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Prior to build a competency profile of the
principal of the municipal educational institutions
in the city of Krasnoyarsk we assume that the
competency is an ability of the principal to solve
tasks in an organizational context successfully
(when purpose, the nature of work, organizational
structure, intra-regulation, and organizational
culture are set beforehand).

There cannot be good and bad competencies,
rather they may or may not reflect specific
context. when

organizational For example,

describing the focus of personality, whether he/
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she is orientated to the process or the outcome is
determined by the conditions of work and arising
problems.

Selection of methods for the analysis of
competencies is critical due to the necessity
of: scientific validity; ability to work online;
possibility of generating statistical reports in
an automated way; ensuring the compliance of
the resulting profile with the evaluation criteria
of competence method CAPTain-UTS and the
possibility to use this method to evaluate and

monitor the competencies of principals of the
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municipal educational institution in the future,
to determine the extent of their compliance
with the occupied position and their lack of
competencies for developing training programs.
ADVANCED scales have been designed for
professional practice and not for clinical
purposes, and are focused on the activities
executed by the respondent rather than on the
deep structure of the individual.

CAPTain is a computer protected method
when the person tested interacts only with
a computer, which calculates all the results
obtained, so the results of CAPTain test have a
high degree of objectivity when conducting and
analyzing the data.

The structure of the competencies was
determined by wus in accordance with the
ADVANCED scales, allowing assessing the
competencies by 38 scales, subdivided into six
subgroups:

* A work style

* B leader qualities

* C making decisions

* D personal characteristics

* E teamwork

* F basic characteristics

Rating scale:

- Low (the very first interval, from 0 to 1 or

2)

* Average (from 3 to 6 or 7)

* High (the last interval, from 7 to 8§ or 10).

To assess the professional qualities and
work style of employees applying for a particular
position, one must have a consistent set of
criteria for this assessment and determine the
desired level of performance for every criterion.
The list of criteria and the required level of
values by CAPTain scale, which is taken as
a model, according to which the results of
candidates are compared, is called a profile of job
requirements (hereinafter referred to as profile of

requirements).

Well made profile of requirements indicates
specific of the abilities, qualities and knowledge.
It must be sufficiently differentiated and shall

describe the required characteristics in detail.

Statement of the Problem

The researchers created a representative
group of experts — principals of the municipal
educational institutions of various areas in the
city of Krasnoyarsk (totally 23 people).

Testing of experts was made by the procedure
called QPD (Questionnaire Profiles of Demands),
which is aimed at the classic analysis of works.

The results were discussed in the focus
group mode in 2 stages:

Stage 1 — involving all the experts

Stage 2 —the group consisted of 10 principals,
who most actively participated in the first round
of discussions.

According to the QPD procedure, analytical
data describing the principal performance are
presented in the form of competencies, including
behavioral characteristics, personality traits,

knowledge of anti-corruption legislation.

Results

1. Analysis of targets of school principals,
based on the survey of experts (totally 23 people),
leads to the conclusion that the principal of the
municipal educational institution does not feel as
the subject of management, cannot formulate any
target and follow the set (hand down) target. The
targets were formulated in the style of process
terminology and, in most cases they reflect
management functions (81.3 % of the respondents
(Table 1)).

2. In paragraphs describing the principal
performance, our experts noted the following
positions as the most significant.

The operational tasks dominate — 81 % of
respondents, which determined high rates of

D5vector.
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Table 1. Examples of answers of school principals in Krasnoyarsk about targets of their activities. The style of

the authors is preserved

The targets are formulated in style of process terms and
reflect more often management functioning than its results

The targets are formulated in style of process terms and
reflect results partly

Management (administration) of learning processes,
recruiting, hiring and management of personnel,
achievement of targets set by the founder. Development of
an organization (need to deliver results better than in any
other similar organizations)

Management of preschool educational institution, solution
of financial problems, strategic planning in the given
institution, settling matters of personnel management,
management of the institution within the regulatory and
legal framework and legislation

Recruitment, allocation of financial resources (budgeting),
decision-making, the motivation of staff

Strategic planning, organization, analysis, stimulation
The general management, the creation of conditions for the
smooth functioning and development of the organization
System management of organi-zation

Educational, enlightening, controlling, organizational
Management of organization

Creation of conditions for the organization activities
Management of the educational process

Keeping position

Management, planning, activity analysis, the
implementation of tasks, creation of conditions for work

The general management of educational organization,
achieving a high quality of offered education, — development
and implementation of a development program of
educational institution, namely personnel selection —
monitoring of development program to ensure safe
conditions of being in the organization

Improving the efficiency of administrative activity
Enhancing the education level pupils-students, development
of solidarity, mutual support, gratefulness to elders.

