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us, the related 

reforms are ongoing. 

We selected the standards of civil service in the United States, the UK and Russia for our comparative analysis, as the 

considerable changes have occurred during the last time period in civil service regulations of these countries. 

Our comparison will be based on the following categories:  

 the focus of recent reforms in civil service;  

 the legal framework;  
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 the entry into the civil service,  

 the transparency of the state service. 

The primary aim of our research and analysis is to form an ideal model of civil service standards.  

Nowadays the countries under study are on the frontier of change. The United Kingdom and the Russia Federation have 

recently had the reforms of civil service, although, the directions of the reforms are contrasting. The aim of the English reform is 

 and 

able to perform well under pressure. In contrast to this, the Russian government is looking forward to promoting the procedures of 

competition for choosing highly -qualified and highly  professional civil servants, focusing mostly on their job-related competenc-

es and skills, rather than on their personal traits. The USA is also on the way towards the reforms in civil service, because the re-

form of 1978 is antiquated. Civil service reform proponents are finding allies in federal officials, who want greater flexibility to deal 

with their workforce, as the current system appears to be unfair to hard-working and productive federal employees. 

We would like to note that changes usually depend on the urgent problems. It is a vivid example of differences between 

the approaches to governance and the chosen direction for management systems  

On the next stage of our research it is necessary to analyze the legal framework of the public service operation and func-

tioning. 

In England, for example, there are no legislative acts on civil service. The law is a non-systematic and the idiosyncratic 

system of rules consisting of a number of parliamentary statutes and acts of delegated legislation: orders of Council, decrees, in-

structions of the ministries and departments. In this case, single consolidated law on public service is lacking. However, it should be 

noted that the activities of the officials may be found in and governed by the Civil Service Code, which sets out 4 core values of the 

civil servant: Honesty, Integrity, Impartiality, and Objectivity. The public service management is based on ethical standards. Since 

the beginning of the civil service reforms in England, politicians and law specialists have been having a discussion about the laws of 

civil service, but they cannot make a final decision so far.  

The basic law of the Russian Federation, defining and regulating the activities of the public officials, is the Federal law of 

27 July 2004 "On state civil service of the Russian Federation" [1]. Partially these relationships are also protected by the Labour 

Code of the Russian Federation. It should be noted that the basic law has all the provisions regarding the entry to the civil service. 

Besides, the decree of the President of the Russian Federation from February 1, 2005 No. 112 "About competition on replacement 

of vacant posts of the state civil service of the Russian Federation"[2], complements it, because it specifies which documents must 

be submitted by an applicant for the admission to the civil service. 

In Russia, the current model code of ethics and official behavior of civil servants of the Russian Federation is purely advi-

sory in nature. Thus, the main problem is that it is impossible to apply any measures of legal liability, such as dismissal, for the viola-

tion of its provisions. But now the amendments to this issue are included in a new legal document, which may become a normative 

legal act. According to this legally binding document, the violation of its rules and regulations will be regarded as an offence. The New 

Code also contains a provision on the obligation of officials to comply with the moral-ethical principles even during their leisure activi-

ties, because the actions of the civil servant are assessed not only at the workplace [3]. 

In regard to the civil service legal regulation, the situation when the particular activity is regulated by several documents 

may occur, engendering the inconsistencies in the interpretation. Legal scholars note that, for instance, the specification of the list 

of documents, required for the admission to the position of the state civil service, is regulated by the decree of the Russian, which 

od of 

presenting the legal rules. Despite it is permissible, however, in our opinion; it is not quite efficient from a technical point of view. 

More direct method of presentation would be more preferable, for instance, the list of documents required for admission to state 

service should be enshrined directly in the Federal law "On state civil service of the Russian Federation ", and not in the corre-

spond  

The author claims that the countries need a single law for all their civil servants, because it will clearly define their rights, 

obligations and responsibilities. 

m-

ponents and the methods of this process in three countries.  

For selection of their civil servants, England and the USA created the independent governmental bodies that govern this 

process. 

