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Abstract. The article deals with the topical issue of providing qualified employees to forensic expert
institutions of Ukraine. It was determined that personnel policy is an integral component of the country’s
economic system. According to the authors, modern approaches to the management of organizations require
organizational changes in the priority areas of personnel development, including the processes of recruitment,
selection and placement of personnel. It is noted that the rational arrangement of personnel is the distribution
of employees by positions, in which the discrepancy between a person’s personal qualities and the requirements
for the work performed by him is minimal without excessive or insufficient workload. The purpose of the article
is to highlight the ways of selection and placement of professional personnel as one of the directions of providing
a forensic expert institution with qualified professional employees. To achieve the goal, general scientific methods
of theoretical generalization, comparison, system analysis and formalization were used. The issue of effective
provision of training by qualified personnel of forensic expert institutions of Ukraine was considered. The process
of personnel selection, possible methods used for this process are considered in detail. The system of errors that
are allowed in the personnel policy of forensic institutions and possible options for solving them are separately
defined. Ways to overcome staffing errors that are more effective are proposed.
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INTRODUCTION

Personnel policy is a component of economic policy and personnel management in general. It is
related to economic policy, because within its limits, state bodies and management of both state and
private organizations and institutions make fundamental decisions in the field of human labor, which
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cover all functional branches of a specific organization. The quality of these decisions depends to some
extent on the professional suitability of the employees who are empowered. Last but not least are the
level of employee utilization, stimulation of their development, job assignments, and wages, as
important factors in the successful operation of any organization. Therefore, it remains unclear the
fact that even today in some institutions the heads of personnel management departments play a
secondary role in the selection of personnel compared to the heads of other divisions or institutions
in general. It should be noted that the selection (selection) and placement of personnel is an important
organizational measure on which the efficiency and stability of the institution’s activity depends, and
forensic experts of the institution are no exception.

THEORETICAL FRAMEWORK

A number of works by domestic scientists are devoted to the issue of providing qualified employees
of forensic institutions. For example, V. Fedchyshina (2012) considered the issue of the hierarchy and
multi-vector nature of forensic expert activity. She noted that the implementation of expert justice
provision is one of the main tasks of the Ministry of Justice of Ukraine, and disclosed the mechanisms
for the implementation of forensic expert activity, the organization of scientific and methodological
support for forensic expert activity, and the organizational and management principles of the activities
of state specialized institutions. Along with this, M. Scherbakovskyi (2008) paid attention to the
issues of the qualification of a forensic expert for high-quality conducting of forensic examinations.

At one time, V. Kontimirova (2020) noted that the development and effectiveness of the system
of judicial expert institutions of Ukraine in the conditions of European integration, democratization
of public relations and the active process of reforming national legislation today require careful study
and application of international experience in this field, bringing the norms of national legislation
into compliance with modern international standards and strengthening of international cooperation
between forensic institutions on the basis of recognition and compliance with established international
standards of forensic activity.

However, the question of the organization of selection, selection and placement of personnel in
forensic institutions to ensure their effective work and further powerful development remained outside
the attention of scientists.

METHODOLOGY

The purpose of the work is to highlight the ways of selection and placement of professional
personnel as one of the directions of providing the forensic expert institution with qualified professional
employees.

To achieve the goal, general scientific methods of theoretical generalization, comparison, system
analysis and formalization were used.

RESULTS

In the process of personnel selection, each specific candidate for a position is studied in order to
determine the employee’s suitability for successfully performing his duties in certain positions. When
staffing, it is important to combine all departments, the heads of which should direct the activities
so that the forensic institution functions as a single entity.

Selection and placement of personnel is one of the important functions of the management cycle,
which is implemented by the management of any institution. Everyone participates in this process:
managers of various ranks and the personnel department, and it is aimed at evaluating the business
qualities of the future employee. The effectiveness of the institution as a whole largely depends on
the organization of the process of selection and placement of personnel both in separate areas of
activity of the forensic expert institution (for example, such activities as expert, research, educational,
etc.), and in the general management system.

2



MpaBo Ta iHHoBauiHe cycniabcTBO — Law and innovative society
2023, 2(21), 21-33, https://doi.org/10.37772/2309-9275-2023-2(21)-2

The selection and placement of employees is understood as the rational distribution of employees
of the institution by structural subdivisions and positions in accordance with the accepted system of
labor distribution and cooperation, on the one hand, and the abilities, psychophysiological and business
qualities of an individual employee that meet the requirements of the content of the work performed,
on the other. The purpose of this process is twofold:

— formation of active labor collectives within structural units;

— creation of conditions for professional growth of each employee.

