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THE IMPORTANCE OF DEFINING
COMPETENCIES IN THE STAFF SELECTION
PROCESS

Modern methods of staff selection are related to the
development of a talent management system. Implementation
of this system in the organization helps to improve the
organizational climate and create a desired working
environment. The talent management system offered by
Lance A. Berger consists of four stages. These stages include:
developing an evaluation system, developing a training system,
an evaluation system, and preparing an action report.The work
presented by us focuses on developing a staff evaluation system.
Here, it is important to identify competences, introduce a
transparent system of performance appraisals, predict the
potential of talents, and create an individual assessment scale
for each management circle. Defining competences is actual
in all fields and is particularly important in the education
system. The Human Resources Management Laboratory at
Ivane Javakhishvili Thilisi State University, at the Faculty
of Economics and Business, is working on human resources
management issues in various directions. Based on recent
studies a number of issues have been analyzed that can help
build the right competences in the education system. The work
is mainly based on the recent research involving academic
staff. We have developed hypotheses. The importance of the
competences needed to be used and taken into account in the

selection process was determined.

Keywords: Management, organizational climate, talent

management, training system
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Using modern techniques for staff selection

has a significant impact on shaping the
organizational culture. Our laboratory “Human
Resource Potential Management” has done
many researches. Each study was dedicated
to human resources management and related
issues. In the research process, we learned how
the HRM process affected the conflict situation
as well as the impact of the HRM process on
the formation of organizational culture. [1]
We conducted a separate study on human
resources management where the main focus
was on a career management. [2] We have
studied problems in terms of gender, [3]also
in educational institutions we analyzed career
management problems, [4]human resource
management issues, and in particular career
management issues were studied according to
age. [5]The handbook created by the team of
authors was also devoted to career issues. [6]

In the process of selecting staff, higher
education institutions pay great attention to
the evaluation of students. What are the main
criteria students consider necessary to positively
evaluate professors is important and worth
considering. The main competences of the
students are highlighted in the paper [7].

In-depth research has shown that modern
methods of personnel management are important
for the success of the organization and its image.
Our studies have found that one of the key issues
in human resource management is focusing on
competencies. A recent study was dedicated
to personnel selection. It is interesting to see
what competences educational institutions are
focusing on.

Naturally, in the process of human resource
management and its selection, it is important

to develop a proper evaluation system. That’s

39

why key competencies must be identified staff
potential must be forecasted, and the individual
scale of valuation must be adjusted for all levels of
staff in the organization at this point. Achieving
success in a global economy is impossible without
the development of management. [8] We will
focus on these issues.

Naturally there are different options for
defining competences. It can be criteria that
influence the work accomplished and at the
same time it can be measured, as well as the skills
that will impact the final outcome of the job can
be combined into the criteria. Features related
to a particular activity that include knowledge,
experience, etc. A survey of the success factors
of Georgian business leaders [9]allows us to
formulate our country-specific competences that
also include cultural values. [10]

Recent studies have shown that time
management is an important competence [11]
[12]We can say that proper time management
is an important challenge for employees in both
private and public sectors [13]

Properly formulating competences and
criteria helps a person to manage his or her
career, to adapt to existing competences and
to develop self-efficacy in this regard. During
the absence of such criteria, tensions between
colleagues increase due to the increase of internal
competition among members of the organization,
which has also been confirmed by the study. See
Diagram 1.

