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Storozhev R. Recommended practice for the development of Presidential Personnel
Reserve “The new elite of the nation”

Problem setting is determined by the fact that positive image of state service depends on the
settlement of human development problems, the efficiency improvement of the operation of human
resourcing system of public administration and of professional development of senior executives,
the practice of modern technologies implementation in people management and elaboration of
mechanisms of best professionals engagement to work in executive positions.

In this context it is vital to consider the incumbent Strategy for state personnel policy for 2012–
2020, which provides for:
– assurance of high-level professionals in all fields of social production;
– meeting citizens’ expectations regarding their professional fulfillment;
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– involvement of highly-skilled professionals, successful entrepreneurs, officers in the financial
and economic sphere, talented graduates in the activities of public authorities.

In the people management theory there are various governance models: objectively rational by
F. Taylor, bureaucratic by M. Weber, “human relations” by E. Mayo, motivation by A. Maslow and
F. Herzberg, integration of human being into the organization by C. Argyris, “ ” and “ ” by
D. McGregor, “Z” by V. Ouchi.

In recent years, since the 80s of the twentieth century the priority has been obtained by the
models of open systems, which are based on the concepts of “industrial democracy” by J. Cole and
A. Goertz and on the “human resources management”.

Paper objective lies in the development of recommended practice for the improvement of the
Presidential Personnel Reserve “The new elite of the nation” Program, which is based on the princi-
ples of general accessibility, credibility and innovation.

While analyzing the content and regulatory support of the Presidential Personnel Reserve “The
new elite of the nation” Program, one should admit that it is the step towards the engagement of
specialists, who think as leaders, who are proactive, goal-oriented, pragmatic, communicative and
able to bring forward modern reforms to Ukraine.

This program is based on the principles of general accessibility (openness), credibility and inno-
vation.

Principle of general accessibility is implemented in the program of the Presidential Personnel Re-
serve by the presence of clear requirements regarding the terms of data submission in the official
sources of information, regarding the time and venue of competition as well as the basic require-
ments to applicants.

Principle of credibility is implemented through scientifically based technologies of evaluation of
analytical skills of applicants and their level of native and foreign language proficiency (cognitive
component of professional competence), as well as innovative way of thinking, abilities and per-
sonal qualities, motivation of satisfactory performance and managerial experience (technological
component of professional competence).

Principle of innovation is relatively new to the national civil service system and is characterized
by the presence of the whole new concepts, forms, methods and means to conduct such competi-
tion, brand new content of check-up tests and tasks, data processing technology to determine the
ultimate rating characteristic of its participants.

While analyzing the content of test activities of the given competition one should admit that
there are still traditional tasks in them, which are reproductive in nature and are directed more at
the evaluation of the level of intellectual abilities (IQ) of the applicants. We believe that more at-
tention should be paid to the assessment of emotional intelligence (EQ), which is theoretically con-
sidered as a group of mental abilities involved in recognizing and understanding one’s own emo-
tions and the emotions of people around.

The level of emotional intelligence of applicants can be estimated by means of the following
components of their professional competency: psychological, social, praxiological.

Improving the quality level of the competitive selection of the applicants to the Presidential Per-
sonnel Reserve “The new elite of the nation” will foster the image build up of civil servants, as im-
age is above all defined by the cultivation of desired positive reactions, taking into the account so-
cial expectations and requirements regarding the social roles performing standards and their rela-
tive activities. Therefore while creating an alluring image it is necessary to take into the account
qualities and capacities of the object, which are valued by people and its structure should comply
with the dominant social expectations.
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