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PROFESSIONAL COMPETENCE OF SUPERVISORY STAFF OF THE 

NATIONAL POLICE OF UKRAINE: PSYCHOLOGICAL AND LEGAL 

ASPECT 

 

The article investigates the content and structure of the professional 

competence of the head of the police unit, as well as the possibilities of some 

psychological means for the study of the professional competence of supervisory staff 

of the National Police of Ukraine. The outlined model of professional competence of 

the head of police unit, which is structurally represented in two types. Based on the 

generalized model, the structure of professional competence of the head of the police 

unit highlights its basic components. The cognitive and functional-activity 

components of the structure of professional managerial competence of the manager 

and their structure are considered. Proposed psychological methods of investigating 

the professional competence of a police manager. 
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The problem of improving the professional-psychological training of the 

National Police of Ukraine is extremely relevant, taking into account both the socially 

significant focus on ensuring law and order, as well as the risk-prone and extreme 



nature of their activities, and the ever-increasing level of complexity of the conditions 

and factors that accompany social change. 

High requirements to the level of professionalism of these specialists require 

targeted development of personal and professional qualities, mastery of the system of 

theoretical and applied knowledge, the ability to apply them in practice under any 

conditions, regardless of the specifics of their work. 

The modern complexity of the tasks is solved by the National Police of Ukraine 

(Article 2 of the Law of Ukraine "On the National Police" [1]), primarily in the fight 

against crime, which is becoming widespread and dangerous, ensuring public safety 

and order, protection of human rights and freedoms, and in the interests of society and 

the State, the provision of assistance services to persons who, for personal, economic, 

social or emergency reasons, need such assistance, and the extremely difficult 

conditions in which it is carried out, require the continued professionalism of police 

personnel, the professional competence of managerial staff, and a high level of 

scientific support for their training and practical activities. 

Official activities of police officers are traditionally considered as complex 

ones and characterised by a significant psychophysiological and physical impacts on 

employees, and the activity of police managers is especially difficult. Not all people 

are able to cope with managerial responsibilities; therefore, there is an important issue 

of studying potential and professional competence of police managers under their 

positions mobility and promotion. In the context of reforming of law-enforcement 

authorities of our state, special attention is paid to the study of professional-

managerial competence of heads of police units; researchers believe that it influences 

successful activities of police units, the quality of managerial decisions and, for this 

reason, it is crucial to clarify its content and structure. 

The purpose of the article is to cover the content and structure of the 

professional competence of the manager, as well as performance capabilities of some 



psychological tools for studying professional competence of executive staff of the 

National Police of Ukraine. 

Professional competence of a manager is traditionally understood as a 

generalized personal complex that includes his/her mastery of formed expertise. In 

turn, scholars refer required knowledge, skills and work methods of the chief as well 

as developed professionally important qualities and professional managerial 

experience, which ensures the effectiveness of his/her executive activities, to 

competencies [2]. Thus, scholars differentiate concepts “competence” and 

“competency”, and most of authors mark that competence is a scope of competencies 

realized in activities. At the same time, scholars emphasize that in the most general 

terms, a competency should be understood as the ability of a person to perform certain 

activities in accordance with the requirements, and competence determines a level of 

competency mastery (usually it’s not one but several) [3]. 

Many scientists have researched the content and structure of professional 

competence of specialists in various fields of professional activity. For example, in 

the structure of a specialist's competence there were four components: special, social, 

personal and individual, and were described as types of professional competence [5]. 

And the indicators of formation of these competences were determined through their 

manifestations [1]. 

On the basis of the provisions formulated in psychology, identified three main 

groups of competencies: competencies relating to the very employee as a personality 

and subject of life activity; competencies related to person’s interaction with others; 

competencies related to person’s activity and are manifested in all its types and forms 

[4]. Supporting the opinion of V.I. Barko, we offer the model of professional 

competence to represent in two structural forms: 1) functional-substantial – it is 

considered as a set of competencies related to the scope of activities, communication 

and behavior concerning a specific object of activity, communication, behaviour; 

functional-susbtantial components of professional competence in this model are the 



following components: general professional (general scientific and research 

competencies); general branch (educational and specific competencies related to the 

training of experts in a particular sphere); special (pedagogical, managerial, 

recreational competencies); 2) psychological – it is a set of cognitive-intellectual and 

activity-behavioral components. Moreover, cognitive-intellectual factors include 

expertise, knowledge and skills, indicators of thinking; activity-behavioral indicators 

(experience of behaviour, activity and communication) [3]. 

