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Abstract. The aim of the article is to study the theoretical aspects of researching the
quality of labor potential in the context of forming effective personnel management of
organizations of different profiles and scales to achieve high end results and at the same
time to increase the index of self-realization of employees. The research methodology is
based on the use of general scientific methods of generalization, grouping (in the content
analysis of the works of economists engaged in the study of the quality of labor potential),
system analysis and synthesis (to highlight the main qualities of a successful manager,
components of labor potential). evaluation model of the level of self-realization of the
employee in the organization), graphic image (to visualize the results and analytical data).
Results. The necessity of implementing the ideology of eco-human-centrism in the
practice of public administration through the appropriate culture of systemic (target)
management based on the final human-centric results, first of all, in the authorities at all
levels is substantiated. The role of components of quality of labor potential of the
organization in maintenance of high final results is defined. The model of estimation of
the level (index) of self-realization of the employee in the organization is presented. The
main approaches to defining the essence of the concept of "quality of labor potential” of
the organization are highlighted and generalized. The components of the quality of the
labor potential of the organization are determined. Practical meaning. The necessity of
taking into account the labor potential of the organization and assessing its quality for the
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implementation of the concept of system management and development of the country as
a whole is substantiated. Prospects for further research are to achieve synchronized
interaction of a large number of organizations that make up society in different areas and
institutions through the achievement of a certain "integrity", which in society is due to the
overall strong end goal of government, which is fixed by clear end results. in the form of
improving the quality of life of citizens and the external image of the state.

Keywords: organization, quality of labor potential, the level of self-realization of the
employee, system management, "related" work.

SIkicTh TPYAOBOI0 MOTEHUIATY OPraHizauii Ik KJII040Ba YMOBA BIIPOBA/IKeHHS
CHCTEMHOI'0 MEHEeKMEHTY

I'. Bparyce!, 1. e. H., TOUEHT
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AHoTanisi. Memoio cmammi € BUBYCHHS TCOPETUYHUX ACIEKTIB JTOCIHIJKEHHS
SAKOCT1 TPYJOBOTO MOTEHIialy B KOHTEKCTI (OopMyBaHHS €()EKTUBHOIO YIpaBIiHHS
MIEPCOHAJIOM OpTaHi3aliid pi3HOro MpoduIro Ta MacmTady A JOCATHEHHS BUCOKUX
KIHIIEBUX PE3yJbTaTIB Ta BOAHOYAC IMIJBUIIECHHS 1HJAEKCY CaMOOIIHKH peai3alis
MpaliBHUKIB. Memooonocis JOCITIKEHHS 0azyeThcs Ha BUKOPHUCTaHHI1
3araJbHOHAYKOBUX METOJIB y3arajibHEHHs, rpylyBaHHs (y 3MICTOBOMY aHalli3l Mpaib
€KOHOMICTIB, SIK1 3aiiMalOThCsl BABYEHHSIM SIKOCTI TPYZOBOTO MOTEHI1ATy), CUCTEMHOTO
aHaji3y Ta CUHTE3y (AJ1s1 BUJIUICHHS] OCHOBHUX SIKOCTEH YCHINTHUN MEHEKEP, CKIIAT0BI
TPYAOBOTO TOTEHIlIay). OI[IHOYHA MOJENb pIBHSA caMmopeaiizallii mpaiiBHUKA B
opranizaiii), rpadiune 300pakeHHs (g Bi3yamizaiii pe3yibTaTiB Ta aHATITHUYHUX
nanux). Pe3zyromamu. OOTPYHTOBYETbCS HEOOXIAHICTH BIPOBAIKEHHS 1]1€0JIOTIT
€KOTYMAHIICHTPU3MY Y MPAKTUKY JEP>KaBHOTO YMPABIIiHHS Yepe3 BIMOBIIHY KYJIbTYpy
CUCTEMHOTO (IILTLOBOTO) YIIPABIIHHS Ha OCHOBI KIHIIEBUX PE3YJIbTATIB, OPIEHTOBAHKUX HA
JIOJIMHY, TIEPIII 32 BCE, B OpraHax BJIaJIM HA BCIX PiBHAX. BU3HaueHO posIh KOMIIOHEHTIB
SKOCT1 TPYZOBOTO MOTEHITIATy OpTaHi3allii y miATPUMII BUCOKUX KIHIIEBUX PE3yJIbTaTIB.
[IpeacraBnena wmojenb OIIHKA piBHS (IHIEKCY) camMopeanizalii TmpalliBHUKa B
oprasizailii. BUCBITJIEHO Ta y3araJibHEHO OCHOBHI MIAXOJW /10 BU3HAUEHHS CYTHOCTI
MOHATTSI «AKICTh TPYAOBOTO MOTEHIIAY» OpraHizailii. BUsHayaroThCsl CKIIaJIOB1 SIKOCTI
TPYAOBOTO MOTEHIIany oprauizaii. /lpakmuunuii 3micm. OGTpyHTOBAHO HEOOXI1JIHICTh
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BpaxyBaHHsI TPYJOBOTO NOTEHIlaly OpraHizailii Ta OLIHKMA i1 SKOCTI IS peajizalii
KOHIENI[l CHUCTEMHOTO YIPaBIIHHA Ta PO3BUTKY KpaiHH B wLiIoMy. Ilepcnexmuéu
nOOANbLUWUX 00CNIONCEeHb TIONSTAIOTh Y TOCSITHEHHI CHHXPOHI30BaHOI B3a€MO/I1 BEJTMKO1
KUIBKOCT1 OpTraHi3alliid, Kl CKIaJarTh CYyCHUIBCTBO B Pi3HUX cepax Ta 1HCTUTYTaXx,
IIUISIXOM JTOCSTHEHHS MEBHOI "MUTICHOCTI", Sika B CYCIUIBCTBI 00yMOBJICHA 3arajbHOIO

