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ABSTRACT 
 

The main problems of the personnel component of the 

public civil service of the Russian Federation 

(transparency improvement, informatization 

development of processes and procedures of personnel 

activity, and the application of up-to-date management 

approaches) show the need of the state and society for 

a highly competitive system of the public administration 

as a whole. The study findings are correlated with the 

data from all-Russian studies which note that most 

people apply for public service to earn a living. Various 

changes in an organization, its growth, and 

reorganization require the adjustment of the motivation 

system to changing factors. 

 

 

Keywords: Human resource management, motivation, 

public servant, public service. 

 RESUMEN 
 

Los principales problemas del componente personal 

del servicio público de la Federación Rusa (mejora de 

la transparencia, desarrollo de la informatización de los 

procesos y procedimientos de la actividad del personal, 

aplicación de enfoques de gestión actualizados) 

muestran la necesidad del Estado y la sociedad por un 

sistema altamente competitivo de la administración 

pública en su conjunto. Los hallazgos del estudio están 

correlacionados con los datos de toda Rusia que 

señalan que la mayoría de las personas solicitan el 

servicio público para ganarse la vida. Varios cambios 

en una organización, su crecimiento y reorganización 

requieren el ajuste del sistema de motivación a factores 

cambiantes. 

 

Palabras clave: Gestión de recursos humanos, 

motivación, servicio público, servidor público. 
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INTRODUCTION 
 

According to the Russian Association for Innovative Development, the Russian Federation currently 

occupies the place only within the beginning of the second hundred on the top of public servants’ work 

efficiency (Russian Association for Innovative Development: 2017).  Such a state of affairs undoubtedly 

requires the reform of the Russian public service, which is being conducted today. The reform of the public 

service, being implemented in our country, is aimed at improving its effectiveness, which should result in the 

improvement of the activities of separate authorities at federal, regional and municipal levels, improvement of 

existing mechanisms and the introduction of new ones that allow for the achievement of higher quality and 

efficiency of public administration in the country (Morozova et al.: 2019; Akhmadeev et al.: 2019; Federal Law: 

2004; Saenko et al., 2019). 

The efficiency of the public service system of the Russian Federation is largely due to the validity of the 

professional personnel recruitment and work of professional personnel. The analysis of the relevant scientific 

papers and statements of the top public officials of the state show that the motivation of public servants is of 

great importance in the transformation of the public service of the country because the problem of 

transparency and submission to the control of the society of the state institutions is directly related to the 

problem of the motivation of public servants - people employed in the public service. 

 

 

METHODS 
 

Among the main problems of the personnel component of the public service of the Russian Federation, 

experts and researchers (Turchinov & Magomedov: 2010; Regaña et al., 2019; Tavokin: 2010; Soltero Lopez 

and Lopez, P., 2020; Bukharina et al., 2014) point out the following ones. 

Firstly, it is a problem of the personnel recruitment of the Russian state service, its reasonable recruitment 

and development, requiring the heads and employees of the relevant departments of the state bodies to 

fundamentally revise and modernise the methods and technologies used for the management of public service 

personnel. In this regard, it should be noted that this modernisation should be brought into action on the basis 

of modern scientific and practical achievements and best human resources practices of both state and 

commercial structures (Prodanova et al.: 2019a, pp.2075-2078; Rapoport, 2020). 

Secondly, modern civil society, as emphasized by A.I. Turchinov and K.O. Magomedov imposes ever-

increasing requirements upon the public service both in Russia and foreign countries while in the Russian 

practice the assessment of the professional performance of public servants has a weak relation to the quality 

of public service provision by authorities to citizens and organizations. In this regard, it seems appropriate to 

promote the development of managerial personnel of a new type without which they cannot be considered 

politically and socially sufficient. This process can be carried out through the establishment of new systems of 

territorial administration aimed at real and sustainable growth of the living standards of the population 

(Turchinov & Magomedo: 2010; Dunets et al.: 2019, pp.1217-1229; Puryaev et al.: 2019). 

