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PERSONAL AND PROFESSIONAL CHARACTERISTICS
OF THE STATE CIVIL SERVICE LEADERS
WITH VARIOUS GROUPS OF CLASS RANKS

YURY V. SINYAGIN, Psy.D., Professor, Deputy director of the Institute Higher School of Public Administration of the
Russian Presidential Academy of National Economy and Public Administration. (Russian Federation, 119606, Moscow,
Vernadskogo prosp., 82). E-mail: yvsinyagin@gmail.com, yvsin1@yandex.ru

Abstract: The article analyzes biographical data and outlines the results of personal and professional diagnosis for managers and
specialists of the State Civil Service system and breaks down the identified trends. The urgency, the base, and the research tools are
described. The theoretical model of the structure of administrative functions for managers at different levels of the managerial hierarchy
is stated, according to which, the top management positions for their effective performance require from the manager not only and not
so much knowledge and skills in management but the presence of clear vision of the activity significance, its content, «insight» both in
the general context of a particular organizational structure activity and in a broader social context. The results of a comparative data
analysis (by age, sex, position), obtained on the basis of the comparative analysis of groups of the State Civil Service leaders and
leaders who are not civil servants are presented. The comparative analysis of the characteristics of the State Civil Service leaders, who
have different class ranks for the four most pronounced indicators: «leadership and desire for independence», «propensity and ability
to subordinate», «social mobility», as well as «readiness for training», is presented. The data is shown on the relationship between class
ranks of the state civil servants holding executive positions in the State Civil Service system and their personal and professional
characteristics. The results of the research presented in the article allow us to conclude that it is the development of the motivational
component that is the basis for improving the entire system of working with class ranks as a real tool to motivate state civil servants.
Keywords: State Civil Service, grade ranks, professional qualification characteristics, personal professional characteristics of civil
servants

JINYHOCTHO-IMTPOPECCUOHA/IBHBIE OCOBEHHOCTH PYKOBO/JIMTEJIEM TOCYIAPCTBEHHOM
T'PAXKIAHCKOMU C/IYKBbI C PA3JIMYHBIMU I'PYIIIIAMUA K/IACCHBIX YUHOB

IOPUA BUKTOPOBUY CUHSATUH, noktop ncuxonornyeckux Hayk, npod)eccop, 3aMecTuTenb AMPeKTopa MHCTUTYTA
«Bbliclias wkona rocygapcTBeHHOro ynpasneHus» MHCTUTYTa rocyaapcTBeHHOM Cry0bl 1 ynpaBneHus Poccuiickon aka-
AEeMUN HAapOAHOrO XO3AAUCTBA M rocyaapcTBeHHoM cry6bI npu MpesnageHTe Poccuiickon ®epepaumn. (119571, Poccuiickas
®enepauus, Mocksa, npocnekt BepHapackoro, 82). E- mail: yvsinyagin@gmail.com

