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Abstract. The article aims at analyzing the impact of leadership technologies and emotional intellect 

within the motivation systems of employee management in educational organizations in the EU and 

CIS countries on employee effectiveness. During research implementation, it has been also identified 

the direct relationship between these technologies and profitability of these organizations. The 

research has shown that the issue of effective motivation and incentive system which would ensure a 

real professional development for the employees of educational organizations and makes the 

organization a leading one is of rather in-depth conceptual character and needs development of an 

adequate employee strategy by using more contemporary methods of influencing them. The achieved 

results are unique and can be used within the study of the issues related to development and 

motivation as of employees of educational organizations, so as employees in overall in their 

professional activity. 
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Introduction 

The digital century requires a constant modernization of the state service as well as in education. The 

best solution is an on-going training of state employees according to the latest educational tendencies 

and technologies. 

These changes need new skills and, extremely important, new approaches in work. The most modern 

concepts in state education management used in developed world economies are NPM (New Public 



Management), Good governance (GG), Government On-Line (GOL) etc. One of the key underlying 

components of these concepts is leadership and capability to manage emotions as of employees as of 

students, however not in a traditional context. Such an assumption is determined by absolutely new 

understanding of the way of life and conditions in which young generation can work as they are 

grown up in online environment and information technologies – “Х”, “Y” and “Z”. For the 

generation the traditional motivation and incentive methods are not already relevant and ineffective 

in practice. Moreover, such changes influence the employee turnover, then the image of the 

organization (that is rather important for educational institutions, for example, for universities under 

enrollment of applicants) and its financial results eventually. 

Following forecasts of certain analysts as regards the changes related to the public management 

education system it is worth to state that in the nearest future organizations will become more 

“human” by focusing on people as an essential competitive benefit. They will create conditions, 

which allow their employees, pupils, students, and organizations specialized in advanced training to 

apply unique personal traits in the work – emotional intellect, creativity, innovation etc. Thus, the 

public sector should keep up with the business. It is necessary to create an attractive image of the 

public service as an employment place for school leavers, and educational institutions should teach 

and educate future leaders for whom there should be comfortable conditions for development of their 

leadership capabilities (Dunleavy et al 2006; Frost 2014; Global Leadership Forecast 2018; PISA 

2018). 

Most research results focused on up-to-date tendencies in education as in public organizations (Alhaji 

and Yusoff 2012; Kawara 2014; Buttner et al 2017; Ddiworld.com 2019). They demonstrate that it is 

more reasonable to refocus from bureaucratic approach towards the organization of the working 

process in public sector as in educational institutions, so as in public education management 

authorities at local and central levels up to more innovative, decentralized ones, ensure the right for 

young leaders to take decisions independently and bear responsibility for their fulfillment. In the 

future, there will be no critical need in “regular employees” as all regular work has been gradually 

automatized. The future is defined by new powerful values among which the creativity and 

innovation – personal qualities that are not correlated with algorithmic thinking of computers (Bennis 

2007; Kouzes and Posner 2010; Klenkе 2011; Chaudhary and Sharma 2012). 

As of now, recruiters should, including the educational sector, search for not common executives but 

people competencies of whom in future during their professional development can prevail 

competencies of not only their managers, but also those who are currently leaders. 

At the same time for disclosing capacities of the specialist, the definite conditions are necessary. 

Among significant ones are high mission and awareness of its engagement to it. So, the mission of 

state management does not already refer to the establishment of institutions and infrastructure of 

social development, which in such a way defines the future, but ensurance of domestic cohesion that 

is cooperation and collective actions towards general direction of different powers (social, national, 

intellectual) which exist in the society (Blondel 1987; Bandara and Weligodapola 2013). 

The public service should refer to the harmonization of interests of business and citizens that is a 

primary factor for increasing national competitiveness and safety of any country. Leadership is 

exactly the tool that helps to implement it. In order that the stated goals become true, the public 

service should have so necessary characteristics such as flexibility and adaptability. It enables to 

transfer from strict hierarchies to decentralization that is allowing departments and separate 

employees to acquire more freedom in their activities. As a result, there is leadership (Hager and 

Seibt 2018). 



Among key mega trends, which define the future, it is worth to emphasize technologies, demography 

and geopolitics. Thus, state authorities pay a great attention to the geopolitics to control integration 

processes – merging, acquisition and formation of new assets by international corporations (holding 

companies and groups) in various regions of the world. The demography refers to the changes in the 

employee structure, appearing of new generation, their capabilities and energy of which are necessary 

to direct properly and educate respect to the nation, state. Regarding technologies it is necessary to 

carry out more sophisticated process automation in public services related to document turnover, 

accounting, information storage (for instance, by the help of cloud-technologies) and in future - 

robotization of main operational processes (Lencioni 2012; Raina and Roebuck 2016). 

