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IN-SERVICE TRAINING FOR CIVIL SERVANTS
IN THE CONTEXT OF ENSURING
THE SUSTAINABLE DEVELOPMENT OF UKRAINE
(ARCHETYPAL APPROACH)

Abstract. The problem of low level of functional competence of civil servants
caused by the declarative character of the use of strategic, competence and in-
dividual-centered approaches in their professional and personal development is
actualized. The aspects of organization of the professional development of civil
servants taking into account socio-cultural and psychological-mental charac-
teristics on the basis of results of the implementation of multi-phase program
“Global Leadership and Organizational Behavior Effectiveness” as well as sci-
entific research of the representatives of the Ukrainian School of Archetype are
explored. It is substantiated that the main attributes of leadership in modern
societies (charisma, participativity, and team orientation) necessitate the com-
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bination of individually-centered and system-oriented approaches in in-service
training through the introduction of organizational learning and activity-based
learning in public authorities, and the use of innovative democratic technolo-
gies for personnel development, including coaching, to ensure the effectiveness
of their functioning.

The questions of civil servants’ personal qualities assessment and formation
of individual professional development strategies as well as individual programs
of professional competence development based on its results are considered. It
is argued that the modern system of in-service training for civil servants should
ensure the formation of a competitive human capital as an intensive factor of the
sustainable development of the state, based on the combination of the principles
of human-centeredness and pragmatism. The essence of human capital at the in-
dividual, organizational and national levels is determined as the value which is
accumulated in the result of investing (in a rational approach) and capable of
self-growth. The prospect of further scientific developments is the study of the
problems of ensuring the effectiveness of the professional in-service program im-
plementation for public servants at the request of authorities, taking into account
the aspects which are considered in the article.

Keywords: archetype, professional competence, system of in-service training
for civil servants, professional development, personal development, cultural va-
lues, good governance, human capital, leadership.

MIABUINEHHS KBATI®IKALIL JEPKABHUX CJIYKBOBLIB
Y KOHTEKCTI 3ABE3IIEYEHHSI CTAJIOTO PO3BUTKY YKPATHU
(APXETUITHUIT TIIXIT)

AHoranig. AkTyasnizoBaHo Ipo0JieMy HU3bKOTO PiBHS (DYHKI[IOHATIBHOI KOM-
METEHTHOCTI JIePKaBHUX CJTy;KOOBIIB 4epe3 JEKJIaPaTUBHUN XapaKTep BHKO-
PUCTAHHS CTPATETriYHOro, KOMIETeHTHICHOTO Ta 1H/MBI/yaJbHO-IIeHTPUYHOTO
HiXO/IB y iX TpodeciitHoMy i 0COOUCTICHOMY PO3BHUTKY. JLOCIIIZKEHO acIeKTh
oprasizaiiii maBuIeHHs KBatidikaiii gepsKaBHUX CIYKOOBIIB 3 ypaxyBaHHSIM
COIIaJIbHO-KYJIBTYPHUX Ta IICUXO0JIOTIYHO-MEHTAJbHUX XapaKTepUCTUK Ha OCHOBI
pesyJbraTiB peasnisaiiii 6ararodasHoi nporpamu “TiobaibHe JigepcTBo i edek-
TUBHICTh OpraHi3aliiiHOl MOBEIHKN’ Ta PO3BIZIOK TPEJICTABHUKIB YKPaiHCHKOI
1mkoJu apxetutiku. OOrpyHTOBAHO, 110 OCHOBHI aTPUOYTH JIEPCTBA Y CYYaCHUX
CYCILThCTBAX (XapU3MaTUYHICTh, IAPTUCUTIATUBHICTD Ta OPIEHTAIliSI HA KOMAaH/LY )
3YMOBJIIOIOTH HEOOXiIHICTH TTOEAHAHHST IHANBIYaTbHO-IEHTPUYIHOTO Ta CUCTEM-
HO-OPIEHTOBAHOTO MiIXO/IIB Y Ti/IBUIIIEHHI KBaTi(hiKaIlii NIITXOM 3aIPOBAJKEHHS
opratizaiiiiHoro ta [AislJIbHICHOTO HaBYaHHS B OpraHax Jeps;kaBHOI BJIaJ1, BUKO-
pUCTaHHS IHHOBAILIMHUX JIEMOKPATUYHUX TEXHOJOTI PO3BUTKY TIEPCOHATY, 30-
KpeMa KOY4UHTY, /7ist 3abe3redertst eeKTUBHOCTI X (DyHKITIOHYBaHHSI.