Scientists noted that the selection and placement of employees is based on the principles of
compliance, perspective, and variability (Balabanova, Sardak, 2006). The principle of conformity
means the conformity of moral and business qualities of applicants with the requirements of certain
positions. The principle of perspective is based on taking into account the following conditions:

— establishing an age limit for various categories of positions;

— determination of the duration of the period of work in one position and in the same area of
work;

— possibility of changing profession or specialty, organization of systematic professional development;

— health status.

The principle of variability is that the better use of employees should be facilitated by intra-
organizational labor promotions, which are understood as the processes of changing the place of
employees in the system of division of labor, as well as changing the place of employment within the
forensic institution, because the stagnation (aging) of personnel , associated with a long stay in the
same position, has negative consequences for the activity of the institution.

The selection and placement of employees forms effective staffing through the replacement of
employees in positions, based on the results of comprehensive assessment, career planning, working
conditions and remuneration of employees of the forensic institution.

Maximally efficient use of personnel is one of the most important factors in the success of any
forensic institution. Employees are the key resource on which the productivity of the institution as
a whole depends. Because of this, there is a need to implement personnel management capable of
creating an environment in which labor potential will be fully realized, employees abilities will develop,
and the level of satisfaction with their work will increase.

Separately, we note that the level of work with personnel today does not correspond to the tasks
that forensic expert activity should solve in the conditions of reforming the judiciary of Ukraine, the
implementation of an active social and personnel policy. Such a situation is due to the fact that the
practice of personnel support of forensic institutions quite often neglects the achievements of scientific
and technical progress: scientific methods of assessment, placement and training of personnel using
the results of scientific research are weakly implemented in the practice of personnel services.

An effective process of selecting employees is especially important for a single forensic expert
institution, because, as scientists note, it is precisely from the rational staffing of the institution that
its image, effectiveness, and competitiveness depend (Nazarova, 2012).

Scientists have proven that personnel management in any institution functions thanks to the
introduction of effective technologies. Personnel management technologies are a system of goals,
means and methods of exercising managerial influence on employees. The formation of personnel is
the main task of personnel management not only at the start of the institution’s development, but
also throughout its life cycle. Depending on how actively the personnel service is engaged in the
process of forming the composition of the institution’s employees, takes care of improving the structure
of the personnel composition and determining the predominant qualities of employees, the effectiveness
of the institution’s activities as a whole depends in many respects (Hoshovska, Pashko, Fugel, 2013).

The selection of employees in the staffing structure of a forensic institution is a rather responsible
and complex process that cannot be implemented without following a certain algorithm, which is used
regardless of the applied recruitment technologies and contains three blocks with corresponding
components in each block.

Search for job applicants (Zelenkov, 2011):

— formation of requirements for a vacant position;
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— determination of the method of searching for an applicant for a position;

— vacancy announcement.

Selection of applicants for the position:

— analysis of the resume provided by the applicant;

— preparation and conduct of an interview during applicant selection;

— testing the candidate for the position and evaluating his results;

- verification of information about the applicant for the position.

Making a decision on admission to a specific position:

— selection of the best candidate for the position;

— job offer and contract conclusion.

As can be seen from the given algorithm, it is at the first stage (the first block) that it is determined
how the search for a potential employee will take place. Domestic institutions should support global
trends and turn to modern recruitment technologies (Zhilyaeva, 2010).

The peculiarity of one of the types of personnel recruitment is that it is a separate direction of
search and selection of key and rare employees, both by specialty and by the level of professionalism
of specialists. This happens due to the active search for candidates in various institutions of the
customer’s profile, among those who have already proven that they are successful in this type of work
(Naumenko, L., 2020). This type of recruitment of employees for forensic expert institutions can take
a leading place among others in personnel supply, since forensic expert activity needs not only
specialists in various fields of knowledge, but also highly professional people with work experience
and unique skills and abilities.

During the interview with the candidate for the position, special attention should be paid to the
thoroughness of its preparation and direct conduct. Such attention is due to the fact that at the
interviews the personality of the candidate for the position, his business opportunities and motivation
are comprehensively investigated, recommendations are checked. The interview allows you to identify
the components of motivation of the applicant for the position, in addition, the probability of a
successful selection when using such technology is very high.