AHHoTaumsa: B ctaTbe aHanuanpytotcs bruorpaduyeckne AaHHble 1 UsnaraloTcs pesynsratbl IMYHOCTHO-NPOMECCUOHANbLHON Anar-
HOCTMKM PyKOBOAMTENEN U CNELNanMcToB CUCTEMbI FOCYAAPCTBEHHON rpaXaaHCKoM Cryxbbl, aHann3npyoTCs BbIABMEHHbIE TEHAEH-
ummn. OnncbIBalOTCA akTyanbHOCTb, 6a3a, NHCTpyMeHTapuii uccnegoaHns. OBOCHOBbLIBAaETCA TeopeTuyeckas Mofernb CTPYKTYypbl
ynpaBneH4Yecknx PyHKLMIA PyKOBOAUTENEN Ha PasnMNYHbIX YPOBHSX YPaBleHYeCcKon nepapxum, B COOTBETCTBUM C KOTOPOW BbICLLNE
ynpaBneH4eckne JOMKHOCTU AN CBOEro 3EKTUBHOMO UCMONMHEHNS TPeBYIOT OT PYKOBOAWTENS HE TOMNbKO M HE CTONbKO 3HaHWI 1
YMEHNN B cpepe MeHemKMEeHTa, CKOJbKO HanmuyvMe YeTKOro BUAEHUS 3HAa4YMMOCTU AESTEeNbHOCTW, MOHMMAaHUS ee CMbICITOBOro
cofepXaHus, «BNUCAHHOCTU» KaK B OBLLMIA KOHTEKCT AEATENbHOCTN KOHKPETHOW OPraHn3aLvoHHOW CTPYKTYpbI, Tak 1 B 6onee wmpo-
KW coumanbHbli KOHTEKCT. MNpeacTaBneHbl pesynsraTbl CPaBHUTENBHOMO aHanmaa AaHHbIX (Mo BO3pacTy, Nony, 3aHMMaeMon AOIK-
HOCTM), MNOMNyYeHHbIX HA OCHOBE CPaBHUTENIbHOIO aHanmnsa rpynn pyKoBOAMTENEN rocyAapCTBEHHOMN rPaXxaaHCKOW Cyx6bl U pyKOBO-
auTenew, He ABMSALWMXCA roCyAapCTBEHHBIMU CryXXalimMmn. [pUBOAUTCS CPaBHUTENbHBIN aHanM3 xapakTepucTMK pykoBoamTenemn
rocyfapCTBEHHON rPaxAaHCKoN CyX0Obl, UMEILLMX pasfiniHbie MO YPOBHIO KMACCHbIE YMHbI, MO YeTbipeM Hanbornee BbIpaKEHHbIM
rokasaTtensim: «mMaepcTBO N CTPEMIIEHNE K HE3aBNCUMMOCTU», KCKITOHHOCTb 1 CMOCOBHOCTL K MOAYMHEHMIO», «CoLManbHas Mobunb-
HOCTbY», @ TakKe «rOTOBHOCTb K 0By4eHno». [p1MBoaATca AaHHbIE OTHOCUTENbHO B3aMMOCBSI3N KMACCHBIX Y/YHOB roCYAapCTBEHHbIX
rpaXkaaHCKUX Cryxatumx, 3aHMMaroLmMX pyKoBOASLLME AOMKHOCTM B CUCTEME FOCYAapCTBEHHOW rPpaXAaHCKoM CiyxObl, U UX Nny-
HOCTHO-NPOMECCHOHArbHbIX XapakTepucTuk. MNpeacTaBneHHble B cTaTbe pesynbraTbl UCCNEA0BaHNS NO3BONSIOT cAenaTtb BblBOA O
TOM, YTO MMEHHO pa3BMTUE MOTVBALIMOHHOM COCTABMSAIOLLEN BbICTyNaeT OCHOBOW 1S COBEPLUEHCTBOBAHNSA BCE CUCTEMbI paboThl
C KINacCHbIMU YMHaMK, KaK pearnbHbIM CPeACTBOM MOTVBALIMK FOCYAAPCTBEHHbIX MPaXOAaHCKMX CryXaLlyX.

KnroueBbie cnoea: rocygapcTBeHHas rpaxgaHckas cnyxba, KnaccHble YvHbl, NpodeccroHanbHO-KBanMguKkaLoHHble XapakTe-
PUCTUKN, TMYHOCTHO-NPOdECCHMOHArbHbIE 0COBEHHOCTY rOCYAAaPCTBEHHbIX CryXaLnx
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Relevance and the basis for research

Today the question of finding the new approach-
es to stimulate the efficiency of civil servants activities is
quite relevant, since the main potential is concentrated in
this sphere, providing the necessary actions in the field of
the country’s economic and social development [4, 8, 9,
11]. One of the mechanisms that stimulate professional
and managerial activity of executives
is the system of class ranks, which has
a rather rich history in our country
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made up of persons occupying leading positions in their
absolute majority, the representatives of the last group of
class officials, the Secretaries of the State Civil Service of
the Russian Federation of 1st, 2nd or 3rd class, were not
represented in the array. The distribution of participants in
the survey by the level of positions held (according to the
results of self-reports) is presented in the table 2.

