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ACTORS OF PERSONNEL POLICY IN BODIES OF
THE NATIONAL POLICE OF UKRAINE: CONCEPT,
CHARACTERISTICS, CLASSIFICATION

Abstract. Purpose. The purpose of the article is to generally characterise the actors of person-
nel policy in the bodies of the National Police of Ukraine, to determine their general and special
characteristics, to outline their system, to differentiate various criteria, as well as to reveal their
place and role in the administrative and legal mechanism for making personnel policy in the bodies
and units of the National Police of Ukraine.

Results. Various scientific definitions of “actors of personnel policy” are analysed, and their
advantages and disadvantages are underlined. In addition, the characteristics inherent in all actors
of the personnel policy of the National Police of Ukraine, without exception, and the characteristics
of the system of such actors as a single and integral element are determined. The author formulates
an original definition of the concept of “the system of actors involved in making personnel policy in
the bodies of the National Police of Ukraine”, as well as justifies the expediency of including indi-
vidual constituent elements in such a system. Multilevel classification of actors involved in mak-
ing personnel policy in bodies of the National Police of Ukraine, based on criteria, such as a place
of personnel policy in the bodies of the National Police of Ukraine in the general political struc-
ture of the State, the scope of competence, nature and specificity of tasks and functions, the nature
of the relationship between the actors of personnel policy and the objects of their impact. The anal-
ysis reveals conceptual shortcomings in the organisation of the system of personnel policy actors in
the bodies of the National Police of Ukraine, which negatively affect the quality of personnel policy,
and markedly reduce the effectiveness of its implementation.

Conclusions. Most heads of territorial and other structural bodies and subdivisions of the police
make their own “adjustments” in the personnel policy, which, on the one hand, allow for the local
and regional interests and needs of such bodies and units; on the other hand, they create unequal con-
ditions for the recruitment and performance of police officers (including subjective appointments).
Moreover, the situation is aggravated by the large turnover of senior staff and, consequently, the fre-
quent change in the direct (local) conditions of service in a police body (unit).

Key words: State powers, general and special competence, personnel policy in the bodies
of the National Police of Ukraine, legal and regulatory mechanism, organisational and functional
independence, the system of personnel policy actors in the bodies of the National Police of Ukraine,
actors of general and special competence, actors of personnel policy.

1. Introduction

Actors are one of the basic elements of per-
sonnel policy in the bodies of the National
Police of Ukraine (hereinafter referred to as
the NPU). They determine the effectiveness
of the mechanism for making personnel policy
in police bodies and units, as well as the com-
pleteness and quality of its administrative
and legal regulatory framework. However,
despite the position of the actors in the struc-
ture of personnel policy, the scientific litera-
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ture has not yet developed a unified definition
of the concept, the features of such actors have
not been defined, nor has a universal classifi-
cation of them been developed. To a greater
extent, this situation is due to the fact that
scientists tend to focus on the characteristic
of the administrative and legal status, the scope
of competence, rights and duties of individ-
ual actors of personnel policy, while ignoring
the importance of their concerted action as
a coherent system of interrelated elements.

1



3/2022

ADMINISTRATIVE LAW AND PROCESS

In our view, this approach is wrong. Indeed,
in today’s environment, the effectiveness
of personnel policies, rightly recognised as
one of the main areas of the reform of the bod-
ies of the NPU, depends on the coordination
and coherence of all actors concerned, as well
as the orientation of their activities towards
the common goal such as formation, preserva-
tion, development and management of person-
nel capacity of the police.

Therefore, the purpose of the article is to
generally characterise the actors of personnel
policy in the bodies of the NPU, to determine
their general and special characteristics, to
outline their system, to differentiate various
criteria, as well as to reveal their place and role
in the administrative and legal mechanism for
making personnel policy in the bodies and units
of the NPU.

