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ADAPTIVE CONTROL OF PERSONNEL RESERVE TRAINING
IN INSTITUTION OF HIGHER EDUCATION

The article reveals the essence and peculiarities of the personnel reserve formation in the institution of higher education.
The functionality of the personnel reserve of the modern higher school is analyzed from two viewpoints: the viewpoint of
an institution of higher education (functions are information, personnel planning, resource saving, anti-crisis, regulatory)
and the viewpoint of a reservist (career-orientation, motivational, developmental functions). The personnel reserve
management is represented by several approaches: classical (training is tied to the competence of a particular position);
the personnel reserve management in the context of the concept of talent management (development on the grounds of
needs and deficits in the competence of succession pool members); synthetic (the personnel reserve is a self-organized
community and a training program). The best thing is to use adaptive control technology in order to regulate relationships
between members of the personnel reserve, and assist them in the implementation of professional self-development and
self-improvement. Adaptive controlis founded on the acme-synergic principles, as it provides favorable conditions for self-
organization, self-knowledge, self-understanding, self-determination, self-prediction and self-design, self-actualization
and self-realization of a person as a subject of professional activity. Main lines of work of the acme-synergic service
are informational-analytical (general department); organizational-designing (prognostic department); acmeological-
technological (technological department); psychological (department of acme-synergic support); research (analytical

department).
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Introduction. A modern higher school needs an active
staffing strategy. It is necessary to create the optimal
conditions for the personnel reserve formation and its
effective use for the purpose of the human resources
management. Currently, a clear-cut personnel policy
based on the professional growth and improvement of
the scientific-pedagogical and administrative staff is the
priority direction for a board of institutions of higher
education.

As of today, the so-called personnel <«emptiness»
has occurred in the staffing structure of the higher
school, meaning a lack of not merely employees of
early adulthood (25-35 years) but also ones of middle
age (35-50 years). At the same time, a significant
turnover of personnel is observed which is caused not
only by insufficient material provision, but also by
rough conditions for professional development, career
advancement, etc. A personnel reserve formation of
scientific-pedagogical and administrative personnel, its
establishment and maintenance will facilitate correction
of such inconsistencies.

Initial preconditions. The issue of the personnel
reserve formation in educational institution is explored
by contemporary scholars. By so doing, O. L. Nosov
(2015a, 2015 b) considers approaches to the staffing
reserve formation of an institution of higher education,
analyzes the concept of logistic approach to personnel
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flows. According to the scientist, evaluation, formation
and management of competencies deserve special
emphasis within the personnel reserve formation.
Yu. Habtrakhmanova (2010) represents a generalized
mechanism for the formation and management of a
personnel reserve in the field of education taking into
account the classification by the groups of employees.
Researchers combine personnel reserves efforts with
career planning and adjustable rotation (Durakova,
2009). However, the published results of the research
do not speak that best practice of a personnel reserve
demands to take into consideration the social and
temporal peculiarities of its functioning in educational
institutions, modern trends of the educational process
management.

The research objective is to identify the peculiarities
of adaptive control of the personnel reserve training in
institutions of higher education. It is necessary to analyze
the selection technology into the personnel reserve of the
institution of higher education and develop measures of
adaptive control of personnel reserve training on an acme-
synergic basis to achieve the above mentioned object.

The features of the personnel reserve formation at
the university. The concept of «personnel reserves is not
something new. As far back as times of Soviet there was
a form of annual reporting on the state of work with the
personnel reserve at the enterprises. However, nowadays
systematic operation with succession pool members
(notably in institutions of higher education) is not
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carried out in large or occurs at the stage of formation,
since «reservists» do not always have the possibility
to occupy the position they intend for a while being in
reserve (Kadrovyy rezerv TPU).

Personnel reserve is a group of managers and
specialists possessing the ability to manage, systematic
targeted training, meeting the requirements imposed by
the position of a particular rank, and have made it past
filter (Maslov, 2015).