Among the recruitment technologies, the following are relevant: high-quality search for an
applicant for a vacant position; in-depth selection of an applicant for a position and the method of
“surface” selection for “mass” positions (Shipulina, Kaspruk, 2012). Let’s consider these methods
in more detail.

High-quality search for an applicant for a position:

— takes into account the personal and business qualities of the applicant for the position;

— allows you to select key managers and specialists in various fields of knowledge;

— the selection is carried out taking into account the specifics of the position in the forensic
institution and the complete collection of all data about the candidate for the position;

— the probability of successfully closing the vacancy is from 60 to 100%.

In-depth selection of an applicant for a position:

— selection is carried out through announcements and mass media;

— selection of the best available in our own database (i.e., from our own employees);

— selection in accordance with formal requirements, taking into account the characteristics of the
candidate’s business and personal qualities;

— the probability of successfully closing the vacancy is from 10 to 40%.

“Surface” selection for “mass” positions (positions):

— selection of applicants for positions according to formal requirements (education, gender, age,
work experience);

— the probability of successfully closing the vacancy is 5-10% (Shipulina, V., Kaspruk, 2012).

We are convinced that the latter method cannot be recommended at all for the formation of high-
quality personnel of forensic institutions, taking into account the complexity of their activities in
modern conditions.

It is also necessary to dwell on the characteristics of the main modern technologies of recruiting
employees for vacant positions.
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Candidate search is a method of selecting rare, key and highly professional specialists with unique
competencies (for example, heads of various structural units in an institution) (Naumenko, 2020).
The main difference between a qualitative search for a candidate and a standard technology for
selecting applicants for vacant positions is that a qualitative search for a candidate provides the client
with a set of additional consulting and information services.

In general, the stages of the process of quality search for an applicant for a position have the
following components:

— analysis of the needs of the forensic institution in terms of employees;

— labor market research and selection of necessary specialists;

— preparation of questions for the interview and direct contact with the candidate for the position;

— conclusion of the contract and warranty support of the applicant.

The scientists emphasized that the service of quality search for an applicant for a position is quite
expensive: in global practice, the fee for searching and “luring” a specialist is about 30% of the total
annual income of the hired employee (Zhilyaeva, 2010).

It should be noted that the practical implementation of a high-quality search for an applicant for
a position has its own disadvantages and advantages:

— the guarantee of a high probability of selecting the specialist required by the institution is
associated with large financial, time and labor costs;

— lack of professional training and uniform criteria for evaluating applicants for vacant positions;

— sometimes they lure not one specialist, but whole teams, which can cause huge losses to the
institution in the future.

Another important modern technology of personnel selection in the staffing system of forensic
expert institutions is in-depth selection of an applicant for a position. The use of in-depth selection
of an applicant for a position involves the selection of personnel taking into account the real features
of the vacant position and the business and personal qualities of the applicant for the position, which
is carried out with the help of the existing candidate base and based on feedback on announcements
in the media.

In-depth selection of the candidate can be carried out by employees of the personnel department
of the institution or by a recruitment agency. There is internal and external in-depth selection of an
applicant for a vacant position. Internal in-depth selection of an applicant for a position is one of the
forms of career growth of employees of a forensic institution. External in-depth selection of an applicant
for a position is a search and selection of candidates from third-party sources. One should agree with
scientists who claim that the in-depth selection of an applicant for a position takes place in stages,
and also note that such stages are also characteristic of forensic expert institutions, namely:

— search for job applicants;

— selection of potential applicants;

— selection of applicants for a vacant position;

— adaptation of new employees (Konovalenko, 2011).

“Surface” recruitment for “mass” positions is another modern recruitment technology, however, in
contrast to the above-mentioned technologies, it involves the so-called “surface recruitment”, which
is practically impossible to use in the personnel supply of forensic institutions due to the peculiarities
of their That is, the selection of potential employees takes place on formal grounds (age, sex, education,
approximate work experience) and is carried out by the institution by sending a request to the
employment service, posting job vacancies on the Internet, mass media, however, as the leading method
of selecting employees in personnel provision of forensic institutions can be used with many caveats.
The following stages of “surface” selection for “mass” positions are distinguished:

— market analysis of current vacancies;

— analysis of the requirements for the applicant for the position and the proposed terms of
employment;

— direct search and initial selection of job applicants;

— analysis of the applicant’s resume;

— conducting an interview with the applicant;
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— making a decision on hiring the candidate in question (Shipulina, Kaspruk, 2012).