Therefore, it is essential to think about what strategies in state education management are to be 

elaborated, how system/methods/tools of motivation and incentive can be improved in conformity 

with other needs of young generation that is the state could survive within up-to-date changes. Thus, 

we should consider the entire labor ecosystem, identify and train the employees who have respective 

future skills, manage the employee attraction and satisfaction. These objectives are under competence 

of not only employee services, which mainly perform document turnover, but under competence of 

the whole employee management (Hanaysha and Majid 2018; New traditions in public 

Administration 2017) . 

 

Among key trends of professional development in the framework of education improvement, it is 

necessary to review the operation of employee services in the composition of executive and 

administrative units within state education management. Modern employee requirements will require 

fundamental changes in the methodology of employee management. This requires finding, retaining 

and training the employees who will acquire respective skills for future. The employee services 

should function properly in the composition of public service, be capable to plan its employee needs, 

search for and select candidates, ensure employees’ adaptation and assess their effectiveness, form a 

corporate culture and a positive moral and psychological atmosphere in the team. Compared to the 

corporate sector, the public service has not yet made the transition from “treating the documents” to 

“working with people” (HR). In this regard, together with the authorized body in the educational 

field, it is necessary to envisage the training of specialists in employees’ management. Moreover, it 

refers to the strengthening the importance of HR in the development of leaders. HR must fulfill the 

functions of the consultant and organize the activity in line with organization’s needs by using data 

analysis and forecasting methods for the future. Only 17% of interviewed employees in the 

framework of the Global Leadership Forecast 2018 study are deserved to be attracted (Frost 2014; 

Global Leadership Forecast 2018; Pace.edu 2019). Employees need to have analytical skills and 

digital knowledge, be prepared for challenges and responsible for the preparation and development of 

leaders. 

In addition, it is important to update the regulatory framework in education; its further development 

is one of the main tasks as for now. Governing of legal relations in education is the basis of the state's 

influence on public relations in education and should ensure that the interests of involved parties to 

values are taken into account. The Federal Law N 273-FZ on Education in the Russian Federation of 

12/29/2012 (amended on 06/03/2019) states the right of every citizen for qualitative education, equal 

rights upon establishing educational institutions and education financing, of relevant conditions for 

teaching children, including children with disabilities, enhancing social and non-financial protection 

of teachers, modernization of education management. The current system of encouragement and 

bonus payment of employees involved in education, salary financing procedure of vocational 

training, work experience for orphans and children deprived of parental care during their training in 



vocational schools, conditions for enrollment into educational institutions and financing of the 

educational process, which will ensure state guarantees for achieving the necessary level of 

education. 

To meet the challenges in modern education, it is necessary to think about the context of the 

requirements as regards the education in new economic, social, globalization conditions. From this 

perspective, crucial changes in education should take place. 

The research objectives are: 

- compare traditional and more contemporary methods of motivation and incentive influence on 

the effectiveness of employees’ performance in educational institutions; 

- elaborate the grounds for creating new HR-strategies in education based on leadership and 

emotional intellect; 

- analyze the outcomes of implementation of the latest innovations and changes in public 

educational services activity and institutions in the EU and CIS countries; 

- estimate the impact of leadership tools on the financial performance of educational 

institutions, and identify how the obtained data will be assessed in numbers, based on statistical and 

analytical information specified in the Global Leadership Forecast 2018 report; 

- evaluate whether leaders of modern generation are ready for key challenges and new 

responsibilities in a professional activity of an employee of educational organizations; 

- propose leadership development tools in the educational training processes of civil employees 

and assess whether they suit the expectations of highly potential candidates of young generation; 

- elaborate the mechanism of formation and development of the leadership in state education 

management. 

 

Methods 

Research Design 

Let us analyze the content and framework of the main state strategies, programs and doctrines in 

education, developed and implemented by the EU and CIS countries for the last few years. 

Based on the strategic importance of education development in both Europe and the CIS countries, 

national doctrines, programs and strategies of education development are of great significance for 

regulatory support of state education administration in each of these regions. Thus, in line with 

primary objectives of state educational programs for last years, education management should be 

aimed at organizing and ensuring optimal conditions for education development, establishment of its 

systematic self-regulation on the national, regional, local levels and in educational institutions as well 

as in scientific facilities (Shatunov 2011; Tsyrlina-Spady 2016; Kaldybaev 2018). 

The state policy is focused mainly on education development to determine conditions for professional 

growth and creative self-realization of each citizen, to cultivate a high-performance generation, to 

cherish and to enhance values of national culture and civil society, to develop and to strengthen an 

independent, democratic, social and legal state as an integral part of national and global community 

(Shatunov 2011; Tsyrlina-Spady 2016; Kaldybaev 2018). 

