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ABSTRACT

Gao Fei. The development of HR managers’ psychological and pedagogical
competence in the framework of corporate training. — Qualification research paper
as a manuscript.

The thesis for the degree of Doctor of Philosophy in the specialty 011 —
Educational, pedagogical sciences. — Lviv Polytechnic National University. — Lviv,
2024,

Research topicality. At the beginning of the 21st century, in the business
environment, special attention is drawn to the problem of human capital
development, which is considered one of the business advantages of modern
companies. HR management is an art and a science at the same time, as it is aimed
both at the development of the company as a whole and the development of each
employee in particular. HR management involves ensuring balance and harmony in
professional activities, which has a positive effect on increasing labour productivity
and achieving the company’s defined results. Undoubtedly, an important role in this
process is played by HR managers, who are called to organize a professional
environment characterized by minimizing employee turnover, constructive
communication, professional training and development on a continuous basis, etc.
This requires careful initial professional training of HR managers and their
professional development in the framework of corporate training.

Currently, the professional competence of HR managers, the peculiarities of
its development during initial professional training, as well as the possibilities of its
further development in the framework of corporate training are among the topical
issues discussed by theorists and practitioners. Since HR managers work directly
with the company’s personnel, there is a need to develop their psychological and
pedagogical competence. This competence is an integrative component of their
professional competence, includes knowledge and abilities to use achievements and
knowledge in the field of Psychology and Pedagogy for the purpose of establishing

constructive communication and support, advising employees on opportunities for



professional development, organizing corporate training, etc.

In Ukraine and the People’s Republic of China, the initial professional training
of HR managers is carried out in institutions of higher education, which is regulated
by the relevant regulatory documents (Ministry of Education of People’s Republic
of China, 1995, 1998, 2013, 2018, 2019, 2020a, 2020b, 2023; Ministry of human
resources and social security People’s Republic of China, 2022; The State Council
of People’s Republic of China, 2016, 2018, 2019a, 2019b; BepxoBHa pana Ykpainu,
2014, 2017; MinictepcTBO OoCBiTH 1 Haykn Ykpainu, 2018, 2019, 2021) etc.

The problem of professional training of modern specialists, in particular
managers and HR managers, is considered by scientists who are representatives of
various fields of knowledge: Pedagogy, Psychology, and management. The analysis
of scientific literature confirms that various aspects of managers and HR managers’
professional training in the system of higher education have been studied today:

— the theories, concepts, ideas of modern education and training (Akmal,
2023; Aslan, 2017; Baker, Hope, & Karandjeff, 2009; Berns, & Erickson, 2001;
Chuang, 2021; Good, Hughes, Kirca, & McGrath, 2022; Hajar, 2021; Kelly,
Garbacz, & Albers, 2020; Klein, 2018; Knowles, 1980; Land, 2012; Li, 2010;
Mayer, Caruso, & Salovey, 2016; Tennant, 2020);

—  the methodological approaches used in modern education: competency-
based approach (Alt, Naamati-Schneider, & Weishut, 2023; Chappell, Gonczi, &
Hager, 2020; Farahni, Ghorbanizadeh, Taghi Taghavifard, & Rangriz, 2021;
Liskova, & Tomsik, 2013; Marx, & de Swardt, 2023; Mukan, Chubinska, &
Zhongjun, 2023; Skrinjari¢, 2022); activity-based approach (Anwer, 2019; Mishra,
Bakhronova, & Djalilova, 2023; Noreen, & Rana, 2019; Ilomeryn, 2021);
systematic approach (Chen, Pavlova, & Ramos, 2021; Dymock, & Tyler, 2018;
Lamanauskas, 2023), etc.;

—  the systems, practices and strategies of training: personalized learning
(Blanchard, & Thacker, 2023; Cavanagh, 2014; Cevikbas, & Kaiser, 2022; Motteli,
Grob, Pauli, Reusser, & Stebler, 2023; Xu, Hong, Zhang, Jiang, & Liu, 2023);
collaborative active learning (Chang-Tik, Kidman, & Tee, 2022; van Dam, 2017);
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contextual teaching and learning (Hakim, & Sari, 2022; Hyun, Wijayanti, Asbari, &
et al., 2020; Indrayati, & Kuni, 2022; Naziah, Caska, Nas, & Indrawati, 2020; Ruto,
Mema, Nduru, & Ota, 2021);

— general and professional competences of managers and HR managers
(Kolot, Lopushniak, Kravchuk, Varis, & Ryabokon, 2022; Meyers, van Woerkom,
Paauwe, & Dries, 2020; Oleksenko, 2015; van den Berg, Stander, & van der Vaart,
2020; Jopomenko, 2020; dy6incekuit, 2015; 3arpait, 2021; Kobems, 2021; Koxan,
2013; HMurumuk, & Jlyukis, 2020);

— the development of psychological and pedagogical competence of a
modern specialist (Lukiianchuk, Kharahirlo, Sakhno, Tataurova-Osyka, & Stadnik,
2022; I'omoHmok, 2020; I'opoxiceka, 2017; Knan, booupros, binam, & bensiena,
2017; Ieamenko, 2021; Kpacunbnauk, 2010; Ilienb, 2014; Canopenko, 2019;
Cracrok, & Tonok, 2012).

In the context of our research, the publications highlighting the peculiarities
of: human capital development (Asana, Sudipa, & Putra, 2021; Chen, 2022); human
resource management (Armstrong, 2009; Buckley, Wheeler, Baur, & Halbesleben,
2023; Burke, & Morley, 2023; Cheng, 2021; Cooke, Schuler, & Varma, 2020;
Fenech, 2022; Gupta, Khang, Somani, Dixit, & Pathak, 2023; Hongal, & Kinange,
2020; Joo, & Ready, 2012; Jordan, & Troth, 2021; Khang, Rani, Gujrati, Uygun, &
Gupta, 2023; Mansaray, 2019; Shayah, & Sun, 2018; bananoscska, MuxaiinideHko,
& Tposa, 2020); continuous professional development (Beltman, 2009; Forde,
McMahon, McPhee, & Patrick, 2006; Hanif, & Ameeq, 2013; Khan, & Siddiqui,
2023; Manoharan, Dissanayake, Pathirana, Deegahawature, & Silva, 2023;
McAdams, & Olson, 2010; Ukko, Hildén, Saunila, & Tikkaméki, 2017); corporate
training as an element of corporate culture of modern companies (Angelova, 2019;
Lorincova, Miklosik, & Hitka, 2022; Molenaar, Brown, Caile, & Smith, 2002;
Nosulich, Mukan, & Mukan, 2020; Paine, 2021; Peters, & Waterman, 2006; Sabg,
& Midtsundstad, 2022; Schuchmann, & Seufert, 2015; Shamsudin, & Velmurugan,
2023; Suen, Cheung, Wang, & Hui, 2022; Tian, Tang, & Tse, 2022; Zur, & Friedl,
2021; baniT, 2014; bounap, & Jloponina, 2018; 36pureka, 2013; Kup’saosa, 2018;
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JlutoBuenko, 2015; Xinyxa, 2021b; Spmomrok, Xy’ sHenb, & S6moHchka, 2020)
are of particular interest.

Having processed the research literature, having analysed the experience of
higher education institutions regarding the development of HR managers’
psychological and pedagogical competence as well as experience of modern
companies, we determined the contradictions between: the need for the development
of psychological and pedagogical competence of HR managers and the insufficient
level of research on its theoretical justification; the requirements of employers for
HR managers’ psychological and pedagogical competence, inadequate level of its
formation in the framework of initial professional training and the need to ensure
the appropriate pedagogical conditions for its development in the framework of
corporate training; the necessity of its development in the framework of corporate
training and insufficient level of methodical support for the development of
psychological and pedagogical competence in the framework of corporate training.

The results of the scientific and pedagogical literature analysis, the real need
to systematize the practice of HR managers’ psychological and pedagogical
competence development, as well as the identified contradictions that need to be
resolved, determined the choice of the research topic: “The development of HR
managers’ psychological and pedagogical competence in the framework of
corporate training”.

The corporate training of HR managers is the research object.

The pedagogical conditions of HR managers’ psychological and pedagogical
competence development in the framework of corporate training is the research
subject.

The research aim is as following: to determine, substantiate and
experimentally verify the pedagogical conditions of HR managers’ psychological
and pedagogical competence development in the framework of corporate training.

In order to achieve the research aim, the objectives that need to be solved

have been identified:
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1) to study the development of psychological and pedagogical competence
of HR managers in the framework of corporate training as a scientific and
pedagogical problem and substantiate its essence and structure;

2) to determine criteria, indicators and levels of HR managers’
psychological and pedagogical competence development in the framework of
corporate training;

3) to substantiate the pedagogical conditions, the implementation of which
allows to ensure positive dynamics in the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training;

4) to develop professional development program for HR managers’
psychological and pedagogical competence development in the framework of
corporate training;

5) to organize a pedagogical experiment with the aim of checking the
effectiveness of substantiated pedagogical conditions of HR managers’
psychological and pedagogical competence development in the framework of
corporate training.

The scientific novelty of the obtained results lies in the fact that for the first
time the pedagogical conditions of HR managers’ psychological and pedagogical
competence development in the framework of corporate training (encouraging HR
managers to develop psychological and pedagogical competence; organization of
contextual teaching and learning to gain experience in the implementation of HR
managers’ psychological and pedagogical competence; using the potential of
reflective practices; the development and implementation of professional
development program for HR managers’ psychological and pedagogical
competence development in the framework of corporate training) have been
substantiated and their effectiveness have been experimentally verified; the concepts
“professional competence”, “HR manager’s psychological and pedagogical
competence”, “corporate training”, and the content of the component structure of
HR manager’s psychological and pedagogical competence; tools for diagnosis of

developmental state of HR manager’s psychological and pedagogical competence
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have been specified and concretized; the content of the professional development
program for HR managers has been improved, with the aim of developing their
psychological and pedagogical competence; the theses on the use of the potential of
corporate training have been further developed.

The practical significance of the research lies in the fact that the
professional development program for HR managers has been developed and
implemented, with the aim of developing their psychological and pedagogical
competence. The seminar “Psychological and pedagogical competence of HR
manager: theoretical aspects and practical application”, training “Encouraging HR
managers to develop psychological and pedagogical competence”, “Reflective
practices in professional development”, project “The development of corporate
training program”, team building & teamwork activities as well as role-playing &
business games have been developed and implemented in the framework of HR
managers’ corporate training.

The main research materials, educational and methodological support can be
used by university teachers to improve the training of future HR managers in
institutions of higher education. The materials of thesis are recommended for the
improvement of the content of the following courses: “Professional Pedagogy”,
“Recruitment and adaptation of personnel”, “Training and development of
personnel”.

The theses, materials and conclusions can be used by scientists for further
research.

The structure and volume of the thesis. The thesis consists of an
introduction, three chapters, conclusions to each chapter, general conclusions,
references, which include 313 items, as well as 12 appendices. The total volume of
the thesis is 276 pages, the main text covers 186 pages. The thesis contains 18 tables
and 23 figures.

In the Introduction we present the justification of research topicality; indicate
the relation of this thesis to scientific programs, plans, and themes; determine the

research object, subject, aim and objectives, hypothesis, as well as research methods;
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outline scientific novelty and practical significance of the obtained results, the
approbation and implementation of research results; indicate the personal
contribution in co-authored publications; present the structure and volume of the
thesis.

In Chapter 1 “The development of HR managers’ psychological and
pedagogical competence in the framework of corporate training as a scientific and
pedagogical problem” the main concepts and categories of research are clarified; the
content and structure of HR managers’ psychological and pedagogical competence
are justified; the modern practice of HR managers’ psychological and pedagogical
competence development is analysed.

In Chapter 2 “The scientific and methodical principles of HR managers’
psychological and pedagogical competence development in the framework of
corporate training” the research methodology is presented; criteria, indicators and
levels of HR managers’ psychological and pedagogical competence development
are determined and characterised; the results of diagnostics of HR managers’
psychological and pedagogical competence development are presented; the
pedagogical conditions for HR managers’ psychological and pedagogical
competence development in the framework of corporate training are determined and
substantiated.

In Chapter 3 “The verification of the efficiency of pedagogical conditions of
HR managers’ psychological and pedagogical competence development in the
framework of corporate training” we present the program and methods of
experimental research, describe the implementation of pedagogical conditions for
HR managers’ psychological and pedagogical competence development in the
framework of corporate training as well as interpret the results of effectiveness
verification of pedagogical conditions of HR managers’ psychological and
pedagogical competence development in the framework of corporate training.

The prospects of further pedagogical research are defined.

Keywords: professional competence, psychological and pedagogical

competence, professional development, diagnostics, criteria and indicators,
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corporate training, HR manager, pedagogical conditions, personnel motivation,
contextual teaching and learning, reflective practices, pedagogical experiment,
training, seminar, role-playing and business games, team building and team work,

portfolio, project.

AHOTALIIA

lTao @Deii. Po3BUTOK 1cuxojioro-memaroridydoi  kommoereHtHocti HR
MEHE/DKEPIB B YMOBAx KOpIOpPATHBHOrO HaBuaHHs. — KBamigikauiiiHa HaykoBa
mparls Ha MpaBax PyKOTMHCY.

Hucepraiiisi Ha 3700yTTS HAYKOBOTO CTyIEHsS JoOKTopa Qinocodii 3a
cnemiaibHicTIO 011 OcBiTHI, meaaroriudi Hayku. — HalioHanbHUN yHIBEpCUTET
«JIpBiBCHKA moiTexHIKa». — JIbBIB, 2024.

AKTYaJbHICTH Ta JOUUVIBHICTH Aociaigxennus. Ha nmoyatky 21-ro ctomiTrs
y ©Oi3Hec-cepenoBUIlll OCOOMMBAa yBara NpHUBEpPHEHA JO MPOOJIEMHU PO3BUTKY
JIOJICBKOTO KaIliTally, SIKUM BBa)KA€ThCA OJHIEIO 13 OI3HEC-IepeBar Cy4acHUX
KOMITaHIi. YTNpaBlliHHS NEPCOHAJIOM € MHUCTEUTBOM Ta HAYKOBOIO BOJHOYAC,
OCKIJIbKU CITPSIMOBAHE SIK Ha PO3BUTOK KOMIaHI1 B IIIJIOMY, TaK 1 PO3BUTOK KOKHOTO
npailiBHUKA 30KpeMa. Y IpaBIliHHS IEPCOHATIOM niepeadayae 3a0e3neueHHs Oalancy
Ta TapMOHii y mpodeciifHiil TIsIBHOCTI, 0 MO3UTUBHO BIUIMBAE HA 30UIBIICHHS
MPOAYKTUBHOCTI TIpalll Ta JOCATHCHHS BH3HAUCHUX peE3yJIbTATIiB KOMIaHii.
besnepeuno, BaxIMBY pojib y 1bOMY TMpoleci Bigirparote HR Menemxepu,
MOKJIMKaHI  Opra”izyBath mpodeciiiHe CepeloBUIle, SKOMY IpUTaMaHHA
MIHIMi3allisl TJIMHHOCTI MpaliBHUKIB, KOHCTPYKTHUBHA KOMYHiKalis, mpodeciiine
HAaBYaHHS 1 PO3BUTOK Ha HEmNepepBHIM OcHOBI Tomio. lle BuMarae perenabHOT
nodatkoBoi miaroroBku HR managers ta mpodeciiiHOro po3BUTKY B yMOBax
KOPIOPAaTUBHOT'O HaBUaHHS.

HuHi cepen akTyaqbHMX TUTaHb, 110 OOTOBOPIOIOTHCS TEOPETUKAMHU Ta
npakTuKkamu, € npodeciiina komneteHTHICTH HR wmenemxkepiB, ocobmuBocTi i
PO3BUTKY IIiJI 4ac MOYATKOBOI MpodeciiiHOl MiATOTOBKH, a TaKOXX MOXJIMBOCTI

BJIOCKOHAJICHHSI B YMOBax kopropaTuBHoro HaBuaHHs. Ockinpku HR menemxepu
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0e3mocepeIHbO MPALIOIOTh 13 MEPCOHATIOM KOMIIaH1i, MOCTae MoTpeda y pO3BUTKY
iXHBOT IICHMXOJIOrO-IICJAroriyHoi  KOMIIETEHTHOCTI. I[d KOMICTEHTHICTH €
IHTErpPaTUBHOIO CKJIAJIOBOIO IXHBOT MPOdeciiHOT KOMIETEHTHOCTI, OXOILIIOE 3HAHHS
Ta YMIHHS TIOCIYTrOBYBaTHCS 3J00yTKaMH 1 3HAHHSAMHU Yy Tally3l TICHUXOJIOTIi Ta
MEAAarorikiu 3 METOI0 HaJaro/KeHHS KOHCTPYKTHBHOI KOMYHIKAIil 1 MIATPUMKH,
KOHCYJIbTYBaHHSI TpPAI[iBHUKIB II0JAO0 MOXJIMBOCTEH mpodeciiiHoro po3BUTKY,
Oprasizailii KOpropaTUBHOTO HaBYAHHS TOLIO.

B Vkpaini ta Kuraiicekiti Haponniit PecryOaini nmoyatkoBa miarotorka HR
MEHE/KEpIB  3MIMCHIOETBCA Yy 3aKiajaX BHUIIOI OCBITH, W10 PETYJIIOETHCA
BianoBiTHUMH HOpMatuBHMMHE JokymeHTamu (Ministry of Education of People’s
Republic of China, 1995, 1998, 2013, 2018, 2019, 20204, 2020b, 2023; Ministry of
human resources and social security People’s Republic of China, 2022; The State
Council of People’s Republic of China, 2016, 2018, 2019a, 2019b; BepxoBna pania
VYxpaiau, 2014, 2017; MinicrepcTBo OCBITH 1 Hayku Ykpainu, 2018, 2019, 2021)
TOIIIO.

[IpoGnema mpodeciiiHOi MIATOTOBKM CydacHUX (axiBIiB, 30KpemMa
MeHemxkepiB Ta HR  MeHemxkepiB  po3MISIa€TbCs  HAYKOBIIMH, M0 €
NpEeACTaBHUKAMH PI3HUX Tajdy3eil 3HaHb: MeNarorika, MCUXoJorisi, MEHEIKMEHT.
AHaJi3 HayKOBOI JIITEpaTypH 3aCBIAUYE, IO HA CHOTOAHI TOCIIKEHO PI3HOMAaHITHI
acnekTu npodeciiHoi MAroToBKM MeHekepiB Ta HR MenemxepiB y cucteMi BUIIoi
OCBITH:

—  Teopii, KoHIeMii, i7el cydacHoi ocBiTh Ta HaBuaHHs (Akmal, 2023;
Aslan, 2017; Baker, Hope, & Karandjeff, 2009; Berns, & Erickson, 2001; Chuang,
2021; Good, Hughes, Kirca, & McGrath, 2022; Hajar, 2021; Kelly, Garbacz, &
Albers, 2020; Klein, 2018; Knowles, 1980; Land, 2012; Li, 2010; Mayer, Caruso,
& Salovey, 2016; Tennant, 2020);

—  METOOJOTIYHI MIIXOAH, IO BUKOPUCTOBYIOTHCS Y CYy4YacHIN OCBITI:
komneTeHtHicHnid miaxig (Alt, Naamati-Schneider, & Weishut, 2023; Chappell,
Gonczi, & Hager, 2020; Farahni, Ghorbanizadeh, Taghi Taghavifard, & Rangriz,
2021; Liskova, & Tomsik, 2013; Marx, & de Swardt, 2023; Mukan, Chubinska, &
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Zhongjun, 2023; Skrinjari¢, 2022); mismbhicuuit migxix (Anwer, 2019; Mishra,
Bakhronova, & Djalilova, 2023; Noreen, & Rana, 2019; Ilomeryn, 2021);
cucremunii miaxig (Chen, Pavlova, & Ramos, 2021; Dymock, & Tyler, 2018;
Lamanauskas, 2023) Toro;

—  CHCTEMH, NPAKTUKH, CTPATETii HaBUAHHS. MMEPCOHATI30BAaHE HAaBYAHHS
(Blanchard, & Thacker, 2023; Cavanagh, 2014; Cevikbas, & Kaiser, 2022; Matteli,
Grob, Pauli, Reusser, & Stebler, 2023; Xu, Hong, Zhang, Jiang, & Liu, 2023);
kojerianbHe aktuBHe HaBuaHHsA (Chang-Tik, Kidman, & Tee, 2022; van Dam,
2017); xouTekcTHe Bukiaaganus 1 HaBuads (Hakim, & Sari, 2022; Hyun, Wijayanti,
Asbari, & et al., 2020; Indrayati, & Kuni, 2022; Naziah, Caska, Nas, & Indrawati,
2020; Ruto, Mema, Nduru, & Ota, 2021);

— 3arajgbHl Ta TmpodeciiiHl KOMIIETEHTHOCTI MeHemkepiB Ta HR
menemkepis (Kolot, Lopushniak, Kravchuk, Varis, & Ryabokon, 2022; Meyers, van
Woerkom, Paauwe, & Dries, 2020; Oleksenko, 2015; van den Berg, Stander, & van
der Vaart, 2020; Hopomenko, 2020; dy6incekumii, 2015; 3arpaii, 2021; Koberip,
2021; Koxan, 2013; Lurunuk, & JIyukis, 2020);

—  PO3BUTOK  TICHUXOJIOTO-TIEAArOri4HOi  KOMIIETEHTHOCTI  Cy4acCHOTO
daxiig (Lukiianchuk, Kharahirlo, Sakhno, Tataurova-Osyka, & Stadnik, 2022;
['omonrok, 2020; I'opoxiBebka, 2017; XKnan, boOupros, binam, & bensera, 2017,
IBamenko, 2021; Kpacunpauk, 2010; ITiBens, 2014; Cagoenko, 2019; Craciok, &
Tonok, 2012).

