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TECHNOLOGY OF COMPETITIVE SELECTION OF CANDIDATES FOR
THE POSITION OF A RECTOR OF A HIGHER EDUCATIONAL INSTIUTION

The paper presents the issue of scientifically grounded professional competitive selection of candidates to fill the position
of a leader of a higher educational institution on the basis of competence-based, factorial and resultant approaches. We have
developed a qualimetric (factorial-criterial) model of evaluating qualitative indicators of development level, a program of
managerial competence development, a theoretical model of selecting candidates for the position of a leader of a higher edu-
cational institution. There are four factors in the qualimetric model: competitiveness, creative potential, managerial compe-
tence, conditions for managerial competence formation, which determine the effectiveness of university leader’s management
activities. The program of university leader’s managerial competence development involves the following organizational
measures: international internship according to recognized programs of EU countries, international internship at career
development courses according to certified programs of EU countries, career development courses in the system of postgrad-
uate education of Ukraine according to special elective programs, participation in international grant programs, participa-
tion in meetings of specialized academies of the National Academy of Sciences of Ukraine, acmeological counseling regard-
ing professional development. The theoretical model of selecting candidates for the position of a higher educational institution
leader consists of four stages. The first stage involves subsystems of computer expert diagnostics (the questioning of appli-
cants) and preliminary competitive selection. At the second stage, the founder organizes intelligence testing (a specialized test
and the test for assessing knowledge of mathematics and command of foreign languages). At the third stage (“Expert evalua-
tion”), the founder organizes interview for a candidate with the personnel expert panel of the Ministry of Education and Sci-
ence of Ukraine alongside with democratic procedure of university rector election. At the fourth stage, quantitative indicators
of the level of applicants’ managerial competence development are evaluated on the basis of the qualimetric model. It haS
been recommended to implement a transparent procedure of assessing the qualitative characteristics of the level of manage-
rial competence of candidates for leadership positions at higher educational institutions. The system of candidate selection
should include a subsystem of the formation and training of managerial personnel reserve for universities, information sub-
system containing personal information about the candidates. Also, we find it reasonable to spread the use of expert systems,
new technologies of competitive selection for the position of a university leader; to improve the current legislation that regu-
lates the procedure of selecting candidates based on the experience of European countries.

Keywords: professional selection, qualimetric model, monitoring, selection model, management.

Introduction

An important factor of preservation and development
of higher education system and improvement of its quality
is state personnel policy. Modern higher education re-
quires high level of professionalism of a higher educa-
tional institution leader as well as his/her technological
readiness for implementing functions related to educa-
tional institution management.

State personnel policy involves evaluation of work
performed by a university leader and its academic stuff by
the public, colleagues, students according to the criteria
that are the basis for the development of standards.

Competitive selection and professional development
of a university leader is one of the requirements to the
quality of higher education in Ukraine. The results of
educational activities of a higher educational institution
depend largely on leader’s professionalism.

Recommendations of the EU (IWA2: 2007) on quali-
ty management include the following principles in socio-
educational systems management: process approach, the
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understanding of core competency, general optimization;
sustainable leadership; collaboration with partners; engag-
ing qualified personnel; continuous development; focus-
ing on students’ values; quick response; autonomy [8].

The processes of personnel selection were described
in the works of foreign scientists: G. Dessler (1997) [2],
B. Karloff (1996) [5] R. Rou (2012) [7], G. Hofstade
(2001) [12].

M. Hennen and I. Freeman believe that organization-
al changes should be introduced through personnel selec-
tion and the filling of vacancies (1989) [11].

American researcher of organization structure and strat-
egy A. Chandler pointed out at the decisive role of a manager
in organization development (1962) [10], as a university
leader is a guarantor of the quality of educational services, a
strategist; he/she forms human resources of an organization,
implements university’s mission in practice; creates favora-
ble organizational, pedagogical, psychological conditions
that provide effective performance of a higher educational
institution, performs administrative functions (organization-
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al, executive and predictive ones, coordination, control, and
decision-making).

A total model of organization management by R. Likert
(4T system) — “impact-interaction” — can be used at the
university upon condition that its leader has a high level of
knowledge and experience, good command of the latest
technologies of managing a higher educational institution,
stable relationships between him/her and subordinates.