In the UK, there is the Civil Service Commission. It consists of eleven members; the prerogative of their appointment be-

longs to the Queen. They are chosen not from the officials, but from general public provided that they have sufficient experience in 

different spheres of social life. They are appointed for a term of five years, on a part-  complies 

with the Civil Service Code, the provisions of which contain the rules for the conduct of selection procedures. 

Basically, the Board reviews and approves candidates for about 600 positions, included in the list of senior civil servants. 

The process of selection and hiring people for some other minor positions is provided by the HR services of the governmental insti-

tutions themselves. But the Commission still carries out the close monitoring of the process. Exclusion from the open competition 

comprises such cases as the temporary appointments for up to 12 months and, in some cases, transferring the employees to the 

new positions. The Commission is also in charge of the consideration of complaints, regarding the violations of the Civil Service 

Code [4]. 

In the USA functions of the commission are split between the Office of the Personnel Management and the Merit Sys-

tems Protection Board.  

The OPM works in several broad categories to recruit, retain and honor an excellent workforce for the American people. 

Other responsibilities of the OPM include: 

 managing federal job announcement postings at USAJOBS.gov;  

 setting policy on the governmental hiring procedures;  

 conducting the background investigations for the prospective employees;  
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 carrying out security clearances across the government. 

The OPM upholds and defends the Merit systems in Federal civil service, making sure that the Federal workforce uses fair 

practices in all aspects of personnel management. The role of Merit Systems Protection Board (MSPB) is in protecting the federal 

Merit system principles and promoting an effective federal workforce free of prohibited personnel practices (PPPs). 

The author considers this approach to the selection of civil servants to be an effective option, because the whole struc-

ture is engaged in personnel selection in the sphere of public service. Thus, the best selection is guaranteed. 

u-

thority separate

management of civil service and the representatives of scientific and educational organizations (as independent experts). 

The Commission panel shall be formed in such a way as to prevent the conflict of interest that could affect the final deci-

sion of the competition experts. First of all, this measure is aimed at counteracting corruption, and also is used to prevent the per-

sonal interest of the  

But the number of independent experts should be not less than one-fourth of the total number of members of the Com-

mission, i.e. if the Commission consists of 5 people, there is only one independent expert among them. This approach, according to 

the author, cannot ensure full objectivity and transparency of the competitive procedures. 

 The increase in the number of civil society members in the competition Commission will surely contribute to the objec-

tivity and transparency of the procedure, as, in our opinion, the selection of candidates on public service positions should be car-

ried out by those for whom and for whose benefit the service is performed. 

The Commission exploits different methods of personnel selection, like an interview, discussion, testing, business-games, 

case-study, etc.  

But the core of the selection procedure is the testing, because it allows you to test the candidate's knowledge to the full. 

 In regard to the testing, in all of the countries under consideration, there are Internet resources devoted to preparing for 

a typical test. But only in the UK and the USA candidates can find not only the demo tests, but also instructional videos on their 

writing assignments, tips for avoiding common mistakes, etc. 

This experience in Russia is presented by  the Yamalo-Nenets Autonomous District. There is a preliminary program, 

preparing citizens to participate in the contest for the vacant posts of the state civil service of the Yamal and on the inclusion in the 

personnel reserve of the state civil service of the Yamalo-Nenets Autonomous district in 2015  2016. 

This program is conducted by the Personnel Center. The program consists of lectures and practical exercises, and partici-

pants also receive all necessary studying materials. Mostly classes are devoted to the theoretical issues and the legal framework of 

civil service, laws that can help fill the gaps in knowledge. A professional psychologist conducts trainings to ensure that participants 

feel comfortable and will cope with their emotions and excitement during the real interview or testing. As well, the participants are 

taught the skills of self-presentation. Thereby the competitiveness of the candidates is increased. This practice has shown good 

results, and in the author's opinion the Federal government should be interested in the introduction of this practice at the Federal 

level. 

