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PREPARING PUBLIC SERVANTS IN EUROPEAN
COUNTRIES: ARCHETYPAL APPROACH

Abstract. The article describes the main components of the institutional
framework of an archetypical approach to public administration. It is determined
that the system of preparation of public servants is based on a chain of universal
foundations of archetype, in particular, it is influenced by the principle of forma-
tion of personnel in the public service, formed on the basis of public opinion.

Based on two basic principles relating to admission to public service, three
basic models of training civil servants in the European country are defined: Ger-
man. French and Anglo-Saxon

We analyze each of the models and define the archetypes that influenced their
formation and development.

The advantages of each model are determined, in particular, the benefits are:
the German model of training managers is the balancing between the theoreti-
cal knowledge and practical skills that a public servant receives during training,
but as a disadvantage one can distinguish the orientation of preparation for legal
orientation, which limits the ability to hold managerial positions for many em-
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ployees The French model of professional training of public servants should in-
clude a well-balanced understanding of tasks, namely: decentralization and ter-
ritorial organization of public services, communication, support of territorial
communities, in-depth knowledge and understanding of the need for cooperation
with institutions of the European Commonwealth, high-quality human resource
management and orientation towards environmentally friendly innovations,
such a model of training of public servants is holistic, costly and effective; The
Anglo-Saxon model of training of public servants is its orientation towards the
implementation of the concept of public administration and the individual ap-
proach to employee training, taking into account all the specifics of its activities,
providing for the formation of personnel capable of solving specific problems.

It is concluded that today in most European countries dominated by mixed
models that include elements of different models.

Keywords: archetypal approach, archetypes, vocational training, continuous
education, public servant, advanced training, model of training of public servants.

MIATOTOBKA IYBJAIYHUX CJYKBOBIIIB ¥ KPATHAX €BPOIIU:
APXETUIIHUW HIAXI/A

Awnoranisi. HaBeieHo 0CHOBHI CKJIaJIOBi iHCTUTYIIITHOI OCHOBU apXeTUITHOTO
X0y 110 MyOJivyHOro yrpas/iHHs. BusnaueHo, 1o cucTeMa IiArOTOBKHU ITy-
OiYHUX CITY;KOOBILIB CIIMPAETHCST HA HU3KY YHIBEPCATbHUX OCHOBOIIOJIOKEHD ap-
XETHITKK, 30KpeMa Ha Hei BIUIMBA€E MPUHIUI (DOPMYBaHHS KajpiB Ha 1yOsiuHiii
caysk6i, chopMOBaHUI Ha OCHOBI CYCITJIBHOT IyMKH.

Crirpaounch Ha [Ba OCHOBHUX TIPUHITUIIN 1[0 CTOCYIOTHCS BCTYITY Ha mMyOJIiy-
HYy CJIyk0y BU3HAYEHO TPU OCHOBHI MOJIEJIi MiAATOTOBKMU MyOIIYHNX CJIysKOOBIIIB Y
Kpainax €Bponu: HiMelbKY, (GpaHIly3bKy Ta aHTJIOCAKCOHCHKY.

[TpoanasnizoBaHo KOXKHY 3 MOJlesIel Ta BUSHAYeHO apXeTHIIn, 110 BIUTMHYJIN Ha
iX CTAaHOBJIEHHS Ta PO3BUTOK.