The issue of education managers’ psychological read-
iness for management activities in postgraduate pedagogi-
cal education was studied by O. Bondarchuk, N. Kolomin-
skyi, L. Karamushka. Scientific and methodological princi-
ples of managing lifelong learning of adults and education-
al institution leaders on the basis of competence-based
approach were substantiated by V. Maslov, V. Oliinyk.
Organizational and pedagogical conditions for forming
teaching staff at higher educational institutions were deter-
mined by V. Stepashko (2004) [9]. However, researchers
do not take into account the factorial and resultant approach
to personnel selection, which have recently become rele-
vant due to democratization, entering the European educa-
tional and scientific environment, increased competitive-
ness between higher educational institutions.

The issue of competitive selection of leaders for edu-
cational institutions, particularly universities, remains less
explored in domestic science and practice of education
system management.

The aim of the paper is to substantiate theoretical and
methodological basis for competitive selection of leaders for
Ukrainian universities and use this basis to develop the
standard of professional management of competence-based
development of university leaders as well as the program of
their managerial competence development.

Research methods: means of selecting university lead-
ers have been determined, namely legislative framework,
cover letters, recommendations, psychological tests, stand-
ards of professional management, job description, copies of
documents certifying qualifications, code of conduct, pro-
gram of managerial competence development; selection
methods: competition, group evaluation of performance,
review of recommendations, assessment of candidates’ doc-
uments, specifying candidate’s competitive advantages.

Discussion

Candidates for the position of a higher educational insti-
tution leader, according to the Law of Ukraine “On Higher
Education”, have to meet the following requirements: to be
fluent in the state language; to have academic title and de-
gree, minimum 10 years of work experience as a member of
academic staff; to be the citizen of Ukraine [1].

Taking into account the requirements provided by the
current legislation on higher education and personnel expert
panel of the Ministry of Education and Science of Ukraine
(MES), the following general requirements to the position of
a higher educational institution leader can be formulated:
having citizenship of Ukraine; being not older than 55 years;
having academic degree and academic title; minimum 10
years of work experience as a member of academic staff;
command of the state and foreign languages; publications in
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domestic and foreign professional journals; honorary titles;
state awards; the results of performance review, career de-
velopment (including foreign internship programs); annual
reports on performing contractual obligations; contribution to
the university development (achievements in international
cooperation, science; preparing qualified personnel for high-
er education and national economy; development of material
and technical facilities of a university).

The report must present achievements of a leader as a
professional manager, self-analysis of the work done during
a year and differ from the results of the main kinds of activi-
ties of a higher educational institution.

Grounds for electing a university leader is a competi-
tion that is announced not later than two months before
expiration of a contract [1, p. 14].

The founder shall announce a competition to fill the
vacancy of a leader of a higher educational institution not
later than two months before expiration of the contract.
The founder is considering propositions concerning can-
didates for the position of a university rector during two
months starting from the date when the vacancy is an-
nounced; within ten days after termination of submitting
applications, the founder introduces applicants who meet
the requirements of the Law of Ukraine “On Higher Edu-
cation” for voting [1, p.14 ].

A university leader is elected by means of secret ballot
by a majority vote (50%). Following the voting, the founder
concludes a contract with the elected person for a term of
five years [1, p.14].

Propositions concerning the candidates for the position
of a university rector can be submitted by academic boards
of universities, experts from the independent agency for
evaluating the quality of higher education. While selecting
candidates for the position of a university rector, it is neces-
sary to consider recommended practice concerning peculiari-
ties of the voting system and procedure of electing a univer-
sity leader following the results of competitive selection,
which is regularly organized by founders under applicable
law [6], proposals and recommendations of experts from the
independent agency for evaluating the quality of higher
education, the personnel expert panel of the MES.

The founder can create a data base with the reserve
of candidates to fill administrative posts. The reserve of
the candidates for universities (colleges, vocational
schools) is formed of students obtaining Master degree in
the specialty 073 “Management”. Organizational condi-
tion for improving the quality of management activities is
probationary period for rectors who are appointed to this
position for the first time.

Unfortunately, the recommended practice concerning
peculiarities of the voting system and procedure of elect-
ing university leaders do not describe criteria and parame-
ters, which are used to select candidates for the position
of a university leader, and only describe procedural as-
pects of organizing the voting.