Y KOHTEKCTI Hamoro JAOCHIPKEHHS OCOOJMBHM 1HTEpPEC CTaHOBIATH
nmyOJTiKaItii, 1o BUCBITIIIOIOTH OCOOIMBOCTI: PO3BUTKY JIFOICHKOT0 Kamitary (Asana,
Sudipa, & Putra, 2021; Chen, 2022); ynpaBiiHHS JIOJACBKUMH pPeCypcaMu
(Armstrong, 2009; Buckley, Wheeler, Baur, & Halbesleben, 2023; Burke, &
Morley, 2023; Cheng, 2021; Cooke, Schuler, & Varma, 2020; Fenech, 2022; Gupta,
Khang, Somani, Dixit, & Pathak, 2023; Hongal, & Kinange, 2020; Joo, & Ready,
2012; Jordan, & Troth, 2021; Khang, Rani, Gujrati, Uygun, & Gupta, 2023;
Mansaray, 2019; Shayah, & Sun, 2018; bananoscbka, Muxaiinidenko, & TposiH,

2020); nenepepsHoro npodeciiinoro po3sutky (Beltman, 2009; Forde, McMahon,
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McPhee, & Patrick, 2006; Hanif, & Ameeq, 2013; Khan, & Siddiqui, 2023;
Manoharan, Dissanayake, Pathirana, Deegahawature, & Silva, 2023; McAdams, &
Olson, 2010; Ukko, Hildén, Saunila, & Tikkamaki, 2017); xopmopaTHBHOIO
HABYaHHS K CJIEMEHTY KOPIIOPATHUBHOI KyJIbTypH cydacHux kommawiii (Angelova,
2019; Lorincova, Miklosik, & Hitka, 2022; Molenaar, Brown, Caile, & Smith, 2002;
Nosulich, Mukan, & Mukan, 2020; Paine, 2021; Peters, & Waterman, 2006; Sabg,
& Midtsundstad, 2022; Schuchmann, & Seufert, 2015; Shamsudin, & Velmurugan,
2023; Suen, Cheung, Wang, & Hui, 2022; Tian, Tang, & Tse, 2022; Zur, & Friedl,
2021; banit, 2014; bounap, & Jloponina, 2018; 36purbka, 2013; Kup’sHosa, 2018;
JlutoBuenko, 2015; Xinyxa, 2021b; Apmonrok, Xy’ sHens, & S0moHcbKa, 2020).

OmnpailtoBaBiiy HayKOBY JITEpaTypy, MpOaHaIi3yBaBIIU JOCBIA 3aKJajliB
BUIIIOI OCBITU IIOJI0 PO3BUTKY IICHXOJIOrO-TieAaroriyHoi kommnereHTHocti HR
MEHE/KEPIB, & TAKOXK JOCBIJ Cy4yaCHUX KOMIAaHINA, MU BU3HAYMUIIU CYNEPEYHOCTI
MDK: HEOOXIJHICTIO PO3BUTKY ICHXOJOro-Tenaroriynoi kommereHTHocTi HR
MEHE/DKEPIB, Ta HEIOCTaTHIM pPIBHEM JOCIIKEHOCTI 1  TEOPETUYHOIO
OOTpyHTYBaHHsS; BHUMOTaMH pPOOOTOAABIIB IIOJAO ICHUXOJOTO-TIeAaroriyHol
komriereHTHOCTI  HR MeHemxkepiB, HepoctaTtHiM piBHEM ii c(OpPMOBAHOCTI B
KOHTEKCTI MOYaTKOBOI MpodeciifiHOi MiATOTOBKK Ta HEOOXITHICTIO 3a0€3MeUeHHs
BIJIMOBITHAX TEAArOT1YHUX YMOB Uil 1I PO3BUTKY B YMOBaX KOPIIOPATHUBHOTO
HABYaHHS; HEOOXIJHICTIO 1i PO3BUTKY B yMOBaxX KOPHOPAaTMBHOIO HABYaHHS Ta
HEJIOCTaTHIM PIBHEM METOIAUYHOI MIATPUMKH PO3BUTKY ICHXOJIOTO-TENArori9HO1
KOMITETEHTHOCTI B yMOBaX KOPIIOPATUBHOTO HABYAHHS.

Pe3ynbraTy aHami3zy HayKoOBO-TI€AAroriyHoi JiTepaTypu, peajibHa notpeda y
cUCTEeMaTH3allii MPaKTUKU PO3BUTKY IICUXOJIOTO-TIe1aroriynoi komnereHTHocti HR
MEHEKEPIB, a TaKOXK BHUSBIICHI CYNEpPEYHOCTI, SIKI MOTPEeOYIOTh BHUPIIICHHS,
3YMOBWIM BHOIp TeMH JOCHIIKeHHS: «PO3BUTOK TMCHUXO0JIOrO-MieAaroriyHol
koMmrieTeHTHOCTI HR MeHemkepiB B yMoBaxX KOPIIOPATUBHOTO HABYAHHS.

O0’exT nocaiaKeHHs1 — KopnopaTtuBHe HaBuaHHs HR MeHemxkepis.

IIpenmer pocHiIsKeHHS — TEJAroriyHi yMOBU PO3BHUTKY ICHUXOJIOTO-

negaroriyHoi kommneTeHTHOCTI HR MeHemxkepiB B ymMoBaxX KOpPIOPATUBHOIO
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HABYaHHS.
Meta nocJisKeHHsi: BHU3HAYUTH, OOTPYHTYBATH Ta EKCIIEPUMEHTAILHO

MIePEBIPUTH nearoriyi YMOBU PO3BUTKY MICUXO0JIOTO-TIeAaroriyHoO1

koMmrieTeHTHOCTI HR MeHemkepiB B yMoBax KOpIOPAaTUBHOTO HABYAHHS.

JIns TOCATHEHHST METH JIOCIIDKCHHS, BU3HAYCHO 3aBJAaHHMA, SKI HEOOXIIHO
pO3B’A3aTH:

1) JoCHiAMTH PO3BHTOK IICHXOJIOTO-TIearorigynoi kommeTeHTHOCTI HR
MEHE/KEPIB B YMOBaX KOPIIOPATHUBHOTO HABYaHHS K HAyKOBO-IIEJAroriyHy
npo0iemMy Ta OOTpyHTYBATH ii 3MICT 1 CTPYKTYPY;

2) BU3HAYHTU KpPUTEpii, TOKA3HUKH Ta PIiBHI PO3BUTKY IICHUXOJIOTO-
nejaroriyHoi  komrnereHTHocTi HR  MeHemkepiB B yMOBax KOPIOPAaTUBHOTO
HABYaHHS,

3) OOrpyHTYBaTH II€JAroriuHi yYMOBH, BIPOBAJDKCHHS SKHX JO3BOJIHUTH
3a0e3MeUnTH TO3UTHUBHUN BIUIMB HA PIBHI PO3BUTKY IICHUXOJOTO-TIEAAroriqHol
koMmrteTeHTHOCTI HR MeHemkepiB B yMoBaX KOPIIOPAaTUBHOTO HABYAHHS,

4)  po3pobuTH Tporpamy MPOQPECIiHHOTO PO3BUTKY IIOAO PO3BHUTKY
MICUXOJIOTO-TIeIaroriunoi ~ komneTeHTHocTi  HR — MenemkepiB B ymoBax
KOPIOPAaTHBHOT'O HaBUAHHS;

5) opraHizyBaTH TMeJaroriYHUN EKCIEPUMEHT 3 METOH TEpPEeBIpKH
€(EeKTUBHOCTI OOTPYHTOBAaHUX MEJArOriYHUX YMOB PO3BUTKY IICHUXOJIOTO-
nejaroriyHoi  kommnereHTHocTi HR  MeHemkepiB B yMOBax KOPIOPaTUBHOTO
HaBUYaHHS.

HaykoBa HOBH3HA O/iep:KaHUX Pe3yJbTATiB MOJSATAE B TOMY, IO 8nepuie
OOIPYHTOBaHO  MEJAroriyHi  yMOBM  PO3BUTKY  ICHUXOJOrO-TeAaroriyHoi
koMrieTeHTHOCTI HR  MeHemkepiB B yMOBax KOPIIOPAaTHBHOTO HaBYaHHSI
(ctumymioBanHss HR  MenemxepiB 10 PO3BUTKY IMCHUXOJIOTO-TIEAAroriyHol
KOMITETEHTHOCTI; OpTaHi3allis KOHTEKCTHOTO BUKJIAJaHHS Ta HABYAHHS 11 HAOYTTS
JIOCBIJIy peaiizallii MCUX0JoTo-Tearoriynoi KoMrneTeHTHocTi HR MeHemxkepis;
BUKOPUCTAHHS MOTEHITIATy pe(IEKCUBHUX MPAKTUK; PO3POOKa Ta BIPOBAIKCHHS

nporpamu mpodeciitHoro po3BUTKy st HR MeHemkepiB 3 METOI PO3BHTKY
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TICHXOJIOTO-TIEIarOriYHOI KOMIIETEHTHOCTI B YMOBaxX KOPIIOPATHBHOTO HABYAHHS)
Ta EKCIIEPUMEHTAJIBLHO TMEPEBIPEHO iX E€PEKTHBHICTh; YMOUHEHO 3MICT TIOHSTh
«rpodeciiiHa KOMIETEHTHICThY, «IICHXO0JIOrO-Tiefaroriyia KommeTeHTHICTh HR
MEHEJKEPA», KKOPIOpPATUBHE HABYAHHS», @ TAKOXK 3MICT KOMIIOHEHTHO1 CTPYKTYpHU
NICUXOJIOTO-TieiaroriyHoi  komneTeHtHocti HR — MeHemkepa, iHCTpyMeHTapiid
JUarHOCTUKU  CTaHy  PO3BUTKY  IICHXOJOrO-TEIaroriyHoi  KOMIETEHTHOCTI
HR menemxepa; yoockonaneno 3MICT TporpamMu  MpodeciiiHOro po3BUTKY
HR MeHemkepiB 3  METOK  PO3BUTKY  IXHBOI  IICHMXOJIOTO-TIEAroriyHoi
KOMITETEHTHOCTI; 100aIbi020 pO36UMKY HAOYIU TIOJNOXKEHHS PO BUKOPUCTAHHS
MOTEHIlI1ay KOPIIOPAaTUBHOTO HABYAHHS.

IIpakTHYHe 3HAYEHHS AOCJTIIKEHHSI MOJISITae B TOMY, 1110 PO3POOJICHO Ta
BIIPOBAPKEHO MporpaMmy mnpodeciiHoro po3BUTKy HR MeHemxkepiB 3 METOIo
PO3BUTKY IXHBOI TICHUXOJIOTO-TIEaroTiyHOi KOMIETEHTHOCTI. Po3pobiieHo Ta
MPOBEICHO B YMOBax KOpHOpaTUBHOrOo HaBuaHHsd HR MeHemkepiB cemiHap
«IIcuxonoro-nenaroriuda komneTeHTHICTH HR MeHemkepa: TeopeTUUH1 aCTeKTH Ta
MpaKkTUYHE 3acTocyBaHHs», TpeHIHT «CrtumymoBanHs HR wmenemkepiB 1o
PO3BUTKY TCHXOJOTO-TEIaroriyHoi KOMIIETEHTHOCTI», «PeduexcuBHI TpakTUKH
npodeciiHoro po3BUTKY», MPOEKT «Po3pobka mporpamu KOPHOPATHBHOTO
HABYaHHS», JISUTBHICTh MI0JI0 CTBOPEHHS! KOMAHIA Ta KOMaHAHOI pOOOTH, a TAaKOX
POJILOBI 1 J1IOBI ITPH.

OcHOBHI Matepiaii JOCIIPKCHHS, HaBYAIbHO-METOJWYHE 3a0e3MeueHHs
MOXYTh OyTH BHWKOPHCTAaHI BHKJIaJadyaMd JJisi BJOCKOHAJIEHHS TMIATOTOBKHU
MaitOyTHiX HR MeHemkepiB y 3akiajgax BHUIOI OCBITU. Marepiaiin aucepraii
pPEKOMEHJIOBaH1 JJisi YJOCKOHAJICHHS 3MicTy Takux KypciB: «IIpodeciitna
nemarorikay, «PekpyTHHr Ta amanranis mnepcoHany», «HaBuaHHS 1 PO3BHUTOK
TIEPCOHATYY.

[lonoxeHHs, wmaTepiadd Ta BUCHOBKM MOXYTh OYTH BHUKOPUCTaHI
HAYKOBISIMH JIJIs TIOAQTBIITNX JOCTiKEHb.

Crpykrypa Ta o0csr aAuceprauii. Jluceprariis ckiagaeTbes 31 BCTYIY, TPhOX

pPO3MLTIB, BHUCHOBKIB /O KOXHOTO pO3MiTy, 3araJlbHUX BHCHOBKIB, IEPENIKY
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BUKOPHUCTAHUX JDKepes, 1o Hajaiuye 313 HaiiMeHyBaHb, a Takox 12 nomartkis.
3aranbHUM 00CST qucepTallli CTaHOBUTH 276 CTOPIHOK, 13 HUX OCHOBHOTO TEKCTY —
186 ctopinok. [{ucepraitiss Mictuth 18 Tabmuik 1 23 pUCYHKH.

Y Beryni npencraBieHO OOIPYHTYBAaHHS AaKTyaJIbHOCTI JTOCIIJIKEHHS;
BKa3aHO Ha 3B'S30K JUCEPTalii 3 HAyKOBUMH IMpOTpaMaMu, TUTAHAMH, TEMaMH,
BU3HAYEHO 00’ €KT JTOCHIJIKEHHS, MPEAMET, METy 1 3aBJaHHs, TIIOTE3y, a TaKOX
METOAM JTOCHIDKEHHS, OKPECJIECHO HAYKOBY HOBH3HY Ta NPAKTUYHE 3HAYCHHS
OJIEp)KaHUX Pe3yJIbTaTiB, alpoOaIlito Ta BIPOBAKCHHS PE3YJIbTaTIB JOCIIKCHHS;
BKa3aHO OCOOMCTUI BHECOK y MyOJiKaIlisaX, 1110 HAMKMCaHl Y CMiBaBTOPCTBI; MOJaHO
1H(pOpMAaIIIIO ITPO CTPYKTYPY Ta 0OCAT AUCEpTAaLlli.

Y Po3aini 1 «Po3BUTOK nCUXOJ0ro-nenaroriyHoi kommneTeHTHocTi HR
MEHE/DKEPIB B YMOBaX KOPIIOPAaTMBHOTO HAaBYaHHsS SK HAyKOBO-TIEAArorivyHa
npoOJjieMa» MOJAaHO TPaKTyBaHHS OCHOBHUX IOHATH 1 KAaTeropid JOCHIIKCHHS,
OOTPpYHTOBaHO 3MICT 1 CTPYKTYpPY PO3BUTKY  IICHUXOJIOTO-TI€AaroriuHol
KoMIieTeHTHOCTI HR MeHemkepiB; BUKOHAHO aHai3 cy4acHOI MPaKTUKH PO3BUTKY
MICUXO0JIOTO-TIeAArOriyHO1 KoMITeTeHTHOCTI HR MeHemkepiB.

Y Posgini 2 «HaykoBo-mMeToau4HI 3acaayd  PO3BUTKY IICHXOJIOTO-
nearoriyHoi  KomnereHTHocti HR  MeHemkepiB B yMOBax KOPHOPATUBHOTO
HABUaHHSA»  MPEJCTAaBICHO  METOMOJOTII0  JOCHI/DKEHHS;  BU3HAYEHO  Ta
OXapakTEepU30BaHO KpUTEpli, MOKAa3HUKU Ta PIBHI PO3BUTKY IICHUXOJOTO-
nejaroriyHoi  kommetreHTHocTi HR - MeHemkepiB; TpencTaBlIeHO pe3yJbTaTu
J1arHOCTUKHU PO3BUTKY TICUXOJIOTO-TIEAArOri9HOi KommneTeHTHOCTI HR MeHemkepiB;
BU3HAUEHO Ta OOIPYHTOBAHO TMEAAroriyHi yMOBH PO3BUTKY IICHUXOJIOTO-
nefarorivHoi  komrmereHTHocTi HR  MeHemkepiB B yMOBax KOPHOPAaTUBHOTO
HaBYaHHSI.

Y Pozaini 3 «llepeBipka epeKTHUBHOCTI NEAArOriYHUX YMOB PO3BHUTKY
MICUXOJIOTO-TIEIaroriunoi  kommneTeHTHocTi  HR — MeHemkepiB B ymoBax
KOPIOPAaTUBHOTO  HABUaHHS»  IPE3CHTOBAHO  MpOrpaMy Ta  METOIUKY
EKCIIEPUMEHTAILHOTO JTOCIIPKCHHSI, ONTMCAHO BIPOBAKEHHS MEaroriYHuX yMOB

PO3BUTKY ICUXOJOro-neAaroriyHoi kommneteHTHOCTI HR MenemkepiB B ymoBax
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KOPIIOPAaTUBHOTO HABYAHHS, & TAKOXX MPEACTABIICHO 1HTEPIPETAIiI0 PE3yJIbTATIB
nepeBipku €PEKTUBHOCTI MEAATOTIYHUX YMOB PO3BHUTKY ICHXOJOTO-TI€IaroriqyHOl
KoMreTeHTHOCTI HR MeHemkepiB B yMoBaxX KOPIOPaTUBHOTO HaBYAHHSI.

Bu3HadeHo MepcreKTUBY MOJANBIINX MEearoriuHuX J0CIiKECHb.

KirouoBi cioBa: mpodeciiiHa KOMIETEHTHICTh, IICHXOJIOTO-TIEaroriyHa
KOMIIETEHTHICTh, MPO(ECIiHUN PO3BUTOK, JIarHOCTHKA, KPUTEPil Ta MOKA3HHUKH,
KopropaTiBHEe HaB4aHHsI, HR MeHemxep, memaroriydi yMOBH, MOTHBYBaHHS
NepCOHATy, KOHTEKCTHE HaBYaHHS, pPEQICKCHBHI TMPAKTUKH, IeIaroriyHuit
EKCIIEPUMEHT, TPEHIHT, CEMIHAP, POJIBOBI Ta IUIOBI IFPH, TIM-OUTAMHT Ta KOMaHIHA

pobota, mopTdoIIio, MPOEKT.
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INTRODUCTION

Research topicality. At the beginning of the 21st century, in the business
environment, special attention is drawn to the problem of human capital
development, which is considered one of the business advantages of modern
companies. HR management is an art and a science at the same time, as it is aimed
both at the development of the company as a whole and the development of each
employee in particular. HR management involves ensuring balance and harmony in
professional activities, which has a positive effect on increasing labour productivity
and achieving the company’s defined results. Undoubtedly, an important role in this
process is played by HR managers, who are called to organize a professional
environment characterized by minimizing employee turnover, constructive
communication, professional training and development on a continuous basis, etc.
This requires careful initial professional training of HR managers and their
professional development in the framework of corporate training.

Currently, the professional competence of HR managers, the peculiarities of
its development during initial professional training, as well as the possibilities of its
further development in the framework of corporate training are among the topical
issues discussed by theorists and practitioners. Since HR managers work directly
with the company’s personnel, there is a need to develop their psychological and
pedagogical competence. This competence is an integrative component of their
professional competence, includes knowledge and abiliies to use achievements and
knowledge in the field of Psychology and Pedagogy for the purpose of establishing
constructive communication and support, advising employees on opportunities for
professional development, organizing corporate training, etc.

In Ukraine and the People’s Republic of China, the initial professional training
of HR managers is carried out in institutions of higher education, which is regulated
by the relevant regulatory documents: (Ministry of Education of People’s Republic
of China, 1995, 1998, 2013, 2018, 2019, 2020a, 2020b, 2023; Ministry of human
resources and social security People’s Republic of China, 2022; The State Council
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of People’s Republic of China, 2016, 2018, 2019a, 2019b; BepxoBHa pana Ykpainu,
2014, 2017; MinictepcTBO OoCBiTH 1 Haykn Ykpainu, 2018, 2019, 2021) etc.

The problem of professional training of modern specialists, in particular
managers and HR managers, is considered by scientists who are representatives of
various fields of knowledge: Pedagogy, Psychology, and management. The analysis
of scientific literature confirms that various aspects of managers and HR managers’
professional training in the system of higher education have been studied today:

— the theories, concepts, ideas of modern education and training (Akmal,
2023; Aslan, 2017; Baker, Hope, & Karandjeff, 2009; Berns, & Erickson, 2001;
Chuang, 2021; Good, Hughes, Kirca, & McGrath, 2022; Hajar, 2021; Kelly,
Garbacz, & Albers, 2020; Klein, 2018; Knowles, 1980; Land, 2012; Li, 2010;
Mayer, Caruso, & Salovey, 2016; Mukan, & Kravets, 2022; Tennant, 2020);

—  the methodological approaches used in modern education: competency-
based approach (Alt, Naamati-Schneider, & Weishut, 2023; Chappell, Gonczi, &
Hager, 2020; Farahni, Ghorbanizadeh, Taghi Taghavifard, & Rangriz, 2021,
Liskova, & Tomsik, 2013; Marx, & de Swardt, 2023; Mukan, Chubinska, &
Zhongjun, 2023; Skrinjari¢, 2022; Mykan, Mykan, & JIymis, 2021); activity-based
approach (Anwer, 2019; Mishra, Bakhronova, & Djalilova, 2023; Noreen, & Rana,
2019; Tlomeryn, 2021); systematic approach (Chen, Pavlova, & Ramos, 2021;
Dymock, & Tyler, 2018; Lamanauskas, 2023), etc.;

—  the systems, practices and strategies of training: personalized learning
(Blanchard, & Thacker, 2023; Cavanagh, 2014; Cevikbas, & Kaiser, 2022; Matteli,
Grob, Pauli, Reusser, & Stebler, 2023; Xu, Hong, Zhang, Jiang, & Liu, 2023);
collaborative active learning (Chang-Tik, Kidman, & Tee, 2022; van Dam, 2017;
Kanayp, & Bamntora, 2024); contextual teaching and learning (Hakim, & Sari, 2022;
Hyun, Wijayanti, Asbari, & et al., 2020; Indrayati, & Kuni, 2022; Naziah, Caska,
Nas, & Indrawati, 2020; Ruto, Mema, Nduru, & Ota, 2021);

— general and professional competences of managers and HR managers
(Kolot, Lopushniak, Kravchuk, Varis, & Ryabokon, 2022; Meyers, van Woerkom,
Paauwe, & Dries, 2020; Oleksenko, 2015; van den Berg, Stander, & van der Vaart,
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2020; Hopomenko, 2020; dy6incekuit, 2015; 3arpait, 2021; Kobens, 2021; Koxan,
2013; HMurmmuk, & Jlyukis, 2020);

— the development of psychological and pedagogical competence of a
modern specialist (Lukiianchuk, Kharahirlo, Sakhno, Tataurova-Osyka, & Stadnik,
2022; bimrok, & Tpetrko, 2022; 'omontok, 2020; I'opoxiBchka, 2017; T'opoxiBchka,
Myxkan, & Mykan, 2024a; XXnan, booupros, binam, & bensera, 2017; IBamenko,
2021; Kpacunbnauk, 2010; ITiBenb, 2014; Canoenko, 2019; Cracrok, & Took,
2012).