2. Actors of personnel policy in the bodies
of the National Police of Ukraine

The literature review reveals that today sci-
entists interpret the concept of “actors of per-
sonnel policy” in different ways. For example,
in some cases such actors are considered as
“bearers of certain (defined in the legal field)
powers, rights and duties on development
and implementation of personnel policy” (Kop-
tiev, 2006, p. 37; Kovbasiuk, Vashchenko,
Surmin, 2012, p. 65; Korolenko, Yurochko,
2018, p. 11); in others, as “bodies and officials
that according to the legislation, are partici-
pants in management relations, are vested with
certain powers and functions in the field of per-
sonnel management, are able to implement them
and are legally liable” (Klochko, 2012, p. 140).

A word-for-word analysis of the above-men-
tioned definitions suggests that scientists iden-
tify the main features of the actors of personnel
policy as follows: the granting of certain powers;
certain rights and duties; the legal and regula-
tory mechanism for activities; capacity to assume
legal liability. However, we do not advocate this
approach, and we believe it is appropriate to
make a few criticisms of it. First, these features
do not reveal all the specifics of the legal status
of the actors of personnel policy in the bodies
of the NPU. Second, some of the above top-
ics need to be clarified (in particular, in terms
of specifying the nature of the powers) or
unified (for example, the use of the category
of “competence” instead of “rights and duties”).
Third, highlighting some traits seems inappro-
priate at all (first of all, it concerns “legal liabil-
ity”), while the really important traits are not
mentioned.

Our research allows for concluding that it
would be appropriate to identify main features
that are common to all personnel policy actors
in the bodies of the NPU without exception.
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First, personnel policy actorsin the NPU are
vested with State powers to make such policies.
Unfortunately, the limited scope of this article
does not allow us to fully describe the nature
of State powers. But this is not an urgent need,
as the topic is sufficiently detailed in modern
scientific publications. However, it should be
noted that today most administrators charac-
terise such powers as “executive-managerial”
(Yevdokymov, 2020, p. 64), which, among other
things, involve the application of “power influ-
ence of public administration on subordinate
actors” (Levchenko, 2019, p. 50). This char-
acteristic once again confirms the expediency
of attributing activities in making personnel
policy to public administration and its coverage
by all its features.

Second, personnel policy actors in the NPU
have clearly defined fields of competence for
making such policies. These are the rights
and duties vested to each of the personnel policy
actors, which together constitute the content
of their activities in this field. Each actor has its
own competence in the field of making personnel
policy, a unique set of rights and duties. Moreo-
ver, the nature of such competence allows to dis-
tinguish separately actors of “general and spe-
cial” competence (Hlushchuk, 2019, p. 311).

Third, the powers, competencies, tasks
and functions of personnel policy actors in
the bodies of the NPU are enshrined in the rel-
evant legal framework. The legal and regula-
tory mechanism is a common feature of person-
nel policy in general, which is manifested in
the activities of the actors who make it. Vest-
ing such actors with State powers provides for
strict legal and regulatory framework for their
activities, as well as the mandatory establish-
ment of legal liability for failure to perform or
improper performance of their duties, as well as
abuse of authority or influence.

Fourth, personnel policy actors in
the NPU are active participants in human
resources processes. Making personnel policy
is a complex, multi-stage, broad-based pro-
cess. Therefore, the successful implementation
of its tasks requires the active and focused
action of all the actors involved. Moreover,
the passivity of any actor significantly reduces
the effectiveness of personnel policy in gen-
eral, and sometimes can even undermine all
the results achieved.

Above, we have analysed only the most signif-
icant features of the actors of personnel policy in
the bodies of the NPU. However, we believe that
this analysis is not suflicient to reveal their place
and role in the mechanism for making such poli-
cies. It is also important to identify the features
that characterise the entire system of such
actors as a single and integral element.
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Primarily, the actors involved in making
personnel policies in the bodies of the NPU
are not just a set of certain bodies and officials,
but their holistic and comprehensive system.
Therefore, it has all the features of system for-
mations, including: the presence of separate ele-
ments; the integrity, unity and relative auton-
omy of such parts; the presence of an internal
structure (separate subsystems); interlinkages
between all parts of the system as well as with
the environment.