Table 1. Sample representation of participants with different class

[2, 10, 16]. At present day, the system ranks
for assigning class ranks is regulated Aot | %%
by Federal Law No. 79-FZ of July 27,
2004 [1] To some extent, the existing Actual State Advisor of the Russian Federation, 1st class 26 55
system for assigning class ranks to Actual State Advisor of the Russian Federation, 2nd class 30 6,4
the State Civil Service, as it seems to | Actual State Advisor of the Russian Federation, 3d class 43 9,2
u;, does not fuui,l use the rzsourﬁes State Advisor of the Russian Federation, 1st class 27 5,8
that are potentially contained within
it to fulfilr; its moti\)//ational function State Advisor of the Russian Federation, 2nd class 28 6,0

Within the framework of this a.r_ State Advisor of the Russian Federation, 3d class 33 7,0
ticle, biographical data is analyzed |Advisor of the State Civil Service of the Russian Federation, 1st class 64 13,6
and the results of personal and pro- | Advisor of the State Civil Service of the Russian Federation, 2nd class 75 16,0
feSSIfm_al diagnosis of mapa}gers alnd Advisor of the State Civil Service of the Russian Federation, 3d class 89 19,0
specialists of the State Civil Service — - , -

. . Referent of the State Civil Service of the Russian Federation, 1st class 13 2,8

system with various class ranks are
described. The presented results are Referent of the State Civil Service of the Russian Federation, 2nd class 18 3,8
aimed to facilitate understanding of |Referent of the State Civil Service of the Russian Federation, 3d class 23 4,9

the resources that have not yet been
implemented within the existing sys-
tem for assigning class ranks and al-
low us to outline some possible pros-

Table 2. The distribution of study participants by the level of positions
held (based on the results of self-reports)

pects for its further improvement.

In total, 469 state civil servants of
the highest, leading, senior and head
groups of ranks participated in the
study (Table 1)

According to the Federal Law “On
the State Civil Service of the Russian
Federation” of 2004, the assignment
of class officials to the civil service is
associated with a group of positions
held by managers and specialists [1].

In accordance with this, all partici-
pants were divided into 4 groups. The
first of them included persons holding
the rank of the Actual State Advisor of
the Russian Federation of 1st, 2nd or
3rd class, the second one - the State
Advisor of the Russian Federation of
1st, 2nd or 3rd class. In the third one
there was the Advisor of the State Civil
Service of the Russian Federation 1st,
2nd or 3rd class. Finally, the fourth
group consisted of persons with class
ranks of the State Civil Service Ref-
erents of the Russian Federation of
1st, 2nd or 3rd grade. Since the entire
mass of civil servants participants was

Specialist, chief, leading
consultant, assistant, etc.
%%

Deputy Head of
Department

%%

Head of Department
%%

Deputy Chief of
Administration

%%

Chief of Administration
%%

Deputy Head of
Organization

%%

Head of Organization
%%

Other answer

Column Percent
Count

Actual State | State Advisor of | Referent of Total
Advisor of the | Advisor of the State the State Civil
Russian the Russian | Civil Service of the
Federation, Federation, |Service of |Russian
1st, 2nd or 3d | 1st, 2nd or | the Russian | Federation,
class 3d class Federation, | 1st, 2nd or 3d
1st, 2nd or | class
3d class
0 0 18 10 28
0,0% 0,0% 7,9% 18,5% 6
0 1 14 6 21
0,0% 1,1% 6,1% 11,1% 4
6 10 42 12 70
6,1% 11,4% 18,4% 22,2% 15
9 14 28 3 54
9,1% 15,9% 12,3% 5,6% 12
21 15 34 4 74
21,2% 17,0% 14,9% 7,4% 16
30 18 39 9 96
30,3% 20,5% 17,1% 16,7% 20
24 23 38 9 94
24,2% 26,1% 16,7% 16,7% 20
9 7 15 1 32
9,1% 8,0% 6,6% 1,9% 7
99 88 228 54 469
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Table 3. The structure of leaders’ positions

Background | Specialist, Chief, Deputy Head of Deputy Chief of | Chief of Deputy Head of Other | Total
array of Leading Consultant, | Head of Department | Administration | Administration | Head of Organization | answer
leaders Assistant, etc. Department Organization

Amount 85 21 139 103 196 372 71 190 1,817
%% 4,7% 1,2% 7,6% 5,7% 10,8% 20,5% 39,1% 10,5% | 100%

Table 4. Distribution of study participants and
managers by gender

Civil servants | Background array | Total
Men 265 1,128 1,393
%% 56,5% 62,1%
Women 204 689 893
%% 43,5% 37,9%
Total 469 1,817 2,286

Listed characteristics allowed to form an array of com-
parisons, which were made by managers of various fields
of activity. The total number of managers and specialists
included in the comparative array was 1817 people. The
overall structure of the array according to the levels of
posts corresponded to the array of civil servants (Table 3).

