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FORMATION OF MANAGERIAL ELITE THROUGH
EXAMINATION SYSTEM: MERITOCRATIC
APPROACH

Annotation.The article analyzed different systems of selection through ex-
aminations for public administration. The analysis of the selection of personnel
for public service in France, Singapore, Japan, and China has been analyzed. The
system of exams does not allow us to comprehensively analyze the skills and abili-
ties of a future specialist. So, attention is paid to communicative abilities, as well
as psychological peculiarities of the future manager. In our opinion, the system
of exams does not allow us to comprehensively analyze the skills and abilities
of a future specialist. So, attention is paid to communicative abilities, as well as
psychological peculiarities of the future manager. The system of forming a mana-
gement elite meritocratic principle must take several stages. The first stage is
testing prior to studying at a higher educational institution, in order to identify
the psychological features of a future specialist, as well as his ability to think
and control analytically. The next stage is the preparation of a specialist taking
into account the needs of the society in certain knowledge (economics, public
administration, international relations, knowledge in history, psychology, socio-
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logy, jurisprudence, knowledge of European and world law). The third stage is
the testing and passing of the exam in order to determine whether a specialist
has mastered the knowledge, and also to determine the level of its capabilities.
If a specialist has ratings below average — he is recommended to either retrain
or work in the private sector. When successful completion of final examinations
(which are exams on the ability of the future manager), it is recommended for ap-
pointment to certain positions.

Keywords: public administration, meritocracy, meritocratic principle, selec-
tion of personnel, examinations in the selection of personnel in the system of pub-
lic administration, management personnel.

®OPMYBAHHS YIIPABJIIHCHKOI EJIITU YEPE3 CUCTEMY
ICITUTIB: MEPUTOKPATUYHUI ITIJIXI]]

Anoramisi. PosrisgHyTo pisHi cucTeMu BigbOpy Ha IMOCaau Aep:KaBHOTO
yupasiinas. [TpoanasiizoBaHo mocBin Bizbopy KaapiB Ha myOsiuHy caykOy
y @Opanrii, Cinranypi, Amnonii, Kurtai. Cucrema icnutiB He 1a€ MOMKJIUBOCTI
BCeGIYHO TIpoaHasi3yBaTH 3JaTHOCTI Ta HABUYKKM MaiOyTHBhOro daxisis. Tak,
11032 yBarom 3aJIMIIAl0ThCs KOMYHIKaTUBHI 3Mi0HOCTI, a TAKOXK IICUXOJIOTTUHI
0co6MBOCTI MAlOYTHBOTO yIIpaBJiHisd. TaKMM YHHOM, cucTeMa (GOpMyBaHHS
YIIPaBJiHCHKOI €JIiTH 32 MEPUTOKPATUYHUM IIPUHIIUIIOM MA€ IPOXOIUTH KiJb-
ka eramiB. [lepmuii eranm — 11e TecTyBaHHS /10 TOYATKy HaBYAHHS y BUIOMY
HABYAJIBHOMY 3aKJaji, 3 METOI0 BUSIBJIEHHS IICUXOJOTIYHUX O0COOJUBOCTEN
MaiibyTHhOTO (haxiBIlsd, a TAKOK HOTO 3[JaTHOCTI 10 aHAJITUYHOTO MUCJIEHHS Ta
yupasJinas. Hactynnuii eramn — e migroroska haxisiis 3 ypaxyBaHHSIM IOTpeb
CYCITiJIbCTBA B IIEBHUX 3HAHHSAX (€KOHOMIKa, lep:KaBHe yIIPaBJIiHHS, MisKHAPO/I-
Hi BiJ[THOCUHU, 3HAHHS 3 iCTOPI1, ICUXOJIOTI1, COI10JI0Tii, TPaBO3HABCTBA, 3HAHHI
€BPOIENCHKOTO Ta CBITOBOTO 3aKOHOZABCTBA). TpeTiil eTam — Iie TeCTyBaHHS
Ta MPOXO/KeHHH icnuTy (daxiBileM 3 MeTOI0 BU3HAUEHHS HOTO 3HAHb, a TAKOXK
piBHS HOTO MOXKJAUBOCTEeN. AKIIO (axiBelb Ma€ OIMIHKKA HUXKYi CEPETHBOTO —
oMy PeKOMEeHI0BaHO abo MPONTH MOBTOPHE HAaBYaHHS ab0 MPAIfOBATH Y TIPH-
BaTHOMY CEeKTOpi eKoHOMiku. [Ipu ycminmHoMy ckjajlaHHi BUIIYCKHUX iCIIUTIB
(sKi € icnuTamu Ha 31i0HOCTI MaiilbyTHHOTO YIIPABJIiHI) HOTO PEKOMEHIYIOTh
Ha IIPU3HAYEeHHS Ha MeBHI 11OCa/Iu.