The next feature of the system of actors
in making personnel policy in the bodies
of the NPU is that the activities of all actors
aimed at achieving a common goal. While each
actor has specific goals and objectives for human
resources management, they are ultimately all
combined for the sole purpose of shaping, main-
taining, developing and managing the human
resources capacity of the NPU.

The system of actors involved in making
personnel policy in the NPU is hierarchical.
As is known, personnel policy in the NPU, on
the other hand, is directly implemented at sev-
eral organisational levels, that is, at the State,
regional and local levels, as well as at the level
of the central police administration, territorial
and interregional territorial bodies of the NPU;
on the other hand, is directly implemented
at several organisational levels, such as
the State, regional and local levels, as well as
at the level of the central police administration,
territorial and interregional territorial bodies
of the NPU bodies, individual bodies, units,
institutions and organisations of the police.
Therefore, the degree of participation of each
actor in making personnel policy, as well as
the list of its tasks and functions in this field
should correspond to the place that it occupies
in the appropriate hierarchical structure.

Moreover, two features of the system
of actors in making personnel policy in the bod-
ies of the NPU are closely related to the feature
mentioned above. First, this is a clear managerial
relationship between such actors. Traditionally,
within such hierarchical structures, scholars
distinguish relationship of power and subordi-
nation, as well as of subordination and coordina-
tion. In addition, they are common to the system
of personnel policy actors in the NPU, which
are closely linked and interlinked. Second,
there is the organisational and functional sepa-
ration of the actors involved in making person-
nel policy in the bodies of the NPU, both from
each other and from other of public adminis-
trators. Despite clear subordination, all per-
sonnel policy actors in the NPU are relatively
independent of each other. This allows them to
decide independently questions and to choose
the forms and methods of their tasks.

Another feature of the system of personnel
policy actors in the NPU is the coordination
of their activities. This feature is of particu-
lar importance because a significant number
of actors that are not subordinate to each other
have been involved in making personnel policy
in the bodies of the NPU: from the President
of Ukraine to an employee of the personnel
support unit of the police body. They all have
different scope of powers and perform different
tasks and functions. Objectively, there can be
no subordination relationship between them.
Therefore, to successfully achieve the over-
all goal and objectives of the personnel poli-
cies of the NPU requires a well-coordinated
approach.

Thus, relying on the identification of the fea-
tures of actors involved in making personnel pol-
icy in the bodies of the NPU, as well as the anal-
ysis of the features that characterise the system
of such actors, we can propose the author’s defi-
nition as follows: The system of actors involved
in making personnel policy in the bodies
of the NPU is a coherent, hierarchical, complex
and coordinated system of interrelated, subor-
dinate and functionally separate actors, such as
bodies and officials that are active participants
in personnel processes, the State powers, com-
petences, tasks and functions thereof in making
personnel policy in the bodies of the NPU have
appropriate legal and regulatory framework
and activities thereof are aimed at achieving
the overall goal and objectives of such policy.

In view of a large number of different legal
statuses, powers and areas of competence
of bodies and officials included in the system
of actors for making personnel policy in the bod-
ies of the NPU now, there is a need to classify
them into separate groups according to different
specificities. This approach will not only reveal
the role of each actor in making personnel pol-
icy in the bodies of the NPU, as well as identify
promising ways to increase the effectiveness
of their activities in this field.

It is most appropriate to classify all actors
involved in making personnel policies in
the NPU according to several criteria.

First, depending on the position of the per-
sonnel policy in the bodies of the NPU in
the general political structure of the State,
the actors involved in making such a policy
may be at different hierarchical levels: 1) Actors
involved in making the State personnel pol-
icy (President of Ukraine, Verkhovna Rada
of Ukraine); 2) Actors involved in making
the personnel policy of executive authorities
(Cabinet of Ministers of Ukraine, National
Agency for Civil Service of Ukraine); 3) Actors
involved in making the personnel policy
of the Ministry of Internal Affairs (Minister
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of Internal Affairs of Ukraine, Personnel Depart-
ment of the MIA); 4) Actors involved in mak-
ing personnel policy in the bodies of the NPU
(Head of the NPU, Human Resource Depart-
ment); 5) Actors involved in making the per-
sonnel policy of the bodies, enterprises, insti-
tutions, organisations belonging to the police
system (heads of the relevant structural units,
their personnel units).