Such issues as salaries, financial and non-financial incentives, compensations, benefits and 

motivation for work deserve a special attention. Considering the very low level of remuneration of 

employees of educational institutions - school teachers, university professors, additional staff in the 



CIS countries compared to the European countries, non-financial motivation is, certainly, very 

important. In this regard, a flexible system of vacations and bonuses, working schedule are to be 

made up; undoubtedly, the minimum wage of teachers is to be revised. Therefore, it is worth pointing 

out an odd imbalance in the ratio of salaries of school teachers and university staff, caused by 

reforms in education for last years. Considering norms and range of wages determined by 

government authorities as well as additional remuneration payments at the expense of local budgets, 

a secondary school teacher with qualification may get much higher salary than, for example, a young 

employee of higher educational institution who has academic degree, scientific achievements, 

publications, and knows foreign languages. 

European best practice has shown good results in the implementation of labor remuneration systems 

and material incentives based on the competence approach. The teacher with higher qualifications 

irrespective of the level of accreditation of an educational institution (school, technical school/college 

or university) and with more developed competencies and professional skills, can receive higher 

wages than his/her “less competent” colleague. Special independent commissions assess the 

competence and professionalism, which issue appropriate certificates to employees who have passed 

accreditation. Moreover, in pursuance with this approach, extra material remuneration can be 

obtained as a result of cooperation with pupils or students within social or research projects on which 

the teacher spends an additional time, but which can contribute the society. Not all young teachers 

will agree to work in regions, in the countryside as certain excessive payments must also be done, 

stimulating factors have been thought about. 

Non-material motivation within competence-based approach is mainly grounded on its combination 

with the acmeological approach that is the personal and spiritual development of an employee in 

educational field. It is deemed that a person with the right set of values, life principles and confidence 

in future, a modern person who understands and wishes to change the future of his country for the 

best will make maximum efforts for it in the course of his/her work and work efficiently. 

The analysis results of a number of salary, incentives and bonuses systems in American secondary 

schools and, in particular, higher educational institutions are completely different. These systems 

include retirement plans, paid training, holidays, vacation, medical care, vision insurance, dental 

insurance and other services. Costs’ coverage extends to as employees as their family members by 

the help of various insurance companies. The State Fund covers the majority of insurance 

installments, so employees should pay only partially. Some plans require from the employees a 

payment of deductible franchise in addition to their share of the premium. Long-term care insurance 

ensures the coverage for expenses that may be caused due to chronic illness, weakness, old age or a 

serious accident. The care can be rendered at home, in a care facility or in a nursing home. Moreover, 

it is foreseen personal vacations, financial assistance due to adoption, death of loved persons. The 

coaching leave is of special attention. In order to encourage employees to help today young people, 

the State Fund provides paid mentoring leave for participating employees. For each hour of 

employee’s participation in mentoring activity through a qualified organization, the State Fund 

compares the hour of paid leave for future mentoring assignments. Employees can receive up to 40 

hours of paid mentoring leave for a calendar year. Extra programs have been elaborated for the 

accumulation of pension savings. For the employees of higher educational institutions with a 

scientific degree and academic status, outstanding scientific achievements there is a specific pension 

system, which stipulates respective surcharges. Thus, all stated above is crucially different from the 

situation in the CIS countries (OECD Reviews of Integrity in Education: CIS 2017; Calhr.ca.gov 

2019; Content.statefundca.com 2019; Sdbor.edu 2019). 

 



Undoubtedly, we should not forget to reconsider the systems of motivation and encouragement of 

state employees who deal with issues related to education management in the country. So, the activity 

of educational institutions depends on the efficient performance of their work as a whole. 

 

Therefore, main objectives of elaborating an education development strategy are as follows: 

- rapid and continuous feature of education modernization, increase of flexibility in responding 

to all processes taken place in the country and the world; 

updating the objectives and content of the education based on the implementation of a competence-

based approach (experience of the European countries: Poland, Finland, the Czech Republic, etc.) 

and personal orientation, taking into account world best practices and principles of sustainable 

development; 

- review of the current inefficient motivation and reward systems of the employees involved in 

education (both teachers and public employees); low wages; 

- meeting the cultural and educational needs of national minorities, improving conditions for 

learning foreign languages; 

- development of an effective system of national education based on universal human, 

multicultural, civil values; 

- ensuring a systematic improvement of the quality of education on an innovative basis, modern 

psychological and pedagogical as well as scientific and methodological support of the educational 

process, etc. 

