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TRADITION AND INNOVATION IN PUBLIC
ADMINISTRATION TRAINING
(ARCHETYPAL APPROACH)

Abstract. Studying the deep, archetypal manifestations of a person, contri-
butes to the knowledge and mastery of the nature of global change, sets the pre-
requisites for the development and implementation of adequate modern effective
public administration practices. The reconstruction of archetypes is a relevant
and promising approach that helps to interpret certain socio-political processes
of the present by transforming the symbols of the past.

The problem of the human factor in management is connected with the desire
of a person for a specific goal and their achievement. In this regard, it is important
to find out the main components of the manager’s activities: motives, goals, acti-
vity planning, processing of current information, prompt decision-making and
action, verification of results and correction of actions. Formation of an innova-
tion-oriented domestic system of management training is an urgent need of mod-
ern society. An important and integral part of this system is universities, which
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offer students a cycle of management courses. The ultimate goal of management
training should be to develop strategic thinking, the ability to think creatively
and the ability to work from a broader perspective. Management actions require
judicious use of human resources in management, and carelessness in them can
lead to escalation (exacerbation) of conflicts, turnover, reduction of efficiency
and level of complexity, etc.

Modernity needs public figures of a new generation, managers who are able
not only to deal with the constituents of the political arena and to make effective
decisions, but also to give an adequate assessment of themselves. This means that
there is an answer to the question of who and what I am, what my purpose is.
Depending on the answers provided and their further implementation, the ma-
nager’s reflection in society is formed. It is a complex, multifaceted process that
also requires appropriate professional education (training) and does not bypass
the use of archetypal management.

Keywords: archetypes, archetypal approach, public management, manage-
ment, training, education, management traditions.

TPAUIIA ¥ ITHHOBAIS V IMIJITOTOBIN KAJIPIB
JIISI MYBJIYHOTO YIIPABJIIHHSI (APXETUITHUI TIIXIT)

Axoranis. BuBuennsi riMOMHHUX, apXETUIIOBUX BUSIBIB OCOOH, CIIPHSIE ITi-
3HAHHIO i1 OBOJIOIIHHIO MTPUPOJIOIO TI0OATBHUX 3MiH, 3aKJIJIa€ TIEPELYMOBHU JIJIsI
PO3pOOKH 1 BIPOBAKEHHS aJIEKBAaTHUX CYY4aCHOCTI e(heKTUBHUX TPAKTUK JEP-
JKaBHOTO YIIPaBJiHHA. PEKOHCTPYKINA apXeTHUIliB € aKTyaJbHUM 1 TIePCIEeKTUB-
HUM TIIXO/IOM, SIKUH JlolToMarae MuisixoM TpanchopmMailii CMMBOJIIB MUHYJIOTO
TJIYMAUUTHU MEeBHI CyCHJIBHO-TIOJITUYHI IIPOIIECU CYy4yaCcHOCTI.

[Tpob6iema JTIOACHKOTO YMHHUKA B YIIPABJIIHHI TIOB’sI3aHA 3 TPATHEHHSIM JIIO/IU-
HU JIO TIEBHOT METH 1 i1 IOCATHEHHS. Y 3B’SI3KY 3 IIUM, BaKJTUBUM € 3’ICyBaHHS OC-
HOBHMX CKJIQJIOBUX JiSJIBHOCTI YIIPABJiHIA: MOTUBIB, METH, IIJIAHYBaHHS Jis1/Ib-
HOCTI, OIpaIiOBaHHA MOTOYHOI iH(GOpMAaIlii, O1TepaTUBHOTO YXBaJeHHS PillleHb i
Hii, TIepeBipKu pe3yJibTaTiB i Kopekilii fiil. MopMyBaHHs iHHOBaIliITHO-OPIEHTO-
BaHOI BITUM3HAHOI CUCTEMU IIITOTOBKU YIIPABIIHCHKUX KA/IPiB € HEBIIKIATHOIO
oTPebOI0 CyYacHOrO CYCIIJIbCTBA. BajkJMBOIO i HEBiZ'€MHOIO CKJIAL0BOIO IIi€i
cucrtemu € BH3, ki TpornoHyoTh cTy/IeHTaM ITUKJ KypPCiB yIIPaBJiHCHKOTO Ha-
npsimy. KiHIieBoio MeTolo IiZAIr0TOBKY yIIPaBIiHCHKUX Ka/[PiB MAIOTh cTaTH (Hop-
MyBaHHSI CTPATETiYHOrO MUCJEHHS, 3M10HOCTI MUCIUTH TBOPYO 1 MOKJIUBOCTI
[paIfOBaTH B IIUPIIiN HEepPCIeKTUBI. YIPaBIIHChKI /il MoTpeOyIoTh PO3yMHOTO
BUKOPHMCTAHHS JIIOJICHKUX PECYPCIB B YIPABJIiHHI, a Hexbale CTaBIEHHS 10 HIX
MOKEe CIPUYMHUTU ecKajiallifo (3arocTpeHHsI) KOH(MJIIKTIB, MJIMHHICTh KaJpiB,
3HMKEHHS e(eKTUBHOCTI, PiBHS 3aMOTHBOBAHOCTI TOIIO.