Second, depending on the competence, all
actors involved in making personnel policy in
the NPU can be grouped into: 1) Actors whose
competence extends to all bodies of the NPU
(central level); 2) Actors whose competence is
limited to a certain territory (regional and local
level); 3) Actors whose competence extends to
a specific body, a police unit (object level).

Third, depending on the nature and speci-
ficity of the tasks and functions of the actors
involved in making personnel policy in the bod-
ies of the NPU, they can be differentiated into
actors of general and special competence. The
former has wide-ranging powers to regulate
personnel actions within the bodies and units
of the NPU (Personnel Department of the MIA,
Human Resources Department of the NPU). The
latter, on the contrary, performs only separate,
highly specialised tasks and functions (select
candidates for police service, or are responsible
for the training, retraining and advanced training
of police officers, etc.).

Fourth, depending on the nature
of the relationship between personnel policy
actors and the objects on which their influence
is directed, internal and external actors can be
identified. The first group includes all actors
within the NPU system. Consequently, their
powers in making personnel policy are inter-
nal, and among the actors of personnel policy
subordination relations prevail. For example,
these actors are the heads of the police, heads
of bodies, units, police institutions, the Human
Resources Department of the NPU. In contrast,
the actors in the second group are organisa-
tionally separate from the police, that is, they
are not part of the NPU system. These are, for
example, the President of Ukraine, the Cabinet
of Ministers of Ukraine, the VRU and others.

The next issue to be addressed in this scien-
tificarticle concerns the identification of the sys-
tem of actors involved in making personnel
policies in the NPU. The analysis of the cur-
rent legislation and the practice of the bodies
of the NPU enables to conclude that today
the actors involved in making personnel pol-
icy in the bodies of the NPU are: 1) the Pres-
ident of Ukraine; 2) the VRU; 3) the Cabinet
of Ministers of Ukraine; 4) the National Agency
of Ukraine for Civil Service; 5) the MIA
of Ukraine, in particular through the Minis-
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ter of Internal Affairs of Ukraine, Personnel
Department of the Ministry of Internal Affairs
of Ukraine and other structural units of the MIA
of Ukraine; 6) the NPU, inter alia, through
the Head of the NPU, the Human Resources
Department of the NPU and other units
of the Central Police Administration; 7) heads
of bodies, units and institutions of the NPU
and their Human Resources Units; 8) educa-
tional institutions and research institutions
of the MIA and NPU; 9) other specialised
bodies and institutions of the NPU; 10) local
government bodies, trade union organisations
and other public actors.

3. Shortcomings of personnel policy in
the bodies of the National Police of Ukraine

A review of the statistics, analytical refer-
ences and practices of the above-mentioned
actors enables to identify several conceptual
shortcomings in the organisation of their
activities, which have a negative impact on
the quality of personnel policy in the bodies
of the NPU, as well as significantly reduce
the effectiveness of its implementation.

First, the dispersal of powers in the field
of making personnel policy in the bodies
of the NPU among a significant number
of “external” actors that have not only dif-
ferent legal status, but also organisationally
and functionally are not subordinate to each
other. For example, the so-called “external”
actors, such as bodies and officials that are not
part of the NPU or the MIA of Ukraine, have
a significant number of rights and duties in
the field of personnel management in the NPU.
This situation leads to several negative conse-
quences, starting from the stalling of certain
personnel policies (including due to the ina-
bility to provide them with adequate financial,
logistical, resource and other support) and to
the establishment and strengthening of police
dependence on political decisions.