 

Data Analysis 

For the last time, there are more and more up-to-date concepts of motivation and inventive based on 

leadership technologies and emotional intellect. This is stipulated by the fact that organizations strive 

to become leaders in view of constant changes. This in turn can be achieved if there will be leaders 

who would motivate and inspire the employees to work being as an example and adhering to their 

goals. Leaders very often select ambitious and already motivated employees for their teams. These 

employees correspond or can correspond to indicated high requirements in future. In this case, power 

and coercion within this model are replaced by inducement and inspiration. As a result, based on 

leadership approaches the followers have behaved unusually, who steadily achieve results that are 

much higher than average ones. On applying leadership approach, the impact is based on the 

acceptance by people of the leader’s requirements without the explicit or direct manifestation of 

power. The leader’s ability to influence people enables him /her to use the power and authority 

gained from his followers. 

The behavior of leaders is the most significant factor that determines how employees will feel and 

work in a team. Good leaders inspire employees with enthusiasm, attract them to work and motivate 

them to make extra efforts to contribute the activity of the company. For educational organizations, 

the transition to a leadership model now is of high priority, bearing in mind the need of a better 

education of most people, especially young generation, the so-called “educational trend”, “fashion” 

of education. To a certain extent, it explains the emergence of a large number of private companies. 

They offer educational services on the basis of trainings, master classes, workshops (short-term 

teaching methods), remote study, “on-line” training, which are rarely used by public educational 

institutions that are competitors for the latter ones in terms of attracting applicants. From our 

perspective, only an educational institution with a proper reputation, introducing modern 



technologies of education and having full-time employees-leaders, can attract the largest number of 

students, including paid and free of charge education, which certainly will directly affect the 

efficiency of their performance and financial results. 

Taking into account the assumptions above, we should note that the leadership is revealed more 

effectively in a professional activity if a person at the same time occupies a managerial position. It 

creates a certain basis for applying both, possibly, inborn leadership qualities and personal traits 

(acmeological approach), as well as acquired leadership competencies in the process of study and 

past experience in performing duties and assignments (competence approach). Thus, the effectiveness 

of the use of leadership technology at managerial positions within the systems of motivation and 

rewards of educational organizations, from our point of view, is presented in the following functions.  

- Leadership is a source of incentive and motivation. For a leader-manager is important to 

create a flexible and, at the same time, an effective motivation system. It is necessary to make the 

motivation adequate and predictable for all employees, both positive and negative. Besides, it is 

desirable to use a variety of incentives, apart from the standard material motivation. Sometimes 

money considered as the most favorable means for employees’ motivation, has no desired effect, and 

the manager needs to look for other, more effective ways. Possible promotion, contests held in the 

office, verbal encouragement, the possibility of study and much more may be considered as 

motivation. 

- Leadership is a model and way of life for employees. Employees, quite often, following their 

leader-manager, adapting to him/her in his/her views and work style. His/her attitude towards the 

work and organization should be the same as what he/she expects from his /her subordinates. An 

active and goal-oriented leader-manager does not only set an example, but encourage his/her 

employees, or (if it is not motivated subordinates) at least monitors their involvement in the work 

process. 

 

Due to slightly contradictory approaches as for quantitative assessment of leadership impact on the 

efficiency of educational organizations’ activity in the course of the research it was decided to use the 

statistics. 

Thus, according to the research data upon more than 2500 companies from various sectors and 

countries, including Europe and the CIS, the results of which are reflected in the analytical report 

“Global Leadership Forecast: 25 Research Insights to Fuel Your People Strategy”. The research was 

conducted jointly with companies EY (Ernst&Young) and DDI (Development Dimensions 

International) in 2018. Among all surveyed organizations performing their activities in educational 

area, percentage of leaders, whose overall quality of educational organization’s leadership is high in 

2017 has made up 42% that is higher by 2% compared to the similar performance in 2014 and 2011. 

In turn, percentage of HR professionals whose overall quality of educational organization’s 

leadership is high in 2017 – 30% that is higher by 5% compared to the similar performance 2014 and 

2011 г. (the figure below). 

 

Figure 1 here 

 

Focusing on the data in the table below, we see that the area Education takes the second place after 

the Automotive industry pursuant to surveyed respondent companies in 2017. Moreover, respondents 



think that over time leadership technologies will be developed and applied in education rapidly (the 

third position in the ranking). 

Table 1 here 

Concerning the evaluation of the situation within regions, we see that the USA has preceded Asian 

countries (on the second position). It is a consequence of rapid development of this region, then – 

Europe. The CIS, unfortunately, is less preferable also by rating, even lower than India. 

On the figure below there are analysis results referring to the impact of identified objectives 

concerning the achievement of leadership positions at the market of educational services on financial 

aspects of the organizations of this sector. As we can see on the figure the profitability of the 

organizations, which do not determine leadership objectives by 42% lower and vice versa. 