Po3rJistHyTO MTUTaHHSI OIIHIOBAHHST OCOOUCTICHUX SIKOCTEH JIepIKaBHUX CITYIK-
60oBIIIB Ta (hOPMYyBaHHS HAa OCHOBI MOTO Pe3yJIbTaTiB iHANBIAYaIbHUX CTPATEriil
podeciiitHOTO PO3BUTKY Ta iHAUBIyaJbHUX TIPOTPaM TiABUIIEHHS PiBHS TTpogde-
CITHOT KOMITETEHTHOCTI. APTYMEHTOBAHO, 1[0 CyYacHa CUCTeMA MiIBUIIEHHS KBa-
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Jridikaliii repkaBHUX CITy;KOOBINB Mae 3abe3meuyBaT (hOPMyBaHHSI KOHKYPEHTO-
CIIPOMOZKHOTO JIIOJICHKOTO KaIliTasy, SIK iHTEHCUBHOTO (DaKTOpa CTaJIoro PO3BUTKY
niepKaBy, Ha 3aca/laX MOEAHAHHS TPUHITUIIB JIIOAWHOIEHTPU3MY i TIparMaTu3my.
BusnaueHo cyTHICTB JITOJICBKOTO KaliTamy Ha 1HAWBIAYaJIbHOMY, OpraHi3aliitHo-
My ¥ HaIlIOHAJIBHOMY PIBHSAX SK HArpoMa/KeHy B pe3yJibTaTi iHBecTyBaHHS (32
paIioHaJIbHUM ITi/IXOJIOM) I[IHHICTb, 3/TaTHY /10 camo3pocTanHs. [lepciiekTrBoro
MO/IAJIBIIMX HAYKOBUX PO3BIJIOK BU3HAYEHO JIOCIIIZKEHHST TIPO0OJIeM 3a0e31TedeHHsI
eexkTuBHOCTI peasizalii mpodeciiHuX porpaM MiABUINEHHS KBaTidikallii aep-
JKaBHUX CJIy>KOOBIIIB Ha 3aMOBJIEHHST OPTaHiB BJIa/IM 3 ypaXyBaHHSIM PO3TJISTHYTHX
y CTaTTi aCTIEKTiB.

Kmo4oBi cioBa: apxeruil, mpogeciiiia KOMIIETeHTHICTh, CUCTEMA ITi/[BUIIIEH-
Hs KBasmiikarii gepKaBHUX CJIY;KOOBINB, MPOGMECIitHNI PO3BUTOK, 0COOUCTIC-
HUU PO3BUTOK, KYJBTYPHI IIHHOCTI, HaJIe’KHE BPSJYBaHHS, JIIOJICHKUN KaIliTaJl,
JIIEPCTBO.

ITIOBBIIIEHUE KBAJIM®UKANIUN TOCYJAAPCTBEHHDBIX
CHYKAIIIUX B KOHTERCTE OBECIIEYEHHA YCTONMYNBOIO
PA3BUTHUA YKPANUHDBI (APXETHUIIHbIU IIO/IXO/M)

AnHOTaIMA. AKTYyaqM3upoBaHO MPoOJIEeMy HU3KOTO YPOBHSI (DYHKITHOHAb-
HOIl KOMITETEHTHOCTU TOCY/IAPCTBEHHBIX CJIYKAIMX BCJEICTBUE JI€KJIapaThB-
HOTO XapaKTepa MCII0JIb30BAHUS CTPATErMYECKOT0, KOMIIETEHTHOCTHOTO M UH/IH-
BU/IYaJbHO-TIEHTPUYHOTO TIO/IXOI0B K UX TPOGECCUOHATIBHOMY U JINYHOCTHOMY
pasButuio. VccienoBanbl aclieKThl OPraHU3aIMN TOBBINEHUST KBATU(UKAIINH
rOCY/IapCTBEHHBIX CJIYKAIMX C YUYETOM COIUATBHO-KYJIBTYPHBIX U TICHUXOJIOTH-
YeCKM-MEHTAIbHBIX XapaKTEPUCTUK HA OCHOBE PE3YJIbTATOB Peayn3aiu MHOTO-
asnoit nporpammer “IobanbHOE JTUAEPCTBO 1 3(DPEKTUBHOCT OPraHU3aIMOH-
HOTO TIOBEJIEHUsT” U Pa3BEJIOK Ipe/ICTaBUTe el YKPAUnHCKOH IITKOJIbl aXETUITHKY.
O60CcHOBaHO, YTO OCHOBHBIE aTPUOYTHI JUIEPCTBA B COBPEMEHHBIX 00TIECTBAX
(Xapu3MaTUYHOCTD, TTAPTUCUITATHBHUCTD W OPUEHTAINST Ha KOMaH/y) 00yCJI0B-
JIUBAIOT HEOOXOMMOCTD COYETAHVST MHANBUILYAJTBHO-I[EHTPUIHOTO U CUCTEMHO-
OPMEHTUPOBAHHOTO TIOJXO/I0B B TIOBBIINEHNN KBAJTU(MUKAIIMK TTyTEM BBEIEHUS
OPraHU3aIMOHHOTO U JIESITEIbHOCTHOTO 00YY€eHMsI B OpraHax roCyAapCTBEHHON
BJIACTH, MCIOJb30BAHUS WHHOBAIIMOHHBIX JIEMOKPATUYECKUX TEXHOJOTUI Pa3-
BUTHSI IEPCOHATIA, B YACTHOCTH KOYUHHTa, 1JIs obeciedenust ahHeKTuBHOCTH X
(ynkmonnposanus.