CHUJIPHOIO KIHIICBOIO METOI  YpSAy,

SKa € BHUIPABJICHO UITKUMU KIHIICBUMU

pe3yJibTaTaMU. Y BUTIISAI TIOKPAILICHHS SIKOCT1 KUTTSI TPOMAJISTH Ta 30BHIIIHBOTO IMIIKY

ACPKaBU.

Knwouoegi cnosa: opranizariis, SKicTh TPYJI0BOT'0 IOTEHITIATY, PIBEHb caMopeaizarlii
NpalliBHUKA, CHCTEMHE YIIPaBIIiHHSA, «CYIIyTHa» poOoTa.

1. Introduction.

Today it is a proven fact that human
activity is the key engine of all socio-
economic processes, which ensures the
competitiveness of the economy by
actively using the achievements of
scientific and technological progress,
which are also the product of human
intellectual activity. Therefore, the quality
of human potential can not but be the
object of special attention of both
scientists and practitioners-managers.

But it is known from the technical
branches of the economy that high-quality
raw materials do not mean that the final
product will also be high-quality. At the
same time, it will never be possible to
make a high-quality end product from
low-quality material. That is, there is an
intermediate link between the quality of
the material at the inlet and the quality of
the final product at the outlet, which
converts the quality of the material into
the quality of the product. Such a link is
human activity, which is enhanced by
certain technological means.

It is in this aspect that the concept of
the quality of labor potential (QLP) of the
organization is ambiguous and complex,
which cannot be considered from only one
position. In the very concept of QLP in
some way must take into account the
ability of this "quality" to be transformed

in the process of activity into a quality end
product. It is implied that JAT in itself is
possible only when it can contribute to
obtaining high final socially useful
results. That is, without taking into
account the dynamic nature of QLP, its
consideration will be incomplete, limited,
insufficiently scientifically substantiated.

2. Literature review.

As the analysis of researches and
publications on this problem has shown,
in a large number of scientific works
concerning quality of labor potential of
the organization the last is considered,
usually, in two aspects. First, in terms of
static quality, ie, education, age, gender,
work experience in the specialty, etc. The
second aspect is related to the context of
increasing the QLP by recruiting qualified
personnel by various modern methods and
technologies, adapting it to perform
specific functions in a particular labor
society, as well as the development of
those already working through training in
various formats.