The research has shown that ambiguous
criteria reinforce internal competition and
negatively impact relationships between
colleagues. 23.6% of the respondents do not
attribute tensions between their colleagues to
internal competition, while 74.8% think that
the cause of tensions between them is internal

competition.
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Diagram 1: Stimulating internal competition while selecting
academic staff through competition:

B Improves relationships between colleagues @@ Increases tension between colleagues

The ambiguous competences and criteria colleagues, only 25.6% of the respondents do not
that evoke competition during the selection of see such a trend.
academic staff also hinder the development of The candidate needs a transparent criterion
teamwork in the organization. Diagram 2. in the process of selecting staff to ensure a high

Diagram 2: Stimulating internal competition while selecting
academic staff through competition:

Blencourages teamwork @@ hinders teamwork

Teamwork in any organization increases level of fairness in the competition. The research
labor productivity and influences organizational shows that there is nihilism in this regard (see
culture and climate. Previous researches in the Diagram 3)

Human Resources Management Laboratory have 31.8% of the respondents think that academic

found that organizational culture is anomalous, staff is selected unfairly, while 24.4% do not

the causes can be numerous, but one of the have the answer to this question, which is even

. . . iy worse. We had assumed that the professors
reasons is the increasing number of competitions.

72.7% of the respondents said that competition should have had their own attitudes towards

. the problem. 43.8% consider the competition
caused by a contest hinders teamwork among

fair. In the conditions where the majority of the
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Diagram 3: Do you think the selection of academic staff

50.0
40.0
30.0
20.0
10.0

0.0

Yes

respondents are in the competition, the above
mentioned result is not favorable.

Internal competition, which is mainly caused
by opaque criteria and lack of competences,
leads to the lockdown of colleagues, the sharing
of ideas and news becomes less common (see
Diagram 4).

Only 30.2% of the respondents say that

internal competition encourages knowledge

is fair?

24.4
/
I do not know
sharing. It can be seen that respondents

perceived the question correctly and meant
sharing knowledge among colleagues, sadly,
21.9% did not know what to say and only 47.9%
indicated that internal competition does not
affect knowledge sharing.

Respondents also note that they themselves
are reluctant to share their own experiences.

(See Diagram 5)

Diagram 4: Stimulating internal competition among colleagues
promotes knowledge sharing?

| do not know

No

Yes

0.0 10.0

20.0

21.9

47.9

30.2

40.0 50.0

Diagram 5: Do you share your experience and knowledge with

colleagues?
58.7
60.0
40.0 26.9
20.0 7.0 7.4
0.0 -

never Rarely Often Always
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Each colleague may have some knowledge
and experience that will help others and improve
the learning process. How often do the colleagues
share their experiences? - we did not receive
any positive responses to this question. We can
consider the answers “often” and “always” to
be positive and they amounted to 34.3%, the
remaining 65.7% of the respondents say they
“never” and “rarely” share their experiences. I
think that in such conditions it is impossible to

talk about teamwork and it itself is an indication

of unhealthy competition. Once again, we want
to note that such an attitude damages the image
of the organization and impedes the usage of its
full potential.

Students’ involvement is important in
defining some of the professors’ competences,
for example the competence such as the ability
This

competence reflects the impact of behavior on

to communicate with the audience.

role performance. The respondents’ attitude

towards this issue is various (see Diagram 6)

Diagram 6: Should the evaluation of professors by students
be taken into account in the process of selecting professors?

| do not know -10-7

No 24.0
00 100 200 300 400 500 60.0 700

A good and successful scientist does not
necessarily mean a successful lecturer. It is
important to consider that there are some
professional skills but a good and well-known
scientists may not have them so while selecting
professors it is important to use a 360-degree
assessment system which implies not only his
personal characteristics, scientific achievements,
but also the quality of lectures, the assessment of
which is possible by students. It is difficult from
students to get an objective picture, but there
can be found some means to minimize dishonest
assessments, for example, negative assessments
of offended students and others. 62.4% of the

respondents think that it is necessary to consider
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students’ evaluations, 10.7% have no answer to
the question, and 24% of the respondents disagree
with taking students’ evaluations into account
when selecting staff. It should be noted that a
large proportion of the respondents expressed
similar opinions in writing: when evaluating
professors, a certain category of students should
be chosen with high grades, I think that this kind
of division is discriminatory, and in many cases
high academic performance or low grades are
not sufficient to trust or distrust a student when
making assessments.

In fact, respondents’ fear is still distrust of
how fair the student will be in the assessment.