At the same time, the term “leader”, not “acting rector”
is used; insufficient attention is paid to the role of academic




boards in the procedure of electing candidates at the prepara-
tory stage.

The paragraph 27 of the recommended practice does
not specify, which institutional body approves the list of
candidates applying for the position of a rector of a state
higher educational institution and submits it to the Certi-
fying Commission of the MES for consideration, exam-
ines minutes of meetings of university units concerning
nomination and support of candidates (in case the candi-
dates are not elected on the basis of the report presented
by a current rector).

The founder uses public communications to announce
the competition not later than two months before termination
of the contract of a current rector or during the week from
the vacancy introduction; he/she places an advertisement on
his/her personal and university website [6]. Besides, it is not
specified, what guiding document defines the time period for
holding general meeting of the staff. According to the Reso-
lution of the Cabinet of Ministers of Ukraine No. 726 dated 5
December 2014 “Some issues of implementing the article 42
of the Law of Ukraine “On Higher Education”, universities
develop “Regulations on the organizational committee on
holding the election of a higher educational institution rec-
tor” and “Regulations on election committee on holding
rector election”.

According to the model of ideal bureaucracy by M.
Weber, it is reasonable to organize selection of candidates
for vacant positions on the basis of competence-based, facto-
rial and cyber (resultant) approaches.

For selecting and forming the reserve of future universi-
ty leaders and development of their creative potential, we
have developed a theoretical model of selecting candidates
for the position of a higher educational institution leader,
which consists of four stages.

The first stage consists of subsystems of computer ex-
pert diagnostics (questioning of applicants based on the
expert system “University Leader”) and preliminary compet-
itive selection in accordance with the Law of Ukraine “On
Higher Education”. These procedures should be carried out
simultaneously to obtain objective data about the applicant
and some additional information. When developing the
questionnaire, it is necessary to consider factors specified in
the qualimetric model, including “competitiveness”, “system
qualities”, “managerial competence”, “conditions for profes-
sional competence formation”. It is necessary to include the
questions that are not specified by the requirements of the
Law of Ukraine “On Higher Education”, but help get addi-
tional information reflecting the applicant’s achievements
(the number of publications in international journals,
achievements in international collaboration of a higher edu-
cational institution, state awards, academic titles, annual
reports on performing contractual obligations).

In the process of competitive selection on the basis of
documents, the founder checks if the applicants meet the
requirements to leader’s position specified by the first part of
the article 42 of the Law of Ukraine “On Higher Education”.
The documents submitted by the candidates indicate equal
rights for the vacant position. In the process of the secret
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ballot, academic staff members, representatives of the stu-
dent government assess the applicant’s qualities, organiza-
tional skills, his/her contribution to the development of the
institution, and the electoral program [1].

At the second stage (it is referred to the subsystem
“Computer testing”), the founder organizes intelligence
testing (a specialized test and test for assessing knowledge of
mathematics and command of foreign languages).

At the third stage (“Expert evaluation”), the founder or-
ganizes interview for the candidate with the personnel expert
panel of the MES alongside with democratic procedure of
election of a university rector. When making the resolution,
the experts consider the results of computer expert diagnos-
tics of the first and the second stages of professional selec-
tion of candidates for the position of a university rector,
secret ballot of the majority of votes.

At the fourth stage of the formation of the reserve of
professional managers and development of their managerial
competence, while assessing quantitative indicators of the
level of applicants’ managerial competence development on
the basis of the qualimetric model, experts focus on the fol-
lowing factors: “competitiveness” and “conditions for pro-
fessional competence formation” .

If a university leader has been elected for the first time,
it is advisable to organize the monitoring of qualitative indi-
cators of the level of his/her managerial competence devel-
opment within the period of five years on the basis of the
factorial-criterial model and analyze the dynamics of mana-
gerial competence development in accordance with the or-
ganizational measures of the development program.

If the candidate is elected for the second time, the com-
petition committee of the university and the personnel expert
panel of the MES, apart from the regulatory requirements for
the candidates and the results of computer diagnostics (tests
and questionnaires), take into account the results of the
monitoring of the level of managerial competence formation
for the past five years, analysis of annual reports submitted to
the Ministry of Education and Science of Ukraine available
on the university website. Academic staff members have the
right to become familiar with the results of expert diagnostics
at the first and second stages of the candidate selection. The
candidates who did not receive the required number of votes
are recorded in the reserve of professional manager.