The features of the personnel reserve formation at the
university are analyzed by D. Dzevanivska (2015). The
scientist notes that the personnel reserve management
is represented by several approaches at the Tomsk State
University:

o classical (training is tied to the competence of a
particular position; entry into the personnel reserve
is conducted according to the recommendation of the
board; evaluation is multilevel);

e management in the context of the concept of
talent management (entry into the personnel reserve
through self-nomination; development on the grounds of
needs and deficits in the competence of succession pool
members; the development program mobilizes reservists
around urgent tasks of the organization),

o synthetic (development is built on the basis of
needs and deficits in the competence of succession
pool members with a focus on career advancement; the
management results are professional growth, development
of professional competencies of the highest standards,
projects for the crucial tasks of the organization; the
personnel reserve is a self-organized community and a
training program).

The personnel reserve is divided into 2 groups:
a reserve of scientific-and-pedagogical workers and
administrative and managerial personnel.

As modern researchers point out, «... generation
process a personnel reserve of a university means the
creation of such a reserve possessing sufficient level of
mobility, intellectual activity, physical and mental health,
and capacity to adapt rapidly to new working conditions»
(Godymchuk et al., 2008).

Personnel reserve formation of an organization
is determined by the following conditions: intensive
organizational development; the manifestation of
stagnation associated with the need to change the senior
personnel; the transfer of qualified managers to other
organizational environment; developed system of staff
turnover (horizontal and vertical) (Lazarenko et al.,
2016; Murtazin, 2004).

Thegeneration processofastaffreserveusuallyinvolves
several steps: analysis of personnel reserve requirements;
selection of candidates for personnel reserve; formation
of the personnel reserve list (operational and strategic).

The functionality of the personnel reserve of the
modern higher school is analyzed from two viewpoints: the
viewpoint of an institution of higher education (functions
are information, personnel planning, resource saving,
anti-crisis, regulatory) and the viewpoint of a reservist
(career-orientation, motivational, developmental
functions) (Kalinin et al, 2015).

The information function of the personnel reserve
is manifested in the fact that the organization gets the
opportunity to synthesize information on prospective
employees, to make a list of their competencies in the
process of work with the personnel reserve. Service-
professional advancement takes into account the concrete
achievements of the worker (defense of the dissertation,
publication in professional and scientometric editions,
internship, etc.) inmoderninstitutions of higher education
also accounted in personnel planning. Permanent and
purposeful work with personnel reserve makes it possible
to reduce the cost of staff selection and adaptation in
the workplace. The essence of the anti-crisis function of
the personnel reserve is that its members can assist in
situations of sudden staff dismissal of the regular labor
force (it especially applies to scientific and pedagogical
workers). The regulatory function is crucial for the
personnel reserve due to the fact that today the aging of
the scientific and pedagogical staff is the development
deterrent of modern universities.

If we consider the functions of the personnel reserve
from the position of the employee, then it is necessary
to focus attention, first of all, on the career-orientation
function. A member of the personnel reserve has specific,
well-defined benchmarks for personal and professional
growth, the opportunity to assess his chances of getting
the desired position. The personnel reserve status
motivates the employee to personal and professional
growth (external from the point of the higher school side
and internal motivation). The developmental function
of the personnel reserve consists in the fact that training
in different directions is the obligatory element of work
with the personnel reserve (given to the personality of
each reservist).

The best thing is to use adaptive control technology
in order to regulate relationships between members of the
personnel reserve, and assist them in the implementation
of professional self-development and self-improvement.

Many contemporary scientists tackled the issues of
adaptive control: T. Borova, T. Davidenko, H. Yelnikova
etc. As H. Yelnikova (2011) notes, «Adaptive control
is a process of mutual influence causing the mutual
adaptation of the behavior of actors on the dia(poly)
logical basis, which is ensured by a joint definition of a
realistic objective with a subsequent combination of
efforts and self-directed actions in order to achieve it. The
major feature of adaptive control is the mutual adaptation
and the organic combination of the manager’s goal and
the pursuit of the executor based on the development of
flexible activity models».