From our point of view, it is expedient to distinguish two basic competencies in 

the model of professional competence of any expert: 1) the professional competencies 

which include the requirements applicable to a head in accordance with the content 

and specific nature of professional managerial activities; 2) professional competencies 

covering professional-psychological characteristics of a person, that is, professional 

and individual-psychological qualities of a head ensuring the success of his/her 

professional managerial activities. Conditionally, professional-psychological 

characteristics can be divided into personal and activity components. It is also 

expedient to mark two basic components in the structure of head’s professional 

competence, in particular, head of a police unit, based on the above general model: 

1) professional competencies including professionally required knowledge (cognitive 

component) and professional-managerial abilities (functional and activity component) 

in accordance with the requirements applicable to the content and a specific nature of 

head’s professional and managerial activities; 2) professional-psychological 

characteristics representing professionally important individual-psychological 

qualities of the head which ensure the success rate of his professional/her 

management activities. Professional-psychological characteristics can be 

conditionally divided into personal and activity components. 

Basic components of the structure of professional management competence of 

the head of a police unit are represented: 



Professional competencies - Professionally required knowledge (cognitive 

component) and professional-managerial abilities (functional-activity component) 

which meet relevant requirements for the content and a specific nature of professional 

and managerial activities; 

Professional management competence of a head - General personal constitution 

including head’s mastery of formed competencies (required knowledge, skills and 

activity ways) as well as the availability of developed professionally important 

personal traits and early professional administration experience ensuring effectiveness 

of his/her professional management activity; 

Professional psychological characteristics - A set of professional and 

psychological traits of a head ensuring the success rate of his-her professional 

management activity. 

Taking into account the above, one can conclude that the model of professional 

managerial competence of the head of the police unit is a system of professional 

knowledge, skills and individual psychological qualities that collectively ensure the 

effectiveness of technologies of purposeful influence on the processes that take place 

in the head’s organizational unit and create the necessary conditions for solving law 

enforcement tasks. 

A cognitive component of the structure of professional managerial competence 

of the head is a set of knowledge which can be conditionally divided into two groups 

taking into account the scope of their application: 1) specialized knowledge in 

management activity in the police: peculiarities of the organization of management 

process (including the content and specifics of the application of normative legal 

acts), the peculiarities of the organization of the management process in the 

professional activity of the head, the functional content of the head’s management 

activity, etc. (specifics of organisation of management process in the police; special 

aspects of organisation of management activity of the head; functional essence of 

management activity of the head); 



2) knowledge of the psychological foundations of management activity of the 

head: motivational theories, socio-psychological peculiarities of the functioning of the 

team, leadership styles, etc. (management principles; motivational theories of 

management activity; leadership styles; social-psychological peculiarities of team 

functioning). 

Functional-activity component is abilities oriented to head’s skill to exercise 

managerial functions in the professional activity effectively. Compared to cognitive 

component, the functional-activity one is formed on the basis of the introduction of 

theoretical models into professional activity. 

Based on the classification of management functions, traditional for theory of 

management, the structure of functional-activity component of head’s professional 

competence includes the following skills: planning of group and own activities; 

organization of joint activities of employees; motivation of the team for solving 

professional tasks; stimulation of subordinates to productive activities; control of the 

results of the joint activities of police officers. 

The above skills allow head to exercise important functions for making 

managerial decision in the context of collection and analysis of information on the 

state of the controlled subsystem, the development and decisions making, bring them 

to the notice of the objects of management. 

Model of professional management competence of the head of the police unit is 

in the form of a system of professional knowledge and skills, which ensure the 

effectiveness of the application of technologies of purposeful influence on the 

processes taking place in the formal organizational unit subordinated to the head 

create the necessary conditions for the solution of the tasks of the police unit. 

Equally important in determining the competence of the head of a police unit is 

the following psychological methods for studying professional competence. 

The study of the experience of developed foreign countries of the world shows 

that the procedure of investigation of the professional competence of police managers 



is a rather complex process which involves a number of socio-psychological methods, 

including CV study and job talk with a candidate (interview) [6]. 