Having analyzed the essence and features of modern employee selection technologies, it is possible
to provide their systematization according to the category of potential employees:

— high-quality search for applicants for positions, often designed to search for senior managers or
heads of their divisions;

— in-depth selection of applicants for positions - designed to find applicants for the positions of
forensic experts, scientific employees, etc. in forensic institutions;

— “superficial” selection focuses on “mass” positions, it is used to select auxiliary and service
personnel of forensic institutions.

It follows from the above that a high-quality search for an applicant for a position is the most
expensive modern technology of recruiting employees, and “superficial” selection for “mass” positions
does not require very significant costs.

The selection of applicants for the position is carried out in various ways, and the main task of
this method is to compile a list of qualified applicants for further activities within the limits of the
financial resources allocated by the institution for this purpose, and the human resources available to
carry out the work on the selection of candidates. There are a number of ways to attract job applicants:

— search within the institution;
selection with the help of own employees;
candidates who offered their services;
announcements in mass media;
search in educational institutions;

— appeal to the state employment service;

— use of private recruitment agencies, etc.

The selection and placement of employees involves career planning, which is carried out taking
into account the results of assessing the potential and individual contribution, the age of the employee,
his work experience, the level of qualifications and the availability of vacant positions, as well as ensuring
appropriate working conditions and wages, workplace equipment, social benefits and guarantees
(Magura, 1998). In the case of quality placement, planned promotion of the employee is envisaged,
which includes promotion, transfer, demotion and dismissal of employees depending on the results of
their evaluation and compliance of the terms of payment with the vital interests of each employee.

Very often, personnel selection is identified with the process of personnel selection, which is illegal
from the point of view of semantic linguistic load.

Selection is selection from the number of applicants for the vacant position of manager or specialist
by means of assessing the business qualities of the applicants for the position. At the same time, special
methods are used that take into account the system of business and personal characteristics, covering
the following groups of qualities:

— socio-civic maturity (ability to subordinate personal interests to social ones; ability to listen to
criticism, be self-critical; take an active part in social activities; have a high level of political education);

— attitude to work (a sense of personal responsibility for the assigned task; a sensitive and attentive
attitude towards people; diligence; personal discipline, demanding adherence to discipline, etc.);

— the level of knowledge and work experience (availability of qualifications that correspond to
the position held; knowledge of the objective foundations of management in the institution; knowledge
of advanced management methods; work experience in the organization, etc.);

— organizational skills (the ability to organize the management system and one’s work; mastering
advanced management methods; the ability to conduct business meetings; the ability to self-assess
one’s own capabilities and work; the ability to evaluate the capabilities and work of other people);

— the ability to work with people (the ability to work with subordinates and managers of various
organizations, to create a cohesive team, to select, assign and secure personnel);

— the ability to work with documents and information (the ability to briefly and clearly formulate
a goal, draft business letters, orders, orders; clearly formulate instructions, issue tasks; knowledge of
the possibilities of modern management technology and the ability to use it in one’s work; the ability
to read documents);
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— the ability to make and implement decisions in a timely manner (the ability to ensure control
over the implementation of decisions; the ability to quickly navigate in a difficult environment and
resolve conflict situations; maintaining psychological hygiene, the ability to control oneself; self-
confidence);

— the ability to see and support the cutting-edge (the ability to see new things, recognize and
support innovators, enthusiasts and rationalizers; the ability to neutralize skeptics, conservatives,
retrogrades and adventurers; initiative; courage and determination in supporting and implementing
innovations; the ability to take justified risks);

— moral and ethical character traits (honesty, conscientiousness, decency, principledness, balance,
restraint, politeness, persistence, sociability, attractiveness, modesty, simplicity and neatness)
(Murashko, 2008).

In each specific case, positions most important for a specific position and institution are selected
from this list (with the help of experts), adding specific qualities that an applicant for a specific position
should have. When selecting the most important qualities for determining the requirements for an
applicant for a particular position, it is necessary to distinguish between the qualities that are necessary
for entering a job and those that can be quickly acquired by getting used to the job after being
appointed to a position. After that, experts determine the presence of these qualities in applicants for
a vacant position. The applicant who has the most qualities necessary for the vacant position occupies
this position.

Currently, there are three main mechanisms for the selection, nomination and placement of
employees: free selection, compliance with formal criteria and competition.