KmouoBi cnoBa: myGsiuHe yrpaBiiHHsS, MEPUTOKPATisi, MEPUTOKpPATHY-
HU# TIPUHIINIL, BiAOip KaapiB, iCIUTH MPK BiAOOPI KaJApiB B cucTeMi ITyOJi4HOTO
YIIPaBJIiHHSA, YITPABIIHCHKI KaJ[pH.

®OPMUPOBAHUE YITPABJIEHUECKOI 3JIUTHI YEPE3 CUCTEMY
9K3AMEHOB: MEPUTOKPATUYECKHUI MOIXO0/]

Aunotamusi. PaccMOTpeHBI pasjindHble CUCTEMbI 0TOOpa Ha JIOJKHOCTH
rOCY/IaPCTBEHHOTO yIpaBJjeHus. [IpoaHau3upoBaH OMBIT 0TOOPa KaJApoB Ha
ny6nuunyto caysxk6y Bo Opaunnuu, Cunranype, nonun, Kurae. Cucrema sk-
3aMEHOB He JIaeT BO3MOKHOCTH BCECTOPOHHE MTPOAHATN3UPOBATH CIOCOOHOCTH
U HaBBIKM Oy/yIero crernuaancra. Tak, 6e3 BHUMaHUs OCTAIOTCS KOMMYHU-
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KaTHBHbBIE CIIOCOOHOCTH, a TaKyKe MCUXOJOTHYecKrue 0COOEHHOCTH OY/IyIero
yrpasienia. Takum oOpasom, crcteMa (hOPMUPOBAHUS YIIPABJIECHYECKOM DJIH-
THI 10 MEPUTOKPATUYECKOMY TTPUHITUITY JIOJIKHA MIPOXOIUTh HECKOJIBKO 3TATIOB.
[TepBbIii aTall — 9TO TeCTHUPOBaAHKE 0 Hayajia 0OyYeHUs] B BBICIIEM Y4eOHOM
3aBe/IEHNH, C IeJIbI0 BBISBIEHUS MCUXOJOTHYECKUX OCOOEHHOCTEH OymyIie-
ro CIHEIMalnCcTa, a TakKe CIOCOOHOCTH €ro K aHaJIUTUYECKOMY MBINIIEHUIO
n yrpasiennio. Ciaefyomuil 3Tan — 3TO MOATOTOBKA CIEIUAINCTA C YIETOM
notpeOHOCTEH 00IecTBa B ONMpPe/IeIeHHBIX 3HAHUSX (9KOHOMUKA, TOCYapCT-
BEHHOE YIIpaBJieHne, MeXXIYHAPO/IHble OTHONIEHNS, 3HAHUS 110 UCTOPUH, TICH-
XOJIOTUH, COIMOJIOTUH, TTPABOBE/IEHN S, 3HAHUS €BPOIEeICKOTO 1 MUPOBOTO 3a-
KOHO/IATeTbCTBA). TpeTuil atan — 3TO TeCTUPOBAHUE U TTPOXOKIEHNE HK3aMeHa
CIEIUAJINCTOM C IeJIbI0 OIIpeJleJIEHUs ero 3HAHWM, a TakyKe YPOBHS €ro BO3-
MOXKHOCTeH. Ecu cienimanyctT nmMeeT OT1leHKU HUKE CPEJTHETO — eMy PEKOMEH-
JIOBAHO WJIM TIPOMTH MOBTOPHOE OOyueHue, Wi paboTaTh B YaCTHOM CEKTOPE
akoHOMUKH. [1pu ycrenrHo c/iaue BBITYCKHBIX 3K3aMEeHOB (KOTOPbIE ABJISTIOTCS
9K3aMEeHaMU Ha CIIOCOOHOCTH GYIYIIEro yIpaBJieHIla) ero PEKOMEH/YIOT Ha Ha-

