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PRESIDENTIAL YOUTH PERSONNEL RESERVE DEVELOPMENT BY
TALENT MANAGEMENT IMPLEMENTATION IN KAZAKHSTAN

Abstract. The article highlights problems associated with the training of
personnel and the formation of personnel reserve in civil service. The ways
of solving these problems through the introduction and development of talent
management technology are considered. The article analyzes the implementation of
selection to the Presidential Youth Personnel Reserve, where there is an ample proof
of the importance of new HR technologies that have been widely distributed in the
public sphere of Kazakhstan for the last 10 years. The article attempts to analyze
two different programs as a career elevator for civil servants - direct elections
and selection to the personnel reserve. The research into the drawbacks and few
advantageous sides of enrollment procedures are presented and discussed. The
article also addresses some challenges related to merit-based systems practiced
in three Asian countries. Today, in the age of globalization and international
economic integration, with increasing problems in the development and retention
of professional managers in public service, it is becoming important to use proven
technologies in the field of personnel management. In this connection, the article
discusses and evaluates a key aspect - the technology of talent management and
its implementation in order to develop personnel reserve program further. It is
emphasized to borrow some internationally accepted practices.

Keywords: personnel reserve, talent management, civil service vacancies,
personnel selection, personnel reshuffles, mayors (akims).
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Payman Hyp6exoBa, I'yimupa HUneyosa

KA3AKCTAHIA TAJTAHTTAPAbI BACKAPY/Ibl EHI'I3Y APKbIJIbI
NPE3UAEHTTIK KACTAP KAJPIBIK PE3EPBIH JAMBITY

Angatma. Maxkanaga MEMIICKETTIK KbI3METTE KaplapAbl Jaspiay JKoHe
KaJpIBIK PE3epPBTI KaJBINTACTHIpPYMEH OaifTaHBICTBI MoceJeliep KOPCETLIreH.
TananTTapael 0acKapy TETIKTEPIH CHTI3y JKOHE TaMBITY apKbIIbI OChI MACEJIEIep/Ii
IIenry SKOJIaphl KapacTeIpsuibl. Maxkamama [Ipe3waeHTTik jkacTap KaIpiIbIK
pe3epBiHe ipiKTEYAiH KaNbINTaCybl MEH JKY3€Te achIpbLTy OapbICHl TAaNJaHaIbl, Oy
corrbl 10 xbiina KasakcTaHHBIH ®KeKe CEKTOPBIH/IA KeHIHEH TapaFaH )KaHa KaIpIIbIK
TEXHOJIOTUSIIAP/bl TaHYJBIH ©3CKTINIriH Jnanenaeial. Makanaga MeMIIEKeTTiK
KbI3METIIIIEP YIIiH MaHCANTHIK JU(T peTiHae eki Typni OargapiamMaHsl — Tikenaen
caillay KoHE KaJp pe3epBiHE ipiKTey TaljayblHa dpeKeT >kacayiaibl. JKyMbIcKa
KaObL11ay pocimMaepiHzeri KeMIUTIKTep MEH KeiOip apThIKIIBLIIBIKTap OONBIHIIA
3epTTey HOTIIKENepi TalKbUIaHAbpl. Makanana coHAal-ak A3WSHBIH YII CITiHIe
KOJIJIAaHBUTBITN KYPreH eHOEKKe Heri3elreH JKyhenepMeH OaliaHbICThI KeHOip
Macelesep KapacThlpblianbl. ByriHri Tapma, sxahaHmaHy >XKOHE XaJIbIKapalIblK
SKOHOMHUKAJIBIK HWHTETpaIus JOyipiHAe KOCiOM MeHeIDKepiepi MEMJICKETTIK
KBI3METTE JJAMBITY ’KOHE YCTall Kaly MoceJIeIepiHiH KYIISIiMEeH Karap IepCOHaNIbI
Oackapy cajachIHJa IQJIENACHICH TEXHOJIOTHSIIap/Abl MalfagaHy ©3eKTi OOoJbII
otblp. OcpiraH OalaHBICTBI MaKalaJa HETi3rl acmeKkT — TaJlaHTTapAbl Oackapy
TEXHOJIOTHUSICHI JKOHE OHBI CHI'13y apKbUIbI KJAPIIBIK PE3EPBTI N1aMbITY TaIKbUIAHBII,
OaranmaHajapl. KelOip XanblKapaiblK MOWBIHIANFAaH ToXipubOenepsi KaObuiaayra
epeKIlle Ha3ap ayaapbUIabl.