It should be noted that the percentage of managerial
position replacements, despite some differences, is not
statistically significant due to the presence of a certain
class level among the civil servants, which is very impor-
tant from the point of view of assessing its motivational
impact.

The age-sex characteristics of the participants in the
study and the background array of leaders were quite
similar in gender (Table 4). So, if in the array of civil ser-
vants participating in the survey the percentage of men
was 56% of the total number of surveyed persons, then in
the background array this figure was equal to 62%, which
ensures their sufficient statistical equality and ensures
comparability of data on this indicator.

To study age differences in the preliminary stage,

Figure 1. The overall distribution of the entire
examined array in age groups

all participants were divided into 7 representative age
groups based on the actual distribution of the whole ar-
ray for specific age categories (Figure 1).

As for the distribution within the array between the
survey participants and the background array, there are
some differences. Thus, the average age of participants
in the study is 41, and that of the managers included in
the background array is 44. In general, there is some
displacement of the background array in the direction of
older age groups, but, in general, due to the large sample
size, this shift is not critical.

Description of the research methodology

The study compared the results of a selected array
of civil servants and the background array of managers,
based on the results of a questionnaire for managerial
capacity that has been used for a number of years in the
procedures to assess personal and professional charac-
teristics of candidates for the reserve of managerial per-
sonnel under the patronage of the President of the Rus-
sian Federation. This questionnaire is also used during
the organization of individual work with representatives
of the highest level of managerial personnel of the Federal
Reserve [13].

The questionnaire includes three groups of questions.
The first one is aimed at the objective assessment of man-
agerial and professional experience. The second includes
questions on the identification of subjective management
models and attitudes reflecting personal and profes-

Figure 2. Comparative profiles based on the results
of the questionnaire for managerial capacity of the
State Civil Service System leaders and the
background array of managers (on a 10-point
normalized scale)
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sional characteristics that are important for professional
activities. The third group is biographical. The result
of the questionnaire is the assessment of personal and
professional characteristics, managerial and professional
experience, motivation and managerial potential for 24
indicators.

Main research results and identified trends

Comparison of the average group indicators of the
civil servants array for the survey participants and the
background array of managers according to the question-
naire for the managerial potential assessment showed a
rather large similarity (Figure 2).

Significant differences (p<0.01) are recorded only
by four indicators: «leadership and desire for indepen-
dence», «propensity and ability to subordinate», «social
mobility» and «readiness for learning». The last three
indicators are higher for representatives of the State Civil
Service. As for the leadership qualities, their expressive-
ness among representatives of the State Civil Service is
significantly less than that of the background array of
managers (5.7 against 6.1 on a ten-point scale).

Other differences observed are significant at a lower
level and can be considered as trends. At the same time,
even at this level they are of interest. Thus, representa-
tives of the State Civil Service with higher inclination and
ability to subordinate, demonstrate a lesser internal ori-
entation to the tasks posed, that is, they are less inclined
to accept them not only rationally, but also at the internal,
motivational level.

State Civil Service leaders also express to a lesser
extent the «strength of personality» - the ability to over-

Figure 3. Average values on the scale «The
expression of the strategic life idea» (questionnaire
for assessing managerial potential) of the study
participants - the State Civil Service leaders and the
background array of managers!