BusnaueHo nepeBaru KosKHOI 3 Mojiesieit ipodeciiiHOl 1M Ar0OTOBKH My OiYHIX
ca1y;KO0BIIiB, 30KpeMa: HIMEIbKOI Mojesli — GajlaHCyBaHHS MisK TEOPETUYHUMU
3HAHHIMU Ta MPAKTUYHUMHU HABUUYKAMMU, SIKi OTPUMYE TTyOTiYHUN CIIyKOOBEIb
IiJl Yac HaBYaHHS, a K HEJIOJIK — OPIEHTAIlid MiATOTOBKU HA I0PUIUYHY CIIPL-
MOBaHICTh, 110 0OMEKYE MOKJIUBICTH 00iIMaTH KepPiBHI mocaan st GaraTbox
caryKOOBITB; (hpaHIly3bKOI — WiTKO BUBasKe€He PO3YMIHHS 3aBJlaHb, a caMe: jie-
HeHTpaJIi3allifo I TepuTOpiaJibHy OpraHizaiiio Jep:KaBHUX CIyKO0, KOMyHiKa-
1if0, MATPUMKY TEPUTOPIAJIbHUX IPOMaj, HOrJINO/eHE T3HAHHS Ta PO3YMiHHSI
HEeOOXIHOCTI CIiBIpali 3 IHCTUTYIISIMU €BPOIENCHKOI CIIBAPYKHOCTI, BUCO-
KOSIKICHUII MeHeKMEHT JIIOJICBKUX PecypciB Ta OPi€HTAIliI0 Ha €KOJIOTIYHO YM-
CcTi iHHOBAIIii, TaKa MOJIEeJIb MiJATOTOBKY MyOJIYHUX CIIy;KOOBIIB € Ii/IiCHOIO, He
3aTpPaTHOIO i1 e(EeKTUBHOIO; aHTJIOCAKCOHCHKOI MOJIEJI TTrOTOBKU ITyOiUHUX
ca1y>;KOO0BIIIB € 11 OpieHTallist Ha peaslizalliio KOHIEMIil myOiyHOro yipaBiiHHs i
IHAMBILyaIbHUI /X1 10 THATOTOBKHU CJIYKOOBIIS, 10 BPAXOBYE BCIO Clieludi-
Ky #0T0 AistibHOCTI, 3a6e3meuyeTbest (hOpMyBaHHST KaJIpiB, 3aTHUX BUPIIIyBaTH
KOHKDEeTHI 3aB/IaHHS.
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3pobJieHO BIUCHOBOK, 1110 Ha ChOTO/HI B OLABIIOCTI KpaiH €Bpomy nepeBaska-
I0Th 3MillIaHi MOJIEJIi, 110 BKJIIOYAIOTh B cebe eleMEeHTH Pi3HUX MOJIEIIEN.
KmodoBi cioBa: apxeTUITHUI IIiJXig, apxeTunu, mpodeciiiHa IiroToBKa,
npodeciiiie HaBYaHHsI, Ge3rIepepBHA OCBiTa, MyOJIYHIIT C/IyKOOBEIb, TiABHUIIEH-
Hs1 KBaJTi(iKaIlii, MoiesTi i AroTOBKH MyOJiYHIX CITysKOOBITIB.

INOATOTOBKA IIYBJIMYHbIX CJY/KAIIIUX B CTPAHAX
EBPOIIbl: APXETHUIIHBIN ITOAXO/L

Annoranus. Omicanbl OCHOBHBIE COCTABJISIONINE MHCTUTYIIMOHATBHON OCHO-
BbI aPXETUITHOTO TIOX0/1a K Iy6ImdHOro yipasaenus. OmpeeneHo, 4To cucTeMa
MOATOTOBKY MyOJIMYHBIX CJIYKAIIAX OMUPAIOTCS Ha 1elh YHUBEPCAIbHBIX OCHO-
BOIOJIOJKEHW T apXETUTINKH, B YAaCTHOCTU Ha Hee BJIWIET TMPUHITUI (hopMUPOBa-
HUS KaJPOB Ha TOCYIapCTBEHHOI ci1ysk0e, chopMUPOBaH Ha OCHOBE OOIIIECTBEH-
HOTO MHEHUSI.

Omnupasich Ha J{Ba OCHOBHBIX IPUHIUITA KACAIONINECST BCTYILJIEHUS B 1Ty OJIiy-
HYIO CJIy5KOY OIpezieieHbl TPY OCHOBHBIE MOJIENN MOJATOTOBKH ITyOJUYHBIX CJIy-
JKalux B cTpaHax EBporbl: Hemelkas, hpaHIly3cKast M aHTJIOCAKCOHCKAs.