Figure 2 here 

OECD experts have assessed the development level of the public services in Russia, Ukraine and 

Kazakhstan. For the evaluation, models of the public service have been used (Table 2) - professional, 

strategic and innovative public services (OECD Reviews of Integrity in Education: CIS 2017; 

Ddiworld.com 2019; Eurostat 2019). To estimate the development of the public service, the OECD 

has applied a conceptual system based on 3 main stages of development: professional, strategic and 

innovative. These stages are mutually exclusive. Each next stage is taken place based on results of 

the previous one. A professional public service is characterized by meritocracy and the ability to 

effectively take advantage of various talents, qualified and ethical employees, as well as leaders who 

are effective in everyday processes. A strategic public service is differed by its efficiency and 

attractiveness for top professionals, proactive employees, result-oriented managers who are 

transformational leaders and know how to manage changes. The key features of an innovative public 

service are the presence of mobility, diversity and openness, which encourage cultural cooperation, 

curious employees, as well as adaptive leaders who can collaborate (Table 2). 

In case of applying the model for evaluation of public services in the field of education, then as of 

now we deem that: 

- Public service of the European countries may be considered as strategic one with innovative 

context; 

 

- Public service if the CIS countries are, respectively, a professional one with strategic context. 

 

It is necessary to think about the implementation of worldwide development trends of public services 

in education to more contemporary ones; the latter can enable to transform the national state authority 

to a new, strategically innovative level. The final goal of the process is the creation of an attractive 

public authority for more decent employees of the public service that will become a strategic partner 

of the society and establish adequate values. 

Therefore, it should not disregard the fact that in developed countries, more and more attention is 

drawn to the shortage of leaders in the public service and it becomes more and more important to 

ensure their appearance. 

For the majority of the developed countries in the world it is obvious the awareness of modern 

leadership in the public service as a combination of such qualities and skills as the ability to trace the 



global situation, establish right goals, inspire and motivate, delegate, create trust-based relationships, 

etc. We can state that the strongest leadership is an essential factor in creating an innovative and 

effective team or organization. 

So far, it is usual that the concepts of “manager” and “leader” are still the same in public 

consciousness and practice, and there is no distinction between the qualities of character, skills and 

competencies inherent in the manager and leader separately. Thus, the existence of leadership skills 

in a manager allows realizing the aggregate potential of an organization, taking it to a new level with 

getting better results. And, vice versa, a manager, who does not possess these traits, often limitate the 

realization in full of the potential of the subordinated team. In this respect, the leadership defines the 

level of an overall performance 

Table 2 here 

The same situation is in educational institutions. Taking into account the proactiveness of the new 

younger generation and free access to knowledge, information on gadgets, a modern teacher must 

become a leader who leads others with the purpose to interest and retain the students. 

In the contemporary theory and practice of developed countries, the importance of the so-called 

transformational leadership is highlighted, when a leader (or teacher) works together with employees 

(or students) to determine the necessary changes, an appropriate view and strategy as well as 

implements the changes jointly with subordinates. Such a leader strengthens the motivation, morale 

and performance of followers. In this model, the leader is a role model. 

 

Closely related to leadership, the international trend is the development of so-called “soft skills” 

among employees in educational area. This term means the complex of such skills, abilities and 

character traits, such as emotional intelligence, social intelligence, communication skills, ability to 

work with people, adaptability and positive attitude (New traditions in public Administration 2017). 

It should be noted that “soft” skills do not depend on the level of professional knowledge and allow a 

person to work productively in a social environment. In the framework of ongoing technological 

progress and a dynamically changing business environment, there is a tendency in attracting of 

employees, including employees of public service and state educational institutions with precisely 

such skills. The OECD already defines that hiring such specialists within the current labor market is 

critical. Nowadays various technologies and artificial intellect are already able to perform typical 

duties of the employee, namely starting from creating template letters and treatment of big data to 

providing public services. Therefore, we can state that a civil officer of the digital age will differ 

from a soulless machine by the presence of soft skills. 

We also think that for any organization, which seeks to develop, the practice of elaborating 

leadership development programs for its employees is peculiar. However, the matter is that it must be 

fully effective, this also refers to the public sector. Thus, regarding the results of the research of 

Global Leadership Forecast 2018, conducted by international companies Development Dimensions 

International (DDI), and The Conference Board, only 41% of the surveyed executives agree that 

there is an effective leadership development program in their companies. The study also has showed 

that only 43% of the vacancies in the surveyed companies can be occupied by internal specialists. 

That is why, the companies implement programs of highly potential employees and only 55% of 

organizations, using such programs, monitor their performance (Global Leadership Forecast 2018; 

Eurostat 2019). 



Based on the present research we deem that in order to elaborate an effective leadership development 

program in the organization it should be taken into consideration the key challenges for managers, 

which are turned out or can appear in a professional activity of a modern leader (Figure 3). 

On the Figure 3 we can see that among up-to-date key challenges for managers the development of 

future leaders has resulted in the majority of respondents’ feedback. 