CV study is usually performed in the express mode according to the following 

parameters: the last place of employment, education, age, knowledge of a foreign 

language, specialized computer programs, motives of professional activity, etc. CVs 

selected due to a quick review are studied in detail. Attention is drawn to the quality 

of basic and additional education, to the level of organizations where the candidate 

has worked or is working, to his achievements in the official activities. After a 

preliminary analysis of a CV, a candidate has a job talk (interview) during which data 

on his communicative abilities, the level of general education can be obtained. Such 

kind of scheduled job talk is called structured interview. The technology of structured 

interviews is widely used in the process of assessing staff and police heads, and this 

assessment is based on competency framework. As a rule, an interview is conducted 

when deciding on the recommendation of police officers for managerial posts of 

different levels. Moreover, the very structured interview is the main instrument for 

competency assessment. For this reason, it is essential to draw attention to studying 

professional suitability of the supervisory staff of the National Police of Ukraine. 

We are going to consider the psychological methods and tools which are used 

in the process of studying police officers through structured job talk (interviews). 

During an interview, a police officer answers a variety of questions in a free format, 

which mainly relate to the experience in solving (overcoming) one or another official 

and life situations (problems). Based on the analysis of the content of his answers, a 

psychologist or HR manager, using a specific method, determines the availability and 

degree of development of one or other competencies essential for the effective 

performance of official activities in the person. In the case of proper application, the 

method of competency assessment is quite accurate and predictably valuable. 

The technique of interviewing has many options depending on the purposes it is 

focused on. Its basis is to get an idea of policeman’s competencies which include 



integral characteristics that determine his successful official behavior and personal 

qualities combining abilities, knowledge and skills. It is competencies which 

determine person’s working efficiency in a particular position. 

The main objective of an interview for competency assessment, or behavioral 

interview, is to find out detailed information on how an employee works out official 

functions in different situations. During this interview, a police officer does not 

evaluate his actions but just describes his behaviour, feelings and actions (relating to 

the competencies being studied) in different circumstances. Compared to common job 

talks, such an interview can be conducted by several interviewers, whose tasks, roles 

and functions are carefully planned in advance that makes the preparation of the 

interviews more complicated. 

An interview aimed at identifying competencies consists of two stages: a) an 

introductory one where the necessary contact between the interlocutors is established 

and the general information about the employee and his activities is found; b) the 

main where questions of competencies are raised. 

All questions are carefully planned and processed in advance in content that 

reflects their connection with the competencies that are being studied. It also reflects 

on the total number of questions and the sequence of their presentation. In addition, 

temporal factor also plays important role. As practice shows, getting detailed answer 

to a well-formulated question is from 5 to 10 minutes. The interview is thoroughly 

documented in a mandatory manner using any means – from recording in the 

notebook to high-quality audio and video recording. 

The variability of situations of police official activities creates a large number 

of different competencies necessary for success of these types of activities. In 

addition, it is necessary to use professional set of critical competencies, which are 

called competency frameworks in personnel practice, for every type. It is clear that 

there are a large number of such frameworks. Therefore, in each specific case, or 

more specifically in the case of competency assessing of each particular employee, it 



must concern a specific framework of competencies according to the post and relevant 

competencies that form the content of the framework. 

As an example, we consider the post of head of the police unit for which 

competency framework for successful activity has been developed. It is important for 

the head of police unit to have four key competencies (in fact, depending on the 

complexity of the work and the conditions in which it is carried out, there may be 

more): planning and control; decision making and responsibility; team work and 

personnel motivation; stress tolerance. To assess the availability and degree of 

development of the competencies of the candidate for the position of head of the 

police unit, the following questions can be prepared for the interview. 

Introductory stage. 1) «Describe the activities in your post”, “What tasks does 

your post solve?”, “What specific functions do you perform?”; 2) “What do you do 

best in work?”, “What do you think, due to which skills and abilities do you succeed 

in it?”, “Where don’t you always succeed?”, “What are the reasons for this?”; 3) 

“What specific difficulties do you have in your work?”, “Give examples how you 

overcome these difficulties”. 

Main stage. 