In the context of our research, the publications highlighting the peculiarities
of: human capital development (Asana, Sudipa, & Putra, 2021; Chen, 2022); human
resource management (Armstrong, 2009; Buckley, Wheeler, Baur, & Halbesleben,
2023; Burke, & Morley, 2023; Cheng, 2021; Cooke, Schuler, & Varma, 2020;
Fenech, 2022; Gupta, Khang, Somani, Dixit, & Pathak, 2023; Hongal, & Kinange,
2020; Joo, & Ready, 2012; Jordan, & Troth, 2021; Khang, Rani, Gujrati, Uygun, &
Gupta, 2023; Mansaray, 2019; Shayah, & Sun, 2018; bananoBcbka, MuxaiaideHKo,
& TposH, 2020; Bunauuyk, Maxkorin, & Topmon, 2024; JlroGomyapoBa, &
Smmuko, 2024); continuous professional development (Beltman, 2009; Forde,
McMahon, McPhee, & Patrick, 2006; Hanif, & Ameeq, 2013; Khan, & Siddiqui,
2023; Manoharan, Dissanayake, Pathirana, Deegahawature, & Silva, 2023;
McAdams, & Olson, 2010; Mukan, & Zagura, 2022; Ukko, Hildén, Saunila, &
Tikkamaki, 2017); corporate training as an element of corporate culture of modern
companies (Angelova, 2019; Lorincova, Miklosik, & Hitka, 2022; Molenaar,
Brown, Caile, & Smith, 2002; Mukan, & Bezhrebelnyi, 2024; Nosulich, Mukan, &
Mukan, 2020; Paine, 2021; Peters, & Waterman, 2006; Sxbe, & Midtsundstad,
2022; Schuchmann, & Seufert, 2015; Shamsudin, & Velmurugan, 2023; Suen,
Cheung, Wang, & Hui, 2022; Tian, Tang, & Tse, 2022; Zur, & Friedl, 2021; Banir,
2014; Boumap, & Jloponina, 2018; I'opoxiBcbka, Mykan, & Mykan, 2024b;
30pwuriibka, 2013; Kup’suaosa, 2018; JIutoBuenko, 2015; Xinyxa, 2021b; SIpmoiiok,
Xaym’sHenp, & Slomonceka, 2020) are of particular interest.

Having processed the research literature, having analysed the experience of
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higher education institutions regarding the development of HR managers’
psychological and pedagogical competence as well as experience of modern
companies, we determined the contradictions between: the need for the development
of psychological and pedagogical competence of HR managers and the insufficient
level of research on its theoretical justification; the requirements of employers for
HR managers’ psychological and pedagogical competence, inadequate level of its
formation in the framework of initial professional training and the need to ensure the
appropriate pedagogical conditions for its development in the framework of
corporate training; the necessity of its development in the framework of corporate
training and insufficient level of methodical support for the development of
psychological and pedagogical competence in the framework of corporate training.

The results of the scientific and pedagogical literature analysis, the real need
to systematize the practice of HR managers’ psychological and pedagogical
competence development, as well as the identified contradictions that need to be
resolved, determined the choice of the research topic: “The development of HR
managers’ psychological and pedagogical competence in the framework of
corporate training”.

The relationship of the thesis to scientific programs, plans, themes. The
thesis has been prepared within the framework of the research work of the
Department of Pedagogy and Innovative Education at Lviv Polytechnic National
University: “Theoretical and methodological foundations of the personal and
professional development of a modern specialist in the conditions of integration into
the international educational space” (the number of state registration 0121U113179).
The topic of this thesis was approved (minutes Ne 3/22 dated 24.10.2022) and
specified (minutes Ne 2/23 dated 16.10.2023) at the meetings of the Academic
Council of the Institute of Jurisprudence, Psychology and Innovative Education of
Lviv Polytechnic National University.

The corporate training of HR managers is the research object.

The pedagogical conditions of HR managers’ psychological and pedagogical
competence development in the framework of corporate training is the research
subject.
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The research aim is as following: to determine, substantiate and
experimentally verify the pedagogical conditions of HR managers’ psychological
and pedagogical competence development in the framework of corporate training.

In order to achieve the research aim, the objectives that need to be solved
have been identified:

1) to study the development of psychological and pedagogical competence
of HR managers in the framework of corporate training as a scientific and
pedagogical problem and substantiate its essence and structure;

2) to determine criteria, indicators and levels of HR managers’
psychological and pedagogical competence development in the framework of
corporate training;

3) to substantiate the pedagogical conditions, the implementation of which
allows to ensure positive dynamics in the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training;

4) to develop professional development program for HR managers’
psychological and pedagogical competence development in the framework of
corporate training;

5) to organize a pedagogical experiment with the aim of checking the
effectiveness of substantiated pedagogical conditions of HR managers’
psychological and pedagogical competence development in the framework of
corporate training.

The hypothesis of research. The hypothesis of our research is based on the
assumption that positive dynamics in the levels of HR managers’ psychological and
pedagogical competence development will be assured if the substantiated
pedagogical conditions (encouraging HR managers to develop psychological and
pedagogical competence; organization of contextual teaching and learning to gain
experience in the implementation of HR managers’ psychological and pedagogical
competence; using the potential of reflective practices; the development and
implementation of professional development program for HR managers’

psychological and pedagogical competence development in the framework of



26

corporate training) are implemented.

The following research methods have been used to implement the tasks,
achieve the goal, and test the hypothesis:

— the theoretical methods: bibliographic and comparative methods,
analysis and synthesis, the use of which made it possible to develop the research
resource base; content analysis of normative and legal documents of higher
education; comparison the research results in the field of Pedagogy, Psychology and
management, devoted to the study of the specifics of HR-managers professional
competence as well as their psychological and pedagogical competence; content
analysis, synthesis, comparison, systematization, generalization for working out the
conceptual and categorical research apparatus; generalization and systematization of
the data obtained during the experiment, as well as for the formation of conclusions
at various stages of the research; classification and structuring of the needs, interests
and wishes of HR managers; problem analysis, induction and deduction, abstraction
and specification for identification of components, criteria, indicators, levels of HR
managers’ psychological and pedagogical competence development;

—  the empirical methods: methods of collecting normative and legal as well
as pedagogical information for the purpose of studying the practice of HR managers’
psychological and pedagogical competence development in the framework of higher
education and company’s corporate training; diagnostic methods that contributed to
solving tasks of scientific research (testing, surveys, guestionnaires, observations
and conversations, method of expert evaluation, self-assessment) for evaluation of
motivational, cognitive, activity components of HR managers’ psychological and
pedagogical competence;

— the methods of mathematical statistics (Mann-Whitney U-test) for
quantitative and qualitative analysis of the results of the pedagogical experiment,
verification of reliability.

The scientific novelty of the obtained results lies in the fact that for the first
time the pedagogical conditions of HR managers’ psychological and pedagogical

competence development in the framework of corporate training (encouraging HR
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managers to develop psychological and pedagogical competence; organization of
contextual teaching and learning to gain experience in the implementation of HR
managers’ psychological and pedagogical competence; using the potential of
reflective practices; the development and implementation of professional
development program for HR managers’ psychological and pedagogical
competence development in the framework of corporate training) have been
substantiated and their effectiveness have been experimentally verified; the concepts
“professional competence”, “HR manager’s psychological and pedagogical
competence”, “corporate training”, and the content of the component structure of
HR manager’s psychological and pedagogical competence; tools for diagnosis of
developmental state of HR manager’s psychological and pedagogical competence
have been specified and concretized; the content of the professional development
program for HR managers has been improved, with the aim of developing their
psychological and pedagogical competence; the theses on the use of the potential of
corporate training have been further developed.

The practical significance of the research lies in the fact that the
professional development program for HR managers has been developed and
implemented, with the aim of developing their psychological and pedagogical
competence. The seminar “Psychological and pedagogical competence of HR
manager: theoretical aspects and practical application”, training “Encouraging HR
managers to develop psychological and pedagogical competence”, ‘“Reflective
practices in professional development”, project “The development of corporate
training program”, team building & teamwork activities as well as role-playing &
business games have been developed and implemented in the framework of HR
managers’ corporate training.

The main research materials, educational and methodological support can be
used by university teachers to improve the training of future HR managers in
institutions of higher education. The materials of thesis are recommended for the
improvement of the content of the following courses: “Professional Pedagogy”,

“Recruitment and adaptation of personnel”, “Training and development of
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personnel”.

The theses, materials and conclusions can be used by scientists for further
research.

The research results have been implemented in the educational process of
the several higher education institutions and the system of corporate training of the
companies: Mukachevo State University (Certificate Ne 1457 dated 26.06.2024);
“JETSOFTPRO UKRAINE” LLC (Certificate Ne 1007/01 dated 10.07.2024); Lviv
Polytechnic National University (Certificate Ne 67-01-1421 dated 22.08.2024);
Dairy company “Galychyna” LLC (Certificate Ne 2908/01 dated 29.08.2024).

Personal contribution of the author. All research results were obtained by
the author independently. In the publications prepared in co-authorship, the author
owns the following: Mukan, & Gao, 2023a — the characteristic of contextual teaching
and learning for HR managers’ psychological and pedagogical competence
development; Mukan, & Gao, 2023b — the justification of encouraging HR managers
to develop psychological and pedagogical competence within the framework of
corporate training; Mukan, & Gao, 2024 — the justification of the use of reflective
practices for HR managers’ psychological and pedagogical competence
development within the framework of corporate training.

The approbation of the research results. The materials and results of the
research have been approbated at international scientific and practical conferences:
[Ipodeciitnuii po3BUTOK TMemarora B yMOBax IHTErpaiii 0 €BpOIMEHChKOTo
OCBITHROTO TIPOCTOPY: MDKHApOJHA akajaeMiuHa Ta mpodeciitHa / mpodeciitHo —
nenarorivia  MoOuTeHICTH  (LViv, 2023); AxTyanbHi NpoOJIEMH PO3BUTKY
meaaroriyHoi  ocBiTh: iHHOBamii, BukIMKH, nepcrektuBu (Mukachevo, 2024);
AKTyanpH1 mpobsieMu mnpodeciiHOl MeJaroriku Ta OCBITH: JOCBiJ, HOBaIli,
nepcnektuBu (Lviv, 2024); Scientific problems and options for their solution
(Bucharest, 2024). The research results have been presented and discussed at the
scientific seminars and meetings of the Department of Pedagogy and Innovative
Education of Lviv Polytechnic National University.

Publications. The materials of the thesis are covered in 9 publications of the
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author (6 of which are individual): 5 articles in journals included in the list of
specialized scientific publications of Ukraine, 4 works certifying the approbation of
thesis’ materials.

The structure and volume of the thesis. The thesis consists of an
introduction, three chapters, conclusions to each chapter, general conclusions,
references, which include 313 items, as well as 12 appendices. The total volume of
the thesis is 276 pages, the main text covers 186 pages. The thesis contains 18 tables

and 23 figures.
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CHAPTER 1

THE DEVELOPMENT OF
HR MANAGERS’ PSYCHOLOGICAL AND PEDAGOGICAL
COMPETENCE IN THE FRAMEWORK OF CORPORATE TRAINING
AS A SCIENTIFIC AND PEDAGOGICAL PROBLEM

Chapter 1 “The development of HR managers’ psychological and pedagogical
competence in the framework of corporate training as a scientific and pedagogical
problem” presents the interpretation of the main concepts and categories of research.
In this chapter we substantiate HR managers’ psychological and pedagogical
competence, its content and structure, as well as describe the modern practice of HR

managers’ psychological and pedagogical competence development.

1.1. The main concepts and categories of research

At the beginning of the 21st century, special attention is paid to the problem
of preservation and further development of human capital. In the conditions of
globalization, which affects all spheres of life without exception, the intensive
development of information and communication technologies, ensuring openness
and access to new knowledge, the introduction of innovations and start-ups into the
practice of the economic and business spheres, the level of competition increases.
This requires modern companies and enterprises to improve their own activities, to
take care of the continuous development of their employees to improve their
professional competence (Chuang, 2021; Pagdonsolan, Balan, Mariscal, & Chiu,
2020; Paine, 2021; Yaroshenko, Vapnyarchuk, Burnyagina, Kozachok-Trush, &
Mobhilevskyi, 2020), to advance the management system (Asana, Sudipa, & Putra,
2021; Cheng, 2021; Putra, 2022; Sasikumar, & Marjudi, 2022; Saks, 2022), to form
a corporate culture (Chen, 2022; Gorton, Grennan, & Zentefis, 2022; Lorincova,
Miklosik, & Hitka, 2022; Shamsudin, & Velmurugan, 2023; Tian, Tang, & Tse,
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2022), etc.

Special importance is attached to HR management, as a company activity
aimed at ensuring the efficiency of the use of employees to achieve individual and
organizational goals, which are correlated with the general strategy of the company’s
development (Buckley, Wheeler, Baur, & Halbesleben, 2023; Gupta, Khang,
Somani, Dixit, & Pathak, 2023; Khang, Rani, Gujrati, Uygun, & Gupta, 2023). HR
management is considered from several perspectives: organizational and functional.
From the organizational perspective, HR management has a direct connection with
all employees of the company and all departments whose functions include work
with personnel. In the context of the functional dimension, HR management is
considered as activity aimed at the development of the general strategy of the
company’s development; the analysis of available personnel and forecasting of the
company’s needs in the frame of short-term goals and long-tern vision; the search
for highly qualified specialists, their selection and involvement in the company; the
organization of continuous professional development of the company’s personnel,
which can include both improvement of professional competence and retraining of
employees; the implementation of mentoring in career management of company
employees; the development of a system of remuneration and stimulation of
employees, etc. (Fig. 1.1).

Yakovenko and Petryaev (SIkosenko, & Ilerpsies, 2020) claim that it is worth
singling out the following functions of an HR manager:

—  “recruitment of personnel as a careful selection of applicants for the
proposed position in order to get the best employees who will help the company to
develop;

— performance evaluation as the process of establishing the balance
between the requirements of the position and the characteristics of the employee;

— staff training for the improvement of their qualifications through
trainings and seminars;

—  the development of rewards system for personnel motivation with the

help of incentives and rewards;
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—  career management — achieving goals in career growth” (p. 259).

the development of the general strategy of the company’s
development;
J
the analysis of available personnel and forecasting of the
company’s needs in the frame of short-term goals and [ONg-tern | ———————— e
vision;
J
..... r\
] the search for highly qualified specialists, their selection and 1
involvement in the company;
\, J

the organization of continuous professional development of the
company’s personnel, which can include both improvement of
professional competence and retraining of employees;

the implementation of mentoring in career management of
company employees;

the development of a system of remuneration and stimulation

of employees, etc.

Fig. 1.1. Company HR management: functional dimension
(developed by the author)

The content of the manager’s work organization encompasses the
scientifically based solutions to such issues as the distribution and cooperation of
employees’ work in the department or company, the choice of the optimal system
and work methods, the selection and placement of personnel, the organization of
workplaces and the creation of an effective production environment for company
employees. The specific solutions are determined by the applied methods and

leadership style of a manager, his general education and professional qualification
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level, the improvement of which is one of the most important tasks (Komichuk,
2015). The evaluation of manager’s professional competence is one of the necessary
components “to ensure the efficient operation of the enterprise, avoiding most
conflicts between employees on the basis of unfair bonuses or assigning allowances,
adequate planning of the personnel reserve and ensuring the maximum possible
profit” (Lurunuk, & Jlyakis, 2020, p. 77).

Taking into account the topicality of the problem of company’s employees
professional development, the need to ensure the efficiency of their use, we attach
great importance to the HR managers and their professional competence.

In our study, which is devoted to the research of HR managers’ psychological
and pedagogical competence development in the framework of corporate training, it
is worth clarifying the main concepts and categories which are used in the text:
competence (knowledge, skills, values and attitudes), professional competence,
psychological and pedagogical competence, HR manager’s psychological and

pedagogical competence, corporate training (Fig. 1.2).

professional
competence

knowledge, skills,
values and attitudes

HR manager’s
psychological and
pedagogical
competence

psychological and
pedagogical
competence

corporate training

Fig. 1.2. The main concepts and categories of research
(developed by the author)

A large and growing body of scientific and pedagogical literature has
investigated the competency-based approach and its popularity in educational
sphere. This proves that the initial professional training of specialists is carried out
on the basis of a competency-based approach, which involves a clear description of

educational programs’ content, the definition of expected learning outcomes, as well
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as knowledge, abilities and skills, professional and personal values and attitudes,
which are integrative components of a specialist’s professional competence (Alf,
Naamati-Schneider, & Weishut, 2023; Chappell, Gonczi, & Hager, 2020; Hou, Qi,
Su, Wu, & Tang, 2023; VakilZadeh, Shayanfar, Zabihi-Samani, & Ravanshadnia,
2023).

In our study, the definition of such concepts and categories as competence and
professional competence is provided. We started the definition of the term
“competence” with Merriam Webster Dictionary (2022). In this dictionary it is
determined that “competence is the quality or state of being competent: such as the
quality or state of having sufficient knowledge, judgment, skill, or strength (as for a
particular duty or in a particular respect); legal authority, ability, or admissibility;
the ability to function or develop in a particular way”; as well as “a sufficiency of
means for the necessities and conveniences of life” (Merriam Webster Dictionary,
2022).

In Collins Dictionary one can find the following definition of the concept
“competence’: “the state of being legally competent or qualified”, as well as “ability,
skill, talent, capacity, expertise, proficiency, capability” (Collins Dictionary, 2022).
Competence is determined as “the ability to do something in a satisfactory or
effective way” (McMillan Dictionary, 2022). Skrinjari¢ (2022) claims that
“competences are strongly associated with mastering complex situations
(contradictory information, informal collaboration, and abstract, dynamic, and
highly integrated processes) demanded by modern-day employers and transcend the
level of skills and/or abilities, given their synergistic and inter-related nature” (p. 4).
The Organisation for Economic Cooperation and Development provides the
definition of competences as “more than just knowledge and skills. It involves the
ability to meet complex demands, by drawing on and mobilizing psychosocial
resources (including skills and attitudes) in a particular context” (OECD, 2005, p.
4). The same idea is expressed by Mukan, Chubinska and Zhongjun (2023):
“... competence implies not only the presence of knowledge in a certain field, but
also the presence of a certain qualification, and most importantly, the opportunity
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and right, authority to perform a certain type of work” (p. 4).

This study interprets competence as a basic characteristic that determines the
ability and readiness of an individual to solve problems and tasks in daily life, based
on the practical use of the knowledge system, as well as life experience. The
confirmation of the correctness of author’s interpretation can be found in the
scientific and pedagogical literature, which highlights various aspects of the research
problem, in particular, the development of professional competence of specialists in
various branches of economy (Franco, da Costa, de Almeida Neto, Moraes,
Tambourgi, Miranda, ... & Suppino, 2023; Hunter, Ogunlayi, Middleton, & Squires,
2023; Lawrence, Morrell, & Scott, 2023; Manoharan, Dissanayake, Pathirana,
Deegahawature, & Silva, 2023; Marx, & de Swardt, 2023; Persada, & Nabella, 2023;
Yu, Liu, Qing, & Zhang, 2023).

In the literature, the term “competence” tends to be used to refer to “a set of
knowledge and skills necessary for professional activity: the ability to analyse,
predict the consequences of professional activity, use information” (I'onuapenko, &
et al., 2000, p. 78).

Recently, considerable evidence has accumulated to show that competence
should be interpreted as personality quality. According to Lokareva (Jlokapesa,
2015), “competence is an integrated personality quality, formed at a certain level
thanks to a purposeful process of assimilation of natural and social information,
which becomes an acquisition in the form of knowledge, abilities, skills, experience
and makes it possible to obtain a positive result in the relevant field of activity”
(p. 38). The researcher believes that professional competence, as a complex
construction, contains “the key competences: informational, cognitive-professional,
instrumental-professional, communicative” (Jlokapesa, 2015).

Kozhan (Koxan, 2012) claims, that ‘“competence is an integrative
characteristic of the professionalism of a person who possesses the necessary
competences for the effective performance of professional activities” (p. 549).

We distinguish the components of competence, especially — knowledge, skills,

values and attitudes. In various dictionaries the notion “knowledge” is determined
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as “understanding of or information about a subject that you get by experience or
study, either known by one person or by people generally; awareness, understanding,
or information that has been obtained by experience or study, and that is either in a
person’s mind or possessed by people generally” (Cambridge dictionary, 2023);
“acquaintance with facts, truth, or principles, as from study or investigation; general
erudition; familiarity or conversance, as with a particular subject or branch of
learning” (McMillan dictionary, 2022); “the facts or experiences known by a person
or group of people” (Collins dictionary, 2022). In the context of our research we
conceptualise the category “knowledge” as an integral component of the
competence, which refers to theoretical and applied comprehension of subject, its
essence and features.

In Merriam Webster dictionary one can find the definition of the notion
“skills” as “the ability to use one’s knowledge effectively and readily in execution
or performance; dexterity or coordination especially in the execution of learned
physical tasks; a learned power of doing something competently: a developed
aptitude or ability” (Merriam Webster Dictionary, 2022). McMillan Dictionary
defines the concept “skills” as “the ability to do something well, usually as a result
of experience and training” (McMillan Dictionary, 2022). Skrinjari¢ (2022) offers
the definition of the term “skills” as “automated components of tasks, which are
undertaken with a relatively low mind control and include routine jobs” (p. 4).

“Value” is interpreted in dictionaries as follows: “the importance or worth of
something for someone; the beliefs people have, especially about what is right and
wrong and what is most important in life, that control their behaviour” (Cambridge
dictionary, 2023); “something (such as a principle or quality) intrinsically valuable
or desirable” (Merriam Webster Dictionary, 2022); “the moral principles and beliefs
of a person or group” (Collins Dictionary, 2022).