1 Here and below, the following encoding of the groups is used: 1 -
Actual State Advisors of the Russian Federation, 1st, 2nd or 3d class;
2 - State Advisors of the Russian Federation, 1st, 2nd or 3d class; 3
— Advisors of the State Civil Service of the Russian Federation, 1st,
2nd or 3d class; 4 — Referents of the State Civil Service of the Russian
Federation, 1st, 2nd or 3d class; 5 - Background array of managers.

rOCYOAPCTBEHHAA CINY>KBA 2017 TOM 19 Ne 3

come both external and internal (psychological) limita-
tions in achieving the goal. Internality (the propensity
and ability to ascribe responsibility for everything that
happens) is relatively less presented. At the same time,
however, the State Civil Service leaders have more mo-
tivation for professional growth and development than
managers of the background array.

In addition, as already noted, the array of state civil
servants who took part in the study is much more differ-
entiated than the background array in terms of manage-
rial positions. It is reflected in their class ranks, which are
quite tightly related to position groups.

A more detailed analysis shows quite interesting dif-
ferences, according to the already selected indicators
within the body of the State Civil Service leaders. It turned
out that these differences are expressed in statistically
significant number of indicators. Some of them relate to
intra-group differentiation, others are interesting from
the standpoint of comparing them with the background
array of managers.

As it can be seen from the figure 3, there is no sig-
nificant difference between the background array of
managers and an array of civil servants in an indicator as
significant for strategic management as «the expression
of a strategic life idea». At the same time, a more detailed
comparison of groups shows that there is such a differ-
ence, moreover, it has a pronounced significant character
(at the level of p<0.01) (Figure 3).

The State Civil Service leaders, holding the higher and
the main groups of posts, having ranks of the Actual State
Advisor of the Russian Federation and the State Advisor
of the Russian Federation of various classes, demonstrate
substantially higher averages for this indicator not only
in comparison with other state employees, but also with
a broad number of managers in the background array
(Figure 3).

Figure 4. Average values on the scale «Leadership
and the desire for independence» (questionnaire for
assessing managerial potential) of the study
participants - the State Civil Service leaders and the
background array of managers
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The obtained results are in full compliance with the
justifying theoretical model of the managerial functions
structure at different levels of the management hierarchy.
In accordance with this model, senior management levels
require the leader not only to have knowledge and skills
in the field of management, but also see the importance
of being active, understand its semantic content, fit into
the overall context — of not only specific organizational
structure, but also in the broader social context [13]. This
data is not contradicting the results of other researchers
of this problem [5; 6; 7; 12].

A similar pattern is observed in such a key indicator
as «leadership abilities and the desire for independence»
(Figure 4).

The lowest values for this indicator are observed
in the group of managers who have a class rank of the
Referent of the State Civil Service of the Russian Federa-
tion, which, in principle, corresponds to the level of their
managerial positions. As for the leaders of the higher and
the main groups of positions, according to this indicator,
they practically do not differ from the leaders who were
included in the background comparison array.

It should be noted that difference in leadership quali-
ties, presence and degree of expression of the strategic
life idea are the features of managers on different levels
of operation.

These differences, as our studies show, have two key
reasons. On the one hand, as a rule, the presence and
severity of these qualities are the reasons for faster ca-
reer advancement. On the other hand, performing the
functions of a high-ranking leader is a factor in the de-
velopment of these two characteristics. At the same time,
it can be a conscious development based on the acquisi-
tion of special knowledge and development of skills, as

Figure 5. Average values on the scale «Readiness for
learning and self-development» (questionnaire for
assessing managerial potential) of the study
participants — the State Civil Service leaders and the
background array of managers

well as the acquisition of relevant qualities as a result of
experience accumulation through trial and error, which
undoubtedly affects the effectiveness of managerial ac-
tivities at various stages. Realizing and developing the re-
source approach in diagnosing managers and specialists,
we have repeatedly recorded the fact that effectiveness of
activities depends on the propensity and ability of man-
agers to search for and develop their own resources. This
is noted today by an absolute majority of specialists in
the field of diagnostics and development for managerial
personnel. This is especially important in the situation of
a rapidly changing world [7; 12; 15].

Comparative analysis of the research results on the
managers’ personal and professional characteristics
showed that this particular characteristic is rather inter-
estingly related to the position level and, accordingly, to
class ranks of civil servants.