3HAaU€eHWe Ha OTIpejieJIeHHbIE I0JIKHOCTH.

Kouessie cioBa: myOimyHoe yIpaBJieHe, MEPUTOKPATHST, MEPUTOKpaTHYe-
CKHUH MPUHIUI, 0TOOP KaJPOB, 9K3aMEHbI IIPU 0TOOPE Ka[POB B CUCTEME TTyOJINY-
HOTO yIIpaBJIeHus, YIIPaBJIeHYeCKUe KaJIPhl.

Formulation of the problem in
general form and its connection with
important scientific or practical prob-
lems. The personnel play the key role
in the public administration system.
These are the specialists, who make
and implement the state and manage-
rial decision, and development of the
public administration system, quality
and efficiency of the state and manage-
rial reforms depends on them.

Today, there is a problem in ensur-
ing the objectivity, efficiency and qua-
lity of competitive procedures for pub-
lic officials, identifying professionally
important qualities and abilities.

Therefore, the topic that is analyzed
in the article is relevant and aims at
systematizing the approaches to the
problem of conducting exams as a basis
of meritocratic principle.

Analysis of recent research and
publications. The works of such na-
tional scientists as V. Averianov, H. Ata-
manchuk, Yu. Bytiaka, T. Vasylevska,
N. Honcharuk, V. Luhovyi, V. Maly-
novskyi, R. Naumenko, N. Nyzhnyk,
O. Obolenskyi, V. Oluiko, E. Okhotskyi,
O. Parkhomenko-Kutsevil, T. Pakho-
mova, O. Radchenko, A. Rachynskyi,
A. Sitsinskyi, I. Surai, O. Turchynov,
S. Khadzhyradieva, O. Yakubovskyi and
others are dedicated to various aspects of
formation of qualitative and professional
personnel structure of the public admini-
stration system, personnel selection, per-
sonnel assessment, testing, assessment
of personal qualities of managers and
formation of personnel potential of the
public administration system.

At the same time, there are no sys-
tematic researches of theoretical ap-
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proaches to the formation of manage-
ment elite through examination system
under the meritocratic principle.

Research objective. Analysis of
theoretical approaches to the forma-
tion of management elite through ex-
amination system under the merito-
cratic principle.

Statement of basic materials. The
system of formation of managerial per-
sonnel — managerial elite — through
the determination of talents and pro-
fessional skills has a long history. The
examinations for selection of specialists
as the emperor’s servants have been in-
troduced in China as far back as at the
time of Emperor Wu of Han (141-87
BC). Under the reign of Eastern Han
Dynasty (25-220 AD), the examina-
tions for skills assessment were used to
test the competence of candidates in
certain fields, such as flood control and
foreign policy, and the Imperial Uni-
versity expanded its influence even to
determination of structure of officials
[1, p. 88].

The meritocratic principle of mana-
gerial elite formation is relevant up to
date.

According to the Law of Ukraine
“On Civil Service” [3], “On Service in
Local Self-Government Bodies” [4],
the persons who have passed three
stages of selection — testing, contex-
tual tasks and interviews are appointed
to the positions of A category (mana-
gers).