The category “attitude” is defined as “a feeling or opinion about something or
someone, or a way of behaving that is caused by this” (Cambridge dictionary, 2023);
“a mental position with regard to a fact or state; a feeling or emotion toward a fact

or state” (Merriam Webster Dictionary, 2022); “the way a person thinks and
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behaves; a distinctive quality, appearance, or manner; a way of dealing with a
matter” (Collins Dictionary, 2022).

In our research we consider categories “values” and “attitudes” through the
prism of personal and professional features and define them as the integral
components of a competence, which reflect a valuable personal standard, a socio-
psychological construct of a person, which determines the direction and content of
his behaviour and activity, reflects his personal position, attitude to the world, to
himself, and results in building relationships with others.

In McMillan Dictionary, “ability is the level of skill that someone has in a
particular job or activity” (McMillan Dictionary, 2022). Merriam Webster
Dictionary determines ability as “the quality or state of being able (physical, mental,
or legal power) to do something; competence in doing something; natural aptitude
or acquired proficiency” (Merriam Webster Dictionary, 2022).

It has been demonstrated that competence is a qualitative characteristic.
“Competence is manifested, in our opinion, in a specific situation in the process of
professional activity, because if it remains undetected, potential, then this is not
competence, but only a hidden possibility. Competence cannot be isolated from the
specific conditions of its implementation and activity. Within such an understanding,
we can emphasize that competence means preparedness (theoretical, practical,
personal, psychological, etc.) to carry out a certain professional activity and the
presence of professionally important qualities of a specialist that contribute to this
activity” (Mukan, Chubinska, & Zhongjun, 2023, p. 5).

According to Vasylchenko and Gryshyna (Bacunbsuenko, & ['puiuna, 2006),
“professional competence is a qualitative characteristic of the degree of personal
mastery of one’s professional activity, which involves:

— awareness of one’s motivations for this activity — needs and interests,
aspirations and value orientations, motivations for activity, ideas about one’s social
roles;

— assessment of one’s personal attributes and qualities as a future

specialist: professional knowledge, abilities and skills, professionally important
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qualities;

—  regulation of one’s professional development on this basis (p. 80).

Ukrainian scientist Kolisnyk’s (Komicauk, 2015) study found that the
requirements for management are currently relevant: ... professional competence;
development of personal and professional responsibility based on economic
thinking, universal human values and morality; readiness to analyse and evaluate
problems, tasks, situations, readiness to make decisions; communicative
competence — knowledge of at least one foreign language, mastery of oral and
written literary, ability to prepare documents that are necessarily included in the field
of professional activity, computer literacy, mastery of modern means of
communication; readiness and desire for conscious, permanent, personal and
professional improvement, as well as professional development” (p. 69). Scientists
consider the need for the development of other components of professional
competence, in particular, emotional intelligence. Zagray (3arpaii, 2021) interprets
emotional intelligence as “a construct that consists of five main elements, such as:
self-awareness, self-regulation, empathy, motivation, and social skills” (p. 47).

The clear definition and characteristic of competences justifies the use of
certain criteria, with the help of which they can be identified and evaluated. Among
them we distinguish the title of the competence as the ability to perform a certain
professional action; the descriptors which are considered as characteristic of learning
outcomes, special features of specialist’s readiness to demonstrate relevant
competences; the behavioural indicators (standards of behaviour) as descriptions of
the most effective ways, methods, techniques, technologies of performing
professional actions and expected results; the degree of competence importance for
the position of HR manager; the diagram of the competence development level of
an applicant for the position of HR manager (Koxan, 2012). This idea is supported
by Mukan, Chubinska and Zhongjun (2023) who determine the concept
“professional competence” as ““... a complex integral intellectual, professional and
personal construction, which is formed in the process of his professional training at

a university, is manifested, develops and improves in professional activity, and the
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effectiveness of its implementation depends significantly on the types of specialist’s
theoretical, practical and psychological readiness for it, personal, professional and
individual mental qualities, perception of goals, values, content and features of this
activity” (p. 5). Considering the results of recent research, professional competence
can broadly be defined as an integral characteristic of an HR manager which
encompasses the system of knowledge, skills for its practical application, personal
and professional values and attitudes, which allow him to solve problems in
professional environment which is characterised with rapidity of change and
uncertainty.

It is worth emphasizing that the problem of competence development as well
as HR management is reflected not only in the scientific works of theorists, but also
in documents of the international (International Labour Organization, 2021, 2022,
2023a, 2023b; Saleh, 2012; Wautier, 2020; World Economic Forum, 2020, 2023),
state level (Iep>xaBHuii koMiTeT YKpaiHH 3 MHUTaHb TEXHIYHOTO PETYIIOBaHHS Ta
croxkuBuoi nomituku, 2010; MinicTepcTBO OCBITH 1 Hayku Ykpainu, 2018, 2019,
2021; Ministry of Education of the People’s Republic of China, 1995, 1998, 2018,
2023; The Academic Degrees Committee of the State Council, 1998), professional
associations and organizations (CIPD, 2018; SHRM, 2018; Ykpaiuceka Acorriarris
HR npodecionanis (HRpro), 2023; Chinese Professional Management Association,
2023), companies and enterprises. These documents reflect the requirements of the
labour market and employers, the demands of society, and the interests of various
stakeholders.

Since HR managers work with people, the problem of their psychological and
pedagogical competence development, which we consider as a component of the
professional competence of an HR manager, is obvious. Psychological and
pedagogical competence as a component of the professional competence of a
modern specialist is studied from the perspective of various professions.

Commenting on psychological and pedagogical competence, Zhdan, Bobirev,
Bilash, & Belyaeva ()Knan, boouproB, binamr, & bensera, 2017) analyse it through

the prism of doctor’s profession. Researchers emphasize the special importance of
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psychological and pedagogical competence in the professional activity of a doctor
and single out its components, such as personal and professional motivation,
cognitive competence, perceptual, thinking, psychological, gnostic, communicative,
technological, auto-psychological, personal, etc.

Analysing the psychological and pedagogical competence of civil security
specialists, Ivashchenko (IBamenko, 2021) concludes: “the content of psychological
and pedagogical competence involves: psychological and pedagogical knowledge;
psychological and pedagogical skills (organizational, communicative, gnostic);
motivation to master psychological and pedagogical competence, aspiration to
acquire a high level of professional competence; psychological maturity (ability to
take responsibility for one’s own actions, life and professional self-realization); the
ability to quickly and creatively master professional knowledge and skills and
implement them in practical activities; the ability to constructive cooperation and
partnership relations with people with simultaneous assurance of personal
independence and self-respect; the desire for education, self-improvement and
creativity” (p. 111).

Studying the experience of college teachers, Sadovenko (CamoBenko, 2019)
suggests considering psychological and pedagogical competence based on a
structural approach. The author singles out the components of psychological and
pedagogical competence as follows: psychological-communicative, reflective,
subject, didactic and methodical, managerial, projective (CagoBenko, 2019).

Investigating the psychological and pedagogical competence of a higher
education institution faculty, Homonyuk (I'omontok, 2020) notes that
“professionalism, professional competence of a teacher is not only his achievement
of high professional results and work productivity, but also a special content of
axiological structures of the individual — a system of psychological attitudes,
professionally-value orientations, internal attitude to work” (p. 156).

A number of studies have begun to examine professional and pedagogical
competence. Researcher Gorokhivska (I'opoxiBcbka, 2017) singles out the following

types of professional and pedagogical competence of a teacher:
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—  “psychological and pedagogical competence as one of the systemic
manifestations of the teacher’s professionalism, effective use of knowledge in
solving pedagogical problems;

—  scientific-pedagogical competence, which consists of knowledge of
science, skills and abilities to apply scientific knowledge in practice in the field that
IS studied by science;

—  self-psychological competence in the field of shortcomings and
advantages of one’s own activity and personality;

— didactic and methodical competence, in which didactic and methodical
training are coordinated as a result of relevant competences, which represent a
system of knowledge, abilities, skills and an optimal combination of operation
methods, necessary for professional activity;

— information technology competence, which involves the use of
information technologies in solving pedagogical problems;

— acmeological competence, which is defined as the teacher’s awareness
in the field of communication, to what extent communication processes contribute
to or hinder the achievement of pedagogical results (I'opoxiBceka, 2017).

In a study devoted to the research of psychological and pedagogical
competence essence of engineer-pedagogues, Sergeev (Ceprees, 2012) considers it
as an individual value characteristic that determines the attitude to the teaching
profession as a life content, manifested in the desire for self-development in a certain
subject area, in the acceptance (motivation) and the capacity to use information,
professional and personal experience, as well as one's unique potential, to solve
issues and complete common professional tasks that come up in authentic
educational activity scenarios.

Stasiuk and Tolok (Cracrok, & Tonok, 2012) analyse the psychological and
pedagogical competence of the military through the prism of its demand in
professional activities. Researchers prove that specialists with an insufficient level
of psychological and pedagogical competence are faced with difficulties in the

organization of staff training, make hasty decisions on solving difficult tasks, do not
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know how to establish harmonious relationships with subordinates and avoid
conflicts, form the determination of employees for continuous development, apply
knowledge in the planning and organization of continuous training, analyse the
results of activities, etc.

We agree with Lukyanova (JIykessHoBa, 2007) who considers the following
components of psychological and pedagogical competence:

—  “psychological and pedagogical literacy (the knowledge that is
commonly called general professional knowledge).

—  psychological and pedagogical skills (the ability to use the knowledge in
social-pedagogical activities, in the organization of interaction with students of
different ages);

—  professionally significant personal qualities (the qualities that are

inseparable from the process of socio-pedagogical activity and inevitably “grow”

from the character of the activity)” (JIykesaosa, 2007, p. 92) (Fig. 1.3).

psychological and S psychological and -] professionally significant
pedagogical literacy o pedagogical skills B personal qualities
« the knowledge that is .1 * the ability to use the -]  the qualities that are
commonly called general |-:--] knowledge in social- -] inseparable from the
professional knowledge |-:-] pedagogical activities, in |:-:::] process of socio-

---]  the organization of | pedagogical activity and
interaction with students |--| inevitably “grow” from
of different ages =1 the character of the

- activity

Fig. 1.3. The componéhts of psychological and pedégogical competence
(JIykbsinoBa, 2007)

Another Ukrainian research is convinced that the meaningful definition of
psychological and pedagogical competence remains the subject of discussions
among scientists. In scientific and pedagogical literature, it is interpreted as “a set of
certain personality qualities, characterized by a high level of professional training
for pedagogical activities and effective interaction with learners, others — as a
phenomenon that combines elements of professional and general -culture,

pedagogical experience, enriched with knowledge, the results of scientific research,
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multiplied by professionally significant qualities that are manifested in pedagogical
activity” (Kpacunbauk, 2010, p. 3).

Socio-personal pragmatism and a sense of partnership as a result of the
formation and development of the psychological and pedagogical competence of a
modern HR manager is significant for his professional self-expression and consists
in the awareness of the dependence of the level of social life on the activity of the
individual and, conversely, the self-realization of the individual on the state of
society. Personality is a source of productive, creative professional activity. In turn,
she expects society to create optimal conditions for the realization of her productive
and creative potential.

The psychological and pedagogical competence of a modern HR manager is
an integral component in the system of professional competence. Psychological and
pedagogical competence is a characteristic of a person, which includes such
components as understanding of the professional sphere, methodological and
psychological spheres of professional activity, the ability to solve psychological and
pedagogical, methodological and professional tasks.

Considering the results of previous research, psychological and pedagogical
competence of an HR manager can broadly be defined as an integrative feature,
which includes knowledge and skills in the field of Psychology, Pedagogy, and HR
management, necessary for the organization of continuous development as well as
wellbeing of the company’s employees, contributes to ensuring the efficiency of
professional activity in general and solving complex problems in non-standard
situations of the professional environment, as well as inclinations, orientations and
strategies for the development of one’s own general and professional personal
culture, deepening and accumulation of experience in the field of HR management.
We agree with Smachylo (Cmaumio, 2020) that only well-thought-out actions of the
company’s management aimed at social protection, preservation and development
of the company’s personnel potential will be successful both for the company itself
and for the development of the economy as a whole.

It is clear that educational programs for the initial training of a manager at
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Bachelor’s, Master’s, and Doctor of Philosophy levels are aimed at forming
professional competence and preparing a manager for activity in a professional
environment. However, today, because of the rapid spread of knowledge, there is an
obvious need for continuing education throughout professional activity. So, “in the
conditions of integration and globalization of the world economy, the socio-
economic efficiency of the enterprise is the main prerequisite for ensuring its
competitiveness both at the national and global level. Ensuring the effectiveness,
HR management contributes to increasing the efficiency of the enterprise, which is
one of the most important tasks of the national economy of any country. Acting as
the main criterion for the functioning of the HR management subsystem at the
enterprise, the effectiveness of HR management reflects the level of development,
accumulation and use of human, social and intellectual capital” (XapueBnikona,
2020, p. 355). More over, “as companies strive to keep up with the pace of economic
changes, new employment opportunities are constantly created requiring
professionals with diverse skillsets which might be currently in scarcity. Therefore,
corporate L&D organizations need to face this challenge, find effective ways to train
employees respectively and thus, enhance the culture of continuous learning in their
organizations” (Nosulich, Mukan, & Mukan, 2020, p. 176).

Finding the optimal balance between the organization’s development strategy
and the HR management strategy in accordance with the available resources,
personnel competence, their ideas, ambitions, initiative is a key factor that
determines the competitiveness and effectiveness of the organization’s functioning
in a market (Xurpa, 2020). At the strategic level, HR management enables the
company to simultaneously consider its development goals, the changing external
environment and labour market in particular, recognize shifts in its needs from its
workforce, and uphold the principle of long-term relationships with its employees
while focusing on their personal growth (Mamorenko, 2015).

Corporate training is one of the strategies that has shown to be successful in
the first ten years of the 21 century. Its uniqueness stems from the fact that an

organization or business plans employee training while considering the demands,
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wants, and interests of the labour market, the business, and the individual. “Building
a culture of continuous learning in any organization is almost impossible without
predicting future skills development needs through effective skill assessment”
(Nosulich, Mukan, & Mukan, 2020, p. 176). Further, scientists claim, that “the
organisation’s ability to learn is an essential pre-condition for the ability to innovate,
because it fosters the capacity to develop and adapt to environmental changes”
(Schuchmann, & Seufert, 2015, p. 32).

Personnel continuous professional development, employee retraining, or any
professional reorientation (the goal of retraining is to give employees the opportunity
to master a new specialty), personnel adaptation to working conditions, evaluation
of candidates offered for a vacant position, business career planning and official and
professional promotion of personnel, work with a personnel reserve, etc. are all
included in personnel development. Continuous training of employees provides
them with the necessary knowledge, skills, and experience through general and
professional education (Xinyxa, 2021a).

The first step in organizing staff training is identifying training needs, which
makes it possible to pinpoint exactly which employees inside the organization
require training. Both units and individual personnel as well as the organization as a
whole may require training. The need for personal training is thought to stem from
changes in the company’s strategy, structure, and product as well as changes in the
external environment (economic, legal, and technical, among other things). The
identification of training needs can be done in two major ways: according to
employee needs or according to business needs.

Borodienko (bopomienko, 2015) claims that the development of the education
system nowadays is influenced by various factors. The researcher divides them into
two categories: external (factors of development external to the organization of the
environment — socio-economic, social, competitive — which affect corporate training
in individual organizations); internal (factors determined by the development trends
of the organization itself — its business model, marketing strategy, assortment of

goods and services, specifics of business processes, personnel management policy,
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etc.) (Fig. 1.4).

Corporate training cannot be effective if it is represented only by single events
(business trainings, seminars, courses). Modern corporate training is implemented
in the form of a training system aimed at constant assurance of business strategy and
tactics of the organization with the necessary intellectual resource. A person,
employee is the priority of a modern organization, as well as his knowledge, skills,
experience, and relationships. That is why the process of corporate training and

personnel development should be constant and continuous) (30puiska, 2013).

e factors of development external to the
organization of the environment — socio-
economic, social, competitive — which affect

external factors B o e
corporate training in individual organizations

internal factors

k ............................................................................................

» factors determined by the development trends of \_-:0-:
the organization itself — its business model,
marketing strategy, assortment of goods and
services, specifics of business processes,
personnel management policy, etc.

Fig. 1.4. The external and internal factors of education system development
(bopomienko, 2015)

Schuchmann & Seufert (2015) claim, that “innovation ability implies
requirements in the following two dimensions:

— individuals are required to learn continuously and reflexive in their daily
working processes,

—  the organisation needs to enable and implement innovations through
designing frame conditions” (p. 32).

Corporate training is organized according the following objectives: systematic
knowledge management; search and selection of educational programs and courses;
development and adaptation of educational programs and courses to the specific
needs of the organization; quality control of learning outcomes; development of

personnel reserve; generation of ideas; stimulation of continuous development of the
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organization; development of unified corporate values and corporate culture, etc.

(Fig. 1.5). According to Shtoka (Illtokxa, 2016) corporate training and consulting

make it possible to optimize the use of resources, including

human resources, to

direct them to effective business development, and also give the company’s

employees the opportunity to look at their own capabilities and resources from

another perspective; to evaluate alternatives for using these resources for business

development; to understand which organizational forms and which management

methods are most suitable for the use of resources that ensure the sustainable

development of the company.

systematic knowledge management;

development and adaptation of educational programs and
courses to the specific needs of the organization;

quality control of learning outcomes;

stimulation of continuous development of the organization;

development of unified corporate values and corporate
culture, etc.

Fig. 1.5. The objectives of corporate training (developed by the author)

There is evidence that “the effective system of corporate training for the vast

majority of innovative organizations is one of the most vital elements of corporate

culture and an effective tool for ensuring continuous development and
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competitiveness in the market. It is thanks to the implementation of complex
corporate training programs that there is not a formal accumulation of knowledge,
but the development and reproduction of unique corporate competences, increasing
staff loyalty, strengthening team cohesion, increasing intellectual capital, which
ultimately leads to an increase in the productivity of the organization’s personnel”
(Kup’stnoBa, 2018, p. 251).

Nowadays, there are various organizational forms which are practiced by
companies in corporate training. The choice of organizational forms is carried out
by a company and is determined by its investments, resource, administrative and
management capabilities, considering various risks and advantages. The same
situation is with teaching methods, which are chosen according to the purpose of
event, its content, the number of participants, and the teacher’s qualifications. “Each
of the methods has its advantages and disadvantages, therefore, modern programs of
corporate training mostly combine different ways of presenting the material, taking
into account their strengths and weaknesses and widely using active (problem
solving) method that is most suitable for adult learning tasks. The main criterion in
choosing a method is its effectiveness for achieving the goal of training employees
of the organization” (JIutoBuenko, 2015, p. 49).

Nowadays, businesses try to strengthen their potential by attracting talented,
proactive employees and developing the talents of their own employees. “Talent is
a primary source of competitive advantage for today’s corporate world. The rise in
knowledge economy has resulted in more focus on acquiring and retaining talented
workforce. The best talent is most critical to achieve best results. An effective talent
management system builds the winning organization by proper utilization of
strategies framed at different levels” (Hongal, & Kinange, 2020, p. 64).

Ukrainian researcher Banit (banit, 2014) singles out the main characteristics
of corporate training. The researcher includes the following: active participation and
involvement of all company employees; anticipatory nature of corporate training;
motivation and focus on the needs of the individual and the company; continuity of

corporate training; focus on a clearly defined result of corporate training; creative
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and innovative nature of corporate training (banit, 2014) (Fig. 1.6).

So, the term “corporate training” is used here to refer to the company’s
activity, aimed at organizing continuous training of its employees with the aim of
mastering or deepening their knowledge, forming, developing, improving
professional and key competencies, revealing their talents, which is organized in
accordance with the company’s development strategy as a learning organization,
taking into account the needs and interests of the staff.

So, the objective of the current study was to determine the main concepts and
categories of the research devoted to the study of HR managers’ psychological and

pedagogical competence development in the framework of corporate training.

motivation and focus on the needs of the individual and the LT

company;

Fig. 1.6. The main characteristics of corporate training (basnir, 2014)

This study has identified that competence is a basic characteristic that
determines the ability and readiness of an individual to solve problems and tasks in
daily life, based on the applied use of the knowledge system, as well as life
experience.

The most obvious finding to emerge from this study is that professional
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competence is an integral characteristic of a manager which encompasses the system
of knowledge, skills for its application, personal and professional values and
attitudes, which allow him to solve problems in professional environment which is
characterised with rapidity of change and uncertainty.

One of the noteworthy findings to come out from this study is that
psychological and pedagogical competence of an HR manager is an integrative
feature, which includes knowledge and skills in the field of Psychology and
Pedagogy, necessary for the organization of continuous development as well as
wellbeing of the company’s employees, contributes to ensuring the effectiveness of
professional activity in general and solving complex problems in non-standard
situations of the professional environment, as well as inclinations, orientations and
strategies for the development of one’s own general and professional personal
culture, deepening and accumulation of experience in the field of HR management.

This study has found that generally corporate training should be interpreted as
following: the company’s activity, aimed at organizing continuous training of its
employees with the aim of mastering or deepening their knowledge, forming,
developing, improving professional and key competencies, revealing their talents,
which is organized in accordance with the company’s development strategy as a

learning organization, taking into account the needs and interests of the staff.

1.2. HR managers’ psychological and pedagogical competence: content

and structure

Determining psychological and pedagogical competence of an HR manager
as an integrative feature, we concluded that it is the system of knowledge and skills
in the field of Psychology and Pedagogy, necessary for the organization of wellbeing
as well as continuous development of the company’s employees, contributes to
ensuring the efficiency of professional activity in general and solving complex

problems in non-standard situations of the professional environment, as well as
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inclinations, orientations and strategies for the development of one’s own general
and professional personal culture, deepening and accumulation of experience in the
field of HR management.

