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çíà÷åííÿ îêðåìèì äåòàëÿì ³ òîìó ïðè ðîçïîâ³ä³ îïóñêàþòü ¿õ; ³íîä³ â³äòâîðåííÿ
íåçíà÷íèõ äåòàëåé äîçâîëÿº ëþäèí³ çãàäàòè ÿê³ñü ³ñòîòí³ ìîìåíòè îïèñóâàíî¿ ïîä³¿;
âèêëàäåííÿ íåïðàâäèâèõ, íå ³ñíóþ÷èõ äåòàëåé äëÿ íåùèðîãî ñï³âðîçìîâíèêà º
ñêëàäíèì çàâäàííÿì ³, ÿê ïðàâèëî, ïðèçâîäèòü äî ïîÿâè íåâåðáàëüíèõ îçíàê
íåùèðîñò³. Òàêîæ äîñâ³ä ïîêàçóº, ùî êîëè ïîä³¿ â³äòâîðþþòüñÿ â çâè÷àéíîìó ïîðÿäêó,
ëþäèí³ âëàñòèâå áàæàííÿ äîäóìóâàòè ÿê³ñü ìîìåíòè. Âîäíî÷àñ îïèñ ïîä³¿ â
ïðîòèëåæíîìó àáî â ³íøîìó ïîðÿäêó ÷àñòî äîçâîëÿº ïðàâèëüíî â³äòâîðþâàòè á³ëüøó
ê³ëüê³ñòü äåòàëåé, íå ñïîòâîðåíèõ äîìèñëàìè.

Ó õîä³ ñï³âáåñ³äè ìîæíà âèêîðèñòàòè íèçêó ñïåöèô³÷íèõ çàïèòàíü, ÿê³ ñïðèÿ-
òèìóòü ïîë³ïøåííþ â³äíîâëåííÿ ç ïàì’ÿò³ ³ óòî÷íåííþ îêðåìèõ åëåìåíò³â ³íôîðìàö³¿,
ùî ïîâ³äîìëÿºòüñÿ. Ñôåðè, ùî îõîïëþþòüñÿ öèìè ïèòàííÿìè, çîêðåìà, âêëþ÷àþòü:
îïèñ ô³çè÷íèõ õàðàêòåðèñòèê. (“Ïîñòàðàéòåñÿ ïðèãàäàòè, ÷è íå íàãàäóº îïèñóâàíà
Âàìè ëþäèíà êîãî-íåáóäü. ßêùî òàê, òî ïîäóìàéòå ³ ñêàæ³òü, ÷îìó. ×è ìîæåòå Âè
â³äçíà÷èòè ùî-íåáóäü íåçâè÷àéíå â ¿¿ çîâí³øíîñò³”?); ³ìåíà. (“ßêùî Âè íå â çìîç³
çãàäàòè ³ì’ÿ, ïîñòàðàéòåñÿ â³äíîâèòè õî÷à á ïåðøó éîãî ë³òåðó. Ï³ñëÿ öüîãî ñïðîáóéòå
çãàäàòè ê³ëüê³ñòü ë³òåð àáî ãîëîñíèõ çâóê³â â öüîìó ³ìåí³”); ÷èñëà. (“×èñëî áóëî
âåëèêèì àáî ìàëåíüêèì? Ñê³ëüêè ïðèáëèçíî öèôð áóëî â íüîìó”?); îñîáëèâîñò³
ìîâëåííÿ. (“Çãàäàéòå, ÷è íå íàãàäóâàâ Âàì ãîëîñ ÷èé-íåáóäü ùå? ßêùî íàãàäóâàâ, òî
ïîäóìàéòå ³ ñêàæ³òü, ÷èì ñàìå. ×è áóëî ùî-íåáóäü íåçâè÷àéíå â ãîëîñ³”?); çì³ñò
ðîçìîâ. (“Çãàäàéòå ñâîþ ðåàêö³þ íà ñëîâà ñï³âðîçìîâíèêà. Çãàäàéòå, ÿê ðåàãóâàëè íà
íèõ ³íø³, ùî áóëè ïðèñóòí³ìè? ×è áóëî ùî-íåáóäü íåçâè÷àéíå â ñëîâàõ”?).