The fourth stage involves the development of manage-
rial competence of a university leader according to the con-
tent of program. We have developed a program of college
leaders’ managerial competence development based on job
requirements, which should be annually adjusted according
to the content and qualitative indicators of the factorial-
criterial model.

Using the resultant and factorial approaches to universi-
ty management, we have developed the qualimetric (factori-
al-criterial) model of evaluating qualitative indicators of the
level of managerial competence development in leaders of
higher educational institutions (adapted to the conditions of
higher educational institution’s functioning), which is based
on the methodology developed by H. Yelnykova [4] (Table
1).




Qualimetric (factorial-criterial) model of evaluating qualitative indicators of the
level of higher educational institution leader’s managerial competence development
(Standard of qualified management of university leader’s competence development)

lNedazoeika — Education

Table 1.

No Factors (F)

Factor
significance
M)

Qualitative indicators of the level of university leader’s managerial
competence development (criteria of factors)

Criteria
significance
(v)

2

3

4

5

==

1.
Competitiveness

ml+

m2+

m3+

m4+1

ml= 0,26

1. Human factor (management style; open door policy; acts of will in
decision-making (reasonableness and scientific validity of decisions
made); engaging academic staff (AS) into collegial decision-making;
social responsibility for the results of activity; entrepreneurial abili-
ties; social adaptability; ability to develop and implement strategies.

v=0,08

2. Legal and regulatory (knowledge of new laws and regulations
approved by the MES in the sphere of higher education; the ability for
rational use of laws in educational activities).

v=0,11

3. Planning and forecasting (ability to plan individual work, predict
the development of a higher educational institution).

v=0,09

4. Gnostic (knowledge of the Bologna process, science-based mana-
gerial information technologies and their practical use; knowledge of
the fundamentals of contextual and strategic management).

v=0,08

5. Evaluative and analytical (capacity for analytical and synthetic,
evaluative and reflective activities; knowledge of technology of diag-
nostic selection of the staff on the basis of expert systems’ function-

ing).

v=10,09

6. Technological (ability to simulate, design, develop and use new
managerial technologies).

v=0,08

7. Communicative (knowledge of communication principles; skills of
communicative influence); ethics of leader’s relations with subordi-
nates.

v=0,11

8. Conceptual (command of information and communication tech-
nologies; ability to develop plans, programs, projects).

1v=0,08

9. Acmeological orientation of management activities (high level of
creativity development; readiness for self-development; development
of acmeological knowledge, abilities and skills in management activi-
ties).

v=0,11

10. Motivational (knowledge of motivational sphere of academic
staff; ability to use the system of incentives for enhancing the effi-
ciency of key activities performed by AS).

v=0,11

11. Organizational (ability to organize innovation and research activ-
ities of AS in the information mode).

v=0,08

2 | 2. Creative
potential of a
leader

m2 =0,24

12. Personal (individual style of activities), psycho-physiological
characteristics ~ (activity,  creativity, self-organization,  self-
actualization); qualities: personal (mnemonic and intellectual, voli-
tional), professional (professional knowledge — theoretical, methodo-
logical), business (entrepreneurial ability), ethical (strong-willed per-
sonality, justice, emphatic attitude to AS); capacity for reflection;
creative thinking; intellectual activity; readiness for self-fulfillment in
creative work; intentions; capacity for self-development, reflection.

v=1,0

3 | 3. Managerial
competence

m3= 0,25

13. Communicative competence (communication skills; command of
communication technique, negotiation; knowledge of the rules of
administrative ethics and recognition of its norms; skills of establish-
ing communication with the subdivisions of MES; knowledge of
diplomacy; speech culture); ability to simulate management system,
elaborate a program of personnel development; knowledge of mana-
gerial technologies and ability to use them; behavioral competences
(motives, values, attitudes).

v=0,34

14. Autopsychological competence (ability for self-cognition, self-
assessment, self-control, self-organization).

v=0,33

15. Psycho-pedagogical competence (knowledge of management
methods: psycho-pedagogical, organizational and administrative, and
methods of influence on subordinates).

v=0,33

4 | 4. Conditions
for managerial
competence
formation

m4 = 0,25

16. Performance review.

v=0,34

17. Career development (probationary period for leaders of colleges
and vocational schools appointed for the first time)

v=0,33

18. Research

v=0,33
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There are four factors (F) in the qualimetric model:
competitiveness, creative potential, managerial compe-
tence, conditions for managerial competence formation,
which determine the effectiveness of university leader’s
managerial activities. The significance of the four factors
(M) equals to 1: (m1l + m2 + m3 + m4) = 1. The factor
“competitiveness” involves the following components
(criteria): human factor, legal and regulatory criterion,
planning and forecasting, gnostic, evaluative and analyti-
cal, technological, communicative, and conceptual crite-
ria, acmeological orientation of management activities,
motivational, and organizational criteria.