Further proof that the testing is the most popular way of selection is that new techniques and technologies are constant-

ly being developed for the testing of the candidates to be more fair and efficient. For example, in the USA the new generation of 

exams, called USA Hire, uses animated avatars and videos to simulate challenges that could confront employees, testing their rea-

soning and problem-solving skills. Advances in technology allow the tests to scale questions; a correct answer leads to a harder 

question and an incorrect one rachets down to an easier option. Scoring is instantaneous, an advance that can quickly winnow the 

pool of applicants. 

Up to 10 percent of civilian government jobs are now being filled based partially on the scores on these new tests, ac-

cording to the officials at the Office of Personnel Management, which is promoting the initiative.  

The new exams still assess general aptitude, as the old-time civil service tests did. But to avoid possible discrimination, a 

concern with the old tests, the new exams also measure other attributes, such as teamwork, problem solving and judgment, and 

are tailored to assess specific job skills. The new tests were developed by personnel psychologists, who seek to ensure that all ap-

plicants are on a level field, OPM officials said [5]. 

In the Russian Federation the newest top-notch ways of personnel selection has not been developed and implemented so 

e fact 

that there is no Central apparatus of management and control of the public service.  

There are techniques on carrying out the competition on replacement of vacant posts of Federal state civil service in var-

ious Ministries and departments of the Russian Federation, which encompass methods of screening. 

But having analyzed these techniques, the author has come to the conclusion, that only some of them in more detail 

specify the methods and criteria of evaluation of business qualities of the candidates. In most cases, the methods are rather formal 

and identify only the most general outline of selection procedure.  

Only the methods of Federal Supervision Agency for Information Technologies and Communications and Federal Service 

for Surveillance on Consumer Rights Protection and Human Wellbeing reveal the details of the testing, that is, they specify the sub-

jects, the number of points for the correct answer, but they do not provide the typical tests. 

n-

mental services and the convergence of the civil service activities with the people were successfully carried out.  

the selection procedure and no legally established professional standards for the positions of the state civil service. 

Thus the research revealed that the general, statutory characteristics of the professional and personal requirements to 

the candidate for the position of civil servant are still lacking in the Russian Federation. It means that there is still some room for 

improvement in this sphere. 
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The vagueness of the criteria for selection of candidates for the positions in the civil service and the lack of legislative 

clarity on the particular skills required for civil servants entail well-known difficulties in tailoring the civil service of the Russian Fed-

eration up to the high international standards.  

In this case the experience of the USA in the field of optimization of the civil service recruitment process should be taken 

onto account. In 2004 the "Model of employment within 45 days" was established in the USA. It contains a step-by-step description 

of the relevant administrative procedures. For attraction of the highly-qualified specialists and improving the effectiveness of the 

current workforce, the special guidelines were issued by the career models. Career models are based on the classification of people 

entering government service, in accordance with a specific set of characteristics. For each category (e.g., "student"), you specify 

which characteristics of job (high salary, opportunities for professional growth, camaraderie, etc.) are the most important and 

which methods (internships in government, tuition, etc.) can be used to attract and retain the citizen in the public service. Career 

models are then used for the preparation of vacancy announcements in the public service, development of civil service job respon-

sibilities, workplace organization and for other processes of personnel management [6]. 

According to the author, this practice is both effective and transparent for the selection of civil servants. With its help you 

can select a specialist with the all necessary knowledge and skills. 

As we can see, each system has its advantages and disadvantages. But in general, it should be noted that they are aimed 

at increasing the efficiency of the state apparatus. Thus, we can conclude that the ideal model of civil service is an open system, 

with a legislative framework which includes the mandatory code of ethics and highly  qualified personnel. 

Summing the analysis up, the author wants to note that the ideal civil service should have: a complete legislation on civil 

service, including ethical standards; a Central civil service Commission, which will oversee the selection process of civil servants at 

all levels of government, to make monitoring of the lab our market, to develop new effective methods of selection, etc.; the system 

should be as open as possible to attract new members; certain requirements for the candidates of civil servants positions should be 

available for general public. Only in this case it is possible to achieve the effective, well-coordinated work of public service and gov-

ernance in general. 
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