PaccmoTpenbr BOpoCh! OIeHMBaHMS TUYHOCTHBIX KAUeCTB TOCY/IaPCTBEHHBIX
cay:kammx u GopMUPOBAHUS HA OCHOBE €T0 Pe3yJIbTaTOB MHINBUIYATbHbBIX CTPA-
Teruil TpohecCHOHAIBHOTO PA3BUTHUSI W MHIUBUIYATIBHBIX [TPOTPAMM IOBBIIIIE-
HUST YPOBHS TIPOGECCHOHATBHON KOMIIETEHTHOCTH. APIryMEeHTHPOBAHO, YTO COB-
peMeHHasl cucTeMa TOBBIINIEHNs KBAaIU(MUKAIMKI TOCYAAPCTBEHHBIX CJIYKAIIUX
NoJKHA 0becriednBaTh (HOPMUPOBAHUE KOHKYPEHTOCHOCOOHOTO Y€I0BEYECKOTO
KallnTasla, Kak MHTEHCUBHOTO (DaKTOPa YCTONYMBOTO Pa3BUTHS TOCYNAPCTBA, HA
OCHOBE COYeTaHUsI IPUHITUIIOB YeJI0BEKOIIeHTpU3Ma 1 parmaTtuama. OrpenesneHa
CYIIHOCTb Y€JIOBEYECKOTO KalNTala Ha WHIWUBUAYATIbHOM, OPTaHU3AIIMOHHOM 1
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HAIlMOHAJIbHOM YPOBHAX KaK HAKOIJIEHHAs B pe3yJibTaTe WHBECTUPOBaHUS (32
PaIMOHATIBHBIM TTOJIXOJIOM) II€HHOCTh, CIIOCOOHAsT K caMoBo3pacTaHuio. Ilep-
CIIEKTUBOW JAJIbHEHIIINX HAYYHBIX Pa3BeIOK OIPE/IEIEHO HCCIeI0BaH e TPobieM
obecrieverust 3(HEKTUBHOCTH peaynsaliii podecCHOHaTbHBIX POrPaMM I10-
BBITIEHUS KBATN(PUKAIUY TOCY/ITAPCTBEHHBIX CJIYKANIMX 110 3aKa3y OPTaHOB BJIaC-
TH C YY€TOM PACCMOTPEHHBIX B CTAThE ACIIEKTOB.

KmoueBbie cioBa: apxeTut, TpogeccnoHalbHasi KOMIETEHTHOCTD, CUCTEMA
MOBBITIEHN KBAIM(UKAIIUN TOCY/ITAPCTBEHHBIX CJIYKANIUX, MMPOdeccunoHaIbHOe
pa3BUTHE, ITMYHOCTHOE PA3BUTHE, KYJIBTYPHbIE IEHHOCTH, HJIJIeXKallee yipasJie-

Hue, YyeJIOBEYECKUI KaltnuTaJi, TnepCcTBO.