Tyitinoi ce30ep: Kaopivlk peszeps, MANAHM MEHEONCMEHMI, MeMIEKeMMmIK
Kbizmemmezi 00C IHCYMbIC OpbIHOAPYL, Kbi3MemKepiepoi ipikmey, KaopivlK ayblc-
myiiicmep, aKimoep.

Payman Hyp6exoBa, I'yibmupa UieyoBa

PABBUTHE HNPE3UJAEHTCKOI'O MOJIOJEXHOI'O KAIAPOBOI'O
PE3EPBA IIYTEM BHEJIPEHUS VYIIPABJIEHUA TAJIAHTAMHA B
KA3AXCTAHE

AHHoTaumsA. B crarbe ocBemaroTcs MpoOIeMbl, CBS3aHHBIE C MOJTOTOBKOM
KaJpoB U (hopmMHpOBaHMEM KaJpOBOTO pe3epBa Ha TOCYAAPCTBEHHOM ciyxoOe.
PaccmoTpeHbl myTH pelieHus 3THX NpoOjeM 3a CYeT BHEAPEHUS W Pa3BUTHA
TEXHOJIOTUU YTpaBJICHUS TajaHTaMd. B crtarbe aHanmu3upyercs (OpMHUpOBaHUE
u ocymectsienue oroopa B llpesunentckuit Momnonexusiii Kagposeiii Peseps,
IJe JOKa3bIBAeTCs aKTyaJbHOCTh INPU3HAHHUS HOBBIX KaJIpOBBIX TEXHOJIOTHH,
MOJTYYMBIINX IIHPOKOE pacmpocTpaneHne B dacTHOH cdepe Kaszaxcrama 3a
nociennue 10 ner. B crarpe mpeampuHsATa MOMBITKA aHANW3a JIBYX Pa3iIHMYHBIX
MpoOrpamMM KapbepHOro JiMdTa rocynapcTBEHHBIX CIYKAIIUX — MPSMBIX BHIOOPOB
u oTOOpa B KaJgpOBBIM pe3epB. BBIIO mpencTaBneHO 00CYXACHHE PE3yNbTaToB
HCCJIEI0BAaHUSI HEJOCTATKOB M HEKOTOPBIX MPEUMYIIECTBEHHBIX CTOPOH MPOLETYP
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3aUMCIICHUS KAaHIUAATOB. B cTaThe Takke paccMaTpUBAOTCS HEKOTOPBIE TPOOIEMBL,
CBSI3aHHBIC C CHCTEMaMH, OCHOBAHHBIMHU Ha 3acilyrax, KOTOpble MPaKTHKYIOTCS
B TpexX a3uarckux crpaHax. CeromHs, B BeK IIOOANU3alMM M MEXIYHAPOIHOM
SKOHOMHUYECKOH HMHTerpanuu, Ha psAAy C HapacTaHHEM NpoOieM B Pa3BUTHU U
yIOep)KaHUK TPOPECCHOHANBPHBIX MEHEDKEPOB Ha TOCYIapCTBEHHOH ciryxOe,
CTaHOBHTCS aKTyaJbHBIM HCIIONB30BAHUE MPOBCPEHHBIX TEXHOJNOTHH B oOmacTu
yIpaBjIeHUs HEPCOHAIOM. B ¢BA3M ¢ ’TUM B CTaThe pacCMaTPUBAETCS U OLICHUBAETCS
KITFOUEBOI aCHEKT — TEXHOIOTHS YIPABICHHS TATAHTAMH U €€ BHEAPCHHUE C IEITBI0
JaTbHEHIIEro pa3BUTHA TNPOTPaMMBI KagpoBoro pesepsa. Ocoboe BHMMaHHE
YACTSAETCS 3aMMCTBOBAHUIO HEKOTOPBIX MEKIYHAPOAHO MPU3HAHHBIX MTPAKTHK.