First of all, as we noted at the preliminary stage of
analysis, interesting is the fact of a higher preparedness
for training in all groups of surveyed the State Civil Ser-
vice leaders, regardless of their class rank, compared to
the background array of managers. These results to some
extent contradict with the image of a conservative officer
replicated by the media (Figure 5).

At the same time, it is also interesting that with
the growth of class ranks and the position level, there
is a slight decrease in readiness for learning and self-
development, despite the fact that at the lowest of the
recorded levels these values are significantly higher than
in the background array. The greatest willingness to learn
and develop was recorded among managers who have
the smallest (among the surveyed) class rank. At least
it is necessary for a group of Advisors of the State Civil
Service. This is a rather interesting fact, a more detailed
analysis of which will be given below.

Figure 6. Average values on the scale of «Self-
acceptance» (questionnaire for assessing managerial
capacity) of study participants — the State Civil
Service leaders and the background array of
managers
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Against this background, a very interesting fact is ob-
served in the group of leaders with high class ranks - they
higher scores on the scale of «self-acceptance», which re-
flects the degree of satisfaction with oneself, one’s quali-
ties, knowledge and competence. The mentioned values
in these groups are statistically higher (at the level of
p<0.01) than those of the leaders of the background array.
These indicators are especially high in the group of State
Advisors (Figure 6).

Obviously, this is largely correlated with the noted
above tendency for a certain decrease in the prepared-
ness and learning in these groups.

In this research, we recorded another interesting
fact associated with the self-esteem of civil servants
with different class ranks. It was found that the group’s
ranks significantly change one’s perception about their
capabilities in addressing large-scale strategic objectives.
The structure of the questionnaire to assess the manage-
rial potential included a question “How strongly do you
believe that in the future you will play such an important
role that it can change something in this life?” The ques-
tion suggested four possible answers from a solid «Yes» to
a confident «No» with two intermediate versions: «Prob-
ably Yes» and «Probably No». The respondents’ answers
were combined into two groups. The first of these were
the answers «Yes» and «Probably Yes», the second one
contained «No» and «Probably No». In the end, quite an
interesting pattern was revealed (Figure 7). Generally,
the figure shows that all leaders of the State Civil Service
System are fairly confident in their life perspectives. For
comparison, 71% of the respondents in the background
array gave such answers. As it can be seen from the figure,
managers who have a class rank of the Referent of the
State Civil Service, who actually occupy one of the entry
levels in the administrative hierarchy of the State Civil
Service, are confident that, to a greater or lesser extent,
they will be able to change something in the modern life.
This confidence is significantly higher than that of the
managers included in the background array.

Leaders who have a class rank of the Advisor of the

Figure 7. The distribution of answers to the
question: «Do you think that in the future you will
play such an important role that you can change
something fundamentally in this life?» (in groups of
managers who have different class ranks)

rOCYOAPCTBEHHAA CINY>KBA 2017 TOM 19 Ne 3

State Civil Service of the Russian Federation of 1st, 2nd
or 3d class are much less sure in their possible impact on
social life in the future. Another surge of such confidence
is observed in the next group according to the level of
class ranks — the State Advisors of the Russian Federation.
It reaches its maximum values of 83% in the representa-
tives of this group in particular! Finally, managers with
the highest class grades experience a slight decrease in
such confidence, although it remains relatively high.

This fact requires a further independent research,
based on the dependence of the assessment of capabili-
ties for managerial positions at a specific level, time spent
in the group with the appropriate class rank and many
other factors. However, there is a reason to believe that
this effect may occur in the process of career advance-
ment in other hierarchical systems. It can be called the
effect of «disillusionment». While occupying a certain
position in the managerial hierarchy, people tend to over-
estimate the possibilities of influence and autonomy in
decision-making at higher levels of management. This as-
sessment is not realistic; moving to a higher position and
assigning a new rank, managers understand that their
expectations do not match reality. The fact of the transi-
tion to the group rank «The State Advisor of the Russian
Federation» is in itself psychologically significant and has
again been connected with a sense of empowerment. The
transition to the new group once again shows limitation.
However, as noted before, this fact requires a deeper and
more comprehensive study.