Problem statement. According to
the strategy of sustainable develop-
ment “Ukraine-2020” the goal of pub-
lic administration reform is to build
a transparent system of public admi-
nistration, create a professional public
service, ensure their effectiveness and
ability to form and implement a holistic
public policy aimed at sustainable social
development and adequate response to
internal and external challenges [1].
Therefore, one of the main criteria for
assessing of the institute of public ser-
vice, its compliance with European
standar is the readiness of civil servants
to implement the functions of public
administration with the use of modern
management technologies. However,
the results of studies conducted by the
Department of public administration
and social development of the National
Academy of Public Administration un-
der the President of Ukraine (more —
NAPA under the President of Ukraine)
and the Department of monitoring re-
search of socio-economic transforma-
tions of Institute of economy and fore-
casting of NAS of Ukraine, showed that
at the time of the adoption of sustain-
able development strategies and reform
of public administration in Ukraine

the level of functional incompetence of
civil servants reached values over 80 %
at the time, as the level of readiness for
the fulfillment of their functions at the
level of “productive activity” did not
exceed 4,7 percent [2, p. 10]. This situa-
tion was due to the fact that the compe-
tence-based and personality-oriented
approaches in the professional develop-
ment of civil servants were mainly de-
clarative and were not integrated into
all processes of state personnel manage-
ment.

Now there is a lack of developments
that would form a systematic view on
the implementation of effective mecha-
nisms and ways to influence the pro-
fessional and personal civil servants in
the system of training. In the context
of ensuring sustainable development of
Ukraine, it is necessary to take into ac-
count the fact that, unlike the private
sector (where business entities invest
primarily in the development of spe-
cific competencies as long as it is be-
neficial to them), the training of civil
servants should ensure the public good,
including through the state order for
its implementation.

Analysis of recent research and
publications. Problems of professional
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and personal development of civil ser-
vants, effective management qualifica-
tion were examined by M. Bilynska,
A. Vasylieva, K. Vashchenko, A. Vo-
ron’ko, L. Gogina, N. Honcharuk,
V. Hoshovska, L. Dayilenko, D. Dzvin-
chuk, V. Zahoeskyi, N. Izha, S. Ka-
lashnikova, V. Kuibida, A. Lipentsev,
V. Luhovyi, V. Miliaieva, R. Naumenko,
L. Pashko, V. Ponedilko, I. Rozputen-
ko, A. Rudenko, S. Seriohin, V. Ter-
tychka, S. Hadzhyradieva and several
other local scientists. Their develop-
ment is implemented in the educatio-
nal process of institutions of the system
of training and used in the preparation
of draft regulations, requirements and
guidelines for the introduction of the
standard of educational activities for
training, competitive selection of can-
didates for vacant positions in govern-
ment, the formation of training pro-
grams, the organization of formal and
informal training, etc. However, the
system of professional development
of civil servants continues to develop
fragmentary and does not provide the
possibility of implementing strategic
approaches to their professional and
personal development.

The purpose of the article is to im-
prove the approaches to improving the
skills of civil servants, taking into ac-
count the socio-cultural and psycho-
logical and mental characteristics in
the context of sustainable development
of Ukraine.

Presentation of the main material.
The key element and generator of insti-
tutional changes in society, including
the institute of public service, is now
the processes of self-identification,
in the context of which there is a hu-
man personality. The affirmation of the
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value of a person in society, in fact, en-
tails appropriate institutional changes,
which are embodied in the administra-
tive reform as a transition from depart-
mental to functional in public adminis-
tration, the activities of civil servants
and work with managerial personnel,
including the assessment of their com-
petence and functional readiness [2,
p. 7-8]. Therefore, the modern system
of professional development of civil
servants in Ukraine is a dynamic com-
ponent of the system of their profes-
sional training, which is characterized
by organizational and institutional
structures, relationships and processes
that provide targeted personal and pro-
fessional development of civil servants
in accordance with the needs of the in-
dividual, authorities and the state.

The problem of ensuring the effec-
tiveness of the system is the lack of ef-
fective tools to motivate civil servants
to improve their skills, its planning and
organization, taking into account the
characteristics of the individual, as well
as the creation of conditions for the de-
velopment of its potential, taking into
account national and mental factors
and traditions. In this sense, the results
of the multiphase research program
“Global leadership and organizational
Effectiveness” (“Global Leadership
and Organizational Behavior”, herein-
after — the GLOBE program), which
was attended by about 150 scientists
from 61 countries, and research repre-
sentatives of the Ukrainian school of
archetypes, deserve attention.

The GLOBE program is one of the
largest international research projects
on management, focused on the study
of the relationship between social and
organizational cultures and leader-




ship, which has made a significant con-
tribution in the field of applied social
Sciences. The project identified 9 im-
portant cultural aspects that can chara-
cterize the society in three directions:

1) what is important for society
(future orientation, result orientation,
avoidance of uncertainty, human orien-
tation);

2) how to organize society (social
collectivism, intragroup collectivism);

3) how society should interact
(power distancing, assertiveness, gen-
der egalitarianism) [3, p. 5-6].