Leadership needs investment. Thus, today the business makes significant investments into leadership 

extension, but statistics shows that they are not enough. The satisfaction with the quality of 

leadership over previous 6 years has changed slightly from 38% in 2011 to 42% in 2017. Such 

statistics certifies the absence in many companies of an integrated leadership development model, 

which would be part of the overall business strategy as a whole. This becomes an obstacle to digital 

reformatting, which requires new views on employee management and changes in the approaches 

towards the activities of business leaders. 

 

Digital transformations and technologies undoubtedly influence the development of leadership, 

define and require new competencies. We can sum up that digital technologies eliminate the 

traditional attitude to work and significantly change the core competencies. According to the Global 

Leadership Forecast 2018 study for achieving success in the digital age, the leaders should have such 

competencies as digital competence, adaptability, decision-making, effective talent management, 

organizing cross-functional interactions, and have diversified views. 

The generation of millennials is thought to be sufficiently knowledgeable in the field of digital 

technologies. They should lead the implementation of digital transformations. However, pursuant to 

opinions of business managers representatives of generation X feel more confident in solving 

problems of modern business. 

Below, in the Table 3, there are results of adapting of character traits and competencies, which testify 

the readiness of main representatives of contemporary generation such as baby boomers (oldest 

generation), millennials and generation Z (young) to key and new challenges in education. Below a 

rating scale from 1 (the highest degree of readiness for the challenge / or duty) to 9 points 

(respectively, the lowest degree of readiness) is presented. 

Table 3 here 

Thus, according to Table 3 younger generation - Z - is less prone to make decisions independently, to 

share knowledge (it is partially explained by their age). However, they are more efficient in the 

digital environment, teamwork, quick and proper analysis of large data and subject to analytical 

thinking. 

 

However, the millennials, who now take managerial positions, are quite sophisticated in digital 

technologies. According to statistics, 54% millennials out of 56% are skillful in digital technologies 

and more professional in such key leadership principles as result orientation and talent management. 

The latest changes affect the core competencies of leaders and their attitudes towards work. A 

modern organization must create an effective training culture so that employees could be aware of the 

necessity of personal development and make efforts to reach it. As a solution, it is necessary to 



organize the work by forming separate teams to achieve a common objective. The employee 

management system itself must change, be more flexible, integrated, technological. 

In general, the abovementioned issues related to the development of “educational” leadership 

suppose to maintain the existing and form new leadership skills within today period of important 

changes. Now most potential leaders prefer a personalized learning. However, many companies do 

not pay due attention to such needs. That is why the investment will be useless and old-fashioned 

tools have been applied. 

In overall, we can state that now instructional methods (lectures, courses, full-time learning in higher 

education institutions) are old-fashioned, not interesting for young generation. 

Now they wish to have more practice, interesting topics, workshops, remote learning, mobility 

programs abroad, challenges that allow active young people not staying at one place and striving to 

develop, actively acquire best practice, one after another, alongside with the study of foreign 

languages and capability to travel. 

In order to succeed in effective education, modern organizations have to constantly analyze training 

needs and intensively elaborate training programs for leaders. As an example, there are companies 

where Learning Experience Manager works and who builds up personalized training programs. In 

such companies, there is a highly effective system of forming and improving leadership. 

For leadership extension, it is critical to reject from self-study. Based on analysis results the 

education programs, which attracts teachers and coachers, are considered to be more effective. 

Moreover, now most companies have actively introduced consulting and training methods as well as 

attracting mentors to train their leaders. In such companies, there is a substantial employee pool and 

there is almost no managers’ turnover. 

To sum up, public units and services are deemed to function by using more effective and modern 

practices of training leaders in public service and new competencies of the modern leader, which are 

necessary for his/her development and competitiveness in the labor market. The public units and 

services are responsible for training, career enhancement and promotion of their employees. 

Results 

We should create a comprehensive career enhancement system in public sector. The latter will cover 

all key cooperation items: recruitment, adaptation, training and development, performance 

evaluation, leadership development, recognition and remuneration, career management and other 

operational processes. In fact, future students when choosing the occupation consider areas with 

career opportunities. HR specialists are liable to create the environment where employees can 

actively develop and meet current and future requirements of public service. In this regard, it is 

reasonable to elaborate career maps for key positions with a description of expectations and 

requirements for an employee at each position as well as to make up special programs for developing 

future managers (leaders) of the public service. 

 

One of the main tasks of the manager (leader) is to motivate and inspire employees. The manager 

(leader) identifies the strengths and aligning the weak ones of each employee. Therefore, in addition 

to developing professional competencies, an effective leader needs to work on extending the 

emotional intelligence and other skills for effective interaction with colleagues. 