Knrouegwle cnoga: xaopogulii pezeps, ynpasienue maianmamu, 6akancuu Ha
2occyanchby, ombop nepconana, Kaopoguvle nepecmano8KU, aKUMbL.

Introduction

The importance of Presidential Youth Personnel Reserve (PYPR) development and
talent management technologies implementation will grow after the January events of
2022 year in Kazakhstan. It is crucial to study them in order to increase the effectiveness
of political decisions in long-term perspectives. Personnel reshuffles were carried out
on a large scale in a short time in January 2022, and this kind of government reaction to
the protests requires a deep post-analysis. Problems of public confidence in decisions
have been made by the authorities require increased transparency and publicity. There
are growing demands on the quality of political decisions, in particular, issues raised
on the competence and professionalism of personnel in the public service. In private
or non-governmental sector, talent management appears to be one of the leading
issues in personnel policy. Talent management as a set of personnel management tools
enable any organization to attract, to effectively use and to retain employees. While
considering foreign succession management practices, it should be noted that the
concept “personnel reserve” is not accepted among foreign scientists, which allows
us to conclude about Soviet and Russian roots of this very concept. Personnel reserve
management is similar to the goals of personnel management and consists of several
following major elements: determining the need for human resources, recruitment,
adaptation, and motivation, formation of internal corporate culture evaluation and
development of personnel.

Methodology
This study is structured around three main research questions: What are the

theoretical prerequisites for creating PYPR? Do the target programs of the personnel
reserve differ from the world practice? What technologies have been adapted and
applied?

Hypotheses have been put forward:

a) The lack of need or desire among potential reservists to participate in PYPR
due to the ambiguity of the situation and the insecurity of the intra-elite balance of
forces, and, consequently, the lack of a real competitive pool of candidates.
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b) In the target programs of the personnel reserve, there is a fragmentation and
inconsistency between the innovation - direct elections of the mayors of the village,
settlement, and in the future planned, district and regional mayors.

Within the framework of the study, an analysis of literary sources, official appeals,
and official websites of state bodies at various levels of management, information
portals and resources were carried out. Along with the mentioned above, analysis
and comparison focused on the existing mechanisms of personnel reserve formations
in Kazakhstan were being performed. In order to ensure a systematic analysis, the
main criteria were identified. The following methods were applied in the research:
synthesis, analysis, generalization and comparison.

Results and discussion

In August 2019, President Kassym-Jomart Tokayev signed a number of regulatory
legal acts aimed at resolving PYPR issues; in particular, the documents refer to the
creation of National Commission for youth personnel reserve. This personnel reserve
has enabled the government to promote young people to all levels of public service
in the following positions: ministers and their deputies; akims of regions, cities;
chairmen of committees; chairmen and members of the boards of national holdings,
national companies; secretaries of central executive bodies; heads of staff, etc. Despite
the existence of contradictory expert assessments, objective results demonstrate the
effectiveness of the reserve. At the time of the January personnel reshuffles, there
have recently appeared outcomes of the program - A. Sartov, who previously held
the position of a deputy akim of Fedorovsky district of Kostanay region has become
the akim of Altynsarinsky district in Kostanay region. This civil servant had been
enrolled in PYPR in 2021[1]. Literally, this very case proves that PYPR demonstrates
its viability; however, will its efficiency increase? According to A. Kosherbayeva’s
statement, Vice-Rector of the Academy of Public Administration under the President of
the Republic of Kazakhstan, every reservist has to comprehend the responsibility. Any
public administration should provide opportunities for three primary combinations:
civil society, authorities and business [2].