In order to eliminate or at least minimise
the negative consequences of this situation, in
our opinion, it is necessary to take a number
of organisational and legal measures, such as:
to review the content and nature of the powers
vested in “external” actors involved in making
personnel policy in the bodies of the NPU; to
exclude from the list of such powers those,
the implementation of which makes the police
(or their leaders) dependent on certain political
actors; to limit as much as possible the powers
of “external” actors, focusing on monitoring
and supervising making personnel policies
in the NPU; all rights and powers granted to
“external” actors should be provided with cor-
responding duties aimed at balancing influence
and preventing undue pressure (primarily polit-
ical) on police bodies, etc.
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Second, the absence of a coherent log-
ical structure of “internal” actors involved
in making personnel policy in the bodies
of the NPU. As can be seen from the system
of actors involved in making personnel policies
in the NPU bodies, a very wide range of bod-
ies, units and officials of the NPU are involved
in the implementation of certain policies. Of
course, such “specialisation” of personnel work
has a number of advantages, such as improving
the quality, promptness, proficiency of its imple-
mentation. However, it has serious shortcom-
ings, such as the lack of proper communication
and interaction between the actors of “general”
and “special” competence in making personnel
policy in the bodies of the NPU that is a par-
ticular concern. That is why, even with high
efficiency in the performance of individual
tasks and functions in human resources man-
agement, the overall objective of the personnel
policy may remain unfulfilled. This is because
the NPU Human Resources Units are not yet
ready to assume full responsibility for the effec-
tive implementation of personnel policies, that
is, they cannot guarantee a high quality of selec-
tion and deployment of police personnel.

In our view, this shortcoming can be reme-
died only by a number of structural and organ-
isational measures, in particular: to review
the general system and structure of “internal”
actors involved in making personnel policy in
the bodies of the National Institute of Edu-
cation, to take measures for its optimisation
and unification, liquidation of actors, respon-
sible for making only certain areas of personnel
policy and not for ensuring the performance
of other tasks and functions of the police (with
the transfer of their powers to actors of “general
competence”); to review unify the personnel
powers of “internal” actors, exclusion of pow-
ers, duplicated or involving the application
of different mechanisms of their implementa-
tion; to define and regulate clear responsibili-
ties of actors for the effectiveness and quality
of the implementation of various personnel
policies.

Third, the lack of proper communica-
tion and interaction between the different
actors involved in making personnel policies
in the bodies of the NPU. As we have noted
above, there are many subordination and coor-
dination relations between such actors that
should ensure that the core tasks and func-
tions of the NPU bodies and units are carried
out in a clear and uniform manner. However,
due to a number of managerial and organisa-
tional factors, this is not the case. Most heads
of territorial and other structural bodies
and subdivisions of the police make their own
“adjustments” in the personnel policy, which, on

the one hand, allow for the local and regional
interests and needs of such bodies and units;
on the other hand, they create unequal con-
ditions for the recruitment and performance
of police officers (including subjective appoint-
ments). Moreover, the situation is aggravated
by the large turnover of senior staff and, conse-
quently, the frequent change in the direct (local)
conditions of service in a police body (unit).

In order to address this shortcoming,
we believe that a number of organisational
and operational measures should be taken,
including: to ensure the integrity and unity
of personnel policies in all bodies and units
of the NPU; to develop, implement and moni-
tor rigorous adherence to standardised and har-
monised personnel policies and programmes; to
maximise personnel functions within the NPU
Human Resources Management Units (at all
stages of the personnel cycle: from career guid-
ance to pensions for persons dismissed from
police service); to limit the subjective powers
of police heads in staffing of subordinate units;
to expand the coordinating functions of the Per-
sonnel Department of the MIA of Ukraine in
the implementation of the main areas of person-
nel policy in subordinate bodies and subdivi-
sions of the police, etc.