At the same time, these stages do
not allow the selection of talented in-
novative leaders. Currently, the issue of
providing the meritocratic approach to
the formation of management elite, de-
termining the efficient and productive
approaches to assessment of personnel
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of the public administration system be-
comes actual.

It should be noted that the National
School of Administration in France
(ENA) is the institution directly de-
signed to implement the meritocracy
principle. The activities of ENA are
aimed at selecting the intellectual po-
litical elite of the country irrespective
of social origin and its preparation for
civil service. The enrolment to ENA is
based on a rigorous selection be means
of examinations. The candidates must
pass five written examinations: civil
law, economics, general knowledge,
package of documents on European
law and public policy or civil law and
social policy, and the fifth examina-
tion is selected by the candidates from
disciplines ranging from math to lan-
guage. The next stage is passing five
oral examinations — state finances, in-
ternational policy, European or social
issues, foreign language and a forty-
five-minute “Great oral examination”
open to the public, during which any
questions can be asked, including per-
sonal questions. The next stage of the
tests is sport test [6, p. 67-68].

After studying at ENA, the gradu-
ates are ranked according to their
academic performance and they are
guaranteed the job in the public ad-
ministration system.

So, ENA forms the erudite persons
who can be professionals in state ad-
ministration, politics and business.
Such specialists are able to solve is-
sues in the management system and
will master socially significant values:
impartiality to all citizens, loyalty to
democratic government and ethical
use of community funds. They should
be the competent technocrats with




the ability to solve extremely complex
administrative issues keeping in mind
that the policy is applied to real people
[1, p. 134].

The appointment to the civil service
is carried out based on competitive ex-
aminations. The Constitution of Japan
recognized the principle of equal access
of citizens to the civil service. The Law
of Japan “On Civil Servants” (Article
33) stipulates that the candidate is re-
cruited to the civil service according to
his personal merits, professional train-
ing and business qualities that should
be revealed by competitive examina-
tions [8].

The organization of examinations
is entrusted to the Personnel Affairs
Council. The management for person-
nel recruitment and use consists of
special examination department and
four major examiners. By own rules,
the Council may impose additional
requirements for the first-time appli-
cants, and in respect of persons apply-
ing for promotion — to limit the range
of results being examined by selecting
on the basis of past official activities.

The first-time applicants are exa-
mined in three separate groups: 1) per-
sons graduated from the higher edu-
cational institutions; 2) persons with
incomplete higher education; 3) per-
sons with secondary education. In
practice, only persons with higher edu-
cation have the chance to take senior
positions (as a rule, they are graduates
of the Law Department of Tokyo Uni-
versity).

Only Japanese citizens can apply for
admission to state service, but addi-
tional restrictions may be imposed on
some special types of state service. For
example, a person who is married to a

foreigner cannot become a member of
the Ministry of Foreign Affairs.

The system of entrance examina-
tions for the civil service, introduced
at the end of the XIX century, operates
without significant changes until now.
Examinations can be written or oral.
It is allowed to conduct an exam on
physical training, assessment of special
skills, etc. [2; 8].

Competitive exams are organized
on the principle of “open doors”. The
time and place of their conduct are an-
nounced in the media.

Requirements for competitive exa-
minations are identical for most state
establishments. Only some ministries
prepare their own written and oral ex-
aminations. The Ministry of Foreign
Affairs is among them. Candidates for
career diplomats (they must be not
younger than 20 and not older than 28
years old), pass written examinations
during three to four days in June, on the
following subjects: Japanese Constitu-
tion, international law, economic theory,
history of diplomacy and foreign lan-
guage. In addition, the candidate choos-
es, at his discretion, administrative or
private law as the exam, as well as one of
the sections of the theory and practice of
monetary and financial relations. There
is also a “general exam” in the form of a
group discussion on one of the subjects
in order to determine the ability of can-
didates to quickly perceive the essence
of different opinions, develop their ap-
proach, use convincing arguments in
formulating their own position [2].