We consider HR management as an organized process of effective use of
personnel for the purpose of sustainable development of the company, which is
proved by Shayah and Sun (2018): “as human resource management plays an
indispensable role, HR managers must meet the demands of the dynamically
changing business environment, maintain, and motivate human resources with the
aim of increasing the competitive advantage of organizations” (p. 92). The complex
nature of HR management lies in the fact that the development of the company as a
whole and of a separate department, the employee in particular, depends on its
effectiveness. Therefore, the HR manager is a specialist whose activity depends on
ensuring the effectiveness of the company’s functioning, as well as improving the
quality of professional activity and the well-being of the staff. The evidence
presented thus far supports the idea that “the importance of people in organisations
Is immerse because it is the people that plan, design implement, sustain and end an
organisation’s life. From this rather simplistic but vital point, we can assume that
one of the most important functions in an organisation is the management of the
human resource function” (Senyucel, 2009, p. 10).

Knowledge in Psychology and Pedagogy, as well as the skills of their practical
application in the professional activity of an HR manager, are vital, since these
specialists work with people. Mastering knowledge of Psychology and Pedagogy
provides an opportunity to effectively perform professional functions, in particular,
the function of forming the company’s team. It involves the development of an
employee’s professional profile, forecasting the compatibility of employees based
on knowledge of the mechanisms of individual and group behaviour, the patterns of
behaviour stereotypes, taking into account the specifics of a particular situation,
habits, attitudes, and value orientations of an individual. This also involves the study
of moods, feelings, emotions, psychological climate in the company, motives,

features of interpersonal relations development, individual psychological features of
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employees, etc. To do this, an HR manager must have relevant knowledge and skills
in the use of methods of analysing the professional activity of an employee,
modelling, and expert evaluation.

In order to recruit the company’s personnel, it is necessary to possess the
knowledge and skills of analysing the individual goals and objectives of
employment, the specifics of the development of his general and special abilities,
individual psychological qualities, which is realized through the organization of
conversations, observation, testing, and the use of psychophysiological methods.
Generally, this thesis proves the idea, that “personnel selection is one of the most
critical processes in the study of human work behaviour because it determines the
efficacy of many other issues of human resource management ... Personnel selection
issued by organizations to decide which of the applicants for a job is the most
appropriate for a particular position. In this sense, it is a decision-making process
about the suitability of the candidates” (Salgado, 2016, p. 1).

In order to adapt to working conditions in the company, special pedagogical
knowledge and skills of HR manager are necessary for explaining the labour and
position requirements and norms, internal rules of conduct, the company’s corporate
culture, business etiquette, forming the cohesion of the company’s team, developing
trusting relationships, using the mentorship to new employees. This is exemplified
in the work undertaken by Senyucel (2009). Researching the specificity of HR
management in the 21% century, the scientist claims: “Today the success of
individuals and organisations are measured by their adaptability to change.
Organisations have abandoned the traditional thinking of what is and how people
should work. Employment now means more than having a job. It is not just
something an individual does, but a combination of shared responsibilities and duties
between the organisation and the individual. Employment consists of two sets of
contracts: legal and psychological” (Senyucel, 2009, p. 11).

The psychological and pedagogical competence of the HR manager makes it
possible to organize corporate training. It is obvious that “an organization learns

only through its members, because all learning is done by its individual members.
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Human learning in the context of an organization is very much influenced by the
organization; in turn, it has consequences for the organization and has an impact at
the organizational level... Based on the above, organizational learning refers to the
activity and the process by which organizations utilize human knowledge to improve
and gain experience” (Ukko, Hildén, Saunila, & Tikkamaki, 2017, p. 430). For the
organization of corporate training, it is necessary to understand the problem of
professionally necessary knowledge and skills of the employee, the application of
psychological and pedagogical effect on the employee who is studying for the
purpose of improving knowledge, abilities and skills or retraining, and the use of
effective training methods. For this, an HR manager uses the methods of surveys,
conversations, expert evaluations, organization of trainings, seminars, business
games, case method, and experiments with the aim of developing the company’s
human capital. We find the validation of the logic of our argumentation in the
publkications of researchers who claim: “Once we have spent the time to hire new
employees, we want to make sure they not only are trained to do the job but also
continue to grow and develop new skills in their job. This results in higher
productivity for the organization. Training is also a key component in employee
motivation. Employees who feel they are developing their skills tend to be happier
in their jobs, which results in increased employee retention. Examples of training
programs might include the following: Job skills training, such as how to run a
particular computer program; Training on communication; Team-building activities;
Policy and legal training, such as sexual harassment training and ethics training”
(The Open University of Hong Kong, 2013, p. 5).

General-pedagogical, social-psychological, intercultural, gender knowledge
and their use in practice contribute to the organization of motivating and stimulating
personnel, taking into account their need for stability and providing social
guarantees, ensuring employee safety and security, perception, recognition, respect,
forming a team of one mind people, orientation towards high standards of work and
achievement of a common goal, as well as promotion of career development

(planning and promotion of an employee). We agree, that “essentially, training is a
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deliberate and methodical process designed to change traits, attitudes, and abilities
through intentional learning opportunities. The goal is to provide the background
information, skills, and attitudes needed to perform job duties, help achieve
organizational goals, and produce significant performance improvements” (Devi, &
Frids, 2023, p. 704). Further researchers claim that “Motivation is an important
stimulation which directs human behaviour. No individual has same attitude or
behaviour, hence in midst of this diversity organization are supposed to frame
practices which will be able to satisfy the group and not just an individual.
Organization should be able to identify and evaluate internal motivation which an
employee derives from job satisfaction and further enhance it with external
motivation as required for which organization could take note of motivation
theories” (Varma, 2017, p. 11-12). “Motivation can be interpreted as a strength that
comes from within oneself (intrinsic motivation whose indicators include: giving a
salary, a sense of security, appreciation, and potential development or self-
actualization) or from outside a person (extrinsic motivation whose indicators
include social needs, provision of facilities, and leadership) which encourages a
person to behave in accordance with the provisions, intensity and a certain period of
time related to intrinsic and extrinsic motivation in carrying out work. The
importance of work motivation for a company is as a motivating factor for
employees. Every activity that a person does must have factors that encourage these
activities. Therefore, the driving factor is the needs and desires of the employee.
Work performance can be assessed from work motivation. One of the motivations
given by the company is the provision of appropriate compensation from the
productivity generated in completing the employee’s tasks™ (Sugiarti, 2022, p. 4).
Pedagogical knowledge is significant for personnel evaluation, which
involves the use of methods of objective evaluation of the quality of professional
functions’ performance, interaction and cooperation in the team based on survey,
testing, observation, expert evaluation, etc. “The performance evaluation includes
metrics on which the employee is measured. These metrics should be based on the
job description, both of which the HR manager develops. Various types of rating
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systems can be used, and it’s usually up to the HR manager to develop these as well
as employee evaluation forms. The HR manager also usually ensures that every
manager in the organization is trained on how to fill out the evaluation forms, but
more importantly, how to discuss job performance with the employee. Then the HR
manager tracks the due dates of performance appraisals and sends out e-mails to
those managers letting them know it is almost time to write an evaluation” (The
Open University of Hong Kong, 2013, p. 46).

Considering psychological and pedagogical competence as an integrated
concept formed through the synthesis of theory and practice, covering knowledge,
abilities and skills, values and attitudes, the ability of the HR manager to perform
professional functions, we distinguish in its structure interrelated components:
motivational, cognitive, activity.

In various dictionaries motivation refers to “the act or process of motivating;
the condition of being motivated; something that arouses action or activity”
(Merriam-Webster Dictionary, 2022); “the reason why somebody does something
or behaves in a particular way; the feeling of wanting to do something, especially
something that involves hard work and effort” (Oxford Learner’s Dictionaries,
2022); motivation is determined “in the sense of incentive; in the sense of
inspiration; in the sense of ambition; in the sense of desire; in the sense of drive”
(Collins Dictionaries, 2022).

Based on this interpretation of the concept of “motivation”, we interpret the
motivational component in the structure of psychological-pedagogical competence
of HR managers as an awareness of the role and importance of psychological and
pedagogical competence in professional activity; a system of professional attitudes
and beliefs, motives, personal meanings, interests and goals; striving for self-
knowledge, self-improvement and self-management; awareness of one’s own
professional role, which contributes to professionalization, helps to critically analyse
and evaluate the level of professional tasks, etc. As evidenced by the analysis of the
source base, motivation is the subject of research of many scientists. In our study,

the results of Armstrong’s (2009) research are of special value. He summarises that
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motivation theories refers to “instrumentality (“Taylorism”, Taylor, 1911),
reinforcement (“The motivation process”, Hull, 1951), needs theory (“Hierarchy of
needs”, Maslow, 1954), process|cognitive theory (“Expectancy theory”, Vroom,
1964; Porter and Lawler, 1968; “Social learning theory”, Bandura, 1977)” etc.
(Armstrong, 2009).

We support the statement that “a motive is a reason for doing something.
Motivation is concerned with the strength and direction of behaviour and the factors
that influence people to behave in certain ways. The term “motivation” can refer
variously to the goals individuals have, the ways in which individuals chose their
goals and the ways in which others try to change their behaviour” (Armstrong, 2009,
p. 317).

Armstrong (2009) justifies the division of motivation into intrinsic and
extrinsic. According to the scientist, intrinsic motivation is based on internal
personal factors that determine a person’s further behaviour. “It can take the form of
motivation by the work itself when individuals feel that their work is important,
interesting and challenging and provides them with a reasonable degree of autonomy
(freedom to act), opportunities to achieve and advance, and scope to use and develop
their skills and abilities” (Armstrong, 2009, p. 318). As for extrinsic motivation, it
“occurs when things are done to or for people to motivate them. These include
rewards, such as incentives, increased pay, praise, or promotion; and punishments,
such as disciplinary action, withholding pay, or criticism” (Armstrong, 2009, p.
318). The author is convinced that extrinsic motivators should be considered as
factors that exert a significant influence on increasing employee motivation.
However, this effect is short-term. Conversely, intrinsic motivators have a long-term
effect on the employee, “because they are inherent in individuals and their work and
not imposed from outside in such forms as incentive pay” (Armstrong, 2009, p. 318).

This thesis is supported by Mansaray (2019), who emphasizes: “For intrinsic
and extrinsic they explain how an individual can be motivated by forces within or
forces outside. Thus, intrinsic factors consist of the want for accomplishment and

the chance to do motivating work (self-actualization) whilst; extrinsic factors take
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account of “needs for food, shelter and money”. However, this theory is to remind
the managers that their job is to design the enabling environment that will
promote|facilitate performance by taking into account different situations” (p. 193).

McShane and VVon Glinow (2000) suggest considering motivation through the
prism of internal factors, which include drives and needs. The authors claim: “We
define drives (also called primary needs or innate motives) as hardwired
characteristics of the brain that correct deficiencies or maintain an internal
equilibrium by producing emotions to energize individuals. Drives are the “prime
movers” of behaviour because they generate emotions, which put people in a state
of readiness to act on their environment” (McShane, & VVon Glinow, 2000, p. 134).
The authors further note: “We define needs as goal-directed forces that people
experience. Needs are the motivational forces of emotions channelled toward
particular goals to correct deficiencies or imbalances. So, drives produce emotions,
and needs are essentially the emotional experience channelled toward goals believed
to address the source of emotion” (McShane, & VVon Glinow, 2000, p. 134).

In our study, the motivational component in the structure of HR managers’
psychological and pedagogical competence includes motives (factors that prompt
them to act), needs (awareness of one’s own role in the development of the company
and the desire to improve) and interests (focus on mastering new knowledge). So,
the motivational component of HR managers’ psychological and pedagogical
competence consists of positive motivation, need and interest in achieving success
in professional activities; full personal and professional realization in the corporate
environment; awareness of one’s own role in the development of the company,
ensuring its competitiveness on the market in general, one’s own continuous
personal and professional development of personnel in particular, development of
the organization’s human capital, etc.

In modern dictionaries the concept “cognition” refers to “mental processes; a
product of these processes” (Merriam-Webster Dictionary, 2022); “the process by
which knowledge and understanding is developed in the mind” (Oxford Learner’s

Dictionaries, 2022); cognition is determined “in the sense of perception (the results
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of such a process); in the sense of apprehension (understanding); in the sense of
comprehension (understanding)” (Collins Dictionaries, 2022).

We view the cognitive aspect of HR managers’ psychological and pedagogical
competence as a system of knowledge in Psychology, Pedagogy, and HR
management, which is required for productive activity in the organization. This
definition of "cognition" is based on what contemporary dictionaries define as the
term. This pertains specifically to understanding the Psychology of adult and
workplace traits; the intricacies of personality development (need, motive, character,
personal maturity, temperament, value orientations, abilities); patterns of success
development; and the Psychology of cognitive processes, which unveils an
individual's inner (intellectual, emotional) potential. In their comprehensive study
McAdams and Olson (2010) emphasised the following: “As emerging adults
eventually come to take on the roles of spouse, parent, citizen, and stakeholder, their
traits may shift upward in the direction of greater warmth and care for others, higher
levels of social responsibility, and greater dedication to being productive, hard-
working, and reliable... emerging adulthood marks the exploration of and eventual
commitment to new life goals and the articulation of a new and ideally integrative
understanding of one’s life story. Emerging adults begin to see life as a complex and
multifaceted challenge in role performance and goal pursuit. At the same time, they
seek to integrate the many different roles, goals, and selves they are managing within
an organized identity pattern that provides life with some semblance of unity,
purpose, and meaning” (p. 533-534).

Here it is worth emphasizing the need to take into account the principles of
adult education proposed by Knowles (1980), who underlined that adults have skills
and abilities that determine the specifics of their education:

—  “the ability to develop and be in touch with curiosities (to engage in
divergent thinking);

— the ability to formulate questions... that are answerable through inquiry

(to engage in convergent or inductive-deductive reasoning);
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— the ability to identify the data required to answer the various kinds of
questions;

—  the ability to locate the most relevant and reliable sources of data;

— the ability to select and use the most efficient means for collecting the
required data from the appropriate sources;

— the ability to organize, analyse and evaluate the data so as to get valid
answers;

— the ability to generalize, apply and communicate the answers to the
questions raised” (Tennant, 2020, p. 11).

Knowledge of the emotional and volitional sphere of a person (overcoming
stress, avoiding and resolving conflict situations, establishing interpersonal
communication and cooperation), etc., is important for building a constructive
environment for corporate training.

We believe that the cognitive component of the HR manager’s psychological
and pedagogical competence includes knowledge of patterns and principles of
training; planning, organization, monitoring, evaluation of training in the company.
We agree that “learning can be defined as a relatively permanent change in
behaviour potential that results from experience. This definition of learning has two
important components. First, learning reflects a change in the potential for a
behaviour to occur; it does not automatically lead to a change in behaviour. We must
be sufficiently motivated to translate learning into behaviour... Second, the
behaviour changes that learning causes are not always permanent. As a result of new
experiences, previously learned behaviour may no longer be exhibited” (Klein,
2018, p. 2). We consider the cognitive component as an important element of HR
manager’s psychological and pedagogical competence, which allows him to
establish cooperation on the basis of partnership, to feel the problematic nature of
the situation and to clearly determine the tasks; to acquaint employees with
opportunities for self-improvement based on reflection and analysis of their
experience, determination of one’s own advantages and challenges; to advise

employees on the use of productive methods of evaluating their own learning and
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self-monitoring; to create a favourable psychological microclimate which allows
employees to feel comfortably, protected, confident.

Since an HR manager works with the company’s employees, he must have
knowledge about the essence of their professional activities. Equally significant is
the knowledge of methodological tools, the advantages and disadvantages of its use,
the choice of training forms and methods, the selection of appropriate information
resources and learning material; knowledge of the principles and methods of
monitoring corporate training, its analysis, evaluation, forecasting of possible ways
of its improvement. It enables HR managers to balance the needs and interests of
e,ployees and the business as a whole; to choose and present appropriate learning
materials according to workers’ prior knowledge and skills level; to use engaging,
hands-on learning strategies; and to create a positive learning environment where
employees draw from their own experiences and prior knowledge to further their
education.

According to Aslan (2017), “... inquiry is an effective way to find out what is
known and what has been learned. It helps to discover new things. Curiosity comes
to the forefront in inquiry, leading to the emergence of interest in events, phenomena,
people and objects, giving rise to questions and attempts to find answers to these
questions” (p. 190). The researcher proves that “asking questions is highly critical
during the inquiry process. The quality of the questions asked in this process is also
very important because qualified questions affect the extent to which knowledge,
skills and thoughts is revealed” (Aslan, 2017, p. 190-191).

The possession of this knowledge reflects the level of erudition, flexibility and
critical thinking, creativity and provides an opportunity for reflection, empathy,
understanding and solving psychological and pedagogical tasks, showing initiative
and innovative activity. So, we are talking about methodological knowledge
(regularities of development, knowledge of general approaches and principles of
employee training); psychological and pedagogical knowledge (knowledge of
psychological and pedagogical principles of learning and training); special
knowledge (knowledge of the professional context of the company); methodical



61

knowledge (knowledge of the peculiarities of corporate training methods).

In our opinion, the cognitive component should embrace knowledge of
corporate culture, which includes formal and informal, personal, corporate values
that reflect the company’s mission and development strategy, as well as
organizational culture, culture of communication and relationships, rules, norms,
behaviour models, methods and forms of activity organization, principles, traditions
on which the functioning of the company is based. According to Gorton, Grennan
and Zentefis (2022), “the term culture should be unpacked. A sensible list of
elements in that package, though neither nearly exhaustive nor likely satisfactory to
all, include values, norms, conventions, shared beliefs, customs, traditions, symbols,
rituals, knowledge, ideology, identities, and shared mental models. There is no one
true concept of culture, just as there is no one true model of long-run economic
growth (p. 537). “Corporate culture is instrumental to an organization’s success. It
provides the workplace environment for employees. When people work in an
environment that they perceive as rewarding, they are more likely to perform at a
high level. Furthermore, a company’s success is the result of it performing certain
tasks very well. Corporate culture is what determines these work environments as
well as the tasks at which an organization excels” (Molenaar, Brown, Caile, &
Smith, 2002, p. 19).

Therefore, the cognitive component is based on knowledge in the field of
Psychology and Pedagogy, which is necessary for the professional activity of HR
managers; awareness of the specifics of the company’s corporate culture and one’s
own role in its development and support; as well as psychological and pedagogical
knowledge that reveals the essence of training organization in a constructive
corporate environment.

Modern dictionaries determine activity as “the quality or state of being active:
behaviour or action of a particular kind; natural or normal function such as an
organizational unit performing a specific function” (Merriam-Webster Dictionary,
2022); “a thing that somebody does in order to achieve a particular goal” (Oxford

Learner’s Dictionaries, 2022); activity “in the sense of action; in the sense of pursuit;
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in the sense of functioning” (Collins Dictionaries, 2022). Using the definitions of
the concept of "activity", we interpret the activity component as a set of abilities and
skills necessary for the application of knowledge in a professional environment in
order to solve standard and non-standard tasks of a professional nature. HR
managers should be able to apply psychological and pedagogical skills while
building interpersonal relationships with team members and establishing an active
life position; make judgements about specific professional situations; effectively use
normative documents of the international, national and institutional level to carry
out professional functions; actively participate in solving professional problems in
the field of HR management; organize corporate training to achieve personal and
organizational goals of the company, etc. “It is understandable that each organization
wants to have the most competent employees and the most capable managers. It is
because the organization’s potential success in the market depends on them. The
point is to have the right people at the right time at the right place. This is doubly
true when speaking about managers. Many organizations realize that there is an
urgent need to find new ways how to manage people. The burning questions
especially are the search for good employees (detecting their potential), education
of employees, motivation towards a higher performance, and managing the
employees’ careers” (Liskova, & Tomsik, 2013, p. 496).

In this context, HR managers must possess the skills of reflection on their
professional activities, critical analysis of their own knowledge, abilities and skills,
adequate self-assessment of their own results and personal qualities. “The
development of individual and collective reflectivity is generally thought to result in
organizational renewal and innovativeness, which can further improve business and
financial performance” (Ukko, Hildén, Saunila, & Tikkamaiki, 2017, p. 428). In
other words, it is about mastering diagnostic skills (diagnosis of the needs and
interests of employees and the company, analysis and generalization of experience).
We agree with the statement that “the objective of competence development
intervention is to develop the knowledge, skills, and abilities related to tasks at hand

and to recognize the capabilities needed for a firm’s future survival and success.
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Because the necessary knowledge and skills are continuously changing, and because
predicting critical future capabilities is difficult, the greatest challenge rests in
creating learning opportunities at all organizational levels” (Ukko, Hildén, Saunila,
& Tikkamiki, 2017, p. 429). According to Angelova (23019), “In this context,
corporate trainings are an integral part of any serious corporate policy for human
resource development, which serve both for managers and employees achieving
implementation of two important tasks at the same time. First of all, corporate
trainings usually are initiated by the managers and are conducted implementing
concrete necessity of the company (identified gap of skills or knowledge or both);
on the other hand, the training (regardless of its type and design) is based on the
individual needs of knowledge and skills of the trained employees and specific
achievement and development in the field of training during the course. Therefore,
the trainings provided by the company could be considered as a process of symbiosis
between individual achievements and corporate real needs” (p. 11). It is obvious that
an HR manager needs design skills for developing a learning model, developing a
didactic system, as well as research skills (creative search and creative learning,
implementation of effective methods and techniques, means and forms of learning);
content-procedural (definition of the content of training, design of the educational
process, organization of a constructive learning environment); prognostic skills
(prediction of the further development of corporate training based on the analysis of
previous practice) and their use in practice. Therefore, in our study, we will consider
that the activity component includes the ability to practically apply psychological
and pedagogical knowledge related to the organization of corporate training,
determining its goals and expected results based on reflective practices, managing
the training process of employees, as well as establishing a constructive learning
environment and relationships.

Summarizing the presented research material, we state that the psychological
and pedagogical competence of the HR manager consists of motivational, cognitive

and activity components (Fig. 1.7).
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Fig. 1.7. The structure of HR manager’s psychological and pedagogical
competence (developed by the author)

Interests, needs, motives are the elements of the motivational component of
HR manager’s psychological and pedagogical competence. The cognitive
component of HR manager’s psychological and pedagogical competence comprises
knowledge of Pedagogy, Psychology, and HR management.

The activity component of HR manager’s psychological and pedagogical
competence includes diagnostic-prognostic, organizational-didactic skills, as well as

communication and interpersonal skills.