CyuachicTh 1moTpebye myOiuHUX AisidiB HOBOTO MOKOJIIHHS, YIIPaBJIiHIIB,
SKI 3/aTHI He Jinine posibparucs i3 CKIaZOBUMU IOJITUYHOI apeH! i HpH-
iiMaTy e(eKTHBHI pillleHHs, a i1 JaTH aJeKBaTHY OIiHKy cobi. Ile o3Havae, mo
€ BIJIIIOBi/Ib HA NMUTAHHS, XTO 1 AKUH £, AKa MOs MeTa. 3ajekKHO Bijl HaJlaHUX
Bi/ITIOBIIei 1 Toa/IbIoil X peasizailii i (hopMy€eThest BimoOpakeHHs yIIPaBJiHIISA
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B cycniabeTi. Ile ckmaanmii, GaraTorpaHHuil PoIiec, SKWit BUMArae i Bimosii-
HOI podeciitHoi ocBiTH (HaBYaHHS ) i He 00XOUTH 3aCTOCYBAHHST ADXETUITHOTO
MEHEKMEHTY.

KiiouoBi cioBa: apxeTury, apXeTWITHUN TAXig, my6JiuHe yIpaBiiHHS,
VIIPaBJIHCHKI KaJIpH, TATOTOBKA KAJPiB, CUCTEMA OCBITH, TPAUILIl yIIPABJIiHHS.

TPAUINS 1 THHOBAIIUS B IIOATOTOBKE KAJ/IPOB
JIJISI IYBJIMYHOTO VIIPABJIEHUS
(APXETUIIMYECKUII IIOJIXO)

Aunoramus. V3yuenue riyOUHHBIX, apXETHITHBIX TPOSIBJCHUN JIUYHOCTH,
CIOCOOCTBYET MO3HAHUIO U OBJIAJICHUIO IPUPOON TJI06ATbHBIX U3MEHEHHI, 3a-
KJIQ/IBIBAET MTPEAIOCHLIKY JIJIsT Pa3pabOTKY U BHEIPEHUSI aleKBATHBIX COBPEMEH-
HOCTU 3(D(EKTUBHBIX IPAKTUK TOCYZAPCTBEHHOTO yIIpaBieHus. PekoHcTpyKims
APXETUIIOB SBJISETCS aKTyaJbHBIM U MEPCIIEKTUBHBIM MOIX00M, KOTOPBIN 110-
MOTaeT IyTeM TpaHchOopMaIMy CUMBOJIOB ITPOIIJIOrO TOJKOBATH OIIpe/iesieHHbIe
0011IeCTBEHHO-TIOJIMTHYECKIE TTPOTIECCHI COBPEMEHHOCTH.