The number of points gained on the
examinations is put into the examina-
tion sheet, which is created for each
person passing the exam and which re-
mains valid for one year.
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Singapore instead selects political
talents from the school, as well as ex-
amines them with a whole set of exami-
nations at key stages of the selection
process and career growth [1, p. 87].
When creating a system for managing
of state personnel from the start, Sin-
gapore’s leaders were guided by their
country’s strategic needs in their work,
rather than immediate benefits and
their own interests. They considered
the building of an effective HR mana-
gement system as one of the primary
tasks. The purpose of the system was to
select, develop and maintain the best of
the best for work in state organizations.
And to date, Singapore has been pursu-
ing a personnel policy based on “three
principles: awareness of the strategic
importance and key role of talent and
leadership among state officials; meri-
tocracy is a system of recruitment and
promotion of officials based on their
professional and business qualities; the
fundamental requirement for leaders is
honesty and sincerity” [9, p. 25].

For the continuous improvement
of this system, since its launch in the
1950s, there was a need for the politi-
cal will of the leaders for which Sin-
gapore’s success was above their own
interests. Political and administrative
authorities were divided in Singapore
in 1955. This reform met the resistance
of a large number of state officials, as
it deprived them of the possibility of
patronage and appointment to posi-
tions on the principle of loyalty, not
professionalism, but initiated the con-
struction of a new system based on
meritocracy, which provided that the
promotion and rewards were based on
merit, and not on seniority or political
affiliation. Public Service Commission
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(PSC), which had to meet public de-
mand for personnel in accordance with
the principle of meritocracy and, in ad-
dition, to ensure the effective work of
the branches of power separated after
the reform, was created. The commis-
sion included only those people who
did not previously hold political or ad-
ministrative positions. And up to this
time the members of the commission
are professionals coming from the pri-
vate sector, who are appointed by the
president on the recommendation of
the prime minister [10].

Such an approach to the formation
of the Commission made it conside-
rably less dependent on political and
administrative authorities, which en-
abled the selection of personnel on an
objective basis. Today, the functions of
the PSC include: appointment of em-
ployees to senior positions and their
further promotion; study of complaints
from state officials on decisions taken in
the personnel committees; disciplinary
control of state officials; control over
personnel committees; management of
the Singapore Government program
for scholars. The main tool for reple-
nishing the human resources reserve of
the country’s senior executives is the
Singapore Government scholarships.
The scholars are selected on the basis
of two characteristics: they should be
included in 1% of the best graduates
of the school and have the competence
of management (participation in vo-
lunteer movements and public organi-
zations, etc.). Scholarships are issued
annually and are intended for higher
education at the best universities in
the country and abroad. The ministries
and committees independently form
the number of scholars they need, and




if more applicants are eligible under
the criteria, scholarships can be issued
to all. Administrative Service (AS —
Administrative Service) is the highest
executive body in the country. Despite
the fact that AS employees are part of
the state apparatus, they are managers
of wide profile and are not affiliated
with any of the ministries [10].

In general, they use several methods
for the initial selection of potential se-
nior managers. So, after graduation,
graduate-scholars receive training un-
der the Management Associates Pro-
gram Management (MAP) specially
created for those who start their ca-
reers at the state service. Also there is
periodic monitoring of former scholars
that already work in ministries, but did
not pass to AS immediately after the
MAP program, and attraction of top
business professionals to ensure diver-
sity of views and enrich the experience
of AS employees [9, p. 28].