In order to establish good governance, candidates should be hired on the
principle of their merits, regardless of social status, gender or age. Public officials
should be focused on making positive changes as well as on building their careers
rather than waiting for next appointments and holding senior positions. One of the
main principles of this reform was implementation of meritocracy in public sector.
Meanwhile, meritocracy is a system in which talented personnel, who display higher
abilities, are chosen and promoted based on their abilities and accomplishments.
The personnel reserve may be an unstructured group of people, and the choice in
this case is either subjective or requires additional comparisons, in fact, holding
a competition [3, 62]. Among the tools of talent management in the civil service
of Kazakhstan, the following exclusive practices stand out: the practice of social
elevators, the possibility of studying abroad and specialized training programs for
the purpose of training and retraining of civil servants, the creation of a personnel
reserve. Along with exclusive ones, some inclusive tools are used [4, 31].
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Stabilization of socio-economic sphere and political decision-making are hard to be
realized without highly professional personnel. And that determines why the formation
of specialists, who, in their turn, are capable of becoming the basis of personnel reserve
in public administration system, business and socio-political activities, is currently
becoming highly relevant. It can be argued that, a methodologically promising system
of personnel reserve formation has been built in Kazakhstan. The development of
personnel reserve is one of the most promising areas in working with state civil
servants. Since 2013, the institute of corpus “A”, PYPR and the reserve of corpus “A”
have been initialized in Kazakhstan, and they appear to be different target programs.
Subsequently, some discrepancies can be found: age category, differences in the range
of positions and in selection procedure. The age limit, in our viewpoint, is not final
as a solution. As for the range of positions, it includes the positions of ministers,
vice-ministers, akims of regions, Nur-Sultan, Almaty, Shymkent and their deputies,
akims of cities, districts, as well as chairmen and members of the boards of national
companies. One of the significant problems of implementing personnel reserve
selection procedure is the absence of transparency in the process of its administration
and the lack of awareness of candidates about their prospects, respectively. However,
this point is relatively excluded, since in order to ensure the transparency of the
selection, an automatic proctoring system is used. In addition, it can be noted that
with technological solutions, the objectiveness of selection is ensured by attracting
reputable representatives of the expert community. Nevertheless, there is a certain
obstruction in the implementation, it is a bureaucratic procedure. It is available to
observe the duration of the review and the expected transparency on 2021-year data
(see table 1).

Table 1. Deadlines for PYPR selection

Ability . Assessment of Interview
. I Solving . Competency .
. testing | Verification | . . competencies with
Applicants . situational assessment Enrollment
(verbal, of testing assessment h . the expert
. problems interviews o
numerical) center commission
22666 8638 1062 514 235 132 100 65
14028 7576 548 279 103 32 35 15
8638 1062 514 235 132 100 65 50
Sept. 2021 | Oct. 2021 | Oct. 2021 | Oct. 2021 Nov. 2021 Nov. 2021 Dec. 2021 | Dec. 2021

Note: the source is provided from the site https://pkrezerv.gov.kz/

The duration of the review is also relatively stretched, and fails to correspond
to the intensity of career expectations. In a rapidly evolving economic environment
and an exponentially growing number of jobs around the world, staff retention
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is already a challenge [5, 198]. The number of those who have not completed
registration is too high, which may indicate poor communication and feedback. The
number of those who have not passed the test may indicate high requirements or
non-compliance of candidates, or it might indicate the lack of preventive work by
the Agency. The percentage of those who enrolled from those who showed interest
in the personnel reserve is obvious -0.28%. The absence of links in the management
chain leads to managerial mistakes, in order to avoid it, internal and external
recruitment is practically initiated in the organization [6, 49]. Turning to the topic
of recruitment, one can consider and analyze the recruitment process by viewing
vacancies. The number of vacancies on the official website of the Agency for Civil
Service Affairs on 28.01.2022 is extremely high, it amounts 56486 units, and they
have been viewed at different times during 2020-2022 years. It was possible to
observe almost a stable and steady figures showing high demand for personnel, and,
posting of vacancies is, subsequently, publicly viewed (see picture 1).