The defining feature of the position is the
management — 69 %. For successful management
one needs such qualities as the ability to work
with general information and to respond flexibly
to the situation, to defend the point of view and to
think strategically, to have a fairly high level of
readiness to take action. In addition, the manager
must be able to build and maintain relationships
in the team, setting the general direction of the
activities for all employees. Accordingly, there
must be low ASindicator and medium DI, El,
Cl indicators. Indicator A4, given the experts’
answers to other questions, has to be average.

Documentation = management  activity
prevails — 50 %. This type of activity requires
a high degree of attention to detail, clarity and
work structuring, the ability to organize and
carry out tasks independently. These determine
high A3, D5 indicators. But the principal is only
responsible for paperwork, but does not do it

actually, so the parameters A4 and A5 are low.

The predominant are system tasks — 50 %.
Unlike routine tasks they require the ability to
see the overall direction of all interconnected
units (areas, departments), to analyze the extent
and quality of their mutual influence on each
other. Consequently, there are high indicators by
vector DS5.

The staff management is also remarkable
=50 %. For this kind of activity the ability to
interact with people is chief, but, above all, is the
willingness of the person to be a leader and take
responsibility for the work of employees. This
factor determines high indicators by vector F1.

Personal responsibility is decisive — 63 %. If
the working position requires the ability to take
independent decisions, possibly without spending
additional time and effort for their finalization and
the approval of senior management; to determine
the stages of work and set goals, that means that
the personal responsibility of this position is

high. In this case, you must take into account that
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a person in such a position should consider their
relationship with management as a necessary
division of responsibilities and functions, rather
than as an opportunity to demonstrate their
loyalty and dedication. Therefore the researchers
got high A8 indicator and low indicator by vectors
B4, F5.

According to experts, the work of the
principal of the municipal educational institution
implies mostly problems related both to finding
solutionsto problems—>50 % and theadministrative
activities. The need to solve the problems arises
in different amounts in different workplaces. Any
manager solves problems every day, however, the
scope of these decisions, the need to find new
approaches, or the (organizational, intellectual,
communicative) specifications of solutions
are different. The ability to solve problems is
composed of several skills such as creative
thinking, openness to everything new, the ability
to stand up for their beliefs and to develop plans
for their implementation. In addition, one needs
a high intellectual potential and knowledge
level, as well as a conceptual approach. The
person responsible for finding the way out of
problem situations must be prepared for personal
responsibility, and therefore must make their
own decisions thoughtfully and discreetly, and
have sufficient endurance to implement them.
Administrative activities, onthe contrary, asarule,
require the ability to perform monotonous tasks,
accuracy and reasonableness of actions without
the desire for innovation. The predominant tasks
here are those of practical implementation (75 %)
and the need for multi-faceted and multi-level
solutions (56 %). This contradictory combination
of requirements conditioned the following values
of the competencies’ vectors — high indicators by
A9, A7, All, D4, F4 vectors, and low indicators
by A10 vector, but the principal is more likely
to control over the routine work than to perform

it; the description of other activity parameters

affecting vector A10 allows to decide in favor of
the average value and the average indicator by C1
vector.

The command tasks dominate (56 %) along
with the requirement from the principal to be a
leader (56 %) and to be able to maintain external
contacts (63 %). It is also quite a contradictory
combination. Therefore, there should be high
indicators by E3, F1, D3 vectors and the average
indicator by E5 vector.