Next topic is emotional intelligence. Based on world-scale data, organizations where managers are 

leaders with high emotional intelligence increase their profitability and social effects arise (which is 

necessary for public service). This does not happen in those organizations where managers are not 

aware of how to manage their emotions and emotions of subordinates. 

The abovementioned new objectives of educational institutions related to leadership development for 

formation of another view on motivation of young generation are of conceptual character. This 

suggests that in order to create an effective system of employee management in the public service 

and enhancement of the role of employee services, it is necessary to reform the system of employee 

work of state bodies. It is important to mention about the necessity to form a new employee service 

of state bodies as an independent structural unit. Creating an employee service in the central, 

territorial and regional executive authorities is a critical issue.  

Considering the changes and recommendations above on improving the education management, a 

mechanism for the formation and development of leadership within the state education administration 

has been developed (Figure 3). 

Experts at the World Economic Forum in Davos of this year have defined principles based on which 

the employee development in a contemporary environment should happen and which have been 

identified by ONN. They are creativity, critical thinking, cooperation and communication skills, as 

well as new relevant skills. Most experts in public administration and political leaders have 

highlighted emotional intelligence as one of the key skills that a public employee needs to acquire for 

succeeding in his/her profession, be a leader. 

Generally, the emotional intelligence is the ability of a person to recognize emotions, to understand 

the intentions, motivation and desires of other people, as well as their own ones, the ability to control 

them and the emotions of other people in order to solve current issues. 

Emotional leadership is regarded as an art, a tool of employee management based on emotional 

intelligence. 

Emotional leadership in the public education administration in the framework of the study is 

proposed to be considered as a certain management technology. Based on the skills of public 

employees as for managing their own emotions, other employees’ emotions and society as a whole it 

allows to reach specified objectives in educational and professional activities, and comply with 

global government missions. 

In most developed countries of the world, established special state educational institutions, apart from 

professional knowledge, teach the skills that a state and public administrator needs to have. For 

example, they are the National School of Government, the National Institute for Territorial Studies, 

the Institute for the Preparation of Deputies of Local Authorities (France), the Federal Academy of 

Public Administration, the Bavarian School of Management (Germany), the Craiova School of Public 

Administration, the Higher School of Public Administration (Poland), the Federal Institute of 

Management (USA), School of Public Service of Canada, etc. In the framework of preparation 

training cycles of these institutions, not only theoretical forms of training but alternately practice and 

internship and in-depth practical courses are previewed. The student chooses himself/herself the 

training forms as well as those that correspond to the specifics of his work. Within the study, we 

believe that it makes sense to transfer such an experience into the Ukrainian system of training public 

employees. 

Figure 3 here 



There is a relationship between leaders’ emotional intelligence and effective performance.  

Emotional leadership is developed through development of coaching, mentoring, feedback and 

communication skills. The manager should be capable to define the strengths of the employees, how 

to train, motivate, identify the values of the employees, to delegate the responsibility based on the 

employees’ strengths. 

Motivation can be considered as a passion for work caused by other reasons rather than money or 

status, as well as a great wish to achieve goals with energy and perseverance. Outstanding features 

are a strong motivation for acquiring optimism even in case of failures and organizational 

commitments. 

 

The model of emotional intelligence by D. Goleman has become a basis for setting up the model 

above. The scientist-psychologist has proposed the interpretation of the concept “emotional 

intelligence”, which is still relevant today, in 1995. D. Goleman for the first time has identified five 

main components of the emotional intelligence, namely managing and understanding other people, 

motivation, control and awareness of oneself. 

Moreover, apart from D. Goleman, G. Gardner wrote about the emotional intelligence in his works in 

1983… (he proposed a model of multiple mental abilities, as well as P. Salovey and J. Meyer - in 

their works (a comprehensive theory of emotional intelligence) (Goleman et al 2013). 

 

We pay attention to the fact that for a long time the emotional intelligence was considered primarily 

within the psychology. It meant a combination of certain manipulative actions that could make a 

person to fulfill the wishes and duties of a manipulator that has used this method. From the 

perspective of leadership theory, in particular in public administration, the emotional intelligence is 

deemed as a certain technology. It helps to achieve common goals, public administration mission, 

and the emotional intelligence began to be used predominantly over the last decade. 

The main areas in which the technology of emotional intelligence can be used are in educational 

processes in universities while the preparation of public employees, in the offices for professional 

development and in everyday life. 

The emotional intelligence and emotional leadership, except training processes, have been used so far 

only in methodologies of employees’ performance assessment, both business and public sector of 

western countries. These methodologies are elaborated based on the theory of social exchange. The 

theory supposes that employee and employer share their values with each other. They help to 

estimate and define the emotional state and level of employees’ involvement in the activity. In turn, it 

enables to determine how much the employee is involved in the activity, receives support from 

his/her supervisor. The supervisor assesses the performance efficiency of the involved employee and 

his/her contribution in overall; employee’s psychological dedication to work, his/her not indifference 

to the tasks assigned, helps to understand how active the employee is, whether he/she has leadership 

qualities and skills, and the employee’s behavior while performing more complex tasks. 