Free selection consists in the independent activity of the personnel department of the forensic
institution in search of candidates for certain positions. The disadvantages of free selection are the
limitation of the circle of people from which candidates are selected, the randomness of advancement
along the career ladder, the difficulty of meeting the requirements that are uniform for the entire
apparatus.

The second mechanism is implemented in accordance with established formal criteria — for example,
the nomenclature of positions of managers and specialists, professional and qualification characteristics
of positions, etc. The disadvantage of this mechanism is that it is practically impossible to determine
a complete and accurate list of necessary requirements for the corresponding employee.

The third mechanism is based on the principle of competitiveness of candidates for a certain
position. The advantages of this mechanism are publicity, which creates the necessary conditions for
monitoring the implementation of personnel policy, as well as providing the opportunity for a wide
range of people to participate in the competition. It should be noted that this mechanism is widely
implemented in the staffing of forensic institutions. In addition, we separately emphasize that a special,
but closest to the competitive, form of filling positions, especially managerial ones, is the holding of
elections.

The main initial data for the selection and placement of employees, which, as a rule, are also used
in the staffing of forensic institutions are:

— service career models;

— philosophy and personnel policy of the organization;

— The Labour Code;
materials of attestation commissions;
employee contract;
staff schedule;

— job instructions;

— personal files of employees;

— Regulations on payment and labor incentives;

— Provisions on the selection and placement of personnel, etc.

As a result, all vacant positions in the forensic institution must be filled taking into account the
personal wishes of the employees and their planned career. Currently, the use of prognostic methods
for determining the job suitability of an applicant, built on the basis of a hypothesis about his future
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activity, is increasingly relevant. At the same time, practical methods of determining the degree of
suitability of the applicant for a specific position are also successfully used - separate assignments,
temporary replacement of the position, internship, etc.

DISCUSSION

To solve the problem of selection and placement of employees in the organization, their promotion,
it is possible to recommend a profile method that is successfully used in countries with a market
economy. The application of this method requires an analytical selection of the requirements and
personal qualities of the employee, which allows you to directly compare them with each other. The
basis of the profile method is a catalog of characteristics — requirements that are imposed on the
employee depending on the work he performs.

Characteristics (indicators) must be described and combined into a certain number of categories,
each level of requirements is assigned to some indicator and must also be characterized. Each level of
requirements corresponds to a certain level of employee qualities. The catalog of characteristics makes
it possible to take into account the requirements due to the specifics of the tasks that the applicant must
perform in a specific position, as well as the qualities of employees and even graphically depict them.

The results of the activity of a forensic expert institution in conditions of high competition in the
labor market ultimately depend on the extent to which the employees correspond to the positions
they occupy, and the positions correspond to the employees. Thus, the application of the profile method
makes it possible to directly compare the requirements and personal qualities of employees (Table 1).

Table 1 Indicators affecting the selection and placement of personnel

Names of
Ne indicator
categories

Name (code) of indicators

Assessment of the employee’s degree of compliance
with the requirements of a specific position

Indicators according to
which the employee
does not correspond to
the position held

Indicators according to
which the employee
corresponds to the

position held

1 | Qualification
level

a) qualifications do not meet
the requirements of the
position;

b) the qualification does not
meet the requirements of the
position, but the employee has
extensive experience;

¢) qualifications meet the
requirements of the position

does not meet the
requirements of the
position; conscientiously
does not fulfill his duties

the employee’s
qualifications do not meet
the requirements of the
position, but the employee
has extensive experience;
the qualification of the
employee corresponds to
the position he holds

2 | Business
qualities

a) does not perform official
duties;

b) does not fulfill some official
duties;

¢) fully fulfills official duties;
d) fulfills his duties and helps

others

does not perform many
official duties; does not
perform some official
duties

the employee fully fulfills
his duties; the employee
fulfills his duties and
constantly performs the
work of other officials

3 | Efficiency

a) underemployed;

b) working, but works
without initiative;

¢) working and proactive

the employee is not very
hardworking; working,
but works without
initiative

the employee is
hardworking, but not
proactive enough;
hardworking and proactive;
shows dedication, high
initiative
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Names of
indicator
categories

Name (code) of indicators

Assessment of the employee’s degree of compliance
with the requirements of a specific position

Indicators according to
which the employee
does not correspond to
the position held