1.3. Modern practice of HR managers’ psychological and pedagogical

competence development

In the context of our study, the modern practice of HR managers’
psychological and pedagogical competence development requires research. First of
all, it is worth referring to the requirements declared in the documents of associations

and organizations that are recognized at the international level as professional ones
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in the field of management. They work in the modern market, analyse the needs of
companies in the field of HR management, study their activities and understand the
essence of HR managers’ professional functions. The confirmation of the logic and
accuracy of this thesis can be found in the scientific literature. For example, Kozhan
(Koxan, 2013) suggests considering the problem from the perspective of
determining the duties of an HR manager. “The type of HR manager is determined
by the level of the position (HR director, HR manager) with the corresponding
complexity of work and responsibility; by areas (functions) of HR management:
personnel selection manager — recruiter; training and development manager;
motivation manager; compensation and reward manager; project manager; HR
specialist, etc.” (p. 99). There is no doubt that “paying attention to human resources
and promoting their capabilities is one of the most important assets of organizations.
Therefore, transformational and effective actions and activities in the field of human
resource management will enable organizations to expand their core competencies
closer to reality” (Farahni, Ghorbanizadeh, Taghi Taghavifard, & Rangriz, 2021).

Specifying the concept of “professional competence of a manager”, Kolisnyk
(Komicauk, 2015) notes: “Our analysis provides grounds for understanding the
essence of the professional competence of specialists in the field of management as
a quality integrative characteristic of a specialist’s personality, which determines his
readiness and ability to use professional functions in the field of economic activity,
making optimal decisions, using professional knowledge and previous experience to
achieve the desired result through the possession of innovative technologies for the
development of the economy and considering the peculiarities of the society, as well
as personal responsibility for the decisions made” (p. 70).

Scientists claim that there are “different classifications of approaches and
methods for determining competencies” (Farahni, Ghorbanizadeh, Taghi
Taghavifard, & Rangriz, 2021, p. 95). Further researchers distinguish three
approaches, which “can be introduced to determine competencies:

a) Borrowing strategy,

b) Borrowing and localization strategy,
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c) Strategy for creating a suitable model for oneself” (Farahni,
Ghorbanizadeh, Taghi Taghavifard, & Rangriz, 2021, p. 95).

In this context Farahni, Ghorbanizadeh, Taghi Taghavifard and Rangriz
(2021) justify, that“in another classification of competency model design
approaches by Briscoe and Hall, the design of managers’ competency model by
different organizations was done with the aim of categorizing these approaches.
They found that the use of competency models is a recent phenomenon in
organizations that leads them to increase competitiveness by resorting to any means,
including developing the performance of their managers” (p. 25).

In our research, we refer to documents presented by two international
organizations: Chartered Institute of Personnel and Development (United Kingdom)
(CIPD, 2018) and Society for Human Resource Management (SHRM, 2018).
Chartered Institute of Personnel and Development (United Kingdom) is a
professional association of specialists in the field of personnel management. In 2018,
Chartered Institute of Personnel and Development presented “The profession map”,
which “sets the international benchmark for the people profession” (CIPD, 2018).
The structure of “The profession map” includes the following components: purpose;
core knowledge; core behaviours; specialist knowledge (CIPD, 2018) (Fig. 1.8).
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Fig. 1.8. The profession map (CIPD, 2018)
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We agree with the statement, that “traditionally, the competency model is both
an instrument of personnel management and a key element of organizational
strategy; it includes a set of competences necessary for the successful performance
of work and tasks in the organization, successful career growth, increasing
competitiveness on the labour market, etc. Universal competency models can be
created for specific jobs, teams, tasks, activities, and organizations” (Kolot,
Lopushniak, Kravchuk, Varis, & Ryabokon, 2022, p. 326).

According to Chartered Institute of Personnel and Development (CIPD,
2018), “The profession map” encompasses principles-led, evidence-based,
outcomes-driven purpose.

It is worth mentioning that core knowledge, proposed by Chartered Institute
of Personnel and Development (CIPD, 2018) involves the following:

—  “people practice (understanding people practice; law and regulation;
workforce planning; skills and capabilities; performance management; wellbeing;
equality, diversity and inclusion; flexible ways of working; enabling flexible ways
of working);

— culture and behaviour (organization culture; systems thinking;
behavioural science; ethics; learning approaches; facilitation, coaching, consulting;
effective teams; enabling resilience; employee engagement; diverse employee
voices);

—  business acumen (organization strategy and issues; external landscape;
business model; value creation; organization performance; financial literacy;
strategic planning; governance; supplier management: environmental sustainability;
brand);

—  evidence-based practice (evidence-based practice; analysis and problem
solving; data and analytics; research; stakeholder insights; measuring impact);

—  technology and people (people technologies; collaborative technologies;

social media; technology-enabled practices; impact of technology);
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—  change (business cases; managing change; continuous improvement and
innovation; change experience and engagement; change levers; project
management)” (CIPD, 2018).

In the context of our research, it is necessary to consider not only the
knowledge, but also the skills that HR managers should possess, as well as the values
and attitudes that are the components of their professional competence and influence
their behaviour and activities in the professional environment.

“The Profession Map” of Chartered Institute of Personnel and Development
(CIPD, 2018) doesn’t determine the skills of managers. But the analysis of “Core
behaviours” makes it possible to define the core skills through the outlined
behaviours:

—  “ethical practice (ethical decisions, impact of decisions, ethics and law,
transparency, integrity);

— professional courage and influence (courage, communication;
stakeholder relationships, influencing approach, accountability);

— valuing people (purposeful work, humanity, developing others,
supporting managers, enabling voice, promoting wellbeing);

— working inclusively (inclusivity, valuing diversity, building
relationships, collaborative working, sharing knowledge, conflict resolution,
psychological safety);

— commercial drive (commercial focus, customer focus, financial acumen,
delivery focus, personal resilience);

—  passion for learning (the wider people profession, new approaches, CPD,
learning from feedback, self-awareness);

— insights focused (understanding issues, gaining evidence, evaluating
evidence, innovation, identifying connections);

— situational decision-making (evidence-based decisions, decision-
making, adaptability, evaluation decisions)” (CIPD, 2018).

The results of the analysis of this document indicate that the listed

competences and areas of their application relate to all professions belonging to the
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“human-human” system.

There is one more document worth analysing. This is “The SHRM Body of
Competency and Knowledge” of Society for Human Resource Management
(SHRM, 2018), which determines competences of HR managers. It presents the
competence model, which incorporates behavioural and technical competences
(Fig. 1.9).
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Fig. 1.9. Competency model of Society for Human Resource Management
(SHRM, 2018)

The analysis of this model shows that among the behavioural competences

Society for Human Resource Management distinguishes the following: “leadership



70

& navigation, ethical practice, business acumen, relationship management,
consultation, critical evaluation, global & cultural effectiveness, communication”
(SHRM, 2018).

The Competency model of Society for Human Resource Management outlines
HR Expertise or HR knowledge which is subdivided into several domains:

—  “people with the functional areas of talent acquisition & retention,
employee engagement, learning and development, total rewards;

— organization (functional areas: structure of the HR function,
organizational effectiveness & development, workforce management, employee
relations, technology and data);

— workforce (functional areas: HR in the global context, diversity &
inclusion, risk management, corporate social responsibility, employment law &
regulations);

—  strategy (functional areas: business & HR strategy)” (SHRM, 2018).

The requirements for the competences of HR managers, declared in both
documents, reflect the needs of the labour market and employers in the international
context. Also, compliance of the professional competence of HR managers with
these requirements provides grounds for their certification (CIPD, 2018; SHRM,
2018).

We concur with Ukrainian researchers that investments in human capital are
expenditures on health, education, and the ability of employees to move from low-
productive to highly productive businesses. They also strive to improve the
qualifications and talents of employees (bananoBchka, Muxaiinidenko, & TposH,
2020). According to Dubinsky (/{y6incekuii, 2015), an HR manager’s professional
competence consists of the following elements: professionalism, experience,
professional knowledge, skills, and abilities; it also includes raising the level of
competence manifestation through the formation and development of competencies,
acquiring new professional knowledge and applying it; and professional thinking.

In order to understand how higher education institutions train future HR

managers, it is important to examine their curricula and determine how well they
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satisfy employers’ expectations for the professional competence of HR managers
while taking into account local, national, and global contexts.

It is obvious that higher education in Ukraine and the People’s Republic of
China as well as in other countries is developing under the influence of trends in the
international educational space. Among these international trends scientists
distinguish “powerful equipment with modern information technologies, inclusion
in the Internet system; development of distance education for students;
universalization of higher education, integration of higher educational institutions,
both domestic and international, creation of university corporations; transition to
educational standards close to global requirements; significant changes in education
and working conditions,
(Mukan, Huzii, & Lan, 2023, p. 5).

In our research, it is important to analyse the experience of higher education

causing an urgent need for lifelong learning”

institutions regarding the initial training of HR managers (Appendix A), as well as
the development of their psychological and pedagogical competence. For example,
we performed an analysis of educational programs of several universities of Ukraine
and the People’s Republic of China, which offer training programs for managers.
We selected universities using national rankings. In particular, the selection of
higher education institutions of Ukraine was made in accordance with the rating
“Top-200 Ukraine 2023” (The Centre for International Projects “Euro Education”,
2023) (Table 1.1).

Table 1.1
The experience of Ukrainian and Chinese universities in providing educational
programs at Bachelor’s, Master’s and Doctoral levels (developed by the author)

# University Bachelor program | Master program PhD program
1. National Technical | Management and | Management  and | Management
University of Ukraine | Business Business
“Igor Sikorsky Kyiv | Administration Administration
Polytechnic Institute”
2. Taras Shevchenko | Management of | Management and | Management
National University of | organizations Business
Kyiv Administration
3. V. N. Karazin Kharkiv | HR management Management There are no
National University Management of | programs in
organizations  and | Management
Administration
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Management of
organizations
4. Lviv Polytechnic | Management HR management Management
National University
5. Ivan Franko National | Management of | Management of | Management
University of Lviv organizations and | organizations  and
administration administration
6. Tsinghua University Management and | Management Management
business
administration
7. Peking University Management and | Management Management
public
administration
8. Zhejiang University Management and | Management Management
business
administration
9. Shanghai Jiao Tong | Management and | Management Management
University business
administration
10. | University of Science | Management and | Management Management
and Technology of | business
China administration
In this ranking, the best universities of Ukraine occupy the following
positions:

1. National Technical University of Ukraine “Igor Sikorsky Kyiv

Polytechnic Institute”

2. Taras Shevchenko National University of Kyiv

3. V. N. Karazin Kharkiv National University

4.  Lviv Polytechnic National University

5. lvan Franko National University of Lviv (The Centre for International

Projects “Euro Education”, 2023).

Among Chinese universities, we choose 5 universities that occupy the highest

positions in the “2023 Chinese University Ranking” (UniRank, 2023):

1. Tsinghua University

. Peking University

. Zhejiang University

2
3
4. Shanghai Jiao Tong University
5

. University of Science and Technology of China (UniRank, 2023).
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The listed universities offer Bachelor’s, Master’s and Doctoral level programs
for training managers, and experienced teachers are involved in the training of future
specialists in the field of management. Among the offered programs, we singled out
those that are of great interest for our research as well as are directly related to the
training of HR managers.

The National Technical University of Ukraine “Igor Sikorsky Kyiv
Polytechnic Institute” offers the “Management and Business Administration”
program of the first (Bachelor’s) level of higher education (National Technical
University of Ukraine “Igor Sikorsky Kyiv Polytechnic Institute”, 2023). Students
have the opportunity to study the “HR management” course (Shkrobot, 2022b). The
analysis of the syllabus of “HR management” course shows that only one topic is
indirectly related to the pedagogical aspect of HR manager’s activity. It is Topic 10:
“Management of the development process and personnel movement”, according to
which the problem of professional development of the company’s employees is
considered (Shkrobot, 2022b).

At the National Technical University of Ukraine “Igor Sikorsky Kyiv
Polytechnic Institute” the program of the second (Master’s) level of higher education
“Management and Business Administration” (National Technical University of
Ukraine “Igor Sikorsky Kyiv Polytechnic Institute”, 2022) presupposes the
mastering of “Modern technologies of HR management” course (Shkrobot, 2022a).
The analysis of the syllabus of this educational component shows that it involves
mastering the basics of Psychology, but the pedagogical content is absent (Shkrobot,
2022a).

At the National Technical University of Ukraine “Igor Sikorsky Kyiv
Polytechnic Institute”, the program of the third (educational and scientific) level of
higher education “Management” (National Technical University of Ukraine “Igor
Sikorsky Kyiv Polytechnic Institute”, 2019) provides for the study of the “Actual
problems of Pedagogy of higher education” course, aimed at forming the teaching
competence of Doctors of Philosophy and their preparation for work in a higher
education institution (Blokhina, 2022).
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At Taras Shevchenko National University of Kyiv, students have the
opportunity to choose the educational and professional program of the first
(Bachelor’s) level of higher education ‘“Management of organizations” (Taras
Shevchenko National University of Kyiv, 2020a). According to the curriculum,
students study the subject “HR management” during the 5th semester (Bilorus,
2022). The results of the analysis of the content of this course make it possible to
formulate the conclusion that only one topic (Topic 11. Personnel motivation and
system efficiency) in this subject partially reveals the psychological aspects of the
work with personnel, and the development of pedagogical knowledge is not foreseen
(Bilorus, 2022).

Taras Shevchenko National University of Kyiv offers an educational and
professional program of the second (Master’s) level of higher education
“Management and Business Administration” (Taras Shevchenko National
University of Kyiv, 2020b), however, no educational component of this program
involves the development of psychological and pedagogical competence of a
manager. The same applies to the educational and scientific program for the training
of a Doctor of Philosophy. The educational component “Assistant Pedagogical
Practice” is the exception (Taras Shevchenko National University of Kyiv, 2022).

The study of the experience of V. N. Karazin Kharkiv National University
shows that this institution of higher education of Ukraine offers an educational and
professional program of the first (Bachelor’s) level of higher education “HR
management” (V. N. Karazin Kharkiv National University, 2023a). The analysis of
this program shows that the development of psychological and pedagogical
competence is provided by a number of educational components, including
“Psychology and Pedagogy”, “HR management”, ‘“Personnel motivation an
evaluation”, “Training and coaching technologies in HR manager’s activity”,
“Leadership and teamwork”, as well as elective course “Psychology of social
interaction” (V. N. Karazin Kharkiv National University, 2023a).

The educational and professional programs of the second (Master’s) level of

higher education “Management of organizations and administration” (V. N. Karazin
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Kharkiv National University, 2022), “Management of organizations” (V. N. Karazin
Kharkiv National University, 2023b), offered by V. N. Karazin Kharkiv National
University, do not provide any course for the development of psychological and
pedagogical competence of future managers. Also, this institution of higher
education does not offer an educational program for training Doctors of Philosophy
in the field of “Management”.

According to the information posted on the website of Lviv Polytechnic
National University, this institution of higher education offers first (Bachelor’s)
(Lviv Polytechnic National University, 2023a), second (Master’s) (Lviv Polytechnic
National University, 2023b, 2023c, 2023d) and the third (educational-scientific)
level of higher education programs (Lviv Polytechnic National University, 2022) in
“Management”.

The Bachelor’s program “Management” allows students to choose several
specializations, among which there is “HR management and administration”. The
analysis of the program shows that this specialization is implemented through the
study of a number of courses. In particular, future bachelors study “HR analytics”,
“Personnel motivation”, “Leadership technologies in organization”, “Management
of intellectual potential of organization”, “Psychology and social-legislative
dialogue in management”, “Corporate culture”, and “Management of personnel
development in organization” (Lviv Polytechnic National University, 2023a).

The Master’s program “HR management” provides the possibility to study
such core educational components as “Personnel recruiting and adaptation”,
“Personnel learning and development”, as well as elective courses: “Personnel
assessment and HR analytics”, “Corporate culture and communication
management”, ‘“Talents management”, “Team management and transformative
leadership”, “Employer brand and social responsibility”, and “Conflict
management” (Lviv Polytechnic National University, 2023d).

Among the elective courses of the educational and scientific program
“Management” for future Doctors of Philosophy, one can find such educational

components as “Communication management”, “Anticipative management”,
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“Modern concepts of human capital management”, and “Socio-humanistic paradigm
of management” (Lviv Polytechnic National University, 2022).

At lvan Franko National University of Lviv, students can choose the
Bachelor’s program titled “Management of organizations and administration” (Ivan
Franko National University of Lviv, 2021). This program involves the study of
courses, mastering knowledge which contributes to the development of
psychological and pedagogical competence: “Psychology of management”,
“Multicultural management”, “Self-management”, “Leadership and group
dynamics”, “HR management”, and “Communication management”. Among the
elective courses one can find “Business-training of professional success” (Ivan
Franko National University of Lviv, 2021).

The program for the same specialty of the second (Master’s) level of higher
education offers such core courses as “Corporate management”, “Leadership
Psychology”, “Management consulting”, as well as elective courses: “Knowledge
management”, “Modern technologies of HR management”, “Strategic leadership in
frame of changes”, “Corporate social responsibility”, “Management of
communicative processes at the enterprise”, “Psychology of personnel selection”
(Ivan Franko National University of Lviv, 2023).

The educational and scientific program of the third (educational and scientific)
level of higher education “Management”, which provides the possibility to study
such courses as ‘“Methods of knowledge conceptualization”, “Pedagogy of higher
education”, “Psychology of higher education”, is worth mentioning in our study
(Ivan Franko National University of Lviv, 2022).

In Ukraine and China, the reform of higher education is underway. It is aimed
at its modernization, standardization and harmonization with the trends of the
international space of higher education (Ministry of Education of People’s Republic
of China, 2013, 2019, 2020a; The State Council of People’s Republic of China,
2018; The State Council, XinhuaNet of People’s Republic of China, 2019a, 2019b).

Jing (2020) claims, that “Education Modernization 2035 in China” further
proposes to improve the education quality standard system, and formulate education
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quality standards that cover the whole school sector, reflect the world’s advanced
level and meet the characteristics of different types of education at different levels.
In 2018, the national standards for the class teaching of undergraduate course of
common colleges and universities, this is issued to the nation and the world’s first
national standards for higher education teaching, and the developing trend in the
world attaches great importance to the talent training quality is consistent, the
construction with Chinese characteristics, the level of higher education quality
standards system has an important landmark significance” (p. 3).

In China, special attention is paid to ensuring the quality of higher education
and developing standards for the training of Bachelors, Masters and Doctors of
Philosophy (Ministry of Education of People’s Republic of China, 2020a, 2020b;
The State Council of People’s Republic of China, 2016).

It should be emphasized that higher education standards have been developed
and approved in Ukraine for the training of bachelors (Ministry of Education and
Science of Ukraine, 2018), masters (Ministry of Education and Science of Ukraine,
2019), and Doctors of Philosophy (Ministry of Education and Science of Ukraine,
2021) in the field of knowledge “Management”. In the context of our research, it is
worth analysing those general and professional competencies, which are considered
as components of such an integrative concept as the psychological and pedagogical
competence of a manager, in particular, an HR manager.

For example, the standard of higher education of the first (Bachelor’s) level
declares that managers should possess the following competencies:

—  “general: the ability to learn and master modern knowledge; valuing and
respecting diversity and multiculturalism; the ability to act on the basis of ethical
considerations (motives);

—  professional: the ability to act socially responsibly and consciously; the
ability to work in a team and establish interpersonal interaction when solving
professional tasks; the ability to evaluate the performed work, ensure the quality and
motivate the organization’s personnel; the ability to create and organize effective

communications in the management process; understand the principles of
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Psychology and use them in professional activities; the ability to form and
demonstrate leadership qualities and behavioural skills” (MinicTepcTBO OCBIiTH 1
Hayku Ykpainu, 2018).

Regarding the standard of higher education of the second (master’s) level in
the field of “Management”, it is declared here that masters are expected to be able
to demonstrate the following competencies:

—  “general: the ability to communicate with representatives of other
professional groups of different levels; the ability to motivate people and move
towards a common goal; the ability to act on the basis of ethical considerations
(motives);

—  professional: the ability to establish values, vision, mission, goals and
criteria by which the organization determines further development directions,
develop and implement appropriate strategies and plans; ability for self-
development, lifelong learning and effective self-management; the ability to form
leadership qualities and demonstrate them in the process of managing people; the
ability to wuse psychological technologies for working with personnel”
(MinicTepcTBO OCBiTH 1 Hayku YKpainu, 2019).

Scientists claim, that many innovations and reforms have been introduced into
the higher education of China. “A significant reform since the late 1990s has been
the amalgamation of several higher education institutions to create strong,
comprehensive universities. The principal goal is to achieve administrative,
economic and academic benefits, by merging institutions into large units, based on
the assumption that larger units would yield qualitatively stronger academic
institutions and better management and use of administrative resources” (Li, 2010,
p. 60). The reflection of our own experience provides possibility to agree that
“higher education has entered the era of popularization in China. To adapt to the
development of higher education globalization and internationalization, we should
further deepen reform and innovation, and accelerate the construction and
improvement of quality assurance, so we can effectively improve high education
quality” (Jing, 2020, p. 4).
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Nowadays, in Tsinghua University (Tsinghua University, 2023), Zhejiang
University (Zhejiang University, 2023), Shanghai Jiao Tong University (Shanghai
Jiao Tong University, 2023), University of Science and Technology of China
(University of Science and Technology, 2023) students are trained according to the
“Management and business administration” educational program for Bachelor
degree, and “Management” program of Master’s and Doctor of Philosophy levels of
higher education. Similar situation is in Peking University with the only difference
in the Bachelor’s program, which is called “Management and public administration”
(Peking University, 2023).

The analysis of educational programs of Chinese universities shows that the
situation is similar to the experience of Ukraine. The list of disciplines that form the
psychological and pedagogical competence of future managers is analogous in four
out of five universities (Tsinghua University, 2023; Zhejiang University, 2023;
Shanghai Jiao Tong University, 2023; University of Science and Technology, 2023).
Here, programs of the first (Bachelor’s) level of higher education offer such courses
as “Management”, ‘“Modern enterprise management”, “HR management”,
“Organizational behaviour” (Tsinghua University, 2023; Zhejiang University, 2023;
Shanghai Jiao Tong University, 2023; University of Science and Technology, 2023).
According to the educational program of Peking University, future bachelors study
the following courses: “Public administration”, “Management Psychology”, “Public
administration”, “Public ethics”, “Science of leadership” (Peking University, 2023).
However, the educational programs of the second (Master’s) and third (educational
and scientific) level of Doctor of Philosophy training in all five universities do not
provide special courses in this direction (Tsinghua University, 2023; Zhejiang
University, 2023; Shanghai Jiao Tong University, 2023; University of Science and
Technology, 2023; Peking University, 2023).