e Russian Federation, the “ideal image” of a public servant has such professional and personal traits as 

loyalty to country and people, desire to be of benefit to society and state, professionalism, justice and respect 

for laws, responsibility for the professional activity, fidelity to principles, benevolence to other people. That is, 

the conclusion is obvious that the public servants in the public consciousness in Russia and foreign countries 

are subject to higher and stricter requirements than those that are used to assess the behaviour of ordinary 

citizens (Kressler, 2020; Yemelyanov et al.: 2020; Petukhov et al., 2018; Prodanova et al., 2019b). Practically, 

the image of a public servant in the mass consciousness of Russian citizens is mainly negative. In particular, 

Magomedov K.O. identifies three groups of negative qualities which are more characteristic of public servants 

according to the survey results:  
 

 Professional activity: bribery, bureaucracy, corruption, disrespect for laws, and private interests; 
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 Professional ethics: indifference and disrespect for people, dishonesty, lack of fidelity to principles; 

 Professional functions: irresponsibility for official duties and imitation of activity (Magomedov: 2004). 

 

The results of sociological researches carried out by the professionals of the Division of Public Service 

and Personnel Policy of the Russian Presidential Academy of Public Administration (RPAPA) make Tavokin 

E.P conclude that the assessment of the personnel of the federal state service of Russia has recently tended 

to be characterized negatively, i.e., the situation is getting worse (Tavokin: 2010). 

The public servants themselves, as Tavokin E.P. indicates, quite adequately assess the negative traits of 

a public servant’s image specified by the citizens: 73.7% of public servants consider the image “more negative 

than positive”, 14.5% - “negative”, 7.6% - neither agree nor disagree (Tavokin: 2010; Bykanova et al.: 2017, 

pp.70-84; Sedov et al., 2014; Gabidullina et al., 2019).  

The studies carried out by Russian specialists indicate the need for targeted efforts by the state to improve 

the image of public servants in the public consciousness. It is necessary to constantly study and evaluate 

public opinion about the effectiveness of the public service, introduce the advanced methods of work with 

personnel and effective technologies into human resource management activities which are intended to 

contribute to the correct motivation of public servants, improve their professional competence and, as a result, 

strengthen the authority and prestige of the public service (Akhmadeev et al.: 2019, pp.1197-1216). 

Thirdly, there should be mentioned the problem with the lack of information and automation of a number 

of personnel procedures. In light of this, the activities of public service bodies often require to be more greatly 

focused on their consumers - individual citizens and society as a whole. Owing to that, it is necessary: 
 

 Improve the transparency of both the activity of public service as a whole and separate mechanisms 

and procedures for the development and movement of personnel; 

 Develop the system of transparency and accessibility to information of various kinds; 

 Ensure the public openness of personnel processes and lack of protectionism; 

 Improve the effectiveness of public authorities. 

 

It should be noted that some work is being already conducted. In particular, one form of transparency of 

personnel procedures is the significant growth of the number of external experts in the evaluation and 

certification commissions who are not public servants, and they are from public councils, educational 

institutions, etc., i.e., the persons who are not directly employed by state bodies and, therefore, are not 

interested in making a predetermined decision (Dunets et al.: 2020, pp.2213-2227).  

Fourthly, the researchers mention the absence of an independent authority for the management of the 

public service in Russia as one of the problems of the public service of the Russian Federation. The missing 

of an independent and competent authority of public service has resulted in the lack of mechanisms to protect 

the professional competence of civil servants. This problem is one of the reasons for the fact that a number 

of personnel procedures in the authorities, for instance, certification, is carried out just for the procedure and 

is a bureaucratised procedure and is not a real means of ensuring a high level of professionalism of the public 

authority personnel (Kuzhaeva et al.: 2019).  

All these problems, namely, the improvement of transparency, development of informatisation of 

processes and procedures of human resource management activities, application of up-to-date management 

approaches in the Russian public civil service, show the need of the state and society for a highly competitive 

system of public administration as a whole.  

The Russian and foreign experience of developing the system of staff motivation in state and municipal 

authorities and public servants prove that the problem of finding the mechanism to improve the efficiency of 

their activities, issues of evaluation of their work and its payment are of current interest all over the world. The 

experience of reforming the public service systems of different countries shows that this system goes far 
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beyond the raise of payments, clearer differentiation of salaries according to qualification and experience, the 

volume of benefits granted. 