In foreign publications for many
years in the development of management,
the quality of labor potential is
considered, as a rule, in a more dynamic
aspect, confirming the work of A.
Bogdanov (2003), J. Morrisay (1979), F.
Taylor (2001), L. Hubbard (2001), S.
Young (1972). This is done taking into
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account the possibility of using this
quality both to achieve the success of
companies and to meet the needs of
employees in the field of employment,
which in turn increases the YAT. But
domestic management still pays little
attention to considering the quality of
labor potential in this perspective.

Therefore, a more complete
disclosure of the concept of "quality of
labor  potential® as a complex
phenomenon in the context of forming
effective personnel management of
organizations of different profiles and
scales to achieve high end results and at
the same time to increase the index of self-
realization of employees.

3. Methods.

Theoretical aspects of the study of
the quality of labor potential in the context
of the implementation of the concept of
system management.

4. Research objectives.

The aim of the article is to study the
theoretical aspects of researching the
quality of labor potential in the context of
forming effective personnel management
of organizations of different profiles and
scales to achieve high end results and at
the same time to increase the index of self-
realization of employees.

5. Results and discussions.

The development of any society
takes place in certain areas (political,
economic, social, cultural), in which a
large number of organizations operate. All
organizations are united, first, by the
activities of people (employees) in the
middle of them. Secondly - socially useful
end results (product). The types of these
end results can be different (for example,
in libraries and industrial enterprises, in
commercial firms and government
agencies, etc.). But among them stand out
and always present social and

environmental results.

If environmental results are fixed by
approaching certain standards, which are
determined in advance, the social results
are primarily determined in the process of
employment of employees within the
organization through the level (index) of
meeting their needs for self-realization in
the work process.

Since the quality of labor potential is
realized through the activities of
employees in the organization, which
determines the achievement of socially
useful end results, the index of self-
realization of employees can not be a
motivational component of this quality.

Consider this quality as a powerful
foundation for effective management of
the organization and its staff.

Usually the quality of labor potential
of the organization is considered in terms
of  educational and  professional
qualifications of employees. The general
criteria are the level of education
received: complete higher, incomplete
higher, secondary professional, secondary
general, as well as the available ranks of
workers. Characteristics of the quality of
labor potential can be supplemented by
demographic information, in particular,
the age of employees, health status,
general and professional experience, and
so on. The scientific institution
additionally takes into account the
availability of scientific degrees and titles
(candidates and doctors of sciences,
associate professors and professors).

This approach to determining the
quality of labor potential is essentially a
statistical-personal, which does not reflect
the real ability of employees to perform
their work effectively, but is only a
general characteristic.

Indeed, the employee may have
higher education, but poorly developed
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analytical and cognitive activity. This will
cause his obligatory gradual lag behind
the growing requirements for current
knowledge and skills, and, as a
consequence, insufficient efficiency of his
work. For example, a person may have a
doctorate, but not have such qualities of a
real scientist as a developed imagination,
intuition, analytical thinking. In this case,
the return on the activities of such a
scientist may even be negative, because he
will inhibit innovative initiatives, not
being able to understand them.

Therefore, the statistical-personal
approach to defining the essence of the
concept of "quality of labor potential” of
the organization must be supplemented
with information about the personal
qualities of the employee, which are
necessary for the effective performance of
functions in office. We are talking about
"related work", which is the essence of the
social philosophy of our great compatriot
Gregory Skovoroda (Skovoroda, 1973).

G.  Skovoroda's  social and
pedagogical views are based on the
doctrine of "kinship", "kinship work" as a
natural tendency of man to a certain type
of activity. According to the philosopher,
if a person determines his "kinship"
through self-knowledge and realizes this
discovery in life, he will be happy.

Agreeing with this statement, it
should be noted that, first, the human-

centered system of education, starting
with preschool, can significantly help a
person in this matter. Secondly, for
complete happiness (as a high level of
satisfaction of needs in various spheres of
life on the basis of a balance between
opportunities and desires) this is not
enough. In addition to the fact that job
functions must be adequate to the natural
abilities of the employee, it is important
that the latter is aware of this. Therefore,
instilling the desire for self-knowledge of
their own 1" should begin in school and
continue in the process of mastering the
next levels of education.

