel monitoring and accountability;

- other.

5 V.G. Prokopieva - selection for the best civil service;

- personal responsibility;

- publicity;

- other.

6 A.E. Kulzhambekova, G.K. Suleimenova - universal principle;

- special principle.

Note. Source: compiled by the authors [2, 4-8].

In the development of personnel policy, the principles as the basic rules of activity that regulate the
work with personnel are of ‘great importance. According to L.V. Vagina, certain requirements of personnel
policy were formed in relation to the sphere of public service [6]:

— recruitment for professional, business and moral qualities;

— publicity;

— legality in personnel work;

—~employment in the civil service of applicants in accordance with their abilities and professional train-
ing~— renewal and development of personnel;

= continuity of management;

— personnel monitoring and accountability.

But they have not yet found their proper implementation in practice.

We can note attempts to highlight the new constellation of principles that would take into account the
realities of life and specify updated requirements for personnel in the public service. As V.G. Prokopiev
notes, an effective innovative mechanism for the implementation of personnel policy corresponds with the
following principles [7]:

— selection for the public service of the best employees able to work at the level of the new management
paradigm;
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— promotion of civil servants mainly on the basis of competition and complex examinations;

—annual certification of all officials by independent certifying commissions on the basis of accurately
defined criteria;

— personal responsibility of government officials for the results of their activities;

— publicity of the civil service;

— balance of interests of civil servants and needs of society.

According to A.E. Kulzhambekova and G.K. Suleimenova [8] the set of principles of personnel work
can be divided into two groups: universal and special. Universal principles (scientific validity, legality,
transparency, quality orientation, democracy, continuity, the tradition, de-bureaucratization) are determined
by the essence of the whole system of personnel work, they are inherent to human resources activities in any
field of public life. Special principles (professionalization and moral orientation of public servants;.social
security of public servants, operational control) regulate the work not of the entire organization, but of per-
sonnel management services of public authorities.

Evidently, special principles are consistent with universal principles, define all personnel relations and
processes. Thus, taking into account a sufficiently capacious list of available in the theory of personnel poli-
cy principles,it is necessary to consider all approaches and apply them taking into account the specifics of the
organization.

The above-mentioned concept of «personnel policy» as a set of goals‘and principles, that determine the
direction and content of work with personnel, which is carried out through the implementation of the goals
and objectives of personnel management, is considered the core of the personnel.-management system. At the
same time, it should be borne in mind that the system of personnel management is broader than the concept
of personnel policy. The personnel policy is formed by the management of the organization, realized by per-
sonnel service in the course of performance by its employees of the functions.

The implementation of the principles of personnel policy in the activities of public authorities have not
received due consideration in real life. This is due to many reasons, especially the peculiarities of modern
society as a whole, which has not yet gained a clear value-semantic orientation. Accordingly, the people who
develop and implement personnel policy do not have-asingle identification core that would allow them both
to clearly formulate the values and principles of personnel policy, and to adhere to these requirements in
practice. Inconsistency is observed at the level.of implementation of any of the above principles. So, the
principle of professionalism of the state officials require accounting specialists in public administration level
of training, knowledge, skills, abilities to_set goals and find solutions, to organize and participate in joint ac-
tivities of organizations, etc. But it is clear that the level of education possessed by the majority of workers,
especially in regional and municipalsservices; the implementation of this principle is fraught with considera-
ble problems. The principle of meritocracy is the recognition of the personal merits and achievements of the
civil servant, his promotion in the public service in accordance with the abilities and training. As for the
principle of transparency, which should give personnel work openness and transparency, it is still imple-
mented to some extent in the procedures of competitive selection and certification of personnel, but this can-
not be said about other aspects ‘of personnel work. The most problematic is the implementation of the princi-
ple of control and accountability of personnel, especially in relation to those aspects of the activities that are
associated with_the interaction of civil servants with business representatives. Today, there are attempts by
the authorities to.improve this situation, but it is clear that this will require great efforts not only by the au-
thorities themselves, but also by other public institutions, as well as by the citizens themselves.