Indicators according to
which the employee
corresponds to the

position held

4 | The quality of
the work
performed

a) errors and deficiencies in
work are assumed;

b) minor errors are assumed;
¢) the work is done
qualitatively;

d) the work is mostly done
well

the employee is allowed
to make mistakes and
lack of work

the employee makes minor
mistakes; the employee
performs the work well; the
employee generally
performs his duties well

5 | Discipline

a) allows violations of labor
discipline;

b) sometimes allows violations
of discipline;

¢) disciplined

the employee
systematically violates
labor discipline

the employee sometimes
allows violations of labor
discipline; the employee is
disciplined

6 |Psychological
compatibility

a) the employee is not
compatible with the team;

b) the employee is compatible
with the team, but there are
cases of improper
relationships;

¢) the employee is
psychologically compatible
with the team

the employee is
psychologically
incompatible with the
team

the employee is
psychologically compatible
with the team, but allows
cases of improper
relationships; the employee
is psychologically
compatible with the team

As can be seen from Table 1, the selection and placement of employees in a forensic institution,

being a direct expression of the division and cooperation of labor, creates the collective of the
institution. When forming it, it is necessary to keep in mind not only the professional, business and
personal qualities of each of its members, but also the effect of their combination - psychological
compatibility, which helps employees to work quickly and successfully with each other, which generates
satisfaction with their work.

Selection and placement of personnel within the collective is one of the effective means of increasing
labor productivity, improving the use of labor, material and financial resources. The correct selection
and placement of personnel implies that each employee should be assigned a job that corresponds to
the level of his knowledge and practical experience. Therefore, when assigning people to positions, it
is necessary to ensure that the difficulty of performing tasks has a minimum deviation and corresponds
to the qualifications of a particular performer.

The goal of rational staffing is the distribution of employees by position, in which the discrepancy
between a person’s personal qualities and the requirements for the work performed by him is minimal
without excessive or insufficient workload (Savchenko, V., 2007).

Evaluation of applicants for a position is a separate stage of recruitment and selection of applicants
for vacant positions. At the same time, the management of forensic institutions should always remember
that it is responsible for the correct selection of applicants who could implement the strategy of the
forensic institution, as well as for employees to feel good at work, and the work is responsible b their
abilities and opportunities.

Evaluation of employees is a purposeful process of establishing the correspondence of business and
personal qualities of an individual to the requirements of the employee’s position or place of work
(Vasylchenko, V., Grynenko, A., Grishnova, O., Kerb, L., 2005). Scientists propose to combine employee
evaluation methods into three main groups:
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— prognostic methods that use questionnaire data, written or oral characteristics, opinions and
feedback of the manager and work colleagues, personal conversations and psychological tests;

— practical methods, which are used to check the suitability of the employee to perform job duties
based on the results of his practical work, for which the technique of test movements is used;

— simulation methods, when the applicant is offered to solve a specific task (Hirnyak, 2015).

It is expedient to select an applicant for a vacant position in a forensic institution based on the
comprehensive use of the above methods. As a result, an expert assessment of the properties and
business qualities of the person applying for the vacant position is carried out. In each individual case,
the set of evaluation criteria will depend on the content and quality of the tasks performed by him
in the future in this position (expert, scientist, etc.). When analyzing the employee’s attitude to work,
the following are assessed:

— initiative of the candidate for the position;

— the ability to withstand significant loads;

— the ability to adapt to different situations (Zelenkov, 2011).

Diligence of an applicant for a vacant position implies a careful attitude to the means used when
solving tasks and their use; optimal use of raw materials and materials; the degree of reduction of
material costs at each workplace, etc.

Evaluating the readiness of an applicant for a position to cooperate, take into account the possibility
of his participation in solving joint tasks, relationships in the team, the ability to participate in
collective work, reaction to comments from colleagues, and other personal qualities. These criteria
form the basis for evaluating a future employee of a forensic institution, as there are not isolated cases
of them conducting commission and complex forensic examinations, which require the skills of
collective work - working in a “team”. It is important that each of these criteria can be expressed
quantitatively (for example, in points). Point assessment allows you to determine the extent to which
the proposed criteria are present in this or that employee.

Methods and methods of selection and evaluation of applicants for vacant positions are most often
divided into personal and technical.

a) personal include:

— analysis and evaluation of documents;

— testing;

— interview interview.

b) technical methods of evaluating employees:

— working experiment (assessment centers);

— graphological conclusion (Gavkalova, 2014).