[Tpobsiema veoBedeckoro hakTopa B yINPaBJIEHUU CBsI3aHA CO CTPEMJICHU-
eM yeJIoBeKa K OIpe/le/IeHHON 1eJTN U ee JOCTUKEHUIO. B ¢BSA3U ¢ 9TUM BaKHBIM
SIBJIIETCSl BBISICHEHME OCHOBHBIX COCTABJIAIONIUX JeATeJbHOCTH YIIPaBJeHIa:
MOTHBOB, I1eJiell, TUIAHMPOBAHKE JeATENbHOCTH, 00paboTKa TeKyieil nHhopma-
I[U1, ONEPATUBHOTO TPUHATUSA PelleHUi U JeiiCTBUS, TPOBEPKU Pe3yJIbTaTOB
u Koppekiuu jetictBuit. MopmupoBaHne MHHOBAIMOHHO-OPHEHTHPOBAHHOM
OTEeYEeCTBEHHOI CUCTEeMbI TOJTOTOBKHU YIIPABJECHYECKUX KaJ[POB ABJISETCS HEOT-
JIO;KHOM TIOTPEOHOCTHIO COBPEMEHHOTO 001iecTBa. BakHOI 1 HEOTHEMIIEMOT CO-
CTaBHOM 9TOI CHUCTEMBI SIBJISIIOTCS BY3bl, KOTOPbIE TIPE/JIaraloT CTyAeHTaM ITUKJI
KyPCOB yIIPaBJIeHYECKOro HarpasjeHus. KoHeyHoil 11e/1blo0 TIOJIrOTOBKU yIIPaB-
JIEHUEeCKUX Ka/IpOB I0JIKHO CTaThb (DOPMUPOBAHME CTPATETNYECKOTO MBIIIIEHHUS,
CIIOCOOHOCTH MBICTIUTH TBOPYECKH U BO3MOKHOCTH paboTaTh B O0JIee TUPOKOIL
HepCIeKTUBe. YIpaBjieHYecKue AeiiCTBUS TPEOYIOT Pa3yMHOTO MCIOJIb30BAHMSI
4eJIOBEYECKUX PECYPCOB B YIIPABJIECHIH, a HEOPEKHOE OTHOIIEHE K HUM MOKET
MPUBECTH K cKamauu (000CTPeHI0) KOHMIUKTOB, TEKYIECTH KaJPOB, CHIKE-
HUI0 9 PEeKTUBHOCTU U YPOBHSI MOTUBUPOBAHHOCTH U T. JI.

CoBpeMeHHOCTh TpebyeT MyOJIUIHBIX JesTelell HOBOTO MOKOJIEHMUs], YIIPaB-
JIEHI[EB, KOTOPBIE CIIOCOOHBI HE TOJBKO Pa3oOpaThesi ¢ COCTABJSIONIUME TOJIH-
TUYECKOH apeHbl U NMpUHUMATh d(PdeKTUBHBIE PellleHus, a U aTh a/leKBaTHYIO
OIleHKY cebe. ITO 03HAYAET, UTO €CTh OTBET Ha BOIIPOC, KTO M KAKOI s1, KAKOBA MOSI
11eJTb ¥ PoJib. B 3aBUCHMOCTH OT 1OJIy4eHHBIX OTBETOB M TOCJIeYIolIeil UX pea-
J3anuu 1 (hOPMUPYETCST BOCTIPUSATHE YIIPABJIEHIA B OOIIECTBE. ITO CIOKHbII,
MHOTOTPAHHBIH TIPOIECC, KOTOPBIiT TPeOyeT COOTBETCTBYIOIIETO TPO(heCcCHOHATb-
HOTO OOpasoBanus (06ydeHus1) 1 He 0OXOAUTCS Oe3 TPUMEHEHHUST APXETUITHOTO
MEHE/I>KMEHTA.

KioueBble cioBa: apXeTHIIbl, apXEeTUITHYECKHIT TIOXO0/I, MyOJNYHOE yIpaB-
JIeHue, YIpaBJIeHYeCKIe Kajipbl, MOJATOTOBKA KaJPOB, ccTeMa 00pa3oBaHusl, Tpa-
JUIUN YTIPABJIEHNUS.
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Formulation of the problem. Re-
cently, the concept and practice of man-
agement of changes has become very
popular among various organizations.
Changes have become our constant
companions, so the ability to manage
change is an objective requirement of
the time, a vital necessity in order to
survive, adapt to new conditions and
try to move to a new qualitative level
of development of our country.

One of the priority is the reform in
the field of public administration. So,
for example, with the adoption of the
Law of Ukraine “On Public Service”
[1], the number of civil servants was
significantly reduced, and employees of
foster care appeared; there is a distri-
bution of civil servants (categories ‘A”,
“B” and “C”); there is a gradual tran-
sition to greater publicity, openness,
and professionalism of the civil service;
The necessity of introducing personnel
management services is emphasized, as
well as the fact that the future of effec-
tive public service is in the hands of
strong, intelligent, professional leaders
who are endowed not only with cha-
risma, but also skillfully mastered with
new managerial approaches.