Thus, personnel management as a type of professional activity involves the integrated use of the princi-
ples of personnel policy. Therefore, for the full implementation of the principles of personnel policy in pub-
lic administration is necessary:

— provide such state influence on the solution of personnel problems in authorities at which work with
the staff of management would be based taking into account public needs, the real state of Affairs, an objec-
tive assessment of personnel, but not on the basis of conjunctural, including political, interests. To do this,
the work on the introduction of the principles of personnel policy in the public service should be scientifical-
ly based, systematic, comprehensive;

— to expand base, internal and external sources of formation of a personnel reserve. The search for suit-
able candidates for public office is possible in all social strata of society, both in state and non-state, business
structures;

— objectively assess the personnel of the public service, the possibility of their career and professional
advancement. As a result of the effective application of the principles of personnel policy, we receive more
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complete information about the abilities of a person, which determines his / her further professional devel-
opment, change in the official status of a civil servant, effective realization of human capabilities, adequate
remuneration for his / her work and other changes;

—to solve problems and functions of personnel policy which are peculiar to the General administrative
technologies, prompting the person to change the role in the organization, creation of climate of trust, satis-
faction with work. Therefore, the competent application of the principles of personnel policy contributes to
the manageability of the organization, the effectiveness of its activities, the formation of the mechanism of
state personnel policy.
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MemitekeTTik 0acKkapyaarbl KaAPJbIK CasicaT KarnJaaTTapblH
icKe acbIpy epekueikTepi

Makanaga MEMJIEKeTTIK OpraHaap MYMBICHIHBIH >KOFapbl THIMJIUITIH, KY3BIPETTIIrIH JKoHE XKeTUINipyiH
KaMTaMachl3 eTyre OarbITTalFaH MEMIICKETTIK Oackapy >KyHeciHIeri KaJpiblK casicaTTBIH Heri3zepi
KapacTHIPBUTFaH. ABTOPIap KbI3METKEpJIepiH THIMALTIIH apTTHIPYABIH HETI3rl OmICTEepiH epekile aTam
OTKeH: CeHOEK Y/JepiCiH KanWTa YHBIMIACTHIPY; OHIIpiC MeIepiIeMeciHiH e3repyi; OKbITY, OUTIKTLIIriH
apTTHIPY; BIHTAJIAHABIPY OarAapriaManapblH XKETUIAIPY; apTTa KajlFaH KbI3MeTKepiepai 6acka jaya3sIMIapra
aybICTBIPY; JKYMBICTaH 0ocaTy JOHE jKaHa KOMAaHJaHbl JKHHAy. ABTOpJAp KaJp CascaThIHbIH HAaKThl
TYKBIppIMAAMaNapbl MEH TETIKTepiH o3ipiiey YIIH Jkakchl Heri3 Oojbinm TabbutaThiH  KasakcTaH
PecrryOnikachiHIaFBl MEMJICKETTIK KBI3METTIH HEri3ri KaruaaTTapblH KeHiHeH cunartaraH. CoHpal-ak
Kazakcran PecmyOmukackinmarsl OUTIKTI Kaapiapisl ipikTeyre, ONapAblH OUTIKTUNIIH apTTBIpyFa >KoHE
KaJilaM/IbIK MaHCAObIH )KOFapbUIaTyFa OarbITTalFaH KaJp CasCaThIHbIH KaFuaTTapblH aHbIKTaraH. Makanaja
MEMJIEKETTIK ~ OacKapyiarsl Kagp cascaThl KaFMJAaTTapbIHBIH OpTYPJi TYyCIHIIpMedepi epeKmie TopTil
HETi31H/[e TONTACTHIPBUIFAH. bapiblKk KaIpiblK KapbIM-KaThlHACTAp MEH YJepicTep/i aHBIKTailThIH
MEMJICKETTIK OacKapyaarbl KaJp cCascaTbIHbIH apHaiibl XoHe omOeOanm KaruaaTTapblHa epeKie KOHLT
Geninren. Makanaga MeMIICKeTTiK Oackapy OpraHaapbl KbI3METiHJAEri Kaap CascaThIHBIH KaFUAATTapblH
THIMCI3 Ky3ere achIpy/bIH HETi3ri cebentepi KopceTireH. ABTOpiap MEMIICKETTIK OacKapynarbl KaapibIK
casicaT KaruJIaTTapblH KeIIeH 1 Maiiianany YIIiH HaKTbl OaFbITTap YChIHFaH.