Fourth, shifting the focus of the work
of the actors responsible for implementing
personnel policy in the bodies of the NPU to
the performance of statistical, accounting,
recording functions. If the review of the pow-
ers, rights and duties of the actors directly
involved in the implementation of personnel
policies in the bodies of the NPU reveals that
most of them are limited to accounting, regis-
tration and monitoring tasks. However, back
in 2002, N.P. Matiukhina in her dissertation
research drew attention to the fact that “per-
sonnel departments... can only marginally claim
the role of a staff management tool”, as well as
underlined the expediency of reorientation
of their activities to the performance of “inform-
ative, analytical and organisational” functions
(Matiukhina, 2002, p. 141). Almost 20 years
have passed since then, but the situation has
hardly changed. Nowadays, most of their work-
ing time, human resources employees, as before,
process and registrate personnel documents,
prepare draft orders on personnel, formulate
and issue various certificates, prepare reports for
managers. With this approach, it is unlikely that
they will be able to achieve the main objective
of personnel policy, which is to establish, main-
tain, develop and manage the human resources
capacity of the police bodies and units.

The above points to the need to take
a number of managerial measures to strengthen
the activities of those responsible for
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implementing personnel policies in the bod-
ies of the NPU, such as: to review the powers
of human resources officers to reduce the scope
of reporting-registration and statistical powers;
to abandon statistical and registration reports
that are irrelevant in the current context; to
place the main responsibility for the quality
selection of police personnel on human resources
units and their managers; as well as its efficient
and effective use; to shift the focus of the work
of human resources units to personnel policies
such as career guidance, study and assessment
of personal and professional qualities of employ-
ees, creation of a reserve of managerial per-
sonnel, organisation of mentoring, adaptation
of new employees, socio-psychological support
for official work, quality training, retraining
and advanced training of employees; to improve
personnel policy such as forecasting and plan-
ning in order to determine the prospects of staff
development and to take necessary managerial
measures in timely manner; constant moni-
toring of the situation in the field of personnel
management of police bodies and units in order
to determine the reasons for staff turnover
and other shortcomings in this field, etc.

Fifth, a low level of proficiency among
the heads and staff of the bodies and units
responsible for making personnel policies in
the bodies of the NPU. The problem of low
proficiency is common not only to the special-
ised units involved in human resources work,
but also to all the other actors responsible for
implementing the main areas of personnel pol-
icy in the bodies of the NPU. As we have been
able to ascertain, most of the human resources
of the NPU do not have specialised training
and do not have specific knowledge and skills in
dealing with personnel. With regard to the heads
of the relevant police bodies and units, who are
actively involved in making personnel policy in
their subordinate units, only a few have received
training in personnel management. Under these
circumstances, it is unlikely that good results
can be expected in the staffing of the NPU.

In our view, it is not possible to remedy this
situation solely by the organisational and func-
tional measures described above. Measures
aimed at professionalising all actors in person-
nel policy without exception are also urgently
needed and relevant. The most appropriate
and effective measures, however, may be to
increase the number of specialists with special-
ised training among the personnel of the police
bodies, as well as experience in areas such as
staffing and personnel management; to practice
periodic training courses and specialised train-
ing for the employees of these units (including
on socio-psychological work, professional ethics
and etiquette, conflictology, the latest meth-
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ods and techniques of personnel work, etc.); to
organise additional training courses for police
heads at all levels in the most relevant and com-
plex areas of human resources management
(including on scientific organisation of labour,
modern technologies of personnel management,
long-term and operational planning of person-
nel requirements, etc.); to establish operational
and eflicient communication and interrelation
between the actors of personnel support, at dif-
ferent hierarchical levels; to expand the scope
of advisory, informational, organisational, ref-
erence, training, supervisory and other pow-
ers of the Personnel Department of the MIA
of Ukraine and the Human Resources Depart-
ment of the NPU; to intensify educational
and scientific activities of higher educational
institutions with specific conditions of training
in the field of personnel work in the NPU, in par-
ticular, by introducing in the curricula (includ-
ing on the training of specialists at the mas-
ter’s degree) specialised subjects and special
courses in personnel management and staffing,
to development and introduce special advanced
courses for personnel (including unregistered);
to organise and hold various scientific events
(conferences, round tables, seminars) devoted
to the discussion of the most pressing prob-
lems in the field of staffing of bodies and units
of the NPU, positive foreign experience in
the organisation of personnel work in the police
and promising areas of its implementation in
the national law enforcement system.