Today, one of the key tasks faced the
entire sphere of public service, the elec-
tion of leaders in such areas of reform in
order to act right, and the managers of
various levels of public administration
are faced the task of doing these things
correctly, in particular, to understand
the essence of the changes, their need
and to be able to manage them .

Analysis of recent publications
on issues and identification of pre-
viously unresolved parts of a com-
mon problem. The issue of staff-
ing and the specificity of managerial

work in particular was considered by
such scientists as R. Ackoff, I. Ansoff,
G Becker, P. Drucker, G. Mintzberg,
E. Toffler, A. Chandler, T. Schulz.
Among Ukrainian scientists who paid
attention to this issue, S. I. Bandur,
V. E Besedin, D. P. Goddess, I. K. Bon-
dar, A. S. Galchinsky, V. M. Geyets,
M. L. Nizhny, A. M. Kolot, Yu. M. Kras-
nov, E. M. Libanova, I. I. Lukinov,
E. G. Panchenko, N. G. Chumachenko,
A. A. Chukhno and others should be
mentioned. In accordance with a re-
search strategy, the role of the mana-
gerial elite in society and the develop-
ment economy was considered by such
Russian researchers as M. Afanasyev,
G. Ashin, A. Gaman-Golutvinova,
S. Glazyev, Yu. Levada, E. Okhotsky,
V. Ledyaev, T. Zaslavskaya and others.
Scientists raised the issue of archetypes
of public administration, but almost no
attention was paid to training person-
nel for this area [2].

These scholars and other research-
ers have paid much attention to solving
the problem of training personnel for
public administration, but this prob-
lem remains unresolved. In addition,
significant changes in this area and
administrative reform, which are be-
ing implemented in almost all sectors
and sectors of the national economy,
require rethinking and reforming the
system of proposed measures.

The purpose of the article. The ar-
ticle is devoted to proving the need to
abandon the traditional forms of train-
ing managerial personnel for the public
administration sphere and an innova-
tive approach to assessing the compe-
tencies of managerial personnel, taking
into consideration the archetypical
paradigm.
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Statement of the main research ma-
terial. Archetypes, according to Jung’s
theory, are universal inborn mental
structures that build up the content of
the collective unconscious. Archetypes
make people perceive events, react and
respond to them in a very specific way.
Archetypes are unconscious. The pro-
cess of awareness of these innate pat-
terns is the essence of individualiza-
tion of the person, which leads to the
formation of a mature attitude towards
oneself and the world, the construction
of harmonious relationships with other
people, overcoming crisis conditions
[3]. Archetypes create an archetypical
image, attracting to certain variants of
the universal experience of the world
for people and actions from universal
templates. Archetypes have the prop-
erties of matrices, “mental instincts.”
The entire individual psyche, all per-
sonal experiences can be interpreted
using archetypical forms.

According to many followers of
C. Jung, an understanding of the com-
plexity of socio-historical experience
and cultural values of society through
the archetypical component is a funda-
mental point for an adequate percep-
tion of the discourse of any constant
practices of our time. Management
activity always involves the initiative
and creativity of subjects and objects
of management.

The modern concept of the cate-
gory “managerial personnel” reflects
the main features of their activities,
namely:

* the need for high qualifications,
initiative and independence of manag-
ers;

* personal formation with a clearly
defined goal, aspirations and beliefs;
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* the ability to adapt their leader-
ship style and management approach-
es, taking into consideration various
production conditions and microcli-
mate in the organization [4, p. 57].

These features of the activities of
modern management employees initi-
ate the implementation of the basic
general management functions in the
daily working process.

Young managers, falling into the
mythological trap of public service,
build their actions and relationships on
illusory material, they expect the im-
possible from life. The sense of reality
is destroyed, replaced by mythological
images. The danger of such a replace-
ment also lies in the fact that a person
is distracted from the understanding
that perfection is achieved in life sup-
plying effort and training, overcoming
difficulties, gaining experience. The
myth takes away from the reality of
everyday life, including financial diffi-
culties, and the need to be engaged in
self-development, continuous self-im-
provement, work overtime, with career
development, all these items are the
urgent problems, especially in today’s
crises. Difficulties are to be overcome
with the help of mutual understand-
ing, respect for each other’s interests,
otherwise disappointment and further
professional burnout are inevitable.