This aspect of the quality of the labor
potential of the organization is especially
important when it comes to managers as
representatives of the internal
management elite of this organization.
The effective operation of the
organization mainly depends on the
quality of this elite, an essential
component of which is the "affinity" of
managers with managerial activities.

To date, science has identified seven
most important qualities of a manager (out
of more than 40), among which there are
three basic qualities of a "helicopter”.
They are basic because in the case of their
underdevelopment there can be no
question of taking the position of head
(Golovaty, Dmitrenko, Solodkov, 2019).
Below in fig. 1 shows these qualities.
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head-manager

Basic professional and personal qualities

A

Leadership Organizational skills Sociability
Professional and personal qualities that ensure the
successful operation of the head-manager
Creativity Stress resistance Confidence Tolerance
in itself (morality)

Fig. 1. List of basic qualities that are inherent in a successful manager
(formed by the author on the basis of Drucker Peter, 2001)

According to the methodology that
uses factor-criterion qualimetry
(Anufrieva, Burlaenko, 2016), employees
themselves determine the criteria for the
manifestation of certain statements in
their activities. There are five such
statements for each quality of manager,
although there may be many more. In the
case of a simplified assessment
methodology, these five statements are
sufficient for an approximate self-
assessment.

After calculating the average scores
for each quality that should be inherent in
the head-manager, a person can already be
more oriented in his ability to be a
successful leader over a long period.

Successful leadership should be
called when the goals of the organization
are achieved, primarily through the
optimal use of labor potential, taking into
account the high level of self-realization
of employees in the field of work. Short-
term success in achieving the goals of the
organization can sometimes be achieved

by suppressing employees on the basis of
fear, which is characteristic of the
extractive (regressive) directive-
administrative management system. This
system has another name - the culture of
administrative pressure of the traffic
police. But this is not typical of
democracies and has no prospects in terms
of effective governance.

There is no doubt that the quality of
labor potential is significantly improved if
each employee (in particular, the
manager) will occupy his "kindred place"
in the body of the organization. That is,
the statistical-personal approach to
determining the quality of labor potential
of the organization should be
strengthened by the presence of the
employee's professional and personal
qualities, adequate to the position and
functions performed. But that's not all.

In general, the quality of any
phenomenon of a material or spiritual
nature is assessed by consumers or
compliance with certain norms and
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standards (typical of technical systems).
The direct consumers of the quality of
labor potential are the employer (head of
a state institution) and the employees
themselves. Indirect consumers of this
quality are those who use the product (end
result) of the activities of the personnel of
a particular organization or receive a
certain service, ie external consumers.

The question is, which employee
does the employer need? The answer is
already known - competitive and
competitive.

A competitive employee is a
professionally trained person who has a
sufficient stock of knowledge and skills to
quickly perform certain job
responsibilities today and tomorrow. This
concept also contains such personal
qualities as responsibility for their actions
and the ability to get along with other
people (“the ability to live together in a
multicultural society™). These are the
basic requirements for a competitive
employee on the part of the consumer - the
employer. But knowledge and skills
become obsolete over time, and therefore
competitiveness declines.

A competitive employee is a
professionally and socially trained person
who is able to be constantly competitive
during working life. This is possible when
a person has a highly developed
analytical-cognitive  activity  (APA),
which forms an internal need to learn both
the fundamental cores of knowledge and
constantly update current knowledge and
skills. In addition, APA orients a person to
self-knowledge of their own "1". This will
help her to be socially prepared to live
"together"” in different societies. It is not
difficult for such a person to acquire
professional relevant knowledge and
skills in order to always be competitive.

Competitive ~ and  competitive

employees are, in essence, the end
"product” of the staff of wvocational
schools. But the system of vocational
education today, unfortunately, only
declares this without a clear vision of how
to obtain these crucial end results.