(See Diagram 7)
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Diagram 7: Do you think that professors are evaluated

objectively by students?

Always
Often
rarely (G
never -8-7
0.0 10.0 20.0 30.0

Respondents’ trust indicator in students’
assessment is not high. 8.7% of the respondents
think that students are never objective, 30.6%
think that they are rarely objective, only 10.7%
think that they are always objective, ‘often’ is
reported by 47.1%.

The data show that the trust degree of

A o/
A

30.6

40.0 50.0

important link “student-lecturer” is low. This
problem requires systematic research and iden-
tification of problems is necessary that need to be
solved by both administration and academic staff.

It is important that employees on different
positions need to have different competences.

(See Diagram 8)

Diagram 8: Should there be different approaches to
selection for different positions?

70.2

80.0

60.0

40.0

20.0

0.0
Yes

Until now, the competition criteria at the
university did not consider different criteria
for different positions (professor, associate
professor, assistant professor ). 70.2% of the
should be

different requirements for different positions,

respondents believe that there

10.3% do not have the answer and only 16.5%
do not consider such differentiation to be
necessary. In the career planning process, I find

it important for everyone to have a clear idea of

16.5

10.3

-

No
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| do not know

what competences they need to move from one
level to another. Such clearly defined criteria
exclude, reduce nepotism, and also give more
enthusiasm to young scientists for setting goals.
Without clearly defined criteria it is impossible
to plan a career in time and push the society to
resort to nepotism, which is so deeply rooted in
Georgian reality.

When developing an evaluation system, it is

important to predict the staff potential as well as
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its potential assessment according to the recent

period. (See Diagram 9)

The academic staff of the faculty is actively

engaged in research activities and their papers

Diagram 9: Citation 2014-2019

46
50

45
40
35
30
25
20
15 9
10

34

o wun

0 1.20

are published in local or international conference
materials as well as in peer-reviewed journals.
Thus, due to the high rate of activity, professors
should naturally have citations and h and g
indexes. We inquired about what the trend was at
the faculty. We used the publish or perish system
when conducting the analysis. This system allows
artificially increased citations to be reduced
more or less. It should be noted, however, that
all systems have drawbacks and the results still
depend on a professor’s professional ethics.
(Professors’ data was obtained in July-
August, 2019) The data showed that until 2012
most of the professors did not know about a
citation system. In particular, 97 professors’ data
was analyzed, out of which 68 professors had 0
citations, 24 professors — from 1 to 20 citations,
1 professor- from 21 to 50 citations, 1 professor
— from 51 to 100 citations and only 1 professor
had more than 200 citations. As we can see, the
information about the citation mechanism was
known only for a very small group. This should
have been much higher under the high level of

teamwork. We can assume that in conditions of

21 50

3 4

. -

0
=

51_100 101_150 151_200 201 and
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more

high competition, it can be said in conditions of
unhealthy competition, professors’ interest was
not to share information.

Since 2012 the staff selection process has been
more or less regulated. According to the analysis,
the exchange of information has intensified and
the rate of citations has therefore increased.
Specifically, if until 2012, 68 professors had 0
citation index, their number fell to 34 in the last
six years, almost halved. However, this figure is
not small, given the fact that each professor has
a high level of scientific work. The number of
professors having citations from 1 to 20 has also
increased - the number of such professors has
doubled. Only 2 professors had 21 to 50 citations
before 2012, their number has increased during
the last six years to 9. 4 professors had 150 to 200
citations, while none had the same data until
2012 and only one professor had more than 200
citations.

It is also interesting to note that there has
been a decrease in the dynamics of particular

professors’ data over the last six years.
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Conclusions and Recommendations where they will be scored points
In the process of selecting staff it is A measuring scale should give information

important to develop a competence group about how progressive the applicant is,

.o allowing us to develop his/her career
on each position

A measuring scale should be created that development plan.

will allow the employer to easily compare The group of selected competences should

applicants with quantitative indicators allow the employer to select a person with
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