As it was mentioned above, one of the important
personality characteristics of an effective manager is
his ability to understand and accept the tasks set by
the supervisor, while getting actively involved into their
implementation, not only on a rational, but also on an

Figure 8. Average values on the scale «Targeting the
assigned tasks» (questionnaire for assessing
managerial potential) of the study participants — the
State Civil Service leaders and the background array
of managers
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emotional level. Understanding and accepting the tasks is
the basis for effective influence on subordinates.

This is especially significant in hierarchical systems,
to which, despite the active introduction of new forms of
governance, the current state civil service is referred.

As can be seen from the Figure 8 representatives of
a group of the State Civil Servants with the highest class
ranks are the ones who are most focused on the assigned
task. The less focused are the groups with the lower class
ranks. At the same time, the background array of manag-
ers is also characterized by high average values for this
indicator.

The comparison of the selected groups in terms of as-
sessing their average group readiness and their propen-
sity for subordination is very interesting from these posi-
tions. As the obtained results show, against the backdrop
of high orientation to the assigned tasks, propensity and
willingness to subordinate is not high. Moreover, with the
increase in managerial rank the readiness for subordina-
tion reduces significantly (Figure 9).

This result is well correlated with the fact that with
the growth of the managerial level and, accordingly, the
class rank, the desire for leadership and the preferential
orientation to one’s own vision in solving managerial
tasks are growing. At the same time, this result does not
contradict the above-described higher orientation toward
the tasks assigned to managers with a higher managerial
position reflected in class rank. The conscious internal ac-
ceptance of tasks and orientation towards their effective
solution does not at all imply being ready for direct sub-
ordination and delegating responsibility when making
decisions. By the way, this is well illustrated in the figures
(Figure 8 and Figure 9) by differences in the intensity of
these indicators in the group of leaders, which included
civil servants with the lowest high class ranks (group 4).
Having no great managerial experience and just starting
a career, they show the highest possible (as compared
to other groups) willingness to subordinate against the

Figure 9. Average values on the scale «Addiction and
Ability to Subordinate» (questionnaire for assessing
managerial potential) of the study participants — the
State Civil Service leaders and the background array
of managers

background of the lowest inclination and ability to inter-
nally accept the assigned tasks.

Finally, another feature found in the study concerns
the ratio of professional and managerial components in
the civil servants motivation in comparison with their
class ranks. There is a situation quite typical for groups of
managers on different managerial levels.

The higher the real level of management, the more
space the managerial component occupies in the struc-
ture of motivation versus the professional one (Figure
10). This is quite logical. Moreover, such correlation is
one of success factors, as the results of our studies show.
This was repeatedly written by the experts in the field of
managerial consulting [7].

At the same time, a significant gap between these
components also does not appear positive, but this is ob-
served in the group of the State Service leaders with the
highest class ranks.

Conclusion

This analysis allows us to draw several conclusions
regarding the relationships between the class ranks of the
state civil servants occupying senior positions in the State
Civil Service system and their personal and professional
characteristics. The data obtained, of course, cannot fully
indicate the effectiveness of the system for assigning the
class ranks. It only shows how this system reflects the real
level of development of personal-professional and mana-
gerial qualities. It is obvious that many of the observed
peculiarities and differences have no direct connection
with the level of rank. Increasingly, as the study showed,
these differences are associated with the position growth
of leaders, which in the existing system is «tied» to class
ranks. However, the obtained results allow us to say that
such binding is necessary but not a sufficient condition
for the effective system to assign class ranks.

Figure 10. The correlation of professional and
managerial motivations in groups of the State Civil
Service leaders with different class ranks (based on
the results of the questionnaire for assessing
managerial potential)
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In addition, the obtained data have shown the specific-
ity of manifestation for personality-professional features
at various levels of management, its dependence on the
entire system of a hierarchically organized State Civil
Service. The study showed that the leaders in the group
of higher and senior positions in the State Civil Service
who have class ranks of an Actual State Advisor and State
Advisor of the Russian Federation are significantly more
different from their colleagues in expressing a strategic
life idea, their inclination and ability to lead. They are
distinguished by a much higher level of independence
in decision-making and a higher focus on the solution
of problems. At the same time, with the growth of class
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