The qualities of managerial staff,
such as professional competence, the
ability to make effective decisions and
ensure their implementation, mastery
of modern technologies, the desire to
improve themselves and career deve-
lopment, depend on the dynamism and
successful development of the managed
sphere. New realities require managers
at all levels of public administration to




be able to find innovative solutions, to
defend their views, to be flexible, com-
municative, and highly qualified spe-
cialists.

It should be emphasized that the
main function of such a system should
be thorough training of managers,
and not the professional development
of managers. This will allow to realize
conceptual uniformity in understand-
ing the goals and objectives of training,
to achieve a synergistic effect, having
got the results from the study of indi-
vidual organizational and managerial
disciplines, while this combined pro-
cess will lead to a qualitatively new
knowledge system regarding manage-
ment theory and practice, supplying
resources for further economic growth
in the country [5].

Features of the modern organiza-
tion of training management personnel
in the field of public administration are
reasoned by the fact that such training
has certain differences from traditional
academic education. Since the mana-
gement personnel training system is
not just the acquisition of new know-
ledge, acquaintance with new informa-
tion and technological capabilities and
solutions, first of all, it is the creation
of a sustainable management compe-
tency system. This system consists of
attitudes and values, taking into con-
sideration modern theoretical concepts
of management, practical skills, which
are to contribute to the efficiency of
management through optimal manage-
ment decisions, increase labor produc-
tivity, increase labor efficiency, achieve
sustainable development and economic
growth.

It should be noted that many mo-
dern managers have not received spe-

cial training in the field of management
and, accordingly, conduct management
activities, guided by intuition and the
method of samples, without using mod-
ern knowledge in the field of manage-
ment [6]. Therefore, it is necessary to
attach special importance to the train-
ing of the existing management team,
since the development of innovation-
oriented management in the country
is impossible without leaders who have
modern knowledge of the effective de-
velopment and adoption of managerial
decisions.

Continuous professional training of
managerial personnel should become
one of the priority areas of personnel
policy and should be carried out with
the aim of increasing the efficiency and
quality of labor, constant growth in
the level of professionalism, mastery of
new management methods and skills in
an innovation-oriented economy.

Over the course of all labor activity,
in accordance with the periodicity es-
tablished for each category of persons,
professional development should be
carried out in order to update the theo-
retical and practical knowledge and
skills of managers and specialists in ac-
cordance with the constantly growing
requirements of state educational stan-
dards and management development
features.

Being based on the goals, this pro-
cess should include the following types
of training:

* short-term thematic training on a
specific type of activity (introduction
of new technologies, solving economic
and other issues);

¢ thematic and problematic seminars
on scientific, technical, technological,
socio-economic and other problems;
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* Long-term training of managers
and specialists for an in-depth study of
urgent problems of science, engineer-
ing, technology, socio-economic and
other problems in the profile of profes-
sional activity;

* internship to consolidate profes-
sional knowledge in practice, obtained
as a result of theoretical training, to
study best practices and to realize the
possibility of moving to senior posi-
tions;

* vocational training, the purpose
of which is to obtain additional know-
ledge, skills and abilities by managers
and specialists in programs that include
the study of individual subjects, sec-
tions of science, engineering and tech-
nology, necessary for the implementa-
tion of new professional activities.

The next step in the system of con-
tinuing professional education is the
annual training of managerial person-
nel in order to familiarize them with
new equipment and advanced tech-
nologies, effective methods of analysis,
rule-making and personnel manage-
ment, etc.

The form of preparation of manage-
rial personnel is based on the purpose
and content of the activity programs:
with separation from work (full-time),
without separation from work (corre-
spondence, evening), with partial sepa-
ration from work (full-time and part-
time), in the form of self-education,
external studies.

Training is aimed at the develop-
ment of skills necessary for managers
to effectively carry out their duties
in the future. In practice, systematic
training programs are most often used
to prepare managers for career ad-
vancement [2].
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In general, the training of manage-
ment personnel should be aimed at
solving the following problems:

¢ preparation for the effective solu-
tion of new tasks that will need to be
fulfilled in the near future;

* deepening knowledge in the field
of management and developing mana-
gerial skills necessary for effective
practical application in solving daily
tasks;

« rethinking of old experience, the
formation of new approaches to work,
new attitudes that can ensure success
in changing conditions;

¢ the development of the leaders
statements that contribute to the in-
crease of: individual labor efficiency,
productive interaction with subordi-
nates and the successful achievement
of the goals of the definite units and the
management body as a whole.