There is high level of engagement in the
assessment of the behavior of other people (81 %).
Assessing the behavior and abilities of people, or
the situation, controlling the quality of work, a
person must first be willing to take responsible
decisions, and this is a necessary condition
for the existence of adequate self-confidence,
allowing a critical self-evaluation. Depending
on the position and the type of tasks, one must
possess such qualities as spontaneous, intuitive
making decisions (in the case of interaction
with people and the need to respond quickly to
the situation in production), or vice versa — a
high degree of accuracy and deliberation (for
example, in assessing the multi-faceted / multi-
level situation). Consequently, there is a high
indicator by vector F9, an average indicator with
a tendency to increase by vector Cl, an average
indicator by vector El.

There is a very high need for successful
communication in the office, with present almost
all kinds of communications. A necessary
condition for successful communication of all
kinds is the willingness of the person to contact
and collaborate, perform teamwork. The more
often is a need to make such contacts, the higher
is the indicator by F10 vector. There is a certain
hierarchy by communication types:

1. negotiating (94 %);

2. speaking in public (94 %)

3. convincing (75 %)
4

exchanging new information (31 %)
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During negotiations

During the negotiations, an important role
is played by the ability to defend one’s interests,
without losing the personal contact with the
negotiating partner and without exerting too much
pressure on him/her; what counts is the ultimate
desire to agree. Consequently, the indicators by
D1 and D3 vectors range from average to high.

To persuade someone in something, one
must have considerable power of persuasion,
which manifests itself in a clear understanding of
their own position, regardless of the correctness
of the arguments. What is more, constant effort
is required in order to lead others, to demonstrate
the ability to maintain good relationships and
negotiate. Consequently, the indicators by DI and
El vectors range from average to high.

Public

mentality sets and behavioral skills that allow

speaking requires some inner
easy and successful performance and are reflected
in the indicator of potential salesman level. The
indicator by E2 vector is average, while the
indicator by F3 vector is high.

Quite the opposite qualities are necessary
to understand and exchange new information.
The indicators by A10 (the need for change) and
D4 (willingness to change) vectors range from
average to high.

The principal’s activities imply, according to
experts, that in close contact with a second person
or a group there is a need to establish contacts
with strangers and to use personal connections in
the interests of the organization. The indicators
by ES5 and E6 vectors range from average to high,
while the indicator by E4 vector is high.

The intellectual potential

Any labor activity presupposes the existence
of intellectual potential. However, different job
positions assume both a certain level of knowledge
(education) and an ability to think scientifically.

At different job positions people have to solve

problems varying in intellectual level — from a
mere choice of several known variants (the level
of middle and secondary education) to the creative
and scientific approach to finding solutions (level
of high education or even several degrees). As
a rule, high demands on the intelligence are
directly related to the conceptual and theoretical
work style (94 %) and set the high level of the
indicators by A9 vector (Scheduling).

Difficulty of taken decisions, according to
experts, is above average and the high (87 %).
The complexity of the decisions depends on how
complex / multi-level problems are to be solved,
i.e. what number of factors and their interactions
one needs to calculate and consider before
making a decision. These decisions will affect
all employees and all divisions (departments),
therefore, the principals need careful planning
and foresight; the presence of creative instincts,
independence; the search for new solutions
and theoretical approach. Obviously, such
decision-making requires a calm pace of work.
Consequently, the indicator by A6 vector is low,
the indicators by Clvector range from average to
low, while the indicators by F4 and A9 vectors
are high.

Experts believe the work of the principal
extremely diverse, with a lot of various tasks
that require a high level of flexibility, ingenuity,
and individual initiative (81 %). The more varied
are the activities, the greater is the need to be
proactive and, if possible, to reveal creative
abilities, as well as show a high degree of
willingness to work with new ideas and actively
promote them. Accordingly, the indicator by A10
vector is average and the indicators by A8 and F4
vectors are high.

The level of creative abilities should be
higher than average (50 %). To explore creativity
CAPTain has an independent scale. Very high
levels of CAPTain to meet the high demands for

creativity, pushing the issues of implementation
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into the background. A creative person does not
need to respond readily and with eagerness to
the innovations made by others. Nevertheless,
there are some operating positions involving both
situations. For them, the need for change indicator
should vary from average to high level.

The experts noticed quite high level of
attention to detail, but the range of opinions
is striking, so taking into account the experts’
answers to other questions, I suppose that the
level of attention to detail has to be from low
to average, but mainly low for the head of such
level.