Based on the analysis of the experience of higher education institutions of
Ukraine and China which offer programs in the field of knowledge “Management”
and train future managers, as well as HR managers, we confirm that this experience

is characterized by the following features:
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—  the development, approval and application of higher education standards
in the practice of higher education institutions for the first (Bachelor’s), second
(Master’s), third (educational and scientific) levels of higher education;

—  the application of the mechanisms of centralization of educational
programs development (the development of university programs for the first
(Bachelor’s), second (Master’s), third (educational and scientific) level of higher
education is implemented in accordance with state standards of higher education)
and decentralization (using the right of autonomy, modern universities are
independent in the development of educational programs’ content) in educational
programs development;

—  the training of future manages including those who will work with
company HR, according to the programs in specialties ‘“Management”,
“Management of organizations and administration” (Ukraine), “Management and
business administration”, “Management and public administration” (China) and
their offer to students by 5-top universities of Ukraine and People’s Republic of
China with the simultaneous absence of special educational components, which
contribute to the development of psychological and pedagogical competence of HR
managers;

—  the provision of educational programs in the specialty “HR management”
by the Faculties of Economics and Management (experience of Ukraine and China),
as well as Faculties of Management and Administration, Faculties of Public
Administration, Faculties of Social Sciences (experience of China) in higher
education institutions;

— the use of various mechanisms for the development of distinct
components of psychological and pedagogical competence of future HR managers:
emphasizing the study of individual educational components in Psychology or
Pedagogy as well as integration of knowledge from Psychology and Pedagogy into
the content of professional courses, but psychological and pedagogical competence
(as an integrative feature, which includes knowledge and skills in the field of

Psychology and Pedagogy, compulsory for the organization of continuous
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development as well as wellbeing of the company’s employees, which contributes
to ensuring the efficiency of professional activity in general and solving complex
problems in non-standard situations of the professional environment, as well as
inclinations, orientations and strategies for the development of one’s own general
and professional personal culture, deepening and accumulation of experience in the
field of HR management) is not formed.

The performed analysis shows that the development of psychological and
pedagogical competence at the level of initial professional training of HR managers
Is insufficient, it does not differ in systematicity aimed at the development of its
individual components, which justifies the need for its development in the process

of corporate training.

Conclusion to Chapter 1

In Chapter 1 “The development of HR managers’ psychological and
pedagogical competence in the framework of corporate training as a scientific and
pedagogical problem” the interpretation of the main concepts and categories of
research is presented; HR managers’ psychological and pedagogical competence, its
content and structure are interpreted; and the modern practice of HR managers’
psychological and pedagogical competence development is substantiated and
described.

It was discovered that contemporary businesses give careful consideration to
the issue of employees’ professional growth and competence development, which
falls under the purview of HR management. This subject is studied from several
angles by theorists and practitioners, as evidenced by the variety of publications they
have produced.

The chapter presents the interpretation of the main concepts and categories of
research, including competence, knowledge, skills, values and attitudes, professional

competence, psychological and pedagogical competence, HR managers’
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psychological and pedagogical competence, corporate training.

Based on the study of the terminology, it was concluded that psychological
and pedagogical competence of an HR manager should be interpreted as an
integrative feature, which includes knowledge and skills in the field of Psychology
and Pedagogy, necessary for the organization of continuous development as well as
well-being of the company's employees, contributes to ensuring the efficiency of
professional activity in general and solving complex problems in non-standard
situations of the professional environment, as well as inclinations, orientations and
strategies for the development of one's own general and professional personal
culture, deepening and accumulation of experience in the field of HR management.

The content and structure of HR managers’ psychological and pedagogical
competence, which includes motivational, cognitive, activity components, was
analysed and substantiated. The motivational component is interpreted as an
awareness of the role and importance of psychological and pedagogical competence
in professional activity; a system of professional attitudes and beliefs, motives,
personal meanings, interests and goals; striving for self-knowledge, self-
improvement and self-management; awareness of one’s own professional role,
which contributes to professionalization, helps to critically analyse and evaluate the
level of professional tasks, etc. The cognitive component is based on knowledge in
the field of Psychology and Pedagogy, which is necessary for the professional
activity of HR managers; awareness of the specifics of the company’s corporate
culture and one’s own role in its development and support; as well as psychological
and pedagogical knowledge that reveals the essence of training organization in a
constructive corporate environment. The activity component is considered as a set
of abilities and skills necessary to practically apply psychological and pedagogical
knowledge related to the organization of corporate training, determining its goals
and expected results based on reflective practices, managing the training process of
employees, as well as establishing a constructive learning environment and
relationships.

Based on the analysis of professional associations’ documents in HR
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management, experience of higher education institution, it was justified that the
modern practice of HR managers’ psychological and pedagogical competence
development within the initial professional training of future HR managers is not
sufficient regarding psychological and pedagogical competence development. These
conclusions substantiate the need for the development of psychological and
pedagogical competence of HR managers within the framework of corporate
training.

The content of this chapter is presented in the following publications: Gao,
2023a; Gao, 2023b; Gao, 2024a; Gao, 2024b; Gao, 2024c.
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CHAPTER 2

THE SCIENTIFIC AND METHODICAL PRINCIPLES
OF HR MANAGERS’ PSYCHOLOGICAL AND PEDAGOGICAL
COMPETENCE DEVELOPMENT
IN THE FRAMEWORK OF CORPORATE TRAINING

Chapter 2 “The scientific and methodical principles of HR managers’
psychological and pedagogical competence development in the framework of
corporate training” presents the specificity of research methodology; the
characteristics of criteria, indicators and levels of HR managers’ psychological and
pedagogical competence development. This chapter reveals the diagnostics of HR
managers’ psychological and pedagogical competence development, as well as
justification of pedagogical conditions for HR managers’ psychological and

pedagogical competence development in the framework of corporate training.

2.1. Research methodology

Over the past two decades, significant changes have taken place as a result of
rapid scientific and technological development. In this regard, education now plays
an important role, as it provides opportunities for shaping the readiness of society to
adapt in a rapidly changing environment through the use of improved educational
programs, textbooks, teaching and assessment methods. At the beginning of the 21st
century, theorists and practitioners pay special attention to the problem of
continuous training and professional development of specialists throughout their
professional activities. It is based on the peculiarities of the development of the
modern labour market, the requirements of employers for the level of specialists’
competence, their readiness to perform professional functions in conditions of
uncertainty and the rapidity of changes of various nature.

The modern methodology of pedagogical science distinguishes between
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different types of scientific research: fundamental research, applied research, and
experimental research. The results of fundamental research are of general
importance because they are the result of high-quality research projects and the
application of sophisticated methods that involve originality, imagination and
ingenuity (Wilson, & MacLean, 2011). The methodology of fundamental research
IS rigorous, involving highly structured, intensive and systematic scientific
processes. It uses careful sampling techniques, allowing for the extension of findings
beyond the selected sample groups and drawing broad generalizations or principles
that lead to further theory development.

As for experimental studies, it is worth noting that they aim to solve an urgent
practical problem. Such studies are conducted in relation to real problems and in real
educational environment in which they arise in practice.

Thanks to experimental research, teachers can often solve problems that arise
in the educational process, exact teaching-learning situation (Gall, Borg, & Gall,
1996). Although experimental studies may address some specific questions, they
may not provide general knowledge to address other issues. Research at this level is
usually classified by the degree to which the results are directly applicable to solving
a practical problem.

Fundamental research often has long-term practical benefits. For example,
progress in the practice of medicine depends on fundamental research in
biochemistry, microbiology, and genetics. In the same way, progress in educational
practice is connected with progress in the discovery of general laws, by performing
fundamental psychological, pedagogical, and sociological research.

For example, when creating general theories of learning, researchers
frequently observe classes to get insight into the learning process. Context and social
structure are two factors that researchers need to take into account because they are
absent from the lab’s artificial setting (Newman, & Gough, 2020). Once theories are
formulated, they can be tested through further research in practice.

Applied research presupposes improvement of education through change,

which involves educators working together to advance their own practice (Biesta,
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2020). Practical research comprises solving specific problems, thus providing the
access to the results of research. It is also a way of developing critical thinking and
openness, which involves developing a clear strategy, applying a systematic
approach to the comprehension of educational process and analysing educational
problems, substantiating teaching practice.

Experimental research is any systematic inquiry conducted by pedagogues,
principals, consultants, or other stakeholders in the educational environment to
collect information about how specific educational institutions operate, teachers
teach, and students learn. Its purpose is to provide teachers-researchers with the
opportunity to advance their own professional activities, to provide tools for solving
everyday problems.

We agree, that “research is guided by a thoughtful, well-articulated question
that originates in a need, concern, or problem; matters to oneself and others; is
carried out in a planned, intentional, and systematic manner; engages and draws on
multiple sources and kinds of information (e.g., primary, secondary, first-hand);
entails a careful recording of findings and information” (Blakeslee, & Fleischer,
2019, 5). Studying the specificity of experimental research, Abari and Akinyemi
(2023) argues, that “this is a systematic, controlled, empirical and critical study of
the relationship between natural phenomena. It is a scientific study in nature. It
investigates possible cause-effect relationships by exposing one or more
experimental groups to one or more treatments (independent variable) and having
one or more control groups not receiving the treatment. It, therefore, manipulates its
independent variable(s)” (p. 15).

Pedagogical research is a formal, systematic application of research methods
to study educational problems. Pedagogical research is carried out with the aim of
obtaining reliable pedagogical information about the educational process.
Pedagogical research, like scientific research in other fields of scientific knowledge,
Is important for providing valuable and reliable knowledge, thanks to which it is
possible to ensure the effectiveness of the educational process, to improve certain of

its components or the activities of the participants of the educational process
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(Newman, & Gough, 2020).

Any research requires a clear definition of the aim and objectives, the
development of a plan for its implementation and the selection of appropriate
research methods. First of all, we note that for the development of the research
program we used the theoretical and methodological theses proposed by proficient
scientists (Coe, Waring, Hedges, & Ashley, 2021; Cohen, Manion, & Morrison,
2017; Cuttance, & Ecob, 1988; Dawadi, Shrestha, & Giri, 2021; Efron, & Eavid,
2019; Egbert, & Sanden, 2019; Elliott, 2022; Hajar, 2021; Hatch, 2023; Kumatongo,
& Muzata, 2021; Harring, Stapleton, & Beretvas, 2015; Jaccard, J., & Jacoby, 2020;
Kelly, Garbacz, & Albers, 2020; Khine, 2022; Land, 2012; Lichtman, 2023; Mertler,
2021; Newman, & Gough, 2020; O’Connell, & McCoach, 2008; Privitera, &
Ahlgrim-Delzell, 2018; Treagust, & Won, 2023; Valverde-Berrocoso, Garrido-
Arroyo, Burgos-Videla, & Morales-Cevallos, 2020; Zhao, Llorente, & Gomez,
2021; Wiersma, 1994).

The methodology of our research is based on the system of theoretical
knowledge, guiding cognitive principles, methods and means of scientific research.

The idea of our research is to carry out the organized development of HR
managers’ psychological and pedagogical competence in the framework of
corporate training through the substantiation of its theoretical foundations, the
design of an appropriate professional development program and the provision of
special pedagogical conditions.

Our research is based on the following methodological principles:

— the principle of objectivity (taking into account the factors influencing
the object of research; the conditions in which it is implemented);

— the principle of evidence (consideration of all possible, alternative
options for the analysis of the research object);

— the principle of comprehensiveness (the study of HR managers’
psychological and pedagogical competence development as a process implemented
in the framework of corporate training, as well as based on the use of various

research methods);
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—  the principle of substantive analysis (revealing the structure of HR
managers’ psychological and pedagogical competence development in the
framework of corporate training, taking into account its regularities, conditions and
factors).

Our research is grounded on the application of a systematic approach,
according to which the development of HR managers’ psychological and
pedagogical competence in the context of corporate training is considered as a
system represented by components with functional connections between them. The
relevance of the problem of applying a systematic approach is confirmed by
publications: in educational research (Kaplan, & Garner, 2020; Marchand, &
Hilpert, 2020; Tabron, & Thomas, 2023; Treagust, & Won, 2023), education
(Lamanauskas, 2023), professional development (Dymock, & Tyler, 2018; Chen,
Pavlova, & Ramos, 2021), corporate training (Burke, & Morley, 2023; Blanchard,
& Thacker, 2023), etc. The use of a systematic approach in research allows to
characterize the subject of research as a whole, which is characterized by such
qualities as complexity, clear organization and breadth of coverage. Researchers
claim that “research is a systematic and objective activity of discovering knowledge
to answer a certain question or solve a problem. Over the years, human beings have
used a variety of techniques to find new knowledge. Some of these include; tradition,
authorities, personal experience, intuition, trial and error, logical reasoning and
scientific research. However, research is the most popular and preferred technique
of discovering knowledge. This is because research is formal and the process can be
replicated” (Osman, 2017, p. 29).

In scientific literature we found various definitions of the concept “system’:
“a system is defined by elements related to each other, and to other systems”
(Johannessen, 2019, p. 2); “a system is composed of people and their artefacts”
(Bunge, 1996, p. 21). From the perspective of social sciences, authors emphasise the
existence of relations and functions between the elements of a system: “... a

mechanism is a process in a concrete system, such that it is capable of being about
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or preventing some change in the system as whole or in some of the subsystems”
Bunge (1997, p. 414).

Consideration of the research problem from the standpoint of a systematic
approach involves the development of a generalized model of HR managers’
psychological and pedagogical competence development, which reflects a set of
interacting elements that reveal their properties in the framework of corporate
training. This justifies the need to study the mechanisms and nature of these
relationships, in particular, goals and tasks with content, organizational forms and
training methods, a comprehensive description of the psychological and pedagogical
competence of HR managers and the content of training, the development of
diagnostic tools, the use of appropriate methods of data analysis and processing etc.

The use of a contextual approach is as well significant for our research (Hyun,
Wijayanti, Asbari, & et al., 2020; Naziah, Caska, Nas, & Indrawati, 2020;
Welerubun, Wambrauw, Jeni, Wolo, & Damopolii, 2022). The application of the
contextual approach makes it possible to consider the development of HR managers’
psychological and pedagogical competence through the context of solving important
professional tasks. It is about harmonizing training with the needs and interests of
HR managers, their goals and means of learning, which contribute to the
improvement of professional activity. Berns and Erickson claim that contextual
training is realized in the frame of the “conception of teaching and learning that helps
teachers relate subject matter content to real world situations” (Berns & Erickson,
2001, p. 2). Scientists prove that “one of the goals and effects of a contextualized
approach is to capture a student’s attention by illustrating the relevance of the
learning experience. Contextual teaching and learning helps students find and create
meaning through experience, drawing from prior knowledge in order to build upon
existing knowledge. A primary principle of Contextual teaching and learning is that
knowledge becomes the students own when it is learned within the framework of an
authentic context” (The Center for Student Success, 2009, p. 8). Fry, Ketteridge, and
Marshall (2008) emphasise that “situated learning focuses on understanding

knowledge and learning in context, and emphasises that the learner (or worker)
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engages with others to develop/create collective understanding as part of a
community of practice” (p. 21).

Education should be considered from different perspectives, since it is
characterized by the presence of a body of knowledge that requires constant
development, updating and addition. Ideas about the democratization of education
contributed to the expansion of the potential of education, which, in turn, served as
the basis for the emergence of new challenges and problems associated with the need
to take into account the individual differences of participants in the educational
process (Biesta, 2020). According to the personality-based approach, at the centre
of research on the development of HR managers’ psychological and pedagogical
competence is a person who develops, learns new knowledge, and develops his own
skills for working with the company’s personnel. The study of this problem should
be carried out taking into account pedagogical, andragogic and psychological
regularities, which involve consideration of theoretical theses about personality,
understanding the principles of hislher development, methods of stimulating
personality development, taking into account individual characteristics and ensuring
conditions for this development, etc.

Particular attention is paid to the conditions in which the psychological and
pedagogical competence of HR managers is developed, since we consider the
research problem from the perspective of the company as a learning organization.
Today, this issue is topical and is reflected in the publications of representatives of
various fields of scientific knowledge: “Research on personality in organization has
been increasing rapidly in areas dealing with work motivation and various types of
performance”. Numerous researchers have indicated that personality is one of the
most important determinants of human behaviour and work motivation. Personality
traits may be a source of motivation. Personality considered being a crucial factor in
various contexts” (Ariani, 2013, p. 26).

The personality-based approach to learning is the subject of various studies:
Afini Normadhi, Shuib, MdNasir, & et al., 2019; Barrio, Miller, Hsiao, & et al.,
2017; Cavanagh, 2014; Cevikbas, & Kaiser, 2022; Motteli, Grob, Pauli, Reusser, &
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Stebler, 2023; Xu, Hong, Zhang, Jiang, & Liu, 2023. For our study, the results of the
personality study presented in the publication Joo and Ready (2012) are important.
Especially, they highlight proactive personality. “Proactive personality is a complex,
multiple-caused construct that has important personal and organizational
consequences (Crant, 2000). It is defined as a belief in one’s ability to overcome
constraints by situational forces and the ability to affect changes in the environment”
(Joo, & Ready, 2012, p. 279). The authors claim: “in addition, proactive disposition
predict agent behaviours relevant to career development, such as motivation to learn
and engagement in development. Individuals with a proactive personality tend to
engage in specific behaviours and cognitions such as career initiative and
innovation” (Joo, & Ready, 2012, p. 279-280). That is, we are talking about a
personality characterized by readiness for learning, further use of knowledge in
professional activities, initiative and overcoming challenges. So, in our research, the
personality-based approach is a methodological toolkit built on the basis of
conceptual ideas, a holistic understanding of the personality and the laws of his|her
progress, which is substantial for the development of the psychological and
pedagogical competence of HR managers in the framework of corporate training.
Our research encompasses the use of an activity-based approach to cramming
the development of HR managers’ psychological and pedagogical competence in the
framework of corporate training. An activity-based approach is a methodological
approach, according to which the interaction of a person with the environment is
directly related to his|her development, his|her self-determination, the formation of
relationships with others (Anwer, 2019; Chang-Tik, Kidman, & Tee, 2022). We
agree with the statement that “learning by doing is very important in successful
knowledge because it is proved that more the senses are inspired, more a person
learns and longer he/she retains. Activities bring activeness and smartness among
the learners... Activity-based instruction technique acts as a dynamic problem solver
for the learners. It improves innovative part of experience and gives reality for
learning. It gives various experiences to the learners to encourage the acquisition of

information, experience, abilities and qualities. It builds the students self-confidence
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and creates understanding through works. It creates cheerful relationship and
enthusiasm for them” (Noreen, & Rana, 2019, p. 150). Scientists argue that “activity-
based learning is the baseline for creative and critical thinking skills enhancement.
However, this method will not function properly if students are not motivated
enough to achieve their actual potential. The most useful and effective method to
teach concepts that are complex in nature is by involving students in interactive
activities” (Anwer, 2019, p. 155); “Activity based learning enhances the students
learning preferences. The advantages of activity based learning are retaining the
interest and attention throughout the learning process” (Kanchana, 2019, p. 61).

In our study, we consider the development of psychological and pedagogical
competence of HR managers in the context of corporate training from the
perspective of purposefully organized training activities of HR managers. This
educational activity involves the acquisition of knowledge, the development of skills
with the help of a logical selection of the content of training and appropriate teaching
methods, motivation to acquire new knowledge, etc. (Kanchana, 2019; Mishra,
Bakhronova, & Djalilova, 2023; Samaddar, & Sikdar, 2023). “The performance of
assignments (solving problems, tasks: mastering of activities, especially those new
to a person: research, search and design, creative, etc.) is the main element of
learning. In this case, factual knowledge is the result of working on tasks organized
into an appropriate and effective system. In parallel with mastering the activity, the
student forms his own system of values supported by society. Necessary conditions
for this are as following: a positive emotional background and relationships in the
educational environment, which are built on the basis of trust, cooperation, equal
partnership, teamwork. According to the activity-based approach, the teacher’s
functions are primarily related to organization and management” (ITomeryn, 2021,
p. 250-251).

The study of HR managers’ psychological and pedagogical competence
development in the framework of corporate training was conducted during 2022-
2025 and covered several stages.

During the first (preparatory) stage of the research (2022), we got acquainted
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with the experience of Ukrainian scientists in conducting experimental research,
theoretical foundations and methodological approaches used in experimental
pedagogical research. This made it possible to determine the specifics of our
research program and to choose appropriate methods, both for substantiating the
theoretical and methodological fundamentals of HR managers’ psychological and
pedagogical competence development in the framework of corporate training, and
for the implementation of the experimental part of the study.

The original scientific theses were determined, the source base of the research
was collected and analysed, the scientific apparatus of the research was determined,
and the program for the organization and implementation of the experimental
research was developed. Based on the content analysis of the main research concepts
and categories, the study of scientific literature on Psychology, Pedagogy,
management, the study of the regulatory framework of higher education, the practice
of higher education institutions in training managers and HR managers in Ukraine
and the People’s Republic of China, we determined, substantiated and characterized
the specifics of the content and structure of HR managers’ psychological
pedagogical competence, as well as criteria, indicators and levels of its development.
Based on the processing of documents of international professional organizations,
the requirements for the professional activity and professional competence of HR
managers have been clarified.

Using the method of expert evaluation, we determined the knowledge, skills,
values and attitudes, which are components of psychological and pedagogical
competence, should be possessed by HR managers for the effective performance of
professional functions. As scientists note, “Expert methods or methods of expert
evaluations are scientific methods of analysing the reasoned opinions of experts”.
Note that the expert evaluation is not the true value of the evaluated parameter, but
some collective point of view about it. Thus, given the great convention of expert
methods, some specialists distrust them, believing that there is no guarantee that the
obtained estimates are reliable. Indeed, it is impossible to accurately assess the
reliability of the obtained results. At the same time, the existing methods of
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determining the reliability of expert assessments are based on the assumption that in
the case of consistency of the experts’ actions, the reliability of the assessments is
guaranteed” (Poliakova, & Novosad, 2022, p. 76).