Adaptive control is founded on the acme-synergic
principles, as it provides favorable conditions for self-
organization, self-knowledge, self-understanding, self-
determination, self-prediction and self-design, self-
actualization and self-realization of a person as a subject
of professional activity.

The personnel reserve status of a higher school
promotes the development of professional competence,
which is a complex formation including certain special
types of competence, among which the leading role
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plays acmeological competence as the most important
condition for the professionalism of administrative/
scientific-pedagogical staff. The high level of acmeological
competence enables specialists to carry out effective
professional performance, professional self-improvement
and self-realization.

The formation and further development of auto-
psychological competence is significant for each reservist
that is the readiness and ability of the actors to work
purposefully and psychologically on the change of
personality traits and behavioral characteristics. The
algorithm for the formation of auto-psychological
competence involves the consistent implementation
of the following stages: actualization of personal and
professional problems; formation of the self-transformative
activity subject; the task of the indicative basis of self-
transformative actions; formation of operational and
technological component of self-transformative activity;
the transition from external (materialized) to internal
(psychological) actions.

Auto-psychological competence is a part of the
acmeological competence representing the integral ability
of a person to build his progressive development in various
spheres of activity under the conditions of continuous
complication of tasks and growth of achievement
levels that require the maximum realization of human
psychological resources. The high level of acmeological
competence enables employees of higher educational
establishments to conduct effective professional activity,
professional self-improvement and self-realization.

In order to develop a program for the reservist
development, it is necessary to create a bank of
professional competencies used in hiring new employees
and in the further professional support of active workers
on the way of professionalization and implementation of
career advancement.

The next step covers identifying shortage and overage
in the content of each competence according to the norm.
Such a detailed elaboration list underlies the reason
for the development of the acmeological trajectory of
self-improvement and self-realization in the direction
towards professionalization and career advancement for
each member of the personnel reserve of an institution of
higher education, as well as an acme-synergic support on
this path.

It should be separately emphasized acmeological
competence constituting a high level of possession
strategies and technologies of personal and professional
self-development and self-improvement with subsequent
self-realization in life among educational institution
employees. The primary components of acmeological
competencearereflexive, prognostic, projective, cognitive,
operational, organizational, communicative, and others.
Reflexive component contains self-evaluation strategies,
self-assessment and effective self-control in professional
activities. The projective component is characterized
by strategies for predicting, planning and implementing
self-transformative activities. The cognitive component
includes a strategy for SWOT analysis. The operational
component involves an analysis of the subject’s ability to

CONTINUING PROFESSIONAL EDUCATION : THEORY AND PRACTICE (SERIES: PEDAGOGICAL SCIENCES) ISSUE Ne 2 (59), 2019 @_

personal and professional development. Organizational
component is revealed through self-mobilization, self-
management, disclosure and development of the potential
for effective self-realization in professional activity.
The components of the communicative component are
perceptual perceiving, constructive interaction and the
creation of a success zone in social contacts (Hladkova,
2013, p. 222-223).

The emphasis is made on auto-psychological and
acmeological competencies within the process of
development and further implementation of the acme-
synergic technologies of personal and professional self-
improvement. In our opinion, acme-futuring is an effective
tool for the development of such technologies, notably
prediction and active foresight of self-development,
self-improvement and further self-realization towards
ACME. We suggest varieties of acme-futuring: «Ability
acme-futuring is acme-futuring, the main object of which
is the properties (personal and professional), and the goal
is the formed akmeologic invariants... Synergic acme-
futuring is acme-futuring subjecting to the personality
as an open system constantly developing and effectively
self-realizing despite the barriers and «katabole» to reach
the excellence» (Hladkova, 2013, p. 224—225).

The process of professional development (self-
development) and improvement (self-improvement)
of the reservist involves moving from the professional
reality-ego to the professional superego that is to the level
of excellence. This process is subjected to the influence of
the extra-environment (external) and intra-environment
(internal), where the relevant factors apply. The macro-
environment (extra-environment) influences on the
development (self-development) and improvement
(self-improvement) through the external factors
(conditions and attributes), and the intra-environment
contains internal factors (personal, subjective qualities)
contributing or interfering with the process. The process
itself takes place in the meso-environment (inter-
environment), where integrative meso-factors operate
as acmeological invariants, catabolic factors, as well as
factors accelerating or slowing down this process. The
above-mentioned environment is acme-synergic.