The management training system
should be based on the following prin-
ciples:

1. The content of the training should
correspond to the objectives of the gov-
erning body. A lot of problems arise due
to the fact that the outdated amount of
knowledge that managers have is not
able to solve complex issues in an ever-
changing environment effectively.

2. The content of management train-
ing should be closely related to the na-
ture of the functioning and structure
of the management body. Today, it is
common practice to define a set of re-
quirements for managers, which is used
in the selection and appointment on
the basis of their “managerial compe-
tencies.” These requirements should
be closely related to the providing the
continuing education, since the deve-
lopment of managerial competencies




leads to an increase of the quality of
management and the level of competi-
tiveness.

3. The managerial staff in the field of
public administration should be able to
solve not only organizational problems,
but also know deeply and understand
the foundations of such disciplines as
economics, management, the basics of
law, finance and marketing. The experi-
ence of foreign countries indicates that
the achievement of high results and
the effectiveness of the implementa-
tion of public administration functions
is largely determined by the organiza-
tional culture of managers, their ability
to form a desire inside the team to be
a real team, the ability to mobilize the
efforts of each employee to achieve and
set goals professionally.

4. The focus of the managerial staff
on the constant updating of their
knowledge and competencies.

In many post-Soviet countries the
final idea about main factors which
ensure effective management in a
post-industrial economy such as the
reform of the management structure,
a significant increase in the social and
functional competence of managerial
personnel, and the ability to adapt the
strategy to rapidly changing environ-
mental conditions, ability to inspire
subordinates, ability to recognize and
develop creative potential of employ-
ees, a private initiative and nuchkist
in decision-making has not been ac-
complished yet. While the processes of
European integration cover more and
more spheres of life, a quality manage-
ment education should play a leading
role in these areas. The strategic goal of
training managerial personnel should
be based on the formation of a mana-

gerial potential capable of ensuring the
development of effective management
in all sectors and spheres of the natio-
nal economy:.

In the regional state administration,
the diagnosis “Management of changes
in public authorities” was carried out.
The survey involved both government
officials and their leaders. Accord-
ing to the age criterion, respondents
were grouped into 4 groups: up to 30
years old, up to 40 years old, up to 49
years old, from 50 years old and above.
The questionnaire asked questions
about how respondents understand
the changes, how they relate to them,
having highlighted the reasons for re-
sistance to changes, which qualities
should the leader possess and which
approaches are most successful from
the point of view of change manage-
ment [7].

The vast majority of respondents
(70 %) were unable to give at least
some definition or present their own
understanding of the concept of
“changes in public authorities”. 30 % of
respondents consider changes as an im-
petus to a specific action. About 80 %
of the people who took part in the sur-
vey are positive about the changes and
only 20 % have an ambivalent attitude
towards them, depending on the con-
sequences.

Most often, respondents chose the
following as reasons for resistance to
changes:

* Concerns about losses due to
changes;

* lack of resources and time to
implement changes (by the way, this
reason was chosen by employees with
intensive workload and a high level of
responsibility);
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¢ lack of information on the intro-
duced changes;

* resistance imposed from the out-
side;

* a threat to social relations that
were established at work: 8 % of re-
spondents said that they do not resist
change, but take it for granted (these
were people, mostly from 50 years old,
they have been working in government
bodies for more than 20 years).

While being asked what a leader
should be for effective implementation
and change management, almost 60 %
of respondents believe that a leader
should be a good manager; 30 % believe
that a leader should be a leader, and on-
ly 10 % — that a leader should combine
both leadership qualities and be a good
manager.

The most successful approaches to
change management are considered
to be such parts of managerial process
as assistance, support and motivation,
information and communication, par-
ticipation and interest, that is, soft,
democratic methods. Respondents do
not consider such methods as coopta-
tion and manipulation, explicit and
implicit coercion effective. However,
the method of negotiations and agree-
ments, which also did not find its sup-
porters among the respondents, in our
opinion, would be useful, in particular,
for managers and employees who are
aimed at cooperating on a partnership
basis, and do not take the principle of
hierarchy as a basis, strict submission.