The factor “creative potential of a leader” involves
personal component; the factor “managerial competence”
— the communicative, autopsyhological, psycho-
pedagogical ones; and the factor “conditions for manage-
rial competence formation” includes the following crite-
ria: performance review, career development, research.
Each criterion is characterized by corresponding indica-
tors. The significance of criteria (v) in total for each factor
equals to 1.

Let us consider evaluation of components of univer-
sity leaders’ managerial competence according to the
factorial-criterial model. It is necessary to include corre-
sponding value of the coefficient of concordance into the
dark field of the model. If, according to the results of the
questionnaire, most of the academic staff members are not
satisfied with the quality of management of the leader,
he/she receives 0 points (the criterion is not identified);
are satisfied for less than 50% — 0.25 points (the criterion
is slightly expressed); are satisfied for 50% — 0.50 points;
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are satisfied for more than 50% — 0.75 points. If the quali-
ty of management is actually satisfactory, the leader re-
ceives 1 point.

The effectiveness of leader’s management activities
is determined by a combination of factors. The levels of
management activities of a leader are determined on the
basis of group expert assessment of quality indicators
(factors) according to the factorial-criterial model (“com-
petitiveness”, “creative potential of a leader”, “managerial
competence”, ‘“conditions for managerial competence
formation”) according to the scale parameters: 0 — the
criterion is not identified; 0.25 — the criterion is slightly
expressed (the formal level); 0.5 — the criterion is ex-
pressed for 51-65% (the reproductive level); 0.75 — the
criterion is expressed for 66-75% (the functional level); 1
— the criterion is expressed for 76-100% (the creative
level) [3].

The levels of management activities of a leader cor-
respond to the following meanings: formally working
(from 0 to 0.50); reproductive (from 0.51 to 0.65); func-
tional (from 0.66 to 0.75); creative (from 0.76 to 1.00).
The number of points is calculated as follows: it is the
index that reflects ratio of the number of requirements
carried out in leader’s professional activities to the total
number of the requirements envisaged by the model [3, p.
314]. For example, the model involves seven require-
ments, but leader’s management activities, according to
expert assessment, meets only 2 requirements. Expression
coefficient will amount to 2/7=0.28 points. Seven re-
quirements were developed for each criterion (18) respec-
tively (Table 2).
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Table 2.
Requirements to the components of university leader’s
managerial competence (standard of management activities)

Components of
managerial competence

Requirements

Content-related
(human factor)

Following open door policy; reasonableness and scientific validity of decisions made; engaging aca-
demic staff (AS) into collegial decision-making; social responsibility for the results of activity; entre-
preneurial abilities; high level of social adaptability; ability to develop and implement strategies,
knowledge of the basic requirements to management activities, principles, forms and methods of
management; ability to simulate management activities; ability for searching, processing and creating
information resources to implement the content of management functions to the full.

Legal and regulatory

Knowing and adhering to legal and normative framework in management activities; ability to analyze
legal information on the platform “LIGA: ZAKON”; participation in the development of local regula-
tory documents, standards of management activity.

Planning and forecasting

Ability to plan and correct the content of the basic functions of managing a higher educational institu-
tion, to plan career development of the academic staff, and predict the development of a higher educa-
tional institution.

Gnostic

Knowledge of the Bologna process, science-based managerial information technologies and their
practical use; knowledge of the fundamentals of contextual and strategic management

Evaluative and analytical

Ability to analyze the state of administrative documents, work with expert systems for selecting candi-
dates for the positions of academic staff members, basic qualimetric models of activities; analyze
qualitative indicators of academic and scientific performance ability for working in an expert group,
pedagogical reflection.