Achievement of the heights of personal and
professional development is impossible without the use
of fundamental acmeology knowledge by a specialist. We
propose the following procedure for mastering the method
of acmeological design in the process of professional
becoming and further development of a specialist:

1. Insightinto the particular nature of the professional
activity of a specialist. The result of such actions can be
both pragmatic and psychological. A pragmatic result is
professional-qualification characteristic of the employee
in a certain sphere; psychological one is knowledge of the
essence of the psychological characteristics of the worker
and his professional activities.

2. Critical analysis of professional activity of a
specialist. A pragmatic result is the characteristic
«Professional activity of a specialist (PAF)». A
psychological result is the ability to perform professional
actions.
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3. Analysis in the framework of the professional
activity for each action and result. A pragmatic result
is the <«Action-Result» scheme for a specialist. A
psychological result is the ability to analyze activity,
highlighting purpose, motives, actions, result.

4. Systematization of all the previous material for
the construction of the acmeogram for a specialist.
A pragmatic result is an acmeogram of a specialist. A
psychological result is the ability to perform analysis,
synthesis, comparison, abstraction, systematization of the
material.

5. Creation of the author’s system of personal
and professional development and self-development.
A pragmatic result is the trajectory of personal and
professional development aimed at the fullest possible
self-realization. A psychological result is the ability to
predict the future relying on reality.

The specialist acquires the necessary acmeological
knowledge, forms skills, gains experience in the process of
acme-synergic design of the author’s program of personal
and professional self-development. We emphasize
precisely on acmeological knowledge, because it is in its
essence:

e integrative (on the one hand, it relies on the idea of
a person as an individual, personality, subject of activity,
individual, and on the other - on the theory of pedagogical
systems, psychology and acmeology of management);

o personally oriented (it is aimed at the individual
style formation of professional activity subjected to
the common patterns, at the development of internal
potential towards personal and professional heights);

o technological (equipping every manager with
algorithms and techniques of detection, development
design and implementation of their own creative potential,
individuality on the way to personal and professional
heights as skill, uniqueness.

The proposed system of acme-synergic design
facilitates to build the ability of a specialist not merely
to perform effectively the functions of professional
engagement, but also actively, consciously develop
and polish his personality to achieve the acmes of
professionalism in certain activities.

Auto-professional competence could be evaluated
according to the following indicators: behavioral and
intellectual flexibility; adaptability; capacity to self-
management (of own development, emotional states);
high level of motivation not limited to the result,
but also to the process of self-improvement and self-
realization; adequacy of self-esteem; self-identification
in the profession, etc. Acme-synergic support is the final
stage in the formation of auto-professional competence,
which can be carried out in the form of individual and
group counseling, periodic psycho-diagnostics, corrective
work (training, quasi-professional traditional games),
developmental training, quasi-professional innovative
games, preventive conversations, coaching, etc. The
choice of a concrete form of acme-synergic support
depends on each particular subject aspiring to maximize
self-realization on the path to mastery, his ACME.

Creation of the acme-synergic support service for
professional development is appropriate for the effective
development (self-development) and improvement (self-
improvement) of reservists.

The main objective of the acme-synergic support
service for professional development is the acme-synergic
maintenance of the systemic support of personnel
potential development in institutions of higher education.

Several goals are psychological and acmeological
support of personnel work; psycho-acmeological
optimization of work, professional interactions and
relations of administrative and scientific-pedagogical
workers in higher educational establishments; acme-
synergic support for the personal and professional
development of reservists; acmeological assistance
in forming an effective image and authority of the
administrative and scientific-pedagogical staff of the
university.

Main lines of work of the acme-synergic service
are informational-analytical (general department);
organizational-designing  (prognostic  department);
acmeological-technological (technological department);
psychological (department of acme-synergic support);
research (analytical department).