[IpoananusupoBana Kask/1asi MOJIENTb U OIIPEIeIEHbl aPXETHUTIbI, TIOBJIUBIITNE
Ha UX CTAHOBJIEHWE U Pa3BUTHE.

OmnpeniesieHbl TPEUMYIIECTBA KAXKI0N U3 MOIesel MpogeccnoHaNIbHON MOJI-
TOTOBKM IYOJUYHBIX CJY’KAIINX, B YaCTHOCTH: HEMEIKON Mojesn — GalaHCcu-
pOBaHME MEXK/Ly TEOPETUUYECKUMHU 3HAHUAMU W TTPAKTUYECKUMU HAaBbIKAMHU, KO-
TOpPBIE MOJIydaeT MyOJUYHbIN CIIyKallii BO BpeMst 00y4eHust, a KaK HeJJOCTaTOK
MOKHO BBIJIEJIUTH OPUEHTAIMIO ITOJTOTOBKY HA IOPUAMYECKYIO HAITPABIEHHOCTD,
OTPAaHUYMBAET BO3MOKHOCTDh 3aHUMATh PYKOBOJMIINE TOJIKHOCTH JIJISI MHOTHX
caykamux; (GpaHIly3CKOH — YeTKO B3BENIEHHOE MOHMMaHWe 33/1a4, a WMEeH-
HO: JIETIEHTPATU3AIUI0 U TEPPUTOPUAJIBHYIO OPTaHU3AIUI0 TOCY/IaPCTBEHHBIX
cay:K0, KOMMYHUKAIUIO, TIOAAEPKKY TEPPUTOPUAIBHBIX OOIIMH, YriaybieHHOe
3HaHUE W TOHMMaHue HeOOXOAMMOCTH COTPYAHUYECTBA C MHCTUTYTaMU €BPO-
MENCKOrO COJIPY’KECTBA, BBICOKOKAYECTBEHHBI MEHE/[KMEHT 4YeJIOBEYECKUX
PECYPCOB M OPUEHTAITNIO HA 9KOJOTUYECKU YUCThle MHHOBAITUHU, TaKas MOJIEJb
MOATOTOBKU MYOJINYHBIX CIIYKAIUX SIBJSIETCS II€JOCTHOM, a He 3aTpaTHOM U
2 HeKTUBHON; aHTJIIOCAKCOHCKOW MOJIENIN — SBJISIETCSI €€ OPUEeHTAIlUsT Ha pea-
JINBAINIO KOHIENIUK TyOJUYHOTO YIIPaBIeHUs U WHAMBUAYAIbHBIA TOAXOM K
MOJITOTOBKE CJIYsKAIIero, YYUTHIBAIOMMI BCIO CIENUMUKY €To JAesTeIbHOCTH,
obecrieunBaeTcst (hopMUPOBaHKE KaJApOB, CIIOCOOHBIX PelaTh KOHKPETHbIE 3a-
Jadm.

CuesaH BBIBOJI, YTO Ha CETOAHSIIHUI JeHb B OOJIBIIUHCTBE cTpaH EBpoIbI
1peo6JIaIaloT CMENTaHHbIe MOJIE/IH, BKJIIOYAIOIINE B ceOsl 9JIEMEHTHI PasImIHbIX
MOZIeJIEN.

KmoueBbie cioBa: apXeTUNMYECKUU TTOAXO/, apXeTHuIbl, MpodeccuoHab-
Hasl TOArOTOBKa, IpodeccnoHaabHoe o0yveHue, HelpepbiBHOE 06pasoBaHUeE,
yOJMYHBIA CITyKAIINi, TOBbIIIEHNEe KBATU(MUKAIIII, MOAEIN TOATOTOBKH IIy-
GJIMYHBIX CITYIKAIINX.