In addition to employers (managers),
the direct consumers of the quality of
labor potential are the employees
themselves. They consider this quality in
terms of the possibility of self-realization
in the field of work through the
satisfaction of needs: decent pay; in
recognition and respect; comfortable
relationships with colleagues; clear and
reasonable organization of work; her
motivation; opportunities in professional
development and career growth.

In this regard, there is a need to
assess the level of self-realization of
employees in the organization through the
degree of satisfaction of certain needs,
which will characterize the quality of
labor potential of a particular organization
from the standpoint of consumer
approach. The application of the
achievements of factor-criterion
qualimetry allows to obtain such an
estimate in quantitative terms in the form
of a certain index (Anufrieva, Burlaenko,
2016).

Below in the table. 1 presents the
following evaluation model based on self-
assessment by employees of the degree of
satisfaction of their needs by the criteria:
fully satisfied - 1.0; more satisfied than
not - 0.75; something average - 0.5; rather
dissatisfied than so - 0.25; completely
dissatisfied - 0.0.

To objectify the judgments of
employees when choosing criteria, they
first formulate the reasons for
dissatisfaction with each factor. This has
two meanings: first, it reduces the
emotional background when choosing
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criteria (depending on the person's mood);
secondly, it is the basis for proposals to

Improve the situation.

Table 1. Evaluation model of the level (index) of self-realization of the employee
in the organization (example of self-assessment of the employee ""N"")

Criteria for meeting needs »
and their significance e |
Neo - 3 | £
Factors T~ =
s/ tisfacti ;f':’ Lo 2|53
needs Q = | S 2182 | © | ¥
28 | P8 |Eyg . _ G|l | B |2
o = o < O g O = Q. = > O wn
cZS 55 ETSZ EES T 8
O8d s |[dJdgrs 059 W | o d
1. | Remuneration for work X 0.25
5 Adgquacy of the X 0.75
position
3 Microclimate in the X 1.00
team
4 Working cond_ltlons by X 0.75
factors of hygiene
5 Work!ng _condltlons by X 0.5
organizational factors
6. | Work motivation X 0.25
Opportunity for
7. | development and X 0.0
career growth
Example of assessing the level of self-realization of the employee ""N"
0., =>,+7=325:7=046 0.46

(generated by the author)

Thus, the level (index) of self-
realization of the employee "N" can be
quantified by a certain indicator. In our
case (see table. 1) it is equal to 0.46. If we
consider all employees of a particular unit
or organization as a whole, then the index
of self-realization (arithmetic mean) will
characterize the quality of labor potential
of the unit or organization "through the
eyes" of its employees as consumers of
this quality.

The quality of the labor potential of
the organization is not just a set of
qualities of individual employees. The
organization may consist of high-quality
professionally  trained and trained

employees who are in a "related" place,
but they can not work effectively (in terms
of obtaining the final results). In other
words, the personal quality of productive
power in terms of statistical-personal and
consumer approaches may not bring the
desired Dbenefits for society and the
employer, and for the employee. Why can
this happen?

This may be when the activities of
employees are insufficiently organized in
terms of combining the efforts of
individual performers in a single direction
and promoting the self-realization of each
individual (including through appropriate
motivation) in the context of achieving
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ultimate goals. This is done through a
certain organizational mechanism, which
forms a progressive or regressive
management culture, respectively. It is
this culture that determines the realization
or non-realization of the personal quality
of labor potential. In this case, we are
talking about an activity approach to
considering the quality of labor potential
of the organization.

Personal quality of labor potential in
the conditions of progressive culture of
system management (KSU) by the
personnel grows even more. The
regressive management culture of KSU,

on the contrary, will not allow employees
to show all their abilities, knowledge and
skills to achieve the end results.
Therefore, the labor potential of the
organization is significantly reduced.
Based on this, the quality of labor
potential should be considered in an
organic relationship with the existing
management culture in the organization.
Schematically, the components of
the quality of labor potential of any
organization in the study of this
phenomenon from different positions and
approaches are presented in Fig. 2.

any organization

Quality of labor potential (YTP)

and professional:

Statistical-personal Consumer Activity
approach approach approach
A 4 A 4
General education Employers Management culture as a

required employees:

gender, age,
work experience

- competitive;
- competitive

fundamental component
formation and implementation
of the quality of labor potential