Sixth, a systematic increase in the number
of persons responsible for the implementation
of certain tasks of making personnel policies in
the bodies of the NPU. It is well known, nowa-
days a large number of actors are responsible for
implementing personnel policies in the bodies
of the NPU. However, a negative trend exists
not only towards the continuous expansion
of the network of such actors, but also towards
an increase in the number of staff in the human
resources services. Usually, the administration
of the MIA and NPU attributes this situation
to the increasing complexity of the activities
of the human resources services, as well as to
the expansion of their assigned tasks and func-
tions. However, given that the NPU staff ceil-
ing has been enshrined at the legislative level
and has remained unchanged for many years,
this explanation does not seem entirely appro-
priate.

Indeed, human resources officers now per-
form a much greater number of tasks of making
personnel policy in the NPU. This situation
should not, however, be regarded as an absolute
justification for the expansion of such units. In
our view, there are other more rational ways
of optimising their activities, in particular: to
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streamline the structure and number of per-
sonnel units in order to determine their best
balance with the headcount of the body (unit)
of the police; to “audit” the functional powers
of personnel units (cancellation of those dupli-
cate tasks that are outdated or irrelevant); to
improve the general level of professional train-
ing of personnel services; to introduce mod-
ern personnel methods and technologies into
the practice of their activities; to computerise
standard personnel procedures; to rationalise
work with accounting, statistical, reporting
and other documentation; to practice provision

of individual personnel services by external
“highly specialised” actors (various consult-
ing, auditing, information, design, advisory
and other firms), etc.

4. Conclusions

The above list does not exhaust all the prob-
lems of organising the activities of the system
of actors involved in making personnel pol-
icy in the bodies of the NPU. However, unless
the above-mentioned shortcomings are
addressed, any other measures aimed at improv-
ing the quality and efficiency of the police force
will be doomed to failure.
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CYB’EKTH KAIPOBOI ITOJIITUKU B OPTAHAX HAIIIOHAJIBHOI ITOJIIIIIT
VKPATHI: IIOHATTS, XAPAKTEPHI O3HAKU, KJIACUDIKAIII

Awnoranisi. Mema. MeToio CTaTTi € HalaHHS 3arajbHOI XapaKTePUCTUKH Cy0'eKTaM KaApoBOI IOJIiTH-
k1 B opraHax Harionasproi nostinii Ykpainu, BU3HaUeHHS IXHIX 3arajJbHUX 1 CHeI[iabHIX 03HAK, OKpec-
JIEHHST IXHbOI CUCTEMU, TPOBeIeH s Anudepenilialii 3a pisHOMaHI THUMI KPUTEPISIMI, a TAKOXK 3'SICYBAHHST
IXHBOTO MiCIId i POJTi B aIMiHICTPAaTUBHO-TIPABOBOMY MeXaHi3Mi (popMYBaHHS Ta peasisarii KaJpoBoi MoTi-
THKH B OpraHax i migaposzinax Harionansrol mositii Yxpainn.