Service Affairs

Vacancy for administrative positions

Ob Agency Activity Document Press Center Contact Online visit — Q

Mainlist / ADGSRK /

Vid of the competition Published vacancies: 56475
Not selected Domestic competition  Category C-0-4 (Head of The Department, Bailiff)
State body Department of the Committee on of Natural in the Karaganda Region
Not selected Q The head of the department of control for the control of the relevant legislation and works
Documents: from 31.01.2022 to 02.02.2022
Region
Not selected
Total competition Category E-G4
Category
Not selected Akimat Zerendinsky District
Head of The Office of the Akim of Isakovsky Rural District
Specification Documents accepted from 31.01.2022 to 08.02.2022
Not selected
Experience
Total competition ~ Category E-G-3
Not selected
Akimat Zerendinsky District
Level of labor support Chief of Staff of Akim of Accol Rural District (for the period of leave to work on the basis of the
I 1 hania wark tntl AE AG AANA with tha siakie ba laaua tha maln waskar hafaca tha and af tha

Picture 1. Vacancies on the official website
of the Agency for Civil Service Affairs

The private sector is often influenced by changes within the market. Any
economic recession can highly impact the inner workings of a business in the private
sector, which sequentially leads to big changes in the business’ employee structure.
Apart from this, the private sector is competitive and profit-driven, which creates a
risk for workers to be easily dismissed. Organizations in the public sector, however,
are not profit-driven and are not influenced by the market. Since they are funded by
the government, it is unlikely to have any changes despite external events. Thus, it
would be more beneficial to work in the public sector due to the high level of job
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security it is able to provide. Undoubtedly, vacancies on the official website of the
Agency for Civil Service Affairs are expected to be much more attractive. Hence,
vacancies should have been filled in immediately, but it fails to be.

The socio-political aspect is connected with the fact that the change of political
leaders practically means the renewal of all key figures of the management apparatus
and, as aresult, there might be a need for new personnel that will meet the interests
of the leader who comes to power [7,271]. The change of key positions is currently
taking place and will probably continue, and hypothetically, this might lead potential
reservists to a state of uncertainty in career planning. However, the transition to a
more democratic political regime, which, in its turn, includes significant political
changes, will possibly have a positive impact on reservists. Such transformations
both in the system and in the minds of reservists should be welcomed. High moral
values and low corruption through the thorns of past events will become the main
criteria in the selection of candidates.

Two main forms of development are actively used in the world practice:
practical and educational. Practical forms of staff development basically include:
gaining experience that staff receives in the course of their daily work; professional
development at the workplace - conducted on an ongoing basis and, concurrently,
includes coaching (training) as well as consultations with various employees,
solving real problems at work [8]. Here it is necessary to note the presence itself
in the educational sector of the Academy of Public Administration, with a special
status, that intended to provide trainings for civil servants. The Academy applies
all the most advanced and innovative educational technologies. In addition, this
is the answer to all possible questions concerning PYPR database. Nevertheless,
on the website for those who are not under supervision of the Academy, other
communications are necessary in order to pass effectively testing and evaluation
stages. More detailed trainings with samples, publication of references to literature
and sources for targeted training are highly needed, and they should be placed on
the site for candidates to be viewed.

It is important and relevant to ensure more sufficient information dissemination
via media and on public events concerning different levels of the personnel
reserve, its capabilities and prospects [9, 228]. There are still problems of society's
misunderstanding of admission mechanisms to the civil service or skepticism about
their objectivity. Media coverage and increasing interest of potential candidates
need to be thoroughly studied. New approaches and solutions are required, the
search and testing of which could lead to the formation of not just personnel reserve,
but a multi-stage, strategic one [10, 24].