Technological

Command of monitoring technologies; ability to design, develop and use innovative management
technologies, algorithms, models, methods; to identify the technological component of the system of
university management; to implement innovative technologies in management.

Communicative

Communication skills; communicative competence; command of communication technique, negotia-
tion; knowledge of the rules of administrative ethics and recognition of its norms; skills of establishing
communication with the subdivisions of MES; knowledge of diplomacy; speech culture; compliance
with the rules of business communication; ability to be partnering with the academic staff and stu-
dents; skills of using information and communication technologies in university management; ability
to use critical thinking methods; command of a foreign language.

Conceptual

Ability to develop plans, programs, projects; knowledge of qualitative indicators of university man-
agement.

Acmeological orientation
of management activities

Intentions (aspiration) to develop professionalism in management activities; high level of creativity
development; readiness for self-development, development of acmeological knowledge, abilities and
skills in management activities.

Motivational and
purpose-oriented

Ability to develop a “goal tree”, to introduce the system of incentives for AS and students; self-
motivation for management activities.

Organizational

Ability to provide organizational and pedagogical, psychological conditions for efficient work of AS,
students, structural units of a university; to organize management activities in accordance with the
legal framework.

Personal

The formation of personal, business, professional, ethical, leadership qualities, creativity, manage-
ment-related knowledge (theoretical, methodological); job description of a university leader, creative
initiative; intent to modernize management activities and use innovations.

Core competencies

High level of formation of methodological and technological knowledge and skills; the use of informa-
tional management methods (data base management systems); command of the state language.

General and specific
competences

Instrumental competences (cognitive skills, linguistic skills); ability to put knowledge in practice;
communication skills; ability to plan changes; to understand a problem comprehensively; adaptive
capacity; knowledge of business etiquette.

Specific competences

Research abilities and skills; ability to generate new ideas; see into the context; methodical knowledge
and abilities; ability to use logical methods of critical analysis; assess the quality of research findings
in a particular branch of knowledge; develop new technologies.

Performance review

Professional qualification profile of a leader according to the content of management activities; thesis
defense; experience of scientific and pedagogical work and work as a leader of a higher educational
institution; printed academic and research papers; academic title; preparing candidates of sciences.

Career development

Internship in sectoral research institutes, abroad; taking special programs at career development cours-
es; retraining in the specialty “Management”; participation in international conferences, scientific and
methodological seminars; learning foreign languages of European Union countries.

Research

Managing scientific schools, research laboratories; preparation of theses; reviewing and being oppo-
nent for thesis defense; writing reports on extended abstracts of theses; being chairman in the state
examination board.
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In the process of competitive selection for the position of a leader of a higher educational institution, it is necessary
to consider the components of the job description (Table 3).

Table 3
Components of the job description of a higher educational institution leader
Personal profile Psychological profile
* Qualification (basic education) * Internal motivation (needs, interests, aspirations)
* Qualities (personal, professional, business, ethical) * Capabilities
* Professionalism (competence, management skills) » Psychophysiological characteristics (temperament,

* Special (managerial) competences: knowledge, abili-
ties, skills acquisition, methods of professional activi-
ties: data processing, organization of the process)

* Degree of training in management

* Managerial roles (a leader, a strategist, a coordinator
of personnel’s activities; an organizer of resource allo-
cation, negotiation; an informant, a consultant, a facili-
tator).

character, volitional qualities)

* Self-concept (attitudes, values)

* Creative potential

* Resilience to stress

* Self-reflection

* Self-actualization

* Readiness for personnel management

Descriptive profile

Acmeological profile

* Independence

* Responsibility for the results of activity of a higher
educational institution

* Integration into academic space (communication)

* Transparency of activity results

* Position

* Academic degree

* Academic title

* Publication activity

* State awards

* Honorary titles

* Career development, international internship
* Innovations

Each of the above-mentioned components of managerial competence has corresponding requirements developed
by us. The monitoring of quality indicators of university leader’s management activities for the last five years should
take into account the components of the job description (personal profile, psychological profile, descriptive profile,

acmeological profile (Table 3).

For the development of university leader’s managerial competence we have worked out a special program (Figure 1).