257




Formulation of the problem. Inte-
gration of our state into the European
community has necessitated a number
of reforms and bringing the legislation
in line with the standards of the Euro-
pean Union. In this regard, an impor-
tant component of Ukraine’s further
development is the training of highly
skilled public servants capable of imple-
menting these reforms. Before the sys-
tem of training public servants there is
an important task — the preparation of
new management personnel who must
have the perfect knowledge of modern
management technologies, understand
the European integration processes and
implement European standards in the
system of public administration.

One of the ways to achieve the ne-
cessary results is the implementation of
better foreign experience, in particular
in European countries, in the training
of public servants. The study of the pe-
culiarities of the professional training
of public servants and the identifica-
tion of the main trends of its develop-
ment in the countries of Europe are
necessary for the development of solu-
tions for reforming the national system
of professional training of public ser-
vants.

Analysis of recent research. The
questions of preparation of public ser-
vants, among other things, and the
possibility of using foreign experience,
were researched by Ukrainian scho-
lars such as V. Averyanov, A. Andrius-
chuk, A. Burakovsky, N. Goncharuk,
D. Dvinnchuk, S. Dubenko, V. Zagor-
sky, M. Izha, N. Kolisnichenko, N. Li-
povsky, A. Lipentsev, I. Lopushinsky,
V. Lugovyi, E. Matviishin, O. Melnikov,
T. Motrenko, N. Nyzhnik, O. Obolen-
sky, V. Olujko, G. Opanasyuk, S. Seryo-
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gin, V. Soroko, Yu Surmin, Y. Sharov,
P. Shevchuk, A. Chemeris and others.

The purpose of the article is to ana-
lyze the basic models of training of pub-
lic servants in Europe and to study the
influence of archetypes on their forma-
tion and development.

Presenting main material. The
concept of the use of an archetypal ap-
proach is a system of views on the in-
terpretation of managerial processes as
collectively subconscious [1, p. 473].

The institutional framework of an
archetypal approach to public admi-
nistration covers the following com-
ponents: state, social contract treating
civil society as a result of a convention
of social phenomena (institutions), and
law (law) [2].

Public administration as a whole
and the system of preparation of public
servants are based on a chain of univer-
sal foundations of archetype. First of
all it concerns the idea of natural law,
the idea of the state as the guarantor of
natural law, the idea of constitution of
the law and the state in the act of free
expression of the person and the ideas
of the people, who have sovereign right
and power.

The idea of the people implies the ex-
istence of an influential public opinion,
that is, the state of mass consciousness,
which includes the attitude of people to
the events and facts of social reality and
the activities of groups and individuals,
and is considered from the point of view
of relations with social institutions or
individuals [2].

The formation of the social subcon-
scious can be explained by the existence
of social interests, which consist of the
needs of social groups, collectives, insti-
tutions, institutions, organizations and




individuals. Public interests are deter-
mined by the economic relations pre-
vailing in this society [2].

The training of public servants in
Europe is influenced by the principle of
staffing in the public service, formed on
the basis of public opinion. At the pre-
sent stage, scholars are distinguished
by two basic principles relating to entry
into and service of the public service —
the principles of career growth and
competition.

The principle of career growth is
based on the fact that entry is based on
a competitive basis, and the promotion
has clearly defined stages and is regu-
lated centrally, while competition in-
volves an open competition for vacancy
positions [3]. Based on these principles,
three basic archetype models of pro-
fessional training of public servants in
Europe: German, French and Anglo-
Saxon can be distinguished.

We will analyze each of the models
and define the archetypes that influ-
enced their formation and develop-
ment.

The German model for training
public servants involves a distinction
between politics and administration,
which is based on the legal basis for
defining these tasks [4, p. 210]. In Ger-
many, the main requirements for public
servants are vocational education and
special training, the types and activities
of which differ according to the level
of public administration. Officials of
elevated and higher levels must have
higher education.