In particular, for the societies of the
USA, Great Britain, France and Po-
land, the most important values with
different priorities are result orienta-
tion and human and intra-group col-
lectivism (see table). Despite the fact
that the actual values of the indicators
differ significantly from the value es-
timates, the main attributes of leader-
ship in these countries are charismatic,

participative and team-oriented lea-
dership, and the least significant are
self-motivated and autonomous [4].
The GLOBE program did not ex-
tend to Ukraine, but domestic scien-
tists note that Ukrainian society in the
organization of its life also traditio-
nally tends to group actions, sometimes
even by limiting individual preferences
[5, p. 193]. This necessitates a combi-
nation of personality-centric and sys-
tem-oriented approaches to improving
the skills of civil servants, in particular
the introduction of organizational and
activity training. After all, according to
the theory of social constructivism of
P. Berger and T. Lukman [6], the re-
sult of intra-group interaction in the
process of activity training is the for-
mation of new knowledge as a social
product, which after application and
habitualization turns into competence,
that is, the intellectual component of
human capital. At this stage, its deve-

Results of the evaluation of cultural aspects characterizing the society

USA Great Britain France Poland
[} = ) k- o = ) k-
S s S s S s S s
Cultural S | og| 8§ | o8| § | 0| 8 | o
> S > S > S > S
aspects = = = =0 = = = =0
® [ g 1] [ g ® [ g 1] © 8
28| 2|8 2 |>8| 2 |>¢8
17} » 17} 0 7] 7] 17} 7]
c © ] L] c © ] L]
Focus on the future 4,15 5,31 4,28 5,06 3,48 4,96 3,11 5,2
Result orientation 4,49 6,14 | 4,08 59 4,11 5,65 3,89 6,12
Avoidance 4,15 [4,0 4,65 |4,11 443 [(4,26 |3,62 |4,71
of uncertainty
Focus on the person 417 5,53 3,72 5,43 3,4 5,67 3,61 53
Social collectivism 4,2 417 4,27 4,31 3,93 4,86 4,53 4,22
Intra-group collectivism | 4,25 5,77 4,08 5,55 4,37 5,42 5,52 574
The distancing of power | 4,88 2,85 |28 4,65 |5,28 2,76 |51 3,12
Assertiveness 4,55 4,32 4,15 3,7 4,14 3,38 4,06 3,9
Gender egalitarianism | 3,34 5,06 3,67 517 3,64 4,4 4,02 4,52

The table is compiled on the basis of source: http://globe.bus.sfu.ca/results
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lopment does not require significant
investments.

According to representatives of the
Ukrainian school of archetypes, cul-
tural values play a crucial role in the
formation of social identity as a multi-
dimensional psychosocial reality, which
is recognized as a reliable means of har-
monizing the internal life of society, the
key to its self-acceptance and further
development. Therefore, it is the arche-
types that form the cognitive structures
of people (attitudes, scenarios, con-
cepts, images and prototypes), which
predetermines their readiness to act in
one direction or another [7, p. 60], in-
cluding the development of professio-
nal competence, in the process of which
it is necessary to take into account the
extra-or introvert personality, its ra-
tionality or irrationality. In this sense,
V. Petrenko formed a complex spatial
model of management styles (based on
three evaluation criteria — the orienta-
tion of the head to the task, partnership
and himself), which allowed to deter-
mine those management styles that
contribute to the implementation of the
concept of proper intellect usage, and
develop an algorithm for transforming
the organizational group of people into
a team under the influence of the leader
[5, p. 185-196]. The use of the spatial
model in the selection and evaluation
of senior civil service personnel, their
further training, as well as the intro-
duction of organizational training is
important to ensure the effective func-
tioning of public authorities.

This approach was used in 2012—
2013 by the Institute of advanced
training of the leadership of the NAPA
under the President of Ukraine in the
process of competitive selection to the
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Presidential personnel reserve “New
elite of the nation” and the formation
of a comprehensive program of profes-
sional development of persons enrolled
in it. According to the Guidelines for
conducting a survey of candidates
[8] personal, business, creative and
cognitive qualities and abilities were
determined by the multifactor per-
sonal technique R. Kettell, the basics
of which were developed in 1949, and
today are in-depth and actively used
in working with different categories
of respondents in different countries.
According to this method, the assess-
ment of adaptation of the person is
carried out on the basis of indicators
of extroversion and introversion of
personality — qualities discovered by
K. Jung. But the problem is how to use
these results in the process of further
personal development.