Thelevel of self-organizationis characterized
by experts as the average, so there is a need
in rather consistent and structured operating
procedure that must be regularly adjusted for
current requirements.

High ambitions (50 %), corresponding to the
level of 7-8 by D2 vector.

The

candidate for this position is expected to have,

more subordinate employees a
the greater his/her leader’s potential and the
desire to see himself/herself as a leader should
be; and the ability to delegate tasks and powers
should also be bigger. Due to the fact that 81 %
of the experts mentioned the presence of a large
number of people subordinate to the principal,
the parameters F1, F2 and B2 should be high.
Shared responsibility is
the level from 51 to 250 people, 56 % of
This

what level of balance and complexity the

recorded at

the experts. parameter determines
decision demonstrates; how many people in
the company will be affect by the decision
taken by a person at this position; the level
of managerial abilities. The higher are the
quantitative characteristics, the lower are
the following indicators: A5, All, D 5. The
indicator by C1 vector is average.

The experts said that the most important

forms of management functions performed by the

principal of the municipal educational institution
%) and
coordinate one(31 %). The collegial-cooperation

are collective-cooperative one (44

style is appropriate for highly qualified and
motivated employees, it corresponds to low
indicators by AS, A4, Cl vector and average
indicators by Bl and B3 vectors.

A coordinator (tutor, consultant) management
style is good enough to manage the independent
personalities; it requires the ability to convince
and persuade, while preserving and maintaining
relationships. In this case we see the average
indicator by DI vector and the average and high
indicators by El vector.

Thus, the profile of competencies of the
principal of the municipal educational institution

takes the form shown in Fig. 1.

Conclusions

The character of activities in municipal
education implies that the principal of the
municipal educational institution functions
more likely as the general principal than the
entrepreneur.

To perform the set tasks in the present
operating context successfully, the principal,
according to experts, should demonstrate the
aforesaid competencies, which in turn must be
built and sustained via monitoring and assessing
of competencies by the regional education
authorities.

The

application of assessing and monitoring the

author’s experience in practical
competencies by CAPTain technology allows us
to conclude that this method has the following
advantages over traditional manual processes
of competency assessment: low labor intensity
of evaluation; transparency of assessment
procedures; high speed of information flow; the
possibility of measuring characteristics, that
could be adjusted as a result of training and

other forms of work with people; comparability
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Ipacgmyeckoe usobpaxeHue ADVANCED

Mpodwmne: Qupektop MOY

CAPTain

D = MNoaMTHEHER 30HA |:| = NomycTMMan 30Ha |:| = HeraTMeHan 30Ha l = MCKniuaioLyM KpHTEpHi

CTHNb PABOTHI nl1 2 3 4|5|6(7 8 910

& {:mmu‘e[p.m‘re DDMEHTHDDEAS HA NONEIHOCTE FOTOE DafOTATE O MMICHUANESOH CALDOTIAYEH
A2 LleneHanpaEnesHocTy OPHESTADOBAH H3 RROUECC CEEHTUPOBES H JOCTHNEHME (EITETATA
A3 Nissoe yyacTwe AT pRGOTaT: ApYTHE NOHET BOE [ENATH CAM

Al CIN00praHKuEaLmA i, padioTaET RO CATYALMM QMEHE CHITEMATIMEH

ADS OeTand pafioraeT C ofwed enhopsaeei B EHTRE BHALZHER JETANH

ADE Tewn paloms HE TOpOMATER pafoTaET SUEHE BHCTRO

A07 BeinepoE HETEDRENHE EhiEERH

ADE CaMOCTORTENEHOCTE R TOUHEE FRIXIHHA PaBaTEET CHUMOCTOMTELHE

Ard MnaHKpoEaHWE MpATHHCH, CRCHTAHER TEOCETHNEH, BOE NASADYET

A10 Henasiwe nepeses crocoden k pyTesoll pabore et pazoolipamn & paliore

A11 HCnomHETENEHOCTE HE BE OSN3 QOB0INT 40 KIHLA BCETLY BIBEMLAET ERIAEMA
KAMECTBA PYKOBOOWTENR o1 2 3 45|67 8 910

BO1 MugepeTas HET CTEEMIEHEN TR HDOSATD CTpERnEHRE K aOIONOTHOEY MEERCTEY
B2 fenerWpoeasie BOE ENBET (AW MEOTD AEneTHpyeT