Under the influence of the collec-
tive unconscious in Germany, the idea
that people belonging to a lawyer group
“lawyer” have all the necessary skills
for prosperity both in the structures

of civil society and in public authori-
ties, more often than lawmakers. That
is why it is considered that the manager
should be a person with a professional
education — a lawyer. If, at the time of
entering the post of a higher category,
the candidate has no legal education,
he will receive it in specialized institu-
tions within two years after he starts
working on it. Because of this, most of
the disciplines in the German model of
training managers are legal in nature.

In addition, much attention is paid
to internship, especially as regards
managerial staff. An example of such
an internship is the Federal Academy
of Public Administration in Baden-
Wiirttemberg, where the training of the
personnel reserve in the field of public
administration and personnel manage-
ment lasts fifteen months, six of which
are allocated for internships, includ-
ing three months in state bodies and
three — in commercial structures,
which often happens in the structures
of governance of the European Union
[5, p. 166].

The German model for training civil
servants involves several forms of ad-
vanced training (advanced training for
beginners, advanced training in spe-
cialty and position, advanced training
for transition to higher-level service
and advanced training for managers
[6, p. 468]), which can be divided into
two categories: the first is aimed at pro-
viding the appropriate level of know-
ledge among public servants, and the
second — on their adaptation to change.

The benefits of the German model
of training managers are the balanc-
ing between the theoretical know-
ledge and practical skills that a public
servant receives while studying, but
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as a disadvantage one can distinguish
the orientation of preparation for legal
orientation, which limits the ability to
hold managerial positions for many em-
ployees.

Considering the French model of
training public servants, one can find
characteristics similar to those in Ger-
man. An analogue of the German head
of a lawyer is the head of a universal.
Such a versatile person should have
polyvalent knowledge and skills. He
is able to fulfill his professional duties
in any field of civil service, in particu-
lar administrative, control, inspection,
economic, diplomatic and other. Twen-
ty-seven months of study is used to
prepare such specialists, which is pro-
portional to periods of theoretical and
practical training [7].

The French model encompasses
different forms of training: advanced
training courses, training related to the
promotion of a public servant (prepa-
ration for professional competitions or
competitions organized for those who
serve on a particular post in order to
enhance the rank or move to another
corps), improvement of professional
training, when a worker for self-study
or scientific development that is social-
ly beneficial, is temporarily deducted
from the service to the reserve or re-
ceives a vacation for advanced training,

Concepts such as “continuous train-
ing” or “continuing vocational train-
ing” are relevant for this model. These
include the training of a public servant
to the first position (initial vocational
training) and preparation throughout
his career.

Internship is an important element
of the learning process, and it takes a
lot of time. It is imperative to have a
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foreign internship, which allows the fu-
ture official to learn how to assess the
real situation in their country, to learn
about another system and mentality,
and another style of functioning. This
is a French specificity that distingui-
shes the model under consideration
from British and German [8].

The purpose of the qualification
improvement in the French model of
training public servants is that it is one
of the main concepts of the approach
to the “renewal of public service”. Im-
provement of qualifications in the
French model of training of public ser-
vants carries out two functions: their
adaptation to new requirements and
conditions of work and increase of an
individual level of development of each
employee.

M. Minenko in his studies high-
lights the following forms of advanced
training of the French model [9]:

¢ improvement measures aimed at
preserving or improving the professio-
nal qualities,

 ensuring the suitability of em-
ployees for changes in technology and
administrative structures, cultural,
economic and social changes and trans-
formations that follow from them;

* arrangements for the preparation
of competitions organized for officials
who are already in office, as well as for
professional exams and competitions,
the purpose of which is to change the
rank or body;

« adaptation measures covering two
areas: adaptation to the first position
(adaptation in the civil service) and
adaptation to a new post (increase,
change of the corps, etc.);

* vacations for preparation (the
maximum duration of leave is three




years, but it can be divided and provi-
ded only for training with the consent
of the state, provided that the agent
will work for at least three years in the
administration).