Äîñë³äæåííÿ ïîêàçóþòü, ùî âèêîðèñòàííÿ ïåðåë³÷åíèõ âèùå ïñèõîëî-ã³÷íèõ
ïðèéîì³â ïðîâåäåííÿ ñï³âáåñ³äè çíà÷íî ï³äâèùóº ÿê³ñòü ³ ê³ëüê³ñòü êîðèñíî¿
³íôîðìàö³¿, â³äòâîðåíî¿ ùèðèì ñï³âðîçìîâíèêîì. Â òîé æå ÷àñ ÿê³ñòü âèêëàäó íåùèðèì
ïðàö³âíèêîì â³äîìîñòåé â öèõ óìîâàõ çíà÷íî ïîã³ðøóºòüñÿ ³ ñóïðîâîäæóºòüñÿ ïîÿâîþ
âåëèêîãî ÷èñëà íåâåðáàëüíèõ îçíàê, ùî äîçâîëÿþòü óïåâíåíî ä³àãíîñòóâàòè ö³ âèñëîâ-
ëþâàííÿ ÿê íåïðàâäèâ³. Òàêèì  ÷èíîì, ñåíñ çàñòîñóâàííÿ ðîçãëÿíóòèõ âèùå ïðèéîì³â
àêòèâ³çàö³¿ óâàãè ³ ñòèìóëþâàííÿ ïàì’ÿò³ ïîëÿãàº â äèôåðåíö³àëüíîñò³ âïëèâó íà
ìîâëåííºâî-ìèñëèòåëüí³ ìîæëèâîñò³ ñï³âðîçìîâíèêà. ßêùî ó ùèðîãî ïðàö³âíèêà
âîíè ñïðèÿþòü ïîë³ïøåííþ ³ ïîëåãøåííþ â³äíîâëåííÿ ïîòð³áíî¿ ³íôîðìàö³¿, òî ó
íåùèðîãî ïîñèëþþòü óòðóäíåííÿ, ïîâ’ÿçàí³ ç âèêëàäîì äåòàë³çîâàíî¿ ëåãåíäè, ³ ïðè-
çâîäÿòü äî ïîÿâè íåâåðáàëüíèõ ïñèõîô³ç³îëîã³÷íèõ îçíàê íåùèðîñò³. Òîìó ñï³âáåñ³äà
º ö³ííèì ïñèõîëîã³÷íèì ìåòîäîì ïåðåâ³ðêè ïðîôåñ³éíî¿ ïðèäàòíîñò³ ïðè ïðîâåäåíí³
êîíêóðñó íà ñëóæáó àáî çàéíÿòòÿ ïðàâîîõîðîíöåì âàêàíòíî¿ ïîñàäè.
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AN ESTIMATION OF VOCATIONAL FITNESS
OF THE EMPLOYEES OF THE NATIONAL POLICE OF UKRAINE

BY MEANS OF INTERVIEW METHOD

Paper is devoted to the study of psychological capabilities to improve the management
of police personnel units. The experience of the work of police managers in developed
countries indicates an increasing focus on the study of the psychological factors of leadership
effectiveness. At the heart of modern concepts of police management there are approaches
aimed at a comprehensive study of the psychological suitability of senior staff, ensuring
psychological prevention of troubles, conflicts, stress, dissatisfaction with police officers.
One of the effective means of studying staff is the implementation of psychologists
structured interview (interview), which is based on knowledge and compliance with a
number of psychological principles and laws. Experience has shown that such an interview
provides high efficiency in conducting competitions for the recruitment of a vacant police
officer.

The study of the experience of developed foreign countries of the world shows that
the procedure for examining the professional suitability and capabilities of police officers
is a rather complex process, which includes a number of socio-psychological methods,
including an assessment of a resume and an interview with a candidate (interview) evaluation
The resume is usually carried out in the express mode on the parameters such as last job
place, availability of education, age, knowledge of a foreign language, specialized computer
programs, motivation of professional activity, etc. An attention is drawn to the quality of
the basic and additional education, to the level of companies and organizations in which
the candidate worked or is currently working, on the progress achieved by him in the
activities. Such a planned interview is called a structured interview. The technology of
structured interviews is widely used in the process of assessing workers and police officers,
and this assessment is based on models of competencies.

Studies show that the use of the above-mentioned psychological stages, principles
and methods of conducting a structured interview (interview) in the process of studying
the personality of a police officer significantly improves the quality and quantity of useful
information received from a true interlocutor. At the same time, the quality of the
consideration of information by an insincere employee in such conditions is greatly worsened
and is accompanied by the appearance of a significant number of non-verbal features
allowing confident diagnosing these statements as false one. Thus, the meaning of the
above-mentioned methods of increasing attention and stimulating memory of a person in
the process of conducting a conversation in the form of structured interview is the
differential influence on the speech-thinking processes of the interlocutor. If the true
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police officer contributes to improving and facilitating the restoration of the necessary
information from the memory, then the insincere is compounded by the complexity of the
detailed legend and leads to the appearance of non-verbal psychophysiological signs of
insincerity. Therefore, a structured interview is a valuable psychological tool for verifying
the professional fitness of a policeman during a competition for service or occupying a
vacant post by a police officer.
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