In the group of personal methods of evaluating job applicants, it is most difficult to conduct
interviews. An interview is not an ideal method of personal assessment of an applicant for a vacant
position, so it is advisable to supplement it with other methods. The main purpose of the interview
is to find out whether the applicant is interested in a vacant position in this institution and whether
he is capable of performing the duties it entails. In the process of an introductory interview with an
applicant for a vacant position, it is recommended to use evaluation sheets to record the impression
of the survey. It is recommended to combine different techniques of questions (free, structured or
standardized) in the introductory conversation (Nazarova, 2012).

The interview can be conducted with two or more persons applying for the position, but not
simultaneously. It is better if the head of the structural division in which there is a vacancy and an
employee of the personnel department participate in the conversation from the side of the forensic
expert institution. After the introductory interview, an assessment is formed, which must take into
account the following criteria:

— behavior of the candidate for the position;
appearance of the applicant;
sociability, courtesy during the interview;
manner of speaking, pronunciation, eloquence of the applicant;

— cleverness;
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— whether the applicant is suitable for the position of the team or other employees of the structural
unit;

— professional suitability, education, work experience;

— relation to the position and to a specific forensic institution.

The purpose of the conversation with the applicant for the position is to select a person from the
applicants whose personal and professional profile best matches the defined requirements of the vacant
position. At the same time, the possibility of further professional development of the applicant for the
position, planning of his career, etc. is taken into account.

The more perfect, which allows you to determine the real state of the applicant for the position,
is testing. With the help of special tests, you can determine the professional suitability of candidates,
their compliance with the requirements of the vacant position. It should be noted that recently testing
is gaining more and more popularity among the leading companies of developed countries. The
advantages of this method are the ability to assess the current state of the applicants, taking into
account the specifics of the institution and the future position.

The main disadvantages of primary selection in this way are high costs, conditional and limited
tests, and the need to seek outside help. In special cases, along with the main methods of primary
selection of candidates, it is possible to use handwriting examination, as well as physiognomy data.

CONCLUSIONS

Based on the current legislative framework, recently the practice of hiring an employee with a
probationary period is becoming more and more widespread. This form makes it possible to evaluate
the applicant for the position directly in the given position without making commitments regarding
his indefinite employment. During this period, the employee performs his official duties in full and
receives remuneration for this. However, the agreement with him can be terminated after the end of
the trial period without any consequences for the institution. It should be emphasized separately that
mistakes, miscalculations in the selection and placement of employees can nullify the result of
meaningful training or give a minimal effect from the application of relevant work experience and
constructive use of personal business qualities of both applicants for vacant positions and employees
of a forensic institution.
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OKPEMI LUASIXU 3ABE3MNEYEHHSA CYAOBO—-EKCIMEPTHOI YCTAHOBMU
KBAAI®IKOBAHUMMU TMPAUIBHUKAMU