To the positive sides of the French
model of professional training of public
servants should include a well-balanced
understanding of the tasks, namely: de-
centralization and territorial organiza-
tion of public services, communication,
support of territorial communities, in-
depth knowledge and understanding
of the need for cooperation with the
institutions of the European Common-
wealth, high-quality human resource
management and orientation towards
environmentally friendly innovations.
Despite the large number of training in-
stitutions and centers of decision-mak-
ing, the French model for training civil
servants is holistic, costly and effective.

The founder of the Anglo-Saxon
model of training for public service is
Great Britain. For this state, the prin-
ciple of competition is relevant. The
training is aimed at using an interdisci-
plinary approach to developing training
programs focused on future systems of
thinking, communication skills, team-
work skills, autonomy and initiative.

Under the influence of archetypes
in this model, the idea of preparing lea-
dership skills for employees, their abi-
lity to adapt to changing environments
was formed. This encourages the use of
individual learning programs, taking
into account the specifics of the func-
tions and positions occupied by certain
officials.

In the UK, there is no centralized
training, the training of usually acting
officials is conducted at the College of
Civil Service. At the same time, there is

a wide system of seminars, conferences
and educational courses organized by
ministries and departments, whose
statutes have at least a remote mention
of the responsibility for the training of
staff. For all the diversity of forms and
methods of teaching common to them
is theoretical training in an educational
institution, preparation of graduation
work on the project and acquiring prac-
tical experience.

Compared to the two above-men-
tioned Anglo-Saxon models, it is more
oriented towards obtaining theoretical
knowledge and the development of in-
dividuality. Internship is not of such a
compulsory nature and does not last for
a long period of time.

The benefits of the Anglo-Saxon
model of training public servants are
its focus on the implementation of the
concept of public administration and an
individual approach to employee train-
ing, taking into account all the specifics
of its activities. Such training ensures
the formation of personnel, devoted to
solve specific problems.

As for training in other countries,
they are mostly derivative from the
above models, taking into account the
traditions and values of the respective
states. In the modern European space,
there are many mixed models of train-
ing civil servants that include elements
of archetypal models. A striking ex-
ample is Poland, which combines the
Anglo-Saxon and French models.

There are many different institu-
tions in Poland that train public ser-
vants. Most of the training is planned,
organized and funded decentralized
and mainly depends on the efforts of
the Director General in the ministry
or central department. The choice of
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the provider of educational services
should be through public procurement,
and the description of the tender offer
should cover the general requirements
that the provider of such services must
answer. The training of public servants
is mostly carried out by private sector
institutions and, to a lesser extent, by
universities or expert centers.

Conclusions and perspectives of
further research. After analyzing the
basic models of training public servants
in European countries, we can conclude
that they were formed under the influ-
ence of certain political, social and cul-
tural peculiarities and traditions of the
countries where they are applied. In
other words, it can be argued that they
developed under the influence of arche-
types, collective unconscious influence
of society and its needs, state-manage-
ment and political systems. There are
three basic archetype models: Anglo-
Saxon, German, and French.

However, with the development of
European society more and more there
is an interweaving of models of train-
ing of public servants. All this is due to
cooperation in various fields, common
interests and values, and the presence
of cross-border cooperation, which cre-
ates the need to train specialists with
the same knowledge and capabilities.

There is a tendency to reduce the in-
fluence of the collective unconscious on
the model of training of employees, and,
conversely, increases the influence of
collective consciousness, that is, the un-
derstanding that for the achievement of
certain goals, the association, exchange
of experience, state-management cul-
ture and technologies are needed.

Further researches should find the
reflection of the results of the search for
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a transition between the reality of na-
tional and the supranational ideal and
the construction of a unified, universal
model of training public servants.
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