Since the introduction of the con-
cept of good governance in public
authorities predetermines the need
for the use of innovative democratic
technologies for the development of
personnel, a comprehensive program
of professional development of persons
enrolled in the Presidential person-
nel reserve was provided for coaching,
which is an effective tool for impro-
ving competence and personal devel-
opment. After all, with the help of coa-
ching, a person's motivation is created,
followed by the definition of specific
steps of change and development, the
nature and sequence of which depends
on her personal characteristics, level of
creativity, professionalism and the like.
Thus, depending on the type of refe-
rence persons use 3 approaches to the
organization of coaching and achieve
its goals:




1) motivation to change + mento-
ring — for persons with external re-
ference (who are more focused on the
opinion of authoritative and experi-
enced persons, objective results, ac-
cepted standards, etc);

2) motivation to change + indepen-
dent search for solutions — for people
with internal reference (who prima-
rily focus on their own vision, opinion,
position, and therefore more trust the
conclusions that came on their own)
and mixed reference;

3) motivation to change + a com-
mon search for solutions for persons
with a mixed reference [9, p. 14].

The results of personal qualities
testing should also be taken into ac-
count in the formation of an individual
strategy of professional development
and an individual program to improve
the level of professional competence,
according to article 49 of the Law of
Ukraine “On civil service” is annually
compiled by civil servants based on the
results of their performance evaluation.

In determining the priorities of in-
dividual development, one of these
strategies can be chosen:

1) development of weaknesses (ac-
quisition of missing or improvement of
poorly developed skills);

2) compensation of weaknesses by
strengthening the strengths (impro-
ving already developed skills to further
their active use in order weaknesses to
be levelled out on their background);

3) integrated approach to deve-
lopment (the combination of the first
two approaches in the given sequence,
which requires more time, but is the
most effective).

The strategy of individual deve-
lopment of the civil servant should

be formed with the focus on improv-
ing the level of professional compe-
tence and individual efficiency, taking
into account the factors that affect its
competitiveness and career growth.
Accordingly, the modern system of
advanced training of civil servants on
the basis of a combination of principles
of humane centrism and pragmatism
should ensure the development of com-
petitive human capital in the public
sector, which is accumulated as a result
of investment value capable of self-
growth:

1) at the individual level — the
value that is determined on the basis
of professional competence, personal
potential and social status of the civil
servant;

2) at the organizational level — an
intangible asset of the authority, the
improvement or increase of which (in
particularin the system of training) has
a long-term effect. Its components are:
the personal potential of employees;
intellectual capital, which is formed
through the development of profes-
sional competence; social capital —
through their interaction; organiza-
tional capital — through the institu-
tionalization of knowledge and synergy
of intellectual and social capital,

3) at the national level — an inten-
sive factor of sustainable development
of the state, the main components of
which are: the professionalism of go-
vernment officials, effective technolo-
gies of their interaction and the system
of institutionalized knowledge.

Decisions to invest in training ac-
tivities for civil servants should be
made in a rational manner, using the
“benefits-costs” method, which in-
cludes an analysis of the achievement
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of the planned results and all related
benefits.

Conclusions and prospects for
further research. In the context of
ensuring sustainable development of
Ukraine, the system of professional de-
velopment of civil servants should fo-
cus on the formation of human capital
at the individual, organizational and
national levels, taking into account
socio-cultural and psychological and
mental characteristics.

The results of studies of foreign sci-
entists show that the main attributes of
leadership in modern societies are cha-
risma, participation and team orienta-
tion. The result of intra-group interac-
tion is the formation of new knowledge
as a social product, which after the ap-
plication and habitualization turns into
competence, that is, the intellectual
component of human capital. Therefore,
professional and personal development
of civil servants should be carried out in
combination of personality-centric (to
build human capital at the individual
level) and system-oriented approaches
(for the development of collective lea-
dership processes and human capital at
the level of public authorities). At the
same time, it is important to ensure the
systematic use of valid methods for as-
sessing the personal qualities of civil
servants and to take into account its
results in the formation of individual
strategies for professional development,
the organization of non-formal training
in public authorities. In this regard, the
prospect of further research is the study
of the problems of ensuring the effec-
tiveness of professional training pro-
grams for civil servants commissioned
by the authorities, taking into account
the aspects discussed in the article.
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