International intern-
ship at foreign courses
according to recog-
nized programs of EU
countries (General

International intern-
ship at career devel-
opment courses ac-
cording to certified
programs of EU

Career development
courses 1n system of
postgraduate educa-
tion of Ukraine ac-
cording to special
elective programs

European competen-
cy)

Program of university
leader’s managerial
competence develop-

ment

Participation in inter-

Participation in meetings

national grant pro- of specialized academies ing regarding profes-
= of the Mational Academy L )
grams of Seiences of Ukraine sional development

Acmeological counsel-

Figure 1. Program of university leader’s managerial competence development
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As can be seen the program of university leader’s
managerial competence development involves the follow-
ing organizational measures: international internship at
foreign courses according to recognized programs of EU
countries, international internship at career development
courses according to certified programs of EU countries,
taking career development courses in the system of post-
graduate education of Ukraine according to special elec-
tive programs, participation in international grant pro-
grams, participation in meetings of specialized academies
of the National Academy of Sciences of Ukraine, acmeo-
logical counseling regarding professional development.

The program of the learning module of career devel-
opment courses for university leaders implies the master-
ing of the following disciplines: strategic management,
contextual management, psychology of education man-
agement, data base management systems, administrative
ethics, innovation management in education, legal aspects
of managing universities, occupational safety, health and
safety, marketing in higher education, management of
innovation projects; monitoring the quality of education,
interests and requirements of educational services con-
sumers.

The conception of managing the development of
university leader’s competency is implemented in the
system of postgraduate education in the process of career
development at the State Higher Educational Institution
“University of Education Management” of the National
Academy of Educational Sciences of Ukraine, State
Academy of Senior Executives of Education, National
Academy for Public Administration under the President
of Ukraine.

Conclusions. Organizational condition for efficiency
of competitive and diagnostic selection (based on the
resultant approach) of candidates for the position of a
leader of a higher education establishment is a creative
technology (legal framework, theoretical model of select-
ing candidates for the position of a university leader, the
standard of professional management of university lead-
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Bonooumup Onexciiiosuu Cmenawxo,
00KMOp nedazociyHux HayK, 0oyeHm,

npoghecop xageopu 0c8imHbLO20 MEHEONCMEHMY MaA 0CEIMU OOPOCIUX,
Tepescnas -Xmenvruyvkuti depaoicasnuil nedazociynuil ynisepcumem imeni I pueopis Cxosopoou,
eyn. Cyxomnuncoroeo, 34, m. llepescras-Xmenvnuyvruti, Yxpaina

TEXHOJIOI'ISI KOHKYPCHOI'O BIIBOPY NPETEHAEHTIB
HA MMOCAAY PEKTOPA BUIIIOI'O HABYAJIBHOI'O 3AKJIAY
VY cTaTTi po3risHyTO IPOoOIeMy HayKOBO OOIPYHTOBAHOTO NPpO(eciiiHOro KOHKYPCHOTO BiIOOpY NMPETEHICHTIB Ha