Successfully functioning acme-synergic service is
intended to assist personal and professional development,
within the framework of which such progressive changes
occurs in personality as:

e personality orientation changes (expanding the
range of interests and changing the system of needs,
actualizing the motives of achievement, increasing the
need for self-improvement and self-realization, enlarging
creativity of the individual);

e cnhanced experience as well as qualifications
(intensifying competence, developing and expanding
skills, mastering new algorithms for solving professional
problems, increasing creativity of activities);

o development of complex individual abilities;

o claboration of professionally important qualities in
accordance with the specifics of the activity;

e development of personal and business qualities;

o increased acmeological readiness for actions in
various situations including extreme;

o development of acmeological invariants of
professionalism, the key qualities and skills of a
professional providing a high stable performance of the
activity regardless of its content and specificity.

Conclusions and directions for future research. The
personnel reserve training for the scientific, pedagogical
and administrative staff of the institution of higher
education requires adaptive control based on the acme-
synergic principles. The acme-synergic support service is
suggested for the professional support of the reservists and
designed to assist and encourage the personnel reserve
members underway towards maximization of their self-
realization and career advancement. Directions for future
research are observed in the development of acmeological
technology for the personnel reserve training in an
institution of higher education.
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ouinka € 6azamopisnesoio ); ynpasiinis KaopoGUM Pe3epeom 8 KOHMeKcmi KOHyenyii ynpasiinms maianmami (Po3eumox
BUOYO0BYEMBCS HA 0CHOGT nomped i Oeiuumic ¢ KoMnemeHuyisx pesepsicmie); cunmemuunuil (Kaoposuil pesepe €
CNIBMOBAPUCTIEOM, ULO CAMOOPZAHISYEMBCS, | NPOZPAMOIO NI020MO6KU KAOpIE.). Adanmuena mexmonozis ynpasiinus
€ Haubivw eexmusnolo Ons pezyrioeanis GIOHOCUH MINC UIeHAMU KAOPo80zo Pe3epey, a makoic 0is 0onomozu
M y sditicuenni npogecitinozo camopo3sUmMKy ma camo800CKOHALCHHS. AJanmuene Ynpasiinis TPYHMYEMvCs Ha
NPUHUUNAX AKMECUNEDZil, OCKIIbKU 3a6e3neuye CRPUMIUG] YMOGU OJisl CAMOOP2ANHI3AUil, CAMONISHAHHS, CAMOPOYMIHHSL,
CAMOBUSHAUCHNS, CAMONPOZHOYBANHS T CAMOPOIBUMKY, CAMOAKMYyaNisayii ma camopearisayii ocobu sx cybd’'ekma
npogeciiinoi dismvrnocmi. 3anpononosano gopmu pobomu 3 pezepeicmamu i CMpYKMypPy cAyrcou akmMecunep2emuunozo
sabesneuenns, 0CHOBHI Hanpsmu pobomu skoi nepedbauaiomv: iHpopmayitno-anarimuuny pobomy (3azarvhuil
6100i1); op2anisauiino-npoexmyeaiviy (npozHoCMudHUll 6i00iL); AKMeon020-MmexHoN02iuny (Mmexnonozivnuil 6i00in);
ncuxonoziuny (6i00in axmecunepeemuunoi niompumxu); docuioxncenns (anarimuunuil 6i00in). [lepcnexmueu nodarviuux
docridacers 80aUAEMO 8 POIBUMKY AKMEOJ0ZIUHOT MeXH0L02i 015 KA0p0B8020 Pe3epey 6 3aKiadax Ui oceimu.

Kniouoei caosa: adanmuene ynpaeuinmus; axmeonozis;, KAOPOSUIL pe3epe;  CAYicoa aKMecunepzemuunozo
sabesneuenns; QYHKYIL KA0POB020 pe3epsy.