A 4

A

A 4

The employee acts in
his "related" place
according to his abilities
and natural qualities

work

Employees need
opportunities
(conditions) to achieve a
high level of self-
realization in the field of

1. Progressive,

which promotes self-
realization of employees.
2. Regressive,

which inhibits their self-
realization

Fig. 2. Components of the quality of labor potential of the organization (formed by

the author)

The decisive role of the components
of the quality of labor potential in
ensuring high end results requires their
constant improvement. One of the means
of this is the recruitment of personnel,
which is carried out in government

agencies on a competitive basis.

The initial stage of recruitment is its
search, which is carried out by four
methods. All of them are known and used
in almost all countries (Allin, 2011).

Firstly, is a recruitment, ie search
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and selection of middle and lower level
staff. As a rule, recruitment is conducted
among job seekers after dismissal.
Second, is an exclusive purposeful
search (Exclusive search) of senior
management or a specialist who can

significantly influence the
implementation of the organization's
strategy.

Third, head hunting is also a direct
search, but with elements of aggression,
because there is a "hunt" for specific
professionals and their lure into the
organization.

Fourth, this is a preliminary -
involvement in work through internships
and internships of young and promising
professionals (students and graduates of
HEIs), who have high hopes for the future.

It is impossible to say which of the
above methods is the most modern and the
best. Each of them should be applied
depending on the specific situation in the
organization and the state of the labor
market.

When selecting staff to improve the
quality of labor potential, a number of
methods are used to assess it. The main
ones are (Brown Frederick, 2015):

— resume analysis: gives the first
information about the candidate and his
opportunity to fill a vacancy for the
benefit of the organization;

— interview, which has several
varieties (telephone, structured, free
unstructured, situational).

— interview: it is the most
productive, because if it is reasonably
organized, it provides a lot of information
about the candidate.

In general, the interview is a central,
key stage of the recruitment system and is
the most common method. But in order to
get the maximum amount of information
as a result of the interview, you need to

seriously prepare for it, setting yourself
the task not only to fill the vacancy, but
also to improve the quality of work
potential. To do this, you need to group
the topics for the interview on a quadrant
of the main areas.

The first of them is related to the
definition of professional competence of
the employee in the relevant knowledge
and skills related to the vacant position,
which are essential for successful activity.

The second direction is to determine
the degree of compliance of professional
and personal qualities of the applicant to
the functions and responsibilities of the
vacant position. That is, we are talking
about ‘"related” work, which is a
significant motivation for active work
(along with remuneration for work
results).

The third direction involves the
definition of values and those traits of the
applicant that are important for the
formation of friendly relations with future
colleagues.

The fourth direction is related to the
definition of such a quality as
"responsibility".

With regard to the interview process
itself, it should be emphasized that it
should be conducted exclusively in
partnership,  without allowing for
similarity to the interrogation. It is
necessary to help the applicant to properly
understand the issue, including through its
reformulation if necessary. The wording
of the questions should be tactful and
provide a clear interpretation.

The interview can be conducted in
different formats depending on the
specific circumstances. For example,
given the large number of applicants for
one vacancy, it is advisable to conduct a
structured interview that has an approved
list of questions. This allows you to
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compare the answers of different
candidates and select the best of them. If
a vacancy requires a creative worker,
standard questions will not help identify
these qualities. Then it is advisable to
conduct an unstructured interview
(actually an interview).

In order to obtain important data in
the selection of personnel for
management positions of managers with a
high level of responsibility, a situational
interview is conducted. In essence, it is a
special psychological test, which is
adjusted to the requirements of the duties
of the future specialist. Each question is
offered several answers, which are close
to the correct ones.

Many companies use a group
interview method, the so-called "expert
group interview". This method is most
suitable when the vacancy requires
specific knowledge that an HR employee
can not assess. Then the relevant
specialists and the head of the department
where there is this vacancy are invited.
Expert group interviews have several
advantages. First, such an interview
creates the most tense situation for the
applicant, which allows you to assess his
ability to withstand the pressure. Second,
a group interview allows you to assess not
only professional knowledge and the
possibility of resilience, but also certain
personal qualities to reduce the likelihood
that a new employee will not find
common ground with their future
colleagues.