1. “Planning and control”. 1) “Tell us, how do you manage large volumes of 

work?”, “What do you usually start work with?”, “What do you do to ensure 

timeliness and adequate level in carrying out tasks?”, “What does usually impede you 

to perform your work?”; 2) “Have you had situations when you had to perform rush 

work within short timeframes? Give an example”, “What did you help to cope with 

this work?”, “What conclusions did you do for yourself?”; 3) “Describe a specific 

recent case where you have not been able to do work in time”, “What have been the 

reasons?”, “What is your personal responsibility for breaking the deadlines?”, “What 

specific actions have you made in order to overcome the situation at hand?”; 4) “Even 

the best employees (heads) sometimes miss the essential elements in planning. Did 



you have some mistakes in planning? Give an example.”, “What were the 

consequences?”, “How did you rectify the situation and what was the result?”. 

2. “Making decisions and responsibility”. 1) “What sort of decision do you 

usually have to take?”, “What do you rely on when deciding?”, “What difficulties do 

you face when deciding?” Give examples”; 2) “What decisions are easiest for you? 

Why?”, “And what decisions are the most difficult for you? Why?”, “Did you have to 

take difficult decisions? Give an example”; 3) “What is necessary to make correct 

decisions?”, “Give examples of correct decisions from your experience”, “And give 

examples of wrong decisions”, “What were their consequences?”; 4) “Give an 

example when you had to act absolutely independently in an unusual situation”, 

“What decisions did you have to take then?”, “What was the result?”; 5) “Give an 

example from a recent past when you have did beyond the call of duty”, “Why have 

you done it?”, “How did your seniors and colleagues take your initiative?”. 

3. “Team work and motivating”. 1) “How do you assess the psychological 

climate and atmosphere in your team in general?”, 2) “Do you being asked for help, 

advice or support of a colleague? How often?”, “Why do they do it? Give examples”, 

“Do you provide them with real help?”; 3) “What conflict situations did you face in a 

team?”, “How did resolve these conflicts?”, “Did you actively participate in it?”; 

4) How do you act if you are not satisfied with work of your colleague or 

subordinate? Give an example”; 5) “What is an ideal leader in your opinion?”, “What 

methods do you use to motivate your colleagues and employees? Give an example”. 

4. “Stress tolerance”. 1) “Did you had any crisis situations in the past where 

you had to make decisions and act?”, “What was the cause of the crisis?”, “What did 

you do to overcome it?”, “What feelings did you experience during this period?”; 

2) “Did you have serious failures? Give an example, tell me what happened, and how 

did you react to it?”, “How did surrounding people treat you during this period?”; 

3) “Describe an official situation which caused your negative reaction”, “How did you 

resolve this situation?”, “How did your colleagues react to it?”; 4) “Did you have to 



show persistence and patience to overcome the undesirable situation? Give an 

example”, “What was the reason for the resistance to solving the situation?”, “How 

did you manage to overcome it and what was the result? 5) “Give an example of a 

situation when you had to maintain your own position on a particular issue. How did 

you feel then?”, “What arguments and techniques did you use?”. 

On the basis of analogy, one can elaborate questions towards any other 

competencies essential to police officers, for example, “influence on subordinates”, 

“fence-mending”, “interpersonal understanding”, “analytical thinking”, “innovation 

and creativity” etc. Competency-based interview is carried out observing the 

requirement of “linguistic domination” of interviewee, that is, questions and 

comments of the interviewer should be no more than 15–20% of the time. The rest of 

the time should be taken for the employee’s answers, his narration and explanations. 

Analysis of the information obtained during the structured interview should be 

implemented by an expert group. The scope and depth of the analysis depend on the 

tasks. In the process of analysis, initially, it is marked clear “behavioural examples” in 

the statements of the person under review, then their differentiation with respect to 

“positive” and “negative” is implemented. The positive and negative examples are 

classified according to the competencies under study and then they are estimated 

quantitatively (usually according to five-point grading scale) in relation to one or 

another competency. Ultimately, the data is summarised and the final conclusions are 

formulated. 

It is important to turn attention to the main principles for the construction of 

structured interview taking into account analysis of non-verbal features. Numerous 

researches show that there are obvious differences between the effective and 

ineffective way of conducting a job talk in the form of a structured interview (if the 

quality of obtained information is a basis) caused by behavioural tactics of the 

interviewer. The difference lies in the fact that a well-acting interviewer puts 

predominantly wide-range questions stimulating an interviewee to talk most of the 



interview time. In the case of an improperly organized interview, the interviewer 

predominantly speaks and puts forward mostly direct, narrow-minded and quite often 

guiding questions. 