Amnotaniga. Y craTTi po3IVIIHYTO aKTyalbHe IMTaHHs 3a0e3ledeHHs KBali(pikoBaHUMU IPALiBHUKAMU CYI0-
BO-€KCIIePTHI ycTaHOBU YKpaiHu. Busnaueno, 1110 KajpoBa MOJITHKA € HEBiJ EMHOIO CKJIQJJOBOI0 €KOHOMIYHOT
cucreMu Kpainu. Ha gyMKy aBTopiB, cydacHi MAX0AN yIIpaBJIiHHS OpraHisamisMu moTpedyIoTh opraHizaliitHux
3MiH TIPIOPUTETHUX HAMPSAMIB PO3BUTKY KaJPOBOTO 3a0e3MeUeHHs], B TOMY YHCJI MPOIEciB 1060py, Biabopy Ta
PO3CTAHOBKH TIEPCOHATY. 3a3HaueHo, Mo MiAGip i po3cTaHOBKA MPaIliBHUKIB B CY/0BO-EKCIEPTHINH yCTAHOBI,
Oyyur GesrocepeiHiM BUPA3oOM TIOALLY 1 Koolepallil Ipalli, CTBOPIOE KOJEKTUB yCTaHOBU. J{0BeeHO AOLIbHICT
(bopMyBaHHSI KOJIEKTUBY 3 ypaXyBaHHSIM He Jiulie TpodeciiiHuX, AiJIOBUX Ta 0COOMCTICHUX SIKOCTEH KOKHOTO
1ioro 4sena, ajse i eexT iX MOEHAHHS — TICUXOJIOTIYHY CYMICHICTb, KOTpa J0MOMAara€e mpamiBHUKaM TBHU/IKO i
YCIHIIIHO TPAIIOBATH OJIMH 3 OJIHUM. 3a3HAYEHO, 110 PAI[iOHAIBHOIO PO3CTAHOBKOIO KAJIPiB € PO3IOJIIJI TIPAIliB-
HUKIB 110 110CaJIaxX, IPU SKOMY HEBIJIIOBIAHICTD MiI’K 0OCOOMCTUMK AKOCTSIMM JIOAUHU 1 1Ipej sBJIeHUMU BUMOT'a-
MU JI0 BUKOHYBaHOI HUM PoOOTH € MiHiMajbHOW0 Ge3 HaaMipHOI a0 HeA0CTaTHBOI 3aBaHTaKEHOCTI. MeToto
CTATTi € BUCBITJIEHHS ILJIAXIB MiO0OPy Ta PO3CTAaHOBKU IPOdEeCiiHUX KaJApiB SK OIHOIO i3 HANpsAMiB 3abesme-
YEeHHS Cy/I0BO-€KCIIEPTHOI YCTaHOBU KBaslihikoBaHUMU TpodeciiitHuMu mpariiBHUKamMu. /[y 1OCATHEHHS MeTh
BUKOPUCTAHO 3aTaJbHOHAYKOBI METOJM TEOPETHYHOTO y3araJbHEHHS, OPiBHAHHS, CUCTEMHOTO aHAMi3y Ta
dopmautizartii. Po3riistHyTo MUTaHHS 1010 e(eKTUBHOTO 3a0e3IIeUeHHS MMATOTOBKU KBaIi(hiKOBAHUME KaJpaMu
CYIOBO-€KCIIEPTHI ycTaHOBU YKpaiHu. JleTajabHO PO3ISHYTO HpoLec BinOopy KaapiB, MOMKINBI METOAH, IO 3a-
CTOCOBYIOTBCS JIJId 11HOTO Tipoitecy. OKpeMO BU3HAYEHO CUCTEMY TIOMUJIOK, SIKi IOIYCKAIOThCS B KaJ[POBIii 10-
JITHUIT CYZIOBO-EKCIIEPTHUX YCTAHOB T4 MOJKJIMBI BapiaHTH iX BUPIiNIeHHS. 3alPONOHOBAHO MIISXU MOJOJAHHS
KaJIPOBUX IOMUJIOK, 1[0 € Oi1bll eeKTUBHUMM.

Kio4oBi ciioBa: KajpoBa MOJITHKA, KOJEKTHB, Mig0Ip MepCOHAY, ITOMUJIKA, PO3CTAHOBKA KaJPiB, CYl0BO-
€KCIIEPTHI YCTaHOBU.

SEPARATE WAYS OF PROVIDING
THE FORENSIC INSTITUTION WITH QUALIFIED EMPLOYEES

Abstract. The article deals with the topical issue of providing qualified employees to forensic expert
institutions of Ukraine. It was determined that personnel policy is an integral component of the country’s
economic system. According to the authors, modern approaches to the management of organizations require
organizational changes in the priority areas of personnel development, including the processes of recruitment,
selection and placement of personnel. It is noted that the selection and placement of employees in a forensic
institution, being a direct expression of the division and cooperation of labor, is created by the institution’s
team. The expediency of forming a collective has been proven, taking into account not only the professional,
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business and personal qualities of each of its members, but also the effect of their combination - psychological
compatibility, which helps employees to work quickly and successfully with each other. It is noted that the
rational arrangement of personnel is the distribution of employees by positions, in which the discrepancy between
a person’s personal qualities and the requirements for the work performed by him is minimal without excessive
or insufficient workload. The purpose of the article is to highlight the ways of selection and placement of
professional personnel as one of the directions of providing a forensic expert institution with qualified professional
employees. To achieve the goal, general scientific methods of theoretical generalization, comparison, system
analysis and formalization were used. The issue of effective provision of training by qualified personnel of forensic
expert institutions of Ukraine was considered. The process of personnel selection, possible methods used for
this process are considered in detail. The system of errors that are allowed in the personnel policy of forensic
institutions and possible options for solving them are separately defined. Ways to overcome staffing errors that
are more effective are proposed.

Key words: error, personnel policy, personnel selection, placement of personnel, team, forensic expert
institutions.
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