Pesyavmamu. AnasizyioTbes pisHOMaHITHI HayKOBi AediHinii MOHATTS «cy6'€KTH KaApOBOi MOMITH-
KM», HaroJIONIYEThCS Ha IXHIX mepeBarax i HezosikaX. OKpeMo BU3HAYAIOTHCS O3HAKH, 1110 TIPUTAMAHHI
BciM 0e3 BUHSITKY cy6'exraM KajipoBoi mositnkn B opranax HarionanbHoi mooiiii Ykpainu, ta o3nakw,
1[0 XapaKTepU3yIoTh CUCTEMY TaKUX cy0’€KTiB 3arajioM sIK €AuHuMii 1 misicuii enement. MopMyTIOEThCS
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aBTOpPCHKa JeiHillis MOHATTS «crcTeMa cy6’ekTiB opMyBaHHs Ta peasisallii KapoBoi MOJITHKK B Opra-
nax Harionanbroi moziiii Ykpainus, a Takoxk o6rpyHTOBYEThCS OIIBHICTD BKIIOYEHHS JI0 TaKOT CHC-
TEMU OKPEMUX CKJIAJIOBUX eJieMeHTiB. Po3pobiieHo GaraTopiBHeBy Kiacudikaiiito cy6’ekTiB (hopmyBaHHs
Ta peasizaliii KafpoBoi MOMITHKN B opranax Harionanbhoi moditii Ykpainu, B OCHOBY SKOi MOKJIA/IEHO
Taxi KpuTepii, K MicIle Ka[poBoi MoiTHKN B opranax Harionanproi mominii Ykpainu B 3arasabHil 1moJri-
TUYHIH CTPYKTYPI Jep:kaBy, cdepa KOMIIETEeHI], Xapakrep Ta crenndika 3aBaanb i GYHKIIN, XapakTep
B3AEMO3B’SI3KY MiXK Cy6'eKTaMu KaApoBol MOJITHKK Ta 00’€KTaMu, Ha sKi CIpsIMOBaHO ixHiil BrymB. Ha
T/ICTaBi TIPOBEICHOTO aHAJi3y BU3HAYAIOTHCS KOHIENTYalbHi HEJIOTIKM B OpTaHi3aliii AisIbHOCTI cucTe-
Mu cy6'€KTIB KajpoBoi OJITUKY B opraax HatioHaibHOT mosiiiii Ykpaitu, siki HeraTBHO BILIUBAIOTH HA
SIKICTDb KaQJIPOBOI TMOJIITUKH, & TAKOK MTOMITHO 3HIKYIOTh e(heKTUBHICTB ii pearisaltii.

Bucnoexu. binpuiictb KepiBHUKIB TePUTOPIaJbHUX Ta IHIINX CTPYKTYPHUX OPraHiB i MiIPO3/iJiB
HOJIIIT BHOCSATD BJIACHI «KOPEKTHBI» Y KaJPOBY TOJITHKY, SIKi, 3 OZHOTO GOKY, TO3BOJISIOTH BPAXyBaTH
JIOKAJTbHI Ta perioHabHi iHTepecu i moTpedy TaKMX OpraHiB i MiAPO3/iiiB, a 3 iHIIOr0 GOKY, CTBOPIOIOTH
HEPiBHI yMOBH IPUIHSTTS Ha CJ1yKOY B MOJIIIIO 1 IPOXOJLKEHHSI TAKOT CTysKOU (B TOMY YHCJI IPU3HAYCH-
HsI Ha BIANOBIHI Tocaau oci6 3a ¢y’ ekTuBHIME MipKyBaHHstM1 ). CUTYallisl YCKIAHIOETHCS TAKOK 1 3HA-
YHIM CTYIEHeM TJIMHHOCTI KePiBHUX KaJPiB i y 3B’I3Ky 3 UM YacTolo 3MiHOI0 6e3mocepeHix (JIoKasb-
HUX) YMOB IPOXOJUKEHHST CJIy:KOM B TOMY YM iHITOMY oprani (Miapoa/iii) mosmiii.

KimouoBi cioBa: [ep:xaBHO-BIaJHI II0OBHOBAKEHHS, 3arajibHa Ta CIlelliaJlbHa KOMIETEHIIis, Kaipo-
Ba moiTHKa B opranax HamionaspHoi moitii Ykpainu, HOpMaTUBHA yperyJibOBaHiCTh, OpraHisaiiiina
i pyHKIIOHATbHA BIIOKPEMIIEHICTD, crcTeMa cy0’€KTiB KajipoBol MOJITHKY B opranax HartioHanbsHol moJri-
il Yxpainu, cy0’ekTu 3arajbHOI Ta CHEiaIbHOI KOMIIETEHILi, Cy0’€KTH KaZpOBOi HOJITUKH.
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