As it is known, the Ministry of Labor and Social Protection of the Russian Federation has developed many 

measures and methods in recent years that in one way or another affect the motivation of public servants, 

persons filling positions in the public civil service and other employees of state administration bodies. These 

methods are being developed and improved, but in a few years ahead they may have every chance of 

becoming a part of the activities of public authorities (Prodanova et al.: 2019c, pp.279-292). 

Currently, the existing system of motivation of the personnel in public authorities and public servants is 

mainly implemented through strict administrative methods, and the special attention is paid to the control over 

the performance of functions, compliance of their activities with the established norms and procedures which 

provokes formal attitude to the performance of official duties or their non-performance. 

With a view to the current problems of organizing the activities of state authority staff and public servants, 

the sociological study of the system of public servants’ motivation of the Agency on Organization of Activities 

for Magistrates in one of the regions of Russia was carried out to clarify the aforementioned problems. 

 

 

RESULTS 
 

The research goal is to determine the directions, mechanisms, forms, and methods of improving the 

motivation of the staff of the Agency on Organization of Activities for Magistrates (Agency) in order to increase 

the personnel’s job satisfaction.  

The research objectives are: 
 

 Identification of the factors, significantly influencing the attitude of Agency employees to their job and 

increase their job satisfaction, 

 Identification of the problems and shortcomings of the motivation system, 

 Identification of the conditions when employees can perform their job responsibilities more effectively,  

 Design of measures for the upgrading of the motivation system of the Agency personnel.   

 

To carry out the study, the questionnaire was developed; its questions are correlated with the data of all-

Russian studies. The All-Russian studies of motivation and job satisfaction of public servants and other 

personnel members of authorities have been conducted for many years by the National Research University 

“Higher School of Economics” (NRU HSE), the Division of Public Service and Personnel Policy of RPAPA, as 

well as the scientists of the Russian Presidential Academy of National Economy and Public Administration 

(RPANEPA) (National Research University Higher School of Economics (NRU HSE): 2007; Turchinov & 

Magomedov: 2009; Turchinov & Kononenko: 2013). 

47 respondents, including the employees of the Agency and the staff members of the regional courts of 

justice of the peace, which is about 25% of the total staff, participated in the survey.  

Then, the qualitative composition of respondents is worth discussing.  

The gender structure of the respondents is characterized by the following ratio: the women make 91.5% 

and men – 8.5%. The majority of the respondents (78.2%) have one higher education, and 21.8% - several 

higher educations. 

Mainly young employees under 40 years of age participated in the survey: 31.9% of respondents - under 

30 years and 51.1% - at the age of 31-40 years. A small number of respondents are older employees: 14.9% 

– aged 41-50 and 2.1% – aged 51-60. The distribution of staff respondents by the length of service is shown 

in Figure 1. 
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Figure 1. The distribution of the respondents by the length of service 

 

Reasoning from the qualitative characteristics of the respondents, the average employee of the Agency 

who took part in the survey can be described as follows: a woman with higher education under 40 years of 

age and work experience within 15 years. 

Describing the main groups of characteristics that a public authority employee should have, the 

respondents highlight professional knowledge, skills, and experience. 98% of the respondents think that these 

traits are mandatory (Figure 2).  

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure 2. Main groups of characteristics that an employee of a public authority should have 

 

All the other characteristics, such as professional and moral traits, personality traits, are of minor 

importance according to the respondents. 

Characterizing the reasons for applying for the job in the public authorities in the subject of the Russian 

Federation (Figure 3), the respondents put to the 1st place the possibility of obtaining guarantees for stable 

job and position. That was pointed out by 68.1% of the respondents.  

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Reasons for applying for the job in the public authority 
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40.4% of the respondents also mention the ambition to fulfil their professional skills more fully, and 34% 

of the respondents indicate the aspiration to ensure the career prospects among the significant reasons. 

The results obtained in this research part are correlated with the data of the above-mentioned all-Russian 

studies which have repeatedly noted the persecution of self-interests applying for the job in public authorities 

and, in particular, the state civil service. It is meant that people work in the public authorities to ensure the 

stability of their position, establish useful relationships, gain valuable experience and advance their skills. 

