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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. 
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 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 

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 

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 сondi-

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 
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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 

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). 
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                                                                                                                        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) 
No Factors (F) Factor 

significance 
(М) 

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

Criteria 
significance  

(υ) 

1 2 3 4 5 
1 1. 

Competitiveness 
m1+ 

 
 
 
 
 

m2+ 
 
 

m3+ 
 

m4+1 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

m1= 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. 

 υ=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). 

 υ=0,11 

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

 υ=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). 

 υ=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). 

 υ= 0,09 

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

 υ=0,08 

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

 υ=0,11 

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

 υ=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).  

 υ=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).  

    υ=0,11 

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

    υ=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. 

    υ=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). 

  υ=0,34   

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

   υ=0,33   

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

    υ=0,33   

4 4. Conditions 
for managerial 
competence 
formation 

m4 = 0,25 16. Performance review.      υ=0,34 
17. Career development (probationary period for leaders of colleges 
and vocational schools appointed for the first time) 

    υ=0,33 

18. Research   υ=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: (m1 + 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 (υ) 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; 

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) 

• Qualities (personal, professional, business, ethical) 

• Professionalism (competence, management skills) 

• 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). 

• Internal motivation (needs, interests, aspirations) 

• Capabilities 

• Psychophysiological characteristics (temperament, 

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). 

 

 
 

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-

er’s competence development, job description, the pro-

gram of university leader’s managerial competence de-

velopment). It contributes to democratization of mecha-

nisms of functioning of the open system of selecting can-

didates for the position of a university leader by means of 

managerial functions of the process of university leader 

selection and his/her competence development in the 

system of postgraduate education, namely organization, 

coordination, planning, analysis, control and forecasting. 

Recommendations 

1. To implement a transparent procedure of assessing 

the qualitative characteristics of the level of managerial 

competence of candidates for the position of a leader 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 subsystem (containing personal data of can-

didates who are included in the reserve). 

2. To form the reserve of candidates for the position 

of a higher educational institution leader at the university.  

3. To create a database about the reserve of candi-

dates to fill managerial positions. 

4. To organize the training of managerial personnel 

reserve (for colleges, vocational schools) when students 

are receiving their Master degrees in the specialty “Man-

agement” at the University of Education Management of 

the National Academy of Educational Sciences of 

Ukraine (depending on the type of a higher educational 

institution). 

5. To post information about announcing a competi-

tion to fill the vacancy of a leader of a higher educational 

institution in the media and on the official website of this 

university in due time. 

6. To spread the use of expert systems, new technol-

ogies of competitive selection for the position of a univer-

sity leader. 

7. To improve the current legislation that regulates 

the procedure of selecting candidates based on the experi-

ence of European countries. 
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ТЕХНОЛОГІЯ  КОНКУРСНОГО  ВІДБОРУ  ПРЕТЕНДЕНТІВ   

НА  ПОСАДУ  РЕКТОРА  ВИЩОГО  НАВЧАЛЬНОГО ЗАКЛАДУ 

У статті розглянуто проблему науково обґрунтованого професійного конкурсного відбору претендентів на  

посаду  керівника вищого  навчального закладу на основі компетентнісного, факторного та результатного під-

ходів. Розроблено адаптовану до умов функціонування ВНЗ кваліметричну факторно-критеріальну модель оці-

нювання якісних показників рівня розвитку, програму розвитку управлінської компетентності, теоретичну мо-

дель відбору претендентів на посаду керівника вищого навчального закладу. У кваліметричній моделі визначе-

но чотири фактори: конкурентоспроможність, творчий потенціал, управлінська компетентність, умови форму-

вання управлінської компетентності, які визначають результативність управлінської діяльності керівника вищо-

го навчального закладу. У програмі розвитку управлінської компетентності керівника ВНЗ ми визначили такі 

організаційні заходи: міжнародне стажування за ліцензованою програмою курсів іноземних умов країн Євро-

союзу Загальноєвропейської  компетенції; міжнародне стажування на курсах підвищення кваліфікації за серти-

фікованими програмами країн Євросоюзу; навчання на курсах підвищення кваліфікації в системі післядиплом-

ної освіти України за спеціальними варіативними програмами; участь у міжнародних грантових програмах;  

http://www.enga/
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участь у засіданнях зборів галузевих академій НАН України; акмеологічне консультування з питань професій-

ного розвитку. Теоретична модель відбору претендентів на посаду керівника вищого навчального закладу скла-

дається з чотирьох етапів. Перший етап утворюють підсистеми комп’ютерного експертного діагностування 

(анкетування  претендентів) та попереднього конкурсного відбору. На другому етапі засновник організує інте-

лектуальне тестування (спеціалізований тест, а також тест на перевірку знань іноземної мови, математики). На 

третьому етапі («Експертне оцінювання»)  засновник організує одночасно з демократичною процедурою об-

рання ректора у ВНЗ  співбесіду експертної кадрової комісії МОН України з кандидатом. На четвертому етапі 

оцінюються кількісні показники рівня розвитку управлінської компетентності претендентів на основі квалімет-

ричної моделі. Рекомендовано упроваджувати у ВНЗ прозору процедуру оцінювання якісних показників рівня 

управлінської компетентності претендентів на посаду керівника. Система відбору кандидатів має включати 

підсистему формування й навчання резерву керівних кадрів ВНЗ, інформаційну підсистему, яка містить персо-

нальні дані претендентів. Крім того, необхідно розширити застосування експертних систем, нових технологій 

конкурсного відбору на посади керівників вищих навчальних закладів; удосконалити діюче законодавство, що 

врегульовує процедуру відбору  кандидатів на основі практичного досвіду європейських країн. 

Ключові слова: професійний відбір, кваліметрична модель, моніторинг, модель  відбору, керівництво. 
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