Kinm ce30ep: memitekeTTik 6ackapy, MEMIICKETTIK KbI3MET, IEPCOHAIABI OacKapy, Kaap casicaTbl, KaapiIbIK
KaTBIHACTAp, Kajp cascaThIHBIH KaFUAATTapHl.
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Oco0eHHOCTH peau3anuu NPUHIUIOB KAaAPOBOil MOJTUTHKH
B FOCY/IapCTBEHHOM YIIPaBJIeHUH

B crartee paccMOTpeHBI OCHOBBI KaIpOBOH MOJUTUKH B CHCTEME T'OCYIapCTBEHHOTO YIPaBIEHHsS, KOTOpas
OpHEHTHpPOBaHa Ha obecriedeHHe BBICOKOW I((PEKTUBHOCTH, KOMIETEHTHOCTH M Oe3ynpedHocTH paboThl ro-
CYIapCTBEHHBIX OPraHOB. ABTOPaMHM BbIJICJICHbI OCHOBHBIE METO/IbI ITOBBIICHUS 3(Q()EKTUBHOCTH Tpy/a nep-
COHaJla: peopraHu3alyus TPyJOBOroO Mpolecca; M3MEHEHHEe HOPM BbIPAOOTKH; 00y4deHHE, MOBBIIICHUE KBAIU-
(uKanuK; COBEPLUICHCTBOBAHUE IIPOTrpaMM MOTHBALMHK; MEPEMEIICHHE OTCTAIOINX PaOOTHUKOB Ha JIpyrue
JIOJDKHOCTH; YBOJIBHEHHE W Ha0Op HOBOM KOMaHIbl. B craThe oxapakTepH30BaHbl OCHOBHBIC NIPUHIIMIIBI I'O-
CyHapCTBEHHOU ciyxObl B Pecmybmuke KazaxcraH, KOTOpBIE ciIyaT XOpOIIeH OCHOBOH M pa3pabOTKH
KOHKPETHBIX KOHIENIUH W MEXaHU3MOB pealn3aluyl KaJpOBOH MONUTHKU. ABTOpaMH CTaTbH OMPEACICHBI
TIPUHIUITEI KaJPOBOH ITOJUTHKH, Yepe3 KOTOphle obecrnednBaeTcs 0TOOp KBaIU(HIIMPOBAHHBIX KaApOB, UX
npodeccnoHaIbHOE Pa3BUTHE U IMOITAIIHOE KapbepHoe npoiBmkeHHe B Pecmybmmke Kasaxcran. B craTbe
CTPYIITHPOBAHbI CYIIECTBYIOIINE PA3INYHbIC TOJIKOBAHUS IIPUHLMIIOB KaJPOBOH MOJUTHKU B TOCYAAPCTBEH-
HOM ympasiieHnn. Oco0oe BHUMaHHE B CTaThe Y/CNICHO CIELUATIbHBIM M YHUBEPCAIbHBIM MPUHIMIIAM KaJl-
POBOIi MOJINTHKU B TOCYIAPCTBEHHOM YIPABJICHHUH, ONPEICIAIONMM BCE KaAPOBbIe OTHOLICHUS M MPOLECCHI.
B craTbe BBISBICHBI OCHOBHBIE NMPUYMHBI HES(P(EKTUBHON pean3aluy MPUHIUIOB KaAPOBOH TOIUTHUKY B
JIeATeNIbHOCTH OPTaHOB TOCYAAPCTBEHHOTO YIIPABICHUS. ABTOpaMH PEKOMEHIOBAaHbI KOHKPETHBIC HAIpaBie-
HUSI KOMIUIEKCHOTO HCTIOIb30BaHMs IPHHIUIIOB KaJPOBOH ITOJIMTHKU B TOCYJaPCTBEHHOM YITPABJICHUM.

Knrouegvie cnosa: TOCyAapCTBCHHOC YIIPABJIICHUE, TOCYAapCTBEHHAs cny)KGa, YIIpaBJICHUEC TIEPCOHAIOM, Kall-
PpoBasd NOJIMTUKA, KaAPOBLIC OTHOIICHHWS, IPUHITUIIBI KaIIpOBOI‘/'I TOJIMTUKH.
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