In general, there are other methods of
personnel  selection, in particular,
Assessment Centers, testing, professional
questionnaires, testing of skills. But all of
them are somehow focused on answering
a number of questions: does the candidate
have: the necessary professional
knowledge and  skills; relevant

professional and personal qualities;
tolerance  towards  other  people;
responsibility as the inner core of
behavior. If the answers to the questions
are positive, it means that the organization
can improve the quality of its work
potential. There is only one thing left - to
use this quality for the benefit of both the
organization (employer) and the most
accepted  employee  through  the
appropriate management system.

6. Conclusions.

The primacy of human activity in all
processes taking place in the world
(except for natural disasters) is not yet
perceived by Ukrainian society and the
ruling elite in particular, as a postulate that
does not require proof, but requires
careful treatment of man. A person carries
out certain activities in any organization,
including the authorities. Namely, the
whole society, the functioning of which is
regulated by the state, consists of many

different organizations (including
families).
A large number of these

organizations of different profiles and
scales of activity exist in a certain
interaction with each other. This
interaction will be effective if each of the
organizations carries out its activities in
the direction of achieving a specific
definition of goals that are intermediate
for the overall unifying goal of the
functioning of society in the interests of
each individual. There is one feature: the
achievement of goals must be fixed by
clear results. If this is not the case, then
there is no point in talking about effective
management of the organization, because
it is not supported by these results. And
therefore it is carried out "manually”,
unsystematically, that is practically
irresponsibly. As a result, the managerial
elite is formed not by adequate qualities
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and merits, which determines its pseudo-
elite.

In connection with the primacy of
human activity carried out in various
organizations (as social systems), to begin
to form an effective public administration
mechanism is necessary to improve the
management of labor potential of each
organization, including the authorities
themselves. The quality of this potential is
ensured by both external and internal
factors in relation to the organization. For
example, the former includes the national
education system, the internal - and the
management culture that prevails in the
organization. The latter can either reduce
this quality, if it is a regressive culture of
administrative pressure, or increase it in
the conditions of a progressive culture of
system (target) management.

It is the -culture of systematic
management of the final results with its
synergetic component allows to optimally
form (through the activities of educational
institutions) and realize the labor potential
of the organization, including the
authorities, both in the interests of
employees in terms of their self-
realization and in society organization of
socially useful goals. Today,
unfortunately, these goals in public
bodies, in particular the authorities, are
only declared, but not fixed by obtaining
clearly defined final results. Therefore,
effective systemic public administration
still needs to be established to finally stop
the decline of Ukraine and ensure its
development in a civilized way (Golovaty
M.F., Dmitrenko G.A., Solodkov V.T.,
2019).

But in order to build such an

adjustment on a systemic basis, it is first
necessary to consider "under a
microscope” the internal peculiarity of our
nation, from which the national governing
elite is formed. The latter, unfortunately,
does not contribute, but on the contrary
strongly inhibits the civilizational path of
our development based on people, with
the help of people and for people.

From the standpoint of a systems
approach, it is the culture of systems
management  that becomes its
technological implementer, when the
actions of all parts and elements are
subordinated to the achievement of the
end goal through intermediate results. In
this case, the feedback on the results of the
actions of individual parts and elements
becomes a regulator of deviation from the
end goal, which determines the coherence
of these actions in one direction.

Within organizations, the
coordinated functioning of various parts
(units) and  individual  elements

(employees) is carried out within a certain
"integrity”, which is due to the urgent
need to achieve system-forming ultimate
goals through the relevant activities of
employees.

And in order to achieve
synchronized interaction of a large
number of organizations that make up
society in different areas and institutions,
it IS necessary to subordinate their
activities to a certain "integrity". In
society, this "integrity” is due to the
overall powerful end-to-end goal of the
authorities, which is fixed by obtaining
clear end results in the form of improving
the quality of life of citizens and the
external image of the state.
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