B3 Ceziakee ENAKHA DIDEEEAET HEMTTETEHOE BN AN DOMEHUCE BIHAHAS

BO4 ABTOPHTETH HENARMC, DTBETCTEAHEN COMEHTUPOBES H1 ARTO[ETETH
MPUHATHE PELUEHWA o1 2 3 45|67 8 810

CO1 NMpueATHE pewwesil NIPHHAMAET DELIESIR C TN SKTEO IPHAMIET P
NHYHOCTHHIE XAPAKTEPHC THEM o1 2 3 45|67 8 910

D01 CamoyTEepRmEtne FETYTAET| ECETLA OTCTEHBBET CBOM FHTEpEO
D02 Ak e analinLgail DHEHD TIETNABEH, M0GAT ROATyPEHFTD
D3 Bnapetme colol CNOHTAHSE, IW0UAcHANEH QHEHD COEEERN

D4 Mawahes A HET CTDEMNESMA £ HINEHESTE RICTYTIAET XN MM HEHHN

D5 Peamszarop OPHEHTHPOEAH HA CTRATEMHD peanEET BIAHHA

DDE SWTHE: AN YOERET SHEEAHT fETHeCy SANDOHTCE B MPoWwed DemecEi opue
PAGOTA B HOMAHOE nl1 2 3 4|5|6(7 8 910

E0 KoumpoMmucchl = HACTPCAS HA EOIMREORHCT ST EOENPOMACT

E02 Mpwanasmwe HEIABACHIA OT MHEHHA D RIDLI HKGBETON B O HAH

ED3 BHMAMZRNE DEDYRIMDLHY HE TREGYET BHALISMN ousT Obms B uEHpe Dolemad

EDd NMisHbiA eoHTaET CAZpRIAgETeo CHEHE IRDUHCHATEHIRIHT A THER

EDS MpHHAANERHOCTE MyTne FE HYWIAETOH & OOWECTRE et oluscma

EDE COTPYAHHUECTED ENCTPOEH HY CHMIOD 2N FICINHHMETCN GO HHTEDECEM
BAJDBLIE XAPAKTEPHCTHEM o1 2 3 45|67 8 910

FO1 Ponb pymecaurens He mAgeT cefin = ponu pyeceoqMEEm uguT c=fin TONSNo B PONH PNOBAGATENR
FO2 Npeanocsmis PyEoaciIeTens WA NPESADCHN0R MEOID PPENOCSNCE

FO3 Moresysan npogasya HE BHCoEAN ROTEHLMAN BLICDEHA ROTEHLMAN

Fid KpeamMEHOCTE HE [EMOHEH [IAARNTH HOSHIE KAEH EPEATASHHE JA0ATRE

FO5 n:n'pedmnnqq.u.eptn HE HPEOSETIN B ROROETEEE CHMBHD EYWASETCN B FOOQ8 pEEE

FOE OpWeHTALMA Ha yCnex D4EHD OCHOSATENEH H PETYEEH TOueT OLICTROND yOmexa

FOT ¥pooecHs AITHEHOCTH ol CUEHE TEUNE AT

FOE TexHWJECKHA Noamoan OTCYTCTEGE TEXHAECRON HHTEPEC B0 BOEM NOENOANT TEEHE T

FO3 YaepesmooTs B calde TN HHAN CEAILEHEN [T ———

F10 CMEPRITOCTE K KOHTETAM EEEINOATAET DAGITATE GAMH COTHO PlTAET B DANEHM ELANET

Fig. 1. Profile of the competencies of the principal of the municipal educational institution



Irina P. Vorontsova. The Formation of the Profile of the Competencies of the Principal of Municipal Educational Institution

of report formats and the ability to analyze the the professional community that allows ensuring
individual’s dynamics quickly; monitoring the proper quality of evaluation and control at an

process of evaluating competencies is made by  acceptable cost.
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