Specifically, E.P. Tavokin emphasises that the general trend in the motivation to work in public authorities is 

the increasing importance of personality-oriented factors and decline in the importance of the role and factors 

oriented to the service for the society (Tavokin: 2010).  

Among other things, the same is pointed out by the fact that the Russian public servants and other 

employees of state bodies express their dissatisfaction with the level of financial remuneration as reasons for 

dissatisfaction with their job for several years. This factor ranks first and is of increasing importance. The lack 

of prospects for career advancement takes the second place among the reasons for dissatisfaction, that is, 

the career aspirations of employees who are not at all oriented to achieve social goals (Tavokin: 2010). 

So, the results of the survey of Agency staff’s opinion confirm the earlier findings by other researchers 

(Table 1). 100% of the respondents point out the low salaries as the main reason for job dissatisfaction in the 

state body, the second place takes a vast amount of work which was proved by 59.6% of the respondents, 

and 25.5% of the respondents put in the third place the fact that the work of a public servant, in their opinion, 

is little valued by the society. Besides, a rather significant reason for dissatisfaction is the lack of promotion 

prospects, which is noted by 17% of the respondents. The other reasons for job dissatisfaction in public 

authority are minor.   

 

Reasons % of the respondents 

1. Reasons of dissatisfaction with the job in the public authority:  

- low salary 100 

- a vast amount of work 59.6 

- the work of a public servant is little valued by the society 25.5 

- lack of promotion prospects 17 

- dissatisfaction with the relations with chiefs 10.6 

- lack of clear criteria of work results 6.4 

- the level of qualification is higher than that is required to perform the duties 6.4 

- relationships with colleagues are unsatisfactory 6.4 

- job content is unsatisfactory 2.1 

- there are no tangible results of work 2.1 

- disrespect for the institute of magistrates by citizens 2,1 

2. Reasons that make the employees to quit the job in a public authority:  

- low salaries 100 

- overtime workload and tight schedule 57.4 

- lack of career prospects 19.1 

- challenging emotional climate 14.9 

Table 1. Reasons for job dissatisfaction in a public authority and main reasons that make employees quit 
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Table 1 highlighted the main reasons for quitting the job by the Agency staff where 100% of the 

respondents also mentioned low salaries and 57.4% of the respondents are not satisfied with the overtime 

workload and extremely busy working hours. Thus, the reasons that make the staff feel disappointed with the 

job in the Agency encourage the staff to quit. 

Describing the satisfaction of employees with their job in the public authority understudy, it should be 

specified that the opinions of the respondents are distributed approximately equally (Figure 4): 46.8% are 

generally satisfied with their job, and 42.6% do not feel satisfied with their job. The rest of the respondents 

find it difficult to answer the question unequivocally. 

 

 

 

 

 

 

 

 

 

 

Figure 4. The respondents’ job satisfaction 

 

Such a rather negative assessment of the situation should be a cause to concern for the managerial staff 

as a very large proportion of staff are unsatisfied and will, therefore, seek either to reduce their work efficiency 

(working on the principle of “least efforts”) or to find another place of work, which will eventually lead to the 

high turnover of staff. 

So, special attention should be paid to the factors and causes of dissatisfaction and to the factors 

contributing to the improvement of satisfaction from the activities in order to take measures to eliminate 

“bottlenecks” in the staff’s work and improve the efficiency of both the work process and the mechanisms for 

staff motivation. 

The staff members, the survey participants, point out the factors that can positively influence their attitude 

to work and increase satisfaction (Table 2): stable salaries, payment for real work results, good promotion 

prospects, the possibility of professional development (training, retraining, advanced training), and provision 

of social guarantees during the employment). Other factors and tools are not important to the Agency staff. 

 

Factors % of the respondents 

Stable salary 63.8 

Payment for real work results 48.9 

Good perspectives for promotion and career 42.6 

Possibility for professional development 31.9 

Provision of social guarantees during the work 25.5 

Timely and objective assessment of the duty performance by managerial staff 12.8 

Potential for rising social status 10.6 

Well-deserved salary 8.4 

Table 2. Factors that can affect the attitude to the job and improve job satisfaction 
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As for the most significant and effective methods for staff motivation, 100% of the respondents 

unanimously put economic motivation through salaries and other types of remuneration in the first place 

(Figure 5). 