If we proceed to the study of requirements, in general, the acceptance of
documents, then on the website pkrezerv.gov.kz we can get full and detailed
information. The motivating point is the fact that candidates enrolled in the reserve
might be appointed to political positions, positions of corps "A", senior positions
of corps "B". As mentioned above concerning the issue of a large number of failed
tests, we can observe several points. While registering, candidates upload a valid
official certificate of the established form confirming passing state language exam
Koram
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with a certain result that meets established requirements of at least the average level
(B1). In the absence of such certificate, a corresponding link will be provided in the
registration module to take Kaztest system. The pool of appraisers is formed from
among professionals in the field of public service, industry experts, representatives
of NGOs and public figures. The transparency of selection is sufficiently ensured.
The selection process and procedure in PYPR are regulated; candidates are assigned
individual numbers, which, in turn, are used to depersonalize personal data at the
assessment stages. It can be summarized that the risks of subjectivity are minimized,
but the risk of inconsistency of the vast majority of candidates is high.

Problems that necessitate the development of a talent pool based on talent
management:

— the need to improve business and professional qualities in order to achieve
strategic goals;

— the need to obtain additional skills and knowledge of the personnel reserve,
allowing you to get results, both for the staff and for the enterprise;

— the need to provide feedback to the personnel reserve, which is necessary for
professional promotion [8].

Unlike private sector talent, which refers to inherited or developed exceptional
human abilities, conceptualization of public sector talent emphasizes employees as
human entities, but with different values. This can be explained by context-specific
characteristics that public sector employees should possess, such as an innate desire
to contribute to public service without seeking financial rewards [11, 9]. The private
non-governmental sector has a competitive advantage, as some foreign scientists
claim that this is due to bureaucracy, which takes a lot of time. It is impossible
not to agree with this statement and the process of waiting and passing various
certification procedures leads to the fact that a potential candidate is recruited
faster in the private sector. Such a rate of responses and job closures can be seen
on various websites in Kazakhstan. Although public sector and private sector talent
management use somewhat similar processes, the former differs from the latter in
how they conceptualize talents and broader goals of service to society [11, 11].

One can observe the growing legitimacy of talent management as a separate
field of study in world practice. However, it is equally clear that the skepticism that
surrounds the concept of talent management due to the lack of agreed conceptual
and theoretical boundaries, combined with the relatively ambiguous quality of
empirical work in this area, means that research in talent management has not yet
gained credibility in higher education institutions [13]. Yet, in the public sphere,
certain consequences arise from the nature of the organizational structure, rules and
regulations, as well as "the bureaucratic red tape" associated with them [14, 144].

In providing definitions for talent management notion, foreign authors tend to
use various terms to denote talent notion, for example, “excellent abilities”, whereas
such terms as “key employees”, “high potential” or “people with high potential
who are of particular value to the organization” are used likewise[15, 59]. The
fight against talent crisis during the change of leadership positions is central to the
talent management policy of three Asian countries (Thailand, Singapore, Malaysia),
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which were considered in the works of scientists from Singapore. Although these
three countries are in close proximity and have very similar schemes, they meet
different needs and goals. Among these countries, Singapore already has a very
clear career roadmap for talents, and they were selected at the very beginning, even
prior to their enter to the service. While Malaysia has a strict evaluation system
in place, the path of development of these talents is still being reviewed. Both
Malaysia and Thailand also recognize that they are not able to pay as well as the
private sector, and therefore may not attract the best to this service. However, both
countries are catching up and revising wage increase schemes, as well as improving
the competence of employees currently in service [12, 8]. However, in the public
sector, as in their counterparts in the private sector, they face the same realities that
all organizations face today: a dynamic workforce characterized by an increase in
the number of knowledge workers; the decline of a long-term career; as well as
aging and the subsequent exodus of the boomer generation [16, 410].