rocajay KepiBHHKA BHIIOTO HABYAIBLHOTO 3aKJaJy Ha OCHOBI KOMIIETEHTHICHOTO, ()aKTOPHOTO Ta Pe3yJIbTaTHOTO Mif-
xoniB. Po3pobnieno aganroBany 10 ymoB QyHkuionyBanHs BH3 kBanxiMeTpuuHy (akTOpHO-KpHTEpialbHy MOJAENb Olli-
HIOBaHHS SKICHUX MOKa3HMKIB PIBHS PO3BHUTKY, IPOTPaMy PO3BHUTKY YIPaBIiHCHKOI KOMIIETEHTHOCTI, TEOPETHIHY MO-
Jiens BinOOpy MPETeHCHTIB Ha 1Moca y KepiBHIKA BUIIOTO HABYAJIBFHOTO 3aKyaay. Y KBATIMETPUYHIA MOJEN BU3HAYE-
HO YOTHPH (PaKTOpU: KOHKYPEHTOCHPOMOXKHICTh, TBOPYHH MOTEHIIIaN, YIIPaBIiHChKa KOMIETEHTHICTh, YMOBU (OpMY-
BaHHS YIPaBIiHCHKOI KOMIIETEHTHOCTI, SIKi BU3HAYAIOTh PE3yIbTATUBHICTD YIPABIIHCHKOI AiSIIPHOCTI KePiBHUKA BHIIO-
IO HaBYAJIBHOTO 3aKJIaay. Y HporpaMi po3BUTKY YHPaBIIHCHKOI KOMIIETEHTHOCTI KepiBHHKa BH3 Mu BU3Haummm Taxi
oprasizamiiHi 3axoJid: MD>KHAPOJHE CTAXXYBAHHS 32 JIIIEH30BAHOIO MPOrPaMOI0 KypCiB iHO3EMHHX YMOB KpaiH €Bpo-
CO103y 3aranbHOEBPOIICHCHKOI KOMIETEHIT; MKHApOAHE CTaXyBaHHS Ha Kypcax IiBUIIEHHS KBamidikamii 3a cepTh-
(ikoBaHMMH IporpamMaMy KpaiH €Bpocoro3y; HaBYaHHS Ha Kypcax MiJABHINEHHS KBallidikamii B cHCTEMI MiCIIsIUIIOM-
HOi OCBITH YKpaiHHM 3a CleliajIbHUMH BapiaTUBHHMH IIPOTpaMaMH; y4acTh Y MDKHApOJHHMX I'DaHTOBHX IpOrpamax;
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yJacTh y 3acimaHHIX 300piB ramy3zeBux akanemid HAH Ykpainm; akmeonoriuae KOHCYTbTyBaHHS 3 TUTaHb Mpogeciii-
HOTO PO3BHUTKY. TeopeTrnyHa MO/IETb BiOOPY MPETCHACHTIB HA TIOCaAy KepiBHUKA BUIIOTO HABYAIFHOTO 3aKJIaay CKIa-
JA€TBCS 3 YOTHPHOX eramiB. [lepmuii eranm yTBOPIOIOTH HiJCHCTEMH KOMII IOTEPHOTO €KCIEPTHOTO MiarHOCTYBAaHHS
(aHKETyBaHHSI TIPETEHJCHTIB) Ta IONEPEIHHOTO KOHKYPCHOTO BinOopy. Ha apyromy erarri 3aCHOBHHMK OpraHizye iHTe-
JIEKTyaJIbHE TECTYBaHHs (CIIelialli30BaHUH TECT, a TAKOXK TECT Ha MepeBipKy 3HaHb IHO3EMHOI MOBH, MaTeMaTHkun). Ha
TpetboMy etari («EKcriepTHe OIiHIOBaHHS») 3aCHOBHHUK OpraHi3y€ OJHOYACHO 3 JEMOKPAaTHYHOIO IIPOLEAYpPOI0 00-
panHs pexkropa y BH3 cniBOeciny ekcniepTHoi kanpoBoi komicii MOH Ykpainu 3 kaununarom. Ha yerBepTomy ertari
OLIIHIOIOTHCS KIIBKICHI TIOKa3HUKU PIBHS PO3BUTKY YIPABJIiHCHKOT KOMIIETEHTHOCTI MPETEHACHTIB HAa OCHOBI KBaJIiMeET-
puuHoi Mojeni. PekomennoBano ynposamkyBati y BH3 mpo3opy npoueaypy OIiHIOBaHHS SIKICHUX ITOKa3HHKIB PiBHS
YHOpaBIiHCHKOI KOMIIETEHTHOCTI IPETCHICHTIB Ha Tocaay KepiBHuWKA. CucrteMa BimOopy KaHIHIATIB Ma€ BKIFOYATH
migcucTeMy (GopMyBaHHS I HaBYaHHS pe3epBY kepiBHUX KaapiB BH3, inpopmaniiiny migcucremy, sika MiCTUTh TIEPCO-
HaIIBHI JaHi IpeTeHaeHTiB. KpiM Toro, HE0OXiTHO PO3MIMPUTH 3aCTOCYBAHHS CKCIEPTHUX CHCTEM, HOBUX TEXHOIOTIH
KOHKYPCHOTO BifOOpy Ha Imocaiy KepiBHUKIB BUIINX HaBYAIBHUX 3aKJIaiB; yJOCKOHAIUTH Jil04Ye 3aKOHOZABCTBO, II0
BPETYIBOBYE MPOIETyPY BimOOpy KaHAWAATIB HAa OCHOBI MPAKTUYHOTO JOCBITY €BPOMEHCHKHUX KpaiH.
Knrouosi cnosa: npodeciitauii Bindip, KBaliMeTpUIHA MOJEIb, MOHITOPHHT, MOJIENb BiIOOPY, KEPIBHHUIITBO.
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