AIIATITUBHOE YIIPABJIEHUE ITIOJATOTOBKOI1 KAZIPOBOT'O PE3EPBA
B BbICHIEM YYEBHOM 3ABEJIEHUN

[magroBa BasenTiHa, 1OKTOP NeJarornyeckux HayK, mpodeccop,
npodeccop xKadeapsl ynpasienus, Kuesckuit ynusepcuter umenn bopuca Ipundenxko,
ya1. Tumomenko, 13-6, 04212 Kues, YkpanHa,
v.hladkova@kubg.edu.ua

B cmamuve packpoimul cyugHocms u 0co6eHHOCMU HOPMUPOBAHUS KAOPOBO2O Pe3epsa BviCulez0 YueOH020 3A6C0CHUSL.
Qynxyuu kadposozo pe3epea NPOAHALUSUPOBAHL C OBYX MOUECK 3PEHUL: BbLCULE20 Yued1020 3asedenus (UnpOopMamueHas
pynxyust, kadposoe naanuposanue, pecypcocéepencenie, AHMuUKPUSUCHASL, PEYIAMOPHASL) U MOUKU SPEHUS PE3ePBUCTNA
(Kapvepnas, MOMUBAYUOHHAS, PABUBAIOULAS (DYHKUUL). Ynpasieue Kaoposbim Pe3epeom npeocmasieno HeCKOLbKUMU
nooxodamu: Kiaccuueckum (0byuenue c6a3anH0 ¢ KoMnemenyuel KOHKPemuot O0INCHOCIIL); YNPAGIeHUs KAOPOGbiM
Pe3epeoM 6 KOHmeKcme KOHUEeNuuu Yynpasienus maianmami (passumue GbilCmpausaemcs Ha 0cHose nompednocmei
U Oepuyumos 8 KOMNEMEHUUAX PE3CPBUCTNOE); CUHMemuUeckum (Kadposvlil pesepe AGIAemcs CAMOOP2AHUSYIOUUMCSL
cO0BUECMBOM U NPOZPAMMOLL NO0ZOMOBKU KAOPOE.). Adanmuenas mexnoiozus ynpasienus seisemcs: nauboiee
A pexmuenoll Ons pezyruposanus. OMHOWEHUT MeNCOYy UACHAMU KAOPOBO2O De3epea, a Maxxice ONs NOMOUL UM
8 ocywecmeieHuu  NPoOPecCUOHAILHO20 CAMOPA3BUMUSL U  CAMOCOBEPUIEHCMBOBAHUs. Adanmuenoe ynpasienue
OCHOBLIBACTICS HA NPUHYUNAX AKMECUNEP2UL, NOCKOILKY 00ecneuusaem 6iazonpusmuble Ycioeus 01 CamMoop2anu3auuu,
CAMONOZHANUS, CAMONOHUMANUSL, CAMOONPEOCLeHUS, CAMONPOZHOSUPOBAHUS, CAMOPAZCUMUS, CAMOAKMYANUSAUUY
U CaMOpeanusauul uunocmu Kax cybvexma npogeccuonanvinoi desmenvrocmu. IIpedroscenve gopmvr pabomol ¢
pesepsucmami u CMpyKmypa cayicovl AKMecunepzemuunozo 00ecneuenius, 0CHOGHbLEe HaNPAsieHus Pabomol KOMopoil
nPedyCMampusaion.: UnGOPMAUUOHHO-AHAIUMUYECKYI0 pabomy (06wl 0moel); OP2anu3auUOHHO-NPOCKMUPOBOUHYIO
(npoziocmuveckuii omoen); aKMe0i020-MexXHOI0ZUYECKYI0 (MeXHON0ZUUecKUll 0maoer); NCcuxoiozuveckyio (omaoen
aAKMeCuHepeemuueckoll nOOOEPHCKIL); UCCAe08aHUsL (AHANUMUYECKUT OmOel).

Kniouesvte cnosa: axmeonozus; adanmuenoe ynpasienue; Kaoposwlii peseps; Cayncda aKmecunepzemuuecrkozo
obecnevenus; QynKyuu Kaoposozo pesepsda.

Cmamms naditiura 0o pedaxuyii 15.05.2019
IIpuiinamo oo opyxy 13.06.2019