The past direct elections of rural akims, and the prospective implementation
vertically higher, presupposes the electability of both district and regional akims.
Reservists must have five years of experience in order to apply for the positions of
akims. There are no direct comments on the differences and the consistency of these
two programs in official sources. Nevertheless, the conceptual discrepancy becomes
obvious in consistency and procedural part. To be selected by the evaluators of PYPR
commission or to be elected by the people? A possible way out may be a restriction
for reservists to be candidates for akims, and the offer of any other vacancies, if we
are talking about localization in a certain locality of a reservist.

Merit-based civil service contributes to reducing overall corruption across
all areas of the public sector [17, 4]. Meritocratic systems bring in better-qualified
professionals who may be less tempted by corruption. Another way that meritocracy
has been shown to reduce the risk of corruption is by providing long-term
employment. This tends to promote a longer-term perspective that reinforces the
employee’s commitment to their job and makes it less tempting to engage in short-
term opportunism presented by corruption. Conversely, if people know that their
job will not last long, they may be more easily encouraged to use their position for
personal gain during the short time they have.

The following statements might be answers to the hypotheses above:

a) We can claim that the lack of need or desire among potential reservists to
participate in PYPR  occur due to the lack of a real competitive pool of candidates.
As it was mentioned above, one of the significant problems of implementing the
personnel reserve selection procedure is the lack of transparency in the process
of its administration and the lack of awareness of candidates in the reserve about
their prospects. Nevertheless, the use of approaches to protect the principle of
meritocracy has significantly increased the level of confidence in the career system
of public service. In particular, interviews are conducted with potential candidates
— civil servants. If they are not notified about the competitions, measures are taken
to refuse to approve the general competition, with a return to selection from internal
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reserves.

b) In the target programs of the personnel reserve, there is an inconsistency
between the innovation - direct elections of the akims and PYPR. Reservists must
have five years of experience in order to apply for the positions of akims. Obviously,
there is less coincidence and compliance than it should have been. By itself, direct
elections have been quite recently initialized and launched at the legislative level,
and it is not surprising that there are issues that require further corrections and
improvement.

Conclusions

In this paper, an attempt was made to study the tool of the personnel reserve
and talent management in one direction and for one purpose - effective work on
personnel management in the public sector of Kazakhstan. In connection with the
above, there is a need to draw some conclusions and recommendations. It is possible
to single out an approach that involves succession planning, a longer-term one. The
state needs to create opportunities for the promotion of talented and qualified people
to management in the public sector, national companies. The experience in personnel
reserve formation needs to be finalized and legislated. Thus, for effective political
and economic functioning, it is necessary to review procedures and tools for creating
or changing the composition of civil servants. Today, the formation of PYPR in
the public sector of Kazakhstan is a way of selecting human resources, which are
formed by the relevant representative of the Agency for Civil Service Affairs. The
issue of PYPR formation, the personnel reserve of buildings “A” and “B” will be
more in demand in the coming years. However, in the Strategy of the Academy
of Public Administration under the President of the Republic of Kazakhstan for
2020-2023, signed in 2019, there is no direct statement about working with PYPR,
which requires clarification. It is obvious that the Academy's strategy and legal acts
concerning the work of PYPR were developed simultaneously. After the global
economic turbulence struck Kazakhstan, the most prosperous in post-Soviet Asia, the
prospect of turning Kazakhstan into a regional superpower receded, but according
to the Russian historian A. Grozin, it has not lost its relevance [18, 35]. The state
authorities are faced with the task of improving population life level and quality,
strengthening domestic and foreign policy situation, which means that competent
and experienced personnel are needed. It is the effective formation of the personnel
reserve that will accompany this, for this we conclude that measures are needed to
disseminate and brand this kind of personnel selection and analogization with talent
management technologies, which is recognized in countries, in turn, in which public
administration, objectively, can be considered worthy of imitation. Regarding the
lack of transparency, definite measures should be undertaken to increase control
over the effective filling in vacancies. It is necessary to raise awareness among
potential candidates over future prospects. It is becoming vital to continue talent
pool building by means of existing mechanisms. As for the discrepancy between the
implementation of the personnel reserve program and direct elections of akims, it is
necessary to be carefully studied.
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