 
Figure 5.  The most important and effective methods for staff motivation 

 

The second most important motivation method is, in the respondents’ point of view, the provision of social 

guarantees and support for all staff of the organization. In third place, in terms of influence efficiency, there is 

the creation of a favorable working environment and emotional climate among the staff members according 

to 25.5% of the respondents. The respondents do not consider intangible motivation (without payments) to be 

an effective way at all to encourage the employees to work effectively.  

The obtained results are fully consistent with the researches carried out in the Russian Federation by 

NRU HSE, Division of Public Service and Personnel Policy of RPAPA as well as by the scientists of RPANEPA 

when it was repeatedly found out that most people apply for the public service and job in state authorities 

mainly for earning money to live on (National Research University Higher School of Economics (NRU HSE): 

2007; Turchinov & Magomedov: 2009; Turchinov & Kononenko: 2013).  

The respondents’ responses to the final question of the questionnaire on the urgent changes required to 

improve the effectiveness of the authority under investigation are distributed as follows (Figure 6). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 6.  The responses to the question “What would you change in the organization of the working 

process to improve the effectiveness of the public authority activity?” 

 

As it follows from the responses of the Agency staff, the most important changes should relate to the 

adjustment of the job responsibilities of some staff categories, as well as the automation of some working 

processes, which, in our view, correlates with the previously identified reasons for dissatisfaction of the 

authority staff understudy and leaving the job by some staff members, i.e., enormous amount of work, overtime 

workload and a tight schedule. In this regard, the staff members’ dissatisfaction with payments is also 

reasonable. Since the workload is huge and the content and conditions of work are not quite satisfactory, the 

remuneration received for this work seems inadequate and insufficient. 
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DISCUSSION 
 

To sum up, it is possible to conclude that the Agency staff is most unsatisfied with a number of important 

parameters of their work, which have the greatest influence on motivation and efficiency: 
 

 Vast workload; 

 Low (inconsistent with the vast workload) salary; 

 Lack of prospects for promotion and professional development; 

 Quite unsatisfying working conditions. 

 

So, the priority corrective actions should be aimed at eliminating the identified bottlenecks: 

1. To create the favourable working environment and reduce the workload, respondents point out that it 

is necessary to automate some work processes, as well as to create an adequate working environment for 

the magistrates and delivering of justice. 

2. To strengthen the motivation of the staff members, it is efficient: 

- To develop the system of performance assessment criteria for different categories of the Agency 

employees and design the effective contract to link the incentive part of the salary to the performance of every 

separate employee; 

- To introduce the mentoring system by developing the Mentoring Regulation. The most prominent 

employees should be appointed as mentors for beginners, receiving an extra payment in a certain amount (for 

the adaptation period of a new employee, e.g., for 2-3 months). It can be both the increase in the efficiency of 

the adaptation process for new employees (as a result, reduction of staff turnover) and a kind of bonus 

payment for successful employees, as well as opportunities for the professional development of staff; 

- To use non-financial motivation elements to enhance the value and importance of the institution of 

magistrates to the society, in particular, to create an electronic board of honour where to mark and briefly 

describe the most extraordinary and professional employees. 

 

 

CONCLUSION 
 

The studies in this area show the need to introduce modern methods of personnel work and efficient 

technologies into personnel activities which are intended to contribute to the correct motivation of public 

servants, increase their professional competence and, as a result, increase the authority and prestige of the 

public service (Mineva et al.: 2020). The personnel of the state administrative apparatus remain the main 

driver of public service reform. The quality of making management decisions depends on the level of their 

competence, professional knowledge, readiness to work, internal interest in the results of work and a high 

motivation to work. 

The personnel motivation system should be based on the analysis of personnel needs; it should be 

flexible, take into account professional and age-specific characteristics of employees. Each employee should 

know what is being rewarded or punished in the organization, which requires clear criteria for evaluating staff 

performance. Various changes in the organization, its growth, and reorganization involve the adaptation of the 

motivation system to changing factors. 
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