In order to improve the assessment
and promotion mechanism of state of-
ficials, Potential Appraisal System
(PAS — Potential Appraisal System)
was created in 1983 on the basis of Po-
tential Appraisal System of Shell Com-
pany, one of the main investors in the
Singapore economy [10]. Their system
of modernization and development of
the state service is based on two main
tools: performance assessment, which
includes self-assessment of results and
qualitative assessment of activities, as
well as assessment of potential, which
is a recommendation on development
(depending on the objectives for the
next period) and an overall assessment
of the potential by the supervisors. It
is based on a competency model. Each
team member evaluates the potential

of the co-employee separately from the
others. The final evaluation of develop-
ment at the moment — the current es-
timated potential as a whole (CEP) —
determines the highest position that a
given person can take at the peak of a
career, that is, his/her potential (now
and in general). Besides this, the regu-
lar assessment of potential contributes
to the continuous renewal of person-
nel composition. For example, if by the
age of 35 years, the employee does not
demonstrate the potential to become
Deputy Minister, he or she is recom-
mended to leave the Administrative
service. Continuous training and pro-
fessional development are the main
aspects in talent management. That is
why the Civil Service College (CSC)
is working in Singapore, the goal of
this establishment is development of
a research center for the study of the
practice of state policy of Singapore
as well as search for new ideas from
around the world in the field of state
administration; the exchange of expe-
riences between the sector of the state
service and business; the establishment
of a common system of values, sense of
community and corporate spirit among
state officers [1; 10].

Today, the exams on election on
state service in China are more like
IQ tests designed to select individuals
with good analytical skills. Such exa-
minations include a set of questions on
the analysis of public policy and pro-
vide an opportunity to identify persons
capable of analyzing complex problems
in various aspects [2; 5].

In our opinion, the system of exami-
nations does not provide an opportu-
nity to fully analyze the abilities and
skills of the future specialist, because
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no attention is paid to communication
skills, as well as psychological charac-
teristics of the future manager.

Thus, according to the meritocratic
principle, the system of formation of
the managerial elite should pass several
stages. The first stage is testing prior
to the start of study at higher educa-
tion establishment, in order to identify
the psychological characteristics of the
future specialist, as well as his skills of
analytical thinking and management.
The next stage is the training of a spe-
cialist taking into account the needs of
society in certain knowledge (econom-
ics, state administration, international
relations, knowledge of history, psy-
chology, sociology, law, knowledge of
European and international law). The
third stage is conducting of tests and
exams in order to determine, if the spe-
cialist mastered the knowledge, as well
as to determine the level of his abilities.
If a specialist has below-average grades,
it is recommended for him /her to either
repeat the study course or work in the
private economy sector. If the specia-
list successfully passes the final exams
(which are exams on the skills of the fu-
ture manager), he/she is recommended
for appointment on certain positions.

Obviously, this algorithm makes it
possible to appoint more experienced
professionals and to educate profes-
sionals. However, today, it is impossible
to implement such method of appoint-
ment on positions in the system of state
administration, as the current legisla-
tion (including the laws of Ukraine
“On civil service” and “On service in
local self-government”) provides for
the appointment on positions in the
system of state administration only
upon results of competitions, which are
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often nonobjective and preconceived.
Therefore, the main mechanism for
regulation of the meritocratic principle
of appointment of professional mana-
gers is to change the current legislation
of Ukraine.

Conclusions: The article analyzes
various systems of selection through
examinations for state administration
positions. It is rationalized that ac-
cording to the meritocratic principle,
the system of formation of the mana-
gerial elite should pass several stages.
The first stage is testing prior to the
start of study at higher education es-
tablishment, in order to identify the
psychological characteristics of the
future specialist, as well as his skills of
thinking and management. The second
stage is the training of a specialist tak-
ing into account the needs of society in
certain knowledge (economics, state
administration, international relations,
knowledge of history, psychology, soci-
ology, law, knowledge of European and
international law). The third stage is
conducting of tests and exams in order
to determine, if the specialist mastered
the knowledge, as well as to determine
the level of his abilities. If a specialist
has below-average grades, it is recom-
mended for him/her to either repeat
the study course or work in the private
economy sector. If the specialist suc-
cessfully passes the final exams (which
are exams on the skills of the future
manager), he/she is recommended for
appointment on certain positions.
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