Discussion 

Current trends in the dynamic development of society require an in-depth usage and enhancement of 

leadership importance. Leadership is a phenomenon that, without exaggeration, may be specific to 



the humanity as a society. Moreover, the leadership is suggested to have a biological origin. To reach 

an effective management on the basis of leadership development is one of the current issues today 

and many studies have been carried out to solve it (Mohr and Wolfram 2008; Global Leadership 

Forecast 2018; Hanaysha and Majid 2018). 

 

The peculiarities of the specified issue are its volume and diversity of management situations, 

subjects and objects of the management process, the non-homogeneity of the ties between them, the 

impossibility of explicit identification of efficiency criteria in many cases, as well as the high 

changing factors and their adjustment of the effectiveness of the development improvement. This 

determines the importance of objective, quantitative assessment of the influence of motivational 

systems on employees’ efficiency, and the organization as a whole (Klenkе 2011; Atmojo 2015; 

LeDoux 2017). 

 

Due to analysis results, the works by other authors have demonstrated that firstly, almost all of them 

try to assess in numbers the impact of incentive and motivation on financial performance of 

organizations, and secondly, the results of the assessment are very inadequate (Purvanova and Bono 

2009; Sohail et al 2014; Cropf and Wagner 2017). 

In our opinion, a successfully elaborated system of motivation and encouragement is based on the use 

of leadership technologies and emotional intelligence, which will allow:to identify more precisely the 

employees who work more efficiently, are able to influence the performance of their subordinates (or 

students' learning outcomes - for educational institutions) and deserve additional non-financial 

incentive. This needs the elaboration of a special flexible labor remuneration system grounded both 

on revising standards determined by state authorities and on internal extra financial sources of the 

organization itself; 

- to influence the effectiveness of the educational institution, which will demonstrate the improved 

image and increase of the status of the latter. This will enable to attract many people willing to get an 

education in this institution not only at the expense of the state budget, but also at the expense of 

individuals. This will undoubtedly allow increasing the financial performance of the organization and 

creating a brand of the educational institution that in perspective will make the organization stable 

and profitable at least for some years to come. 

 

In our opinion, the study should be directed towards the extension of the impact of leadership 

technologies and emotional intelligence applied in the activity of educational institution on the 

financial results and formation of organization’s goodwill. However, we believe that it is necessary to 

think about the approach that enables to obtain a more accurate assessment than in the reviewed 

works below. 

 

Conclusion 

 

The research, stipulated in the work, has covered issues related to the formation of a modern, 

effective system of motivation and encouragement; that is required to revise the operational concepts 



of both educational institutions and public authorities related to education management in the 

country. Today, the public service within education management is faced with a challenge to 

transform the organization into a highly efficient, flexible, citizen-oriented and constantly improving 

one. The main assets of the organization are its employees. Their high professionalism and 

effectiveness is evidence of their dedication and productive contribution into well-being of the 

citizens of the country. In order for highly professional employees to succeed in the educational 

sphere on the long-term basis, the latter should become an attractive place of employment from all 

perspectives. 

It is necessary to make maximum efforts for improving the image, presentation skills, role of the 

employee of the educational organization. For attraction of highly potential graduates of institutions 

of secondary education, future leaders should wish to choose this occupation. Therefore, an image 

change of the representative of the specified occupation will cause a high efficiency in adhering to 

the society needs and the attractiveness of a career in education, science and public service 

(education management). 

Moreover, the introduction of meritocracy principles, competence-based approach, further 

improvement of the remuneration system of employees in the educational sphere, development of the 

institute of senior state employees managing education in the country are evident needs as well as 

consistency with international best practices. 

 

Leadership technologies and emotional intelligence are relevant today and are universal in nature. 

They are used in the management of both educational processes and educational institutions in many 

countries around the world, which stipulates a wide range of research outcomes described in the work 

as in international and as in national education management practices. 
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Table 1. Survey results of respondent companies as for application of leadership technologies 

 

in organizations’ activities now and in future in various world regions and industries 

 

Country % high- % strong Industry % high- % strong 

 quality  future bench  quality  future bench 

 leadership    leadership   

          

ASEAN 42  22  Automotive 44  21  

          

China 41  6  Education 45  19  

          

Europe 38  13  Energy/Utilities 54  22  

          

India 21  18  Banking 42  5  

          

CIS 20  29  Manufacturing 35  5  

          



USA 55  14  Technology 41  12  

          

Source: EY, DDI. 

 