It is established that during an unprofessional structured interview, there are 

three main types of common mistakes: a) the interviewer often interrupts the 

interlocutor in the process of informing him without the need; b) the respondent is 

offered extremely large number of narrow-minded and guiding questions (narrow-

minded, specific questions are less valuable in terms of obtaining information than 

broad-based ones, especially when they are raised too often since they cause less 

detailed answers); c) the sequence of questions is often thought-out in advance, it does 

not take into account the state and peculiarities of the thinking processes of the 

respondent. There are often awkward and unexpected questions impeding the normal 

performance of memory and information retrieval. 

A kind of interview called “cognitive interview” is conducted using the 

following principles and techniques: 

1) similarity of the situation of the real event and the interview. Human 

memory is improved when in the process of interviewing the general psychological 

environment is approximate to the situation that took place during this real event. 

Therefore, the interviewer should try to restore all possible external attributes of the 

event (including the situation, weather conditions, emotional experiences, and 

concomitant thoughts) in memory of the interlocutor; 

2) focused nature of information reproduction. Reproduction of memorial 

content, like any mental activity, requires some concentration of effort. Therefore, the 

interviewer should continuously help the respondent focus his efforts on recollecting 

the relevant information. Any factors that may distract attention and interfere with this 

process (external noise, frequent interruptions, etc.), impair the memory performance 

towards information retrieval; 



3) extensity of reproduction. In general, the more attempts are made by the 

respondent to reproduce a specific episode the more substantial information he 

reproduces. Therefore, it must be constantly encouraged to make as many attempts as 

possible to recall a certain event. Due to failed attempt many interviewees give up 

recalling, thus, it is important that the interviewer constantly stimulates attempts to 

recall the event, even if the interviewer states that he doesn’t remember anything; 

4) adjustment of questions to the interlocutor. Successful reproduction of some 

details from memory partly depends on the extent to which the content of the 

questions and the form in which they are presented correspond to the specific memory 

characteristic of a particular person. Therefore, it is important that the interviewer 

adjusts his questions to the interviewee as much as possible. Any unified method of 

questioning consolidated for different people will never be an effective stimulant for 

their memory, although it can formally simplify conversation procedure. Flexible 

interview methodology in the process of which the style and focus of interrogation 

vary in accordance with the psychophysiological features of a particular person is 

more effective. 

It is expedient to ask the interviewee to express the essence of facts and events 

of interviewer interest in free form but, before, he should be provided with the 

following instructions: 1) reproduction of circumstances: “Try to reproduce the 

environment surrounding the event of our interests in memory. Describe the premises, 

illumination, weather conditions, smells, objects and people in the vicinity. 

Remember your feelings and emotional experience. In the process of narration, try to 

cast mind back to the scene”; 

2) details presentation: “Sometimes people do not give all information of 

interest because they do not consider it to be important. Please do not try to sort 

information by relevance independently. Do not miss any detail. Describe all details, 

even the least important in your opinion”; 3) order change: “It is generally believed 

that the chronological sequence of the presentation is most convenient. However, try 



to tell everything in a different order. For example, start with what you think was the 

most striking and most important, and move in the story from that point through time 

back and forth”; 4) perspective change: “Try to state a situation of our interest from 

different standpoints. Imagine yourself in shoes of other participants and try to 

reproduce it again as they could see and hear all of those things”. 

Most researchers agree that the more accurately spatial-temporal context of 

events is reproduced in the process of interviewing, the more accurate and fuller the 

memories are. The imagine transference of a person in the described situation 

improves information recollection. 

It stands to mention that during the conversation it can be used a number of 

specific questions, which after completing the free description, will help to improve 

the recall and specification of individual elements of the communicated information. 

The areas covered by these issues include as follows: a) description of physical 

characteristics (“Try to remember, does the person you describe remind someone? If 

so, think and say why”. “Can you mark something unusual in his/her appearance?); b) 

names (“If you cannot remember the name, try to reproduce its first letter at least. 