For example, the archetype of the
Great Mother belongs to the female ar-
chetypes . Most often there is a desire
to influence other people, employees at
work. Lack of ability to find a compro-
mise and confidence in their unques-
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tioning correctness in everything pro-
vides rise to an imperative, which the
environment must follow. The arche-
type can manifest itself with different
strengths and in different ways — from
the usual desire for dominance to the
imposition of an “only right” point of
view and hypertrophic uncompromis-
ingness. If such a woman leader iden-
tifies herself with Mother Earth and
Mother Nature, especially grave con-
sequences arise. The archetypes of the
Old Sage and Great Mother produce
ideas of greatness [8].

Analyzing the aspects that con-
tribute to the process of introducing
changes in terms of their effectiveness
and “painlessness” for participants, it is
worth noting that the most significant
points among the respondents were: the
provision of certain guarantees (for ex-
ample, maintaining a job, wages, social
status, etc. ), involvement in the pro-
cess of change, the presence of a strong
and competent leader who implements
the changes, as well as support and mo-
tivation provided by leader.

An analysis of the results having ob-
tained during the diagnosis “Manage-
ment of changes in public authorities”
demonstrated certain patterns in the
choice of answer options for a particu-
lar age category of respondents. For
example, civil servants over 40 years
of age prefer certain guarantees upon
change; respondents under 35 years
old want to be involved in the pro-
cess of change and be able to influence
the final results. Questionnaire par-
ticipants up to 30 years old, as a rule,
chose not one, but several aspects and
emphasized the desire to be active par-
ticipants in the changes, the need of a
strong and competent leader, as well




as support and motivation provided by
leader in implementing the changes.

So, taking into consideration all
mentioned above, we came to the con-
clusion that the concept of change
remains quite vague and unclear for
many respondents, although 80 % con-
sciously or intuitively take changes
positively, noting the effect of novelty
and an impetus to actions in them. This
is due to the low level of awareness of
changes and change management in
general.

Today, in order to provide success-
ful preparation and implementation
of changes, an important task is to
teach managers in government bodies
to understand the essence of changes,
their basic properties, to contribute to
the formation of leadership forward-
ness for changes, to learn to master
the methods, forms of change manage-
ment, resistance management, etc. [9].
In turn, the task of managers is to in-
volve this knowledge into practice and
pass it to their employees so that the
latter learn to apply it on an individual
level [10]. At the same time, drastic
measures should not be taken, because
the experience of China shows that the
millennial traditions of governing the
country contribute to unlocking the
potential for global leadership of this
country.

For this, it would be advisable to
develop appropriate educational pro-
grams, trainings and introduce the
practice of theirimplementation among
leaders and employees of public au-
thorities. Carrying out such events will
allow employees of these authorities to
gain knowledge and skills in manag-
ing change, will help reduce stress and
conflicts in the professional environ-

ment, prevent professional emotional
burnout, improve the microclimate in
organizations and promote better in-
teraction between managers and em-
ployees, between employees of various
organizations and institutions. At the
moment, such training programs in this
regional state administration have not
been conducted.

The advancement of Ukrainian so-
ciety is impossible without high spiri-
tuality, morality and professionalism as
the elite becomes incapable of fulfilling
its function of a “guide” for a better,
worthy future. In this regard, states-
men should act in the forefront of the
revival of domestic traditions and ac-
tivate the archetypes of collegiality,
kind, faith, hope, love, kindness and a
patriotic spirit [11].

Conclusions and prospects for fur-
ther research. In the context of the
transformation of political, economic
and social relations in modern Ukraine,
the issues of training new staff of go-
vernment and political figures are of
particular importance. The current
training systems, both in form and in
content, do not always correspond to
the needs of society. At present, the sys-
tem of training managerial personnel
largely does not correspond to social
realities; it isimperfect and fragmented.
The archetypical approach contains a
powerful potential for targeted impact
on the training of qualified personnel
using a system of levers and methods
for regulating the quality of training
of specialists for government. It is ad-
visable to carry out further studies in
the aspect of determining the develop-
ment criteria for workers in the public
administration sphere according to the
main groups of archetypes.
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