Then try to remember the number of letters or vowels in that name”); c) numbers 

(“Was the number large or small?”, “What was an approximate number of digits in 

it?”); d) speech peculiarities (“Remember, was the voice similar to someone else? If it 

was, think and say why”, “Was anything unusual in the voice?”); e) content of 

conversations (“Remember your reaction to interlocutor’s words. How did present 

company react to them?”, “Was anything unusual in words?”). 

In order to study professional-psychological characteristics of a head, the 

psychological tools for conducting a competition for senior positions in the police are 

additionally used. The research showed that in order to evaluate the intellectual 

components of managerial skills it is expedient to use the following psychological 

tools. 



Intelligent Structure Test, 2000R, made by R. Amthauer. The test is used to 

assess the level of the intellectual development of people aged 13 to 60 years with the 

aim of differential candidates’ selection for different types of professional orientation 

and professional selection. The test diagnoses the verbal and nonverbal components of 

intelligence, in particular verbal, calculating-mathematical, spatial, and mnemonic; it 

is based on the idea of Ch. Spearman on the presence of general intelligence factor 

(G) and a number of specific factors. The test presented by R. Amthauer in 1953 

(revised in 1973) and it is still one of the most valid and reliable methods for studying 

the level and structure of intellect. The test consists of 9 sub-tests. 

In total, R. Amthauer test has 176 tasks for interviewees. The test duration is 90 

minutes. When calculating “raw” grades (except for the 4th subtest), the correct 

response is assessed at 1 point. Sum of primary scores for all subtasks is the general 

estimate of intelligence level. The profile is analyzed separately. R. Amthauer 

suggests that if an interviewee obtains the highest results in the first four subtests, 

he/she has developed “theoretical abilities”. In the case when the results are better for 

the last five subtests – “practical abilities” prevail. According to R. Amthauer, 

correlations with academic success – 0,46; with expert estimates of intelligence 

level – 0.62. 

Guildford Unusual Using Test (adaptation of V.I. Bark. V.H. Pank, 

S.V. Lazarevskyi) allows assessing the level of human creativity based on parameters 

of mental speed, flexibility and originality of the verbal creative process. Studies 

confirmed the high reliability of the test (0,73–0,79) and validity on the criteria for 

creative activity, although the indicators of the latter vary depending on the type of 

creative activity. 

Divergent thinking test “Unusual thinking” is developed on the basis of 

J. Guildford ideas and designed for people aged 12 years. Test duration is 6 minutes. 

The task of the test is to make up as many as possible different (including unusual) 

ways for using ordinary object, and write them down. After the test, the results are 



evaluated using a key that allows determining the level of speed, flexibility and 

originality of the divergent thinking of the respondents by categories, subcategories 

and specifics. 

Ваr-On Emotional Quotient Inventory. It was developed by a clinical 

psychologist R. Ваr-On in 1996. There is EQ coefficient of emotional intelligence 

(EI) according to IQ scale. In opinion of R. Ваr-On, EI is a set of non-cognitive 

knowledge and skills which affect the ability to cope with the requirements and 

pressure of society successfully. 

The inventory assesses five main components of EI: intrapersonal (self-esteem), 

interpersonal (compassion, responsibility), adaptability (the ability to adjust own 

emotions to changing conditions), self-management (stress tolerance), and general 

mood (optimism level). 

In summary, the use of the above psychological tools and methods for studying 

the professional competence of a police officer increases the quality and quantity of 

useful information obtained from a frank interlocutor. At the same time, under such 

conditions, the quality of information presented by an insincere employee is greatly 

declined and accompanied by a significant number of non-verbal features that allow 

identifying the statements as false with confidence. Thus, the essence of the above 

methods using for attention activation and stimulating the memory of a person in the 

process of studying the components of professional competence (in particular, in the 

form of a structured interview) lies in the differential influence on the speech-mental 

processes of the interlocutor. They contribute to improving and facilitating the 

recollection of the necessary information of a sincere person and intensify the 

complications associated with the presentation of a detailed “legend” and lead to non-

verbal psycho-physiological features of the insincerity of a play actor. For this reason, 

the use of psychological tools for verifying professional competence and ability of a 

police manager to carry out the activity in the context of running competition for a 



senior position of a police employee is an important focus in improving the system of 

executive staff recruitment for law enforcement agencies of the state. 
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