In order to apply the expert evaluation method, we selected 8 experts: theorists
(4 teachers of higher education institutions of Ukraine and the People’s Republic of
China) and practitioners (4 heads of HR Departments of Ukrainian and Chinese
companies). For their selection, we analysed the questionnaire data, got acquainted
with their work experience and assessed the level of their competence using a
questionnaire. The questions of the completed questionnaire were intended to clarify
the level of awareness of experts about the problem of HR managers’ psychological
and pedagogical competence development, their attitude to the research problem, the
motivation of their judgments, and their understanding of the essence of knowledge,
abilities and skills, values and attitudes as components of HR managers’
psychological and pedagogical competence. The application of the expert evaluation
method once again confirmed the conclusions made on the basis of the analysis of
educational and professional programs of higher education institutions of Ukraine
and the People’s Republic of China, about the shortcomings of the initial
professional training of HR managers.

During the second (main) stage of the research (2023-2024), initial scientific
and methodological theses were developed, scientific and pedagogical literature was
elaborated, and work with experts was organized. This made it possible to determine
the pedagogical conditions for HR managers’ psychological and pedagogical
competence development in the framework of corporate training. A pedagogical
experiment was conducted, during which changes (as a result of pedagogical effect)
were recorded in the levels of HR managers’ psychological and pedagogical
competence development in the framework of corporate training.

Conducting a pedagogical experiment included three stages: confirmatory,
exploratory and control. During the confirmatory stage of the experiment, a survey
was organized, which made it possible to determine the level of HR managers’

psychological and pedagogical competence development. Based on the received
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data and cooperation with experts, the pedagogical conditions necessary for the
development of HR managers’ psychological and pedagogical competence in the
framework of corporate training were defined and justified.

During the exploratory stage of the pedagogical experiment, the proposed
pedagogical conditions for the development of HR managers’ psychological and
pedagogical competence in the framework of corporate training were implemented.
At the final stage, the effectiveness of pedagogical conditions for the development
of HR managers’ psychological and pedagogical competence in the framework of
corporate training was checked.

We compared the obtained data with the data obtained during the organization
of the confirmatory stage of the pedagogical experiment, and used the indicators for
the selection of the control group in order to determine the effectiveness of HR
managers’ psychological and pedagogical competence development in the
framework of corporate training and the corresponding pedagogical conditions.

During the third (final) stage of the research (2024-2025), the analysis,
processing and interpretation of the obtained results were performed using the
methods of mathematical statistics. Throughout the control stage of pedagogical
experiment general conclusions were developed after a comprehensive analysis of
the experimental study’s findings, systematisation and statistical processing of
empirical data, verification of the exploratory stage’s results, and assessment of the
success of implementing pedagogical conditions for the development of HR
managers’ psychological and pedagogical competence in the context of corporate
training.

To achieve the goal of scientific research, we identified a number of research
tasks, the solution of which contributes to its achievement.

According to the first objective, based on the use of theoretical research
methods (content analysis, synthesis, comparison, systematization, generalization),
the main research concepts and categories of HR managers’ psychological and
pedagogical competence development in the framework of corporate training

(competence, professional competence, HR managers’ psychological and
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pedagogical competence, corporate training). Based on the use of problem analysis,
the essence and structure of the psychological and pedagogical competence of HR
managers was studied. For this, using bibliographic and comparative methods, we
analysed pedagogical literature, regulatory documents: international (which outline
the requirements for the professional competence of HR managers), Ukrainian and
Chinese, according to which the training of future managers and HR managers in
the system of higher education is carried out. Using content analysis, we investigated
the specifics of educational programs for training future managers and HR managers
in universities of two countries and found out that the practice of higher education
institutions of two countries is not sufficient for the formation of psychological and
pedagogical competence of future HR managers.

Using testing, surveys, observations and conversations with employees of
such companies as “Xinwei Ukraine” LLC, “Riksos” LLC, “JETSOFTPRO
UKRAINE” LLC, Dairy company “Galychyna” LLC empirical data was obtained
that testify the insufficient level of HR managers’ psychological and pedagogical
competence development.

Therefore, the accomplishment of the first task made it possible to identify
contradictions between: the need for the development of psychological and
pedagogical competence of HR managers and the insufficient level of research on
its theoretical justification; the requirements of employers for HR managers’
psychological and pedagogical competence, inadequate level of its formation in the
framework of initial professional training and the need to confirm the appropriate
pedagogical conditions for its development in the framework of corporate training;
the necessity of its development in the framework of corporate training and
insufficient level of methodical support for the development of psychological and
pedagogical competence in the framework of corporate training.

On the basis of the obtained data, their analysis, interpretation and
generalization, the following hypothesis was formulated: the positive dynamics in
the levels of HR managers’ psychological and pedagogical competence development
will be assured if the substantiated pedagogical conditions are implemented.
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In accordance with the developed research program, the second objective was
completed — determination of criteria, indicators and levels of HR managers’
psychological and pedagogical competence development in the framework of
corporate training (methods of analysis and synthesis, induction and deduction,
abstraction and specification). The logic of the study provided for the
characterization of criteria, indicators and levels of development of psychological
and pedagogical competence of HR managers in the framework of corporate
training.

The methodology and logic of the research justify the need to perform the
third objective — the definition and justification of pedagogical conditions (method
of expert evaluation), the implementation of which allows to ensure positive
dynamics in the levels of HR managers’ psychological and pedagogical competence
development in the framework of corporate training. We determined and justified
the following pedagogical conditions:

— encouraging HR managers to develop psychological and pedagogical
competence;

— organization of contextual teaching and learning to gain experience in
the implementation of HR managers’ psychological and pedagogical competence;

— using the potential of reflective practices;

— the development and implementation of professional development
program for HR managers’ psychological and pedagogical competence development
in the framework of corporate training.

The implementation of the fourth objective involved the development of
professional development program for HR managers’ psychological and
pedagogical competence development in the context of corporate training. To do
this, we characterized the theoretical foundations and methodological specificity of
HR managers’ psychological and pedagogical competence development in the
framework of corporate training; defined the content and structure of the author’s
professional development program, which in aggregate should contribute to

ensuring positive dynamics in the levels of HR managers’ psychological and
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pedagogical competence development in the framework of corporate training;
substantiated the choice of organizational forms and teaching methods appropriate
for use in the conditions of corporate training, which made it possible to test the
author’s program in corporate training of such companies as “Xinwei Ukraine” LLC,
“Riksos” LLC, “JETSOFTPRO UKRAINE” LLC, Dairy company “Galychyna”
LLC.

In accordance with the fifth objective of the research, a pedagogical
experiment was organized in order to check the justified pedagogical conditions and
the effectiveness of HR managers’ psychological and pedagogical competence
development in the framework of corporate training. With this aim, testing methods,
surveys, questionnaires, as well as methods of mathematical statistics (non-
parametric Mann-Whitney U-test) were used to process experimental data.

Limitations. Our research has limitations just like any other, despite the
meticulous planning and execution technique. In an editorial for the American
Journal of Health Education, Price and Murnan (2004) provided a thorough and
comprehensive overview of potential research limitations. They discussed
limitations that affect the study's internal integrity and external validity, as well as
internal validity in relation to limitations in the research design and its external
validity, which relates to the applicability of the findings. Confounding variables,
statistical shortcomings, low response rates, absence or impossibility of control
groups, survey instrument question construction, survey layout and question type,
respondents’ comprehension level, an excessive dependence on convenience
sampling, and general access issues are some potential limitations in educational
research.

We provide information about the limitations of our research as far as we
agree, that “identifying limitations, and explaining to the reader what impact these
limitations have on the study results, not only demonstrates rigour but also gives the
authors a chance to identify clear directions for future research. In fact, this section
or paragraph can be one of the most exciting parts to read in a paper, as we get a
sense of the challenges faced in the study and the forward thinking about prospective
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improvements for further research which can be a rich seam of opportunity for a
range of authors” (Greener, 2018. P. 568).

Our study involves the implementation of certain pedagogical conditions that
ensure the development of psychological and pedagogical competence of HR
managers in the framework of corporate training. Using a systematic approach and
involving employees of HR departments to participate in research, we not only form
their psychological and pedagogical competence, but also give them the opportunity
to use the pedagogical toolkit in their own work with the company’s personnel in
the future. This makes it possible to reflect on one’s own professional activity and
objectively evaluate its effectiveness.

The organization and conduct of the experiment allows to determine the
cause-and-effect relationship. ... experimental research is one of the most
appropriate methods for drawing and understanding causal conclusions about
instructional interventions, that is, which instructional method is most effective for
which type of student under which conditions” (Li, Liping, Khan, 2018, p. 103).

However, it is worth emphasizing two limitations of our study. We see the
first limitation in the fact that due to external circumstances, our research was
conducted online. In our opinion, direct cooperation and the offline format of
conducting seminars and trainings, other forms of training organization, aimed at
developing the psychological and pedagogical competence of HR managers in the
framework of corporate training, would contribute to ensuring greater effectiveness
of the training process. This position is justified by the fact that it is more difficult
to establish interpersonal interaction and build constructive cooperation during the
organization of online training. We agree with the statement, that “interpersonal
interactions are key to successful learning in any environment” (Xu, & Xu, 2019,
p. 28). Researching the advantages and disadvantages of online learning in higher
education, scientists claim, that “researchers have proposed a number of ways to
strengthen interpersonal communication in fully online courses, including assigning
students to peer groups and incorporating small-group problem-solving activities to

facilitate student-to-student interactions and providing synchronous online
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discussion sessions to improve instructor-student interaction by mimicking
traditional classroom interactions” (Xu, & Xu, 2019, p. 28). Interpersonal contact
and communication with the help of information and communication technologies
IS minimized, which in turn reduces the level of communication and cooperation in
the team.

In order to overcome this limitation, we organized the work as follows. From
each company that participated in the experiment, we chose those employees whose
responsibilities directly include the organization of corporate training, assuming that
they may already have some experience and may possess a certain pedagogical
toolkit. We worked with them on all the necessary methodical materials, conducted
briefings on conducting relevant educational events. Training seminars and trainings
were also held so that these HR managers could gain personal experience and
recommend how to harmonize the content of educational events with the traditions
and corporate culture of Ukrainian companies.

The second limitation was linguistic in nature. A qualified translator was
involved in the experiment, who helped with the translation of the relevant materials
into Ukrainian, and also provided consecutive interpretation during the organization
of training sessions, which also has its own advantages and disadvantages. “Studying
on language, culture and translation and the relationship between them are valuable
issues due to the importance of human communication in the world. The variety of
languages with different cultures and necessity of communications in human life
caused translation to be a very effective factor in communicating, exchanging
cultures, and knowledge” (Janfaza, Assemi, & Dehghan, 2012, p. 83).

Among the advantages is the fact that HR managers of Ukrainian companies
had the opportunity to familiarize themselves with relevant methodical materials in
English and Ukrainian languages. Among the shortcomings, it is worth highlighting
the partial loss of authenticity of the author’s ideas, which is always present when
translating from one language to another. “Nowadays, the major problem in
translation is being certainly influenced by different cultural norms in the source

language and target language. The translator’s responsibility is to choose the norms
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that take priority over others. It depends on translator’s decision if the cultural norms
of the source language, target language, or a combination of both are essential to be
considered” (Janfaza, Assemi, & Dehghan, 2012, p. 85).

Therefore, in order to achieve the goal and solve the identified tasks, the logic
and research program provided for its organization in accordance with three main
stages, as well as the implementation of confirmatory and exploratory stages of the
pedagogical experiment using appropriate research methods, as well as taking into

account limitations.

2.2. Criteria, indicators and levels of HR managers’ psychological and

pedagogical competence development

For our research, it is important to define and substantiate the criteria,
indicators and levels of HR managers psychological and pedagogical competence
development. We justify the significance of this task by the fact that without its
implementation, it is impossible to determine the effectiveness of the process of HR
managers’ psychological and pedagogical competence development during the
implementation of an experimental study. The definition and substantiation of
criteria, indicators and levels of HR managers’ psychological and pedagogical
competence development have theoretical significance, as they reflect the content
and structure of HR managers’ psychological and pedagogical competence. The
practical value lies in the fact that the author’s work can be used in the practice of
corporate training in various companies in order to develop the psychological and
pedagogical competence of HR managers.

The presentation of the material should begin with the interpretation of such
categories as “criterion”, “indicator’, “level” of HR managers’ psychological and
pedagogical competence.

The analysis of research literature shows that the category ‘“criterion” is

interpreted as “a condition or fact used as a standard by which something can be
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judged or considered”(Cambridge dictionary, 2022); “a standard on which a
judgment or decision may be based; a characterizing mark or trait” (Merriam
Webster Dictionary, 2022); “a factor on which you judge; a standard by which
something can be judged or decided; a defining characteristic of something judge or
decide something; a standard, rule or test by which something can be judged,;
measure of value” (Collins Dictionary, 2022). The presented interpretations make it
possible to conclude that the criterion is a basis, a measure used to define, classify,
evaluate something.

We find confirmation of the logic of our conclusions in the works of Ukrainian
researchers, who note that “clear methodological principles should be laid as the
basis for the justification of the criteria; the formulation of the criteria should reflect
the peculiarities of the phenomenon that will be evaluated...; criteria must be of the
same level, no criterion can be a component of another one” (Xpukos, 2018, p. 145).
The author emphasizes that in order to identify the criteria, it is necessary to perform
a qualitative conceptual and terminological analysis, to determine the essence of the
concept that determines the phenomenon under study. Carrying out a content
analysis is important for identifying criteria, which is followed by the
operationalization of this concept, i.e. the identification of indicators that allow
evaluating the phenomenon under study (Xpuxos, 2018). So, in our study, we will
use the concept of “criterion” as an essential characteristic, a sign by which we will
evaluate the effectiveness of the development of psychological and pedagogical
competence of HR managers in the framework of corporate training. Our research
involves evaluating the dynamics in the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training,
comparing the results of the experiment at the confirmatory and exploratory stages.
Therefore, defining the criteria — the signs by which we will perform measurements
Is an important task of our research.

The content analysis of the research thesaurus involves studying the essence
of the concept that determines the pedagogical phenomenon, as well as those
concepts that describe individual criteria and their indicators. Therefore, we see the
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research logic in the differentiation of each criterion and their indicators.

In the dictionaries, we found the definition of the category “indicator”, which
IS interpreted as “a sign or signal that shows something exists or is true, or that makes
something clear; something that shows a situation is like or how it is changing”
(Cambridge dictionary, 2022); “in the sense of sign: something that acts as a sign or
indication; in the sense of benchmark: a criterion by which to measure something;
in the sense of gauge: a standard for estimating people’s feelings or reactions; in the
sense of guide: something that can be used to gauge something or to help in planning
one’s actions” (Collins Dictionary, 2022). In our research, we consider “indicator”
as a sign, testimony, proof, degree of manifestation of a “criterion”, which provides
an opportunity to draw conclusions about the course of the process and confirms its
results. Determining the indicators of each criterion involves compiling a list of
criteria and selecting indicators that characterize the essence of the manifestation of
the criteria, which are directly related to the component structure of the
psychological and pedagogical competence of the HR manager.

Ukrainian researcher Khrykov (Xpuxos, 2018) argues: “If the number of
criteria can be determined according to the 7£2 rule, then the number of indicators
can be determined according to the 5+2 rule. ... The developers of the systematic
approach to the study of pedagogical phenomena single out 5-6 structural
components of the system, in the methodological sense, the criteria should be related
to the structural components of the pedagogical system. In addition, this principle is
used in international standards of the ISO 9000 series when determining the number
of processes that need to be developed and evaluate their effectiveness. The
evaluation system cannot be cumbersome, it must take into account the potential
opportunity to obtain the information necessary for a comprehensive analysis”
(Xpuxos, 2018, p. 153). The author further notes that “according to the given logic
and similar methodology, the researcher should determine the indicators of each
criterion. The best approach is when it combines the logical justification of the
criteria based on the analysis of scientific literature, the empirical study of the

manifestations of the criteria in the pedagogical process, and the survey of experts.
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Criteria and indicators are the main components of the evaluation methodology, but
its development also involves a description of the levels of manifestation of these
criteria. If the indicators really reflect the main characteristics of the criteria, then
their presence in the investigated phenomenon reflects a high level of the criterion
development, its absence — a low level, and partial development — an average level”
(Xpukos, 2018, p. 153).

The analysis of theses studies of scientists from Ukraine shows that the
problem of professional competence of a modern specialist and its components, the
process of their development is an actual problem and subject of scientific research.
The components of future economists’ professional competence (informational,
analytical, prognostic), criteria (motivational-value, cognitive, operational-
practical) (sIkosenko, 2015); the components of readiness of future economists for
professional  self-development  (motivational-target,  cognitive-operational,
profession-oriented, personality-regulatory) and the same criteria (Ocranenko,
2015); the blocks of the professional competence development system of future
agents of commercial activity (methodological-target, content-technological, result-
evaluative), criteria (motivational-value, cognitive-competent, personality-activity)
(Cabnyk, 2019); the components of aviation industry managers’ readiness for
professional self-realization (motivational, cognitive, praxeological, reflective),
criteria (motivational-orientational, informational-content, operational-activity,
evaluation-reflective) (Jopomenko, 2020); the components of readiness of future
managers for professional activity (value-motivational, cognitive-activity, personal,
communicative) and the same criteria (Ko6eus, 2021) are determined, substantiated
and characterized in various researches.

Based on the analysis of theses of Ukrainian scientists (SIkosenko, 2015;
Ocranenko, 2015; Cabnyk, 2019; Hopomenko, 2020; Kobeup, 2021), taking into
account the qualification characteristics of HR managers, presented in the
documents of international organizations (CIPD, 2018; SHRM, 2018), the results of
studying the specifics of HR managers’ professional activity in modern companies,

we singled out the motivational, cognitive and activity components in the structure
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of their psychological and pedagogical competence.

The motivational component of HR managers’ psychological-pedagogical
competence harmonizes with the personality-motivational criterion, which covers
the interests, needs and motives of HR managers regarding the development of
psychological-pedagogical competence in the framework of corporate training. The
development of interest and the need for professional development with the goal of
mastering psychological and pedagogical competence, as well as the development
of motivation for self-improvement based on the acquisition of new knowledge,
abilities, and skills, are characteristics of the personality-motivational criterion. It
also includes awareness of the professional role and importance of the HR manager
in the growth of the company and its employees.

Based on the previous research, Jensen (2015) claims, that “motivation has
been found to have some impact on successful learning... But, motivation is, at least,
two-sided” ... There is “the distinction between intrinsic motivation and extrinsic
motivation. Intrinsic motivation comes from the learner herself based on the
learner’s curiosity for a specific topic. Extrinsic motivation comes from an external
source like a teacher, a parent, a desire for or a promise to get a good grade, or some
benefits that are prior to or related to the learning process (p. 93). Further the author
emphasises the problem of personal and professional goals of personality and their
influence on the learning process: “clear goals are seen as an important and positive
factor of learning (Hattie, 2009). There are a number of different kinds of goals. Two
types have been studied in relation to personality traits: learning goals and
performance goals. Learning goal means that an individual has a specific goal for
learning a specific subject/competence. The learning goal is a primary goal or an
intrinsic goal. We learn for its own sake. A performance goal is, in a way, a
secondary goal since we learn to be able to perform well in the eyes of others. The
learning is just a means for the performance. The performance is the end” (Jensen,
2015, p. 94).

The information-cognitive criterion corresponds to the cognitive component

of HR managers’ psychological-pedagogical competence and includes knowledge
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in Psychology, knowledge in Pedagogy, and knowledge in HR management. Here
we emphasize such characteristics of the information-cognitive criterion as
knowledge of the theory of psychological-pedagogical interaction with company
personnel; features of establishing and maintaining constructive communication;
knowledge of didactics and management of the learning process, selection of
productive organizational forms and teaching methods; development and support of
corporate culture, professional ethics, etc.

Knowledge in Psychology, Pedagogy and HR management refer to
knowledge management which Armstrong (2009) defines in the following way:
“Knowledge management identifies relevant information and then disseminates it so
that learning can take place. It promotes the sharing of knowledge by linking people
with people and by linking them to information so that they learn from recorded
experiences. ... The purpose of knowledge management is to capture a company’s
collective expertise and distribute it to wherever it can achieve the biggest payoff.
This is in accordance with the resource-based view of the firm, which suggests that
the source of competitive advantage lies within the firm (i.e. in its people and their
knowledge), not in how it positions itself in the market. A successful company is a
knowledge-creating company” (p. 79).

The activity-resultative criterion reflects the activity component of the
psychological-pedagogical competence of HR managers, and is represented by
diagnostic-prognostic skills, organizational-didactic skills, communication skills
and interpersonal interaction skills. “The first stage of a learning analysis is to assess
the business requirements and determine what kind of performance the organization
needs, both short-term and longer-term. This will help learning professionals to
understand if a learning program is necessary, and how the business needs can be
addressed other than through learning initiatives. If there is a need to develop a
learning program, the content and task analysis stage will begin. The content is the
knowledge component and the task are decomposed from skills that a person needs
to master. These provide input for the second stage of the professional learning
design model” (van Dam, 2017, p. 30).
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The definition of personal-motivational, information-cognitive and activity-
resultative criteria is based on their understanding as signs that reflect the essence of
HR managers’ psychological-pedagogical competence, in particular, its personal,
substantive and pragmatic features. We will characterize the identified criteria and
present indicators that reflect the degree of manifestation of the criterion and will be
used to determine the specifics of the process of HR managers’ psychological and
pedagogical competence development and to confirm its effectiveness.

The personal-motivational criterion, which provides an opportunity to
measure the level of motivational component (in particular interests, needs and
motives) development in HR managers’ psychological and pedagogical competence
is represented by the following indicators: the intrinsic motivation and awareness of
the significance of psychological and pedagogical knowledge in HR management;
the formation of personal and professional qualities: responsibility, independence,
empathy, tolerance; the ability to establish communication and cooperation with
employees, team work; the readiness for continuous professional development and

improvement (Fig. 2.1).
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Fig. 2.1. Personality-motivational criterion and indicators of the development of
motivational component of HR managers’ psychological and pedagogical
competence (developed by the author)
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The information-cognitive criterion, which provides an opportunity to
measure the level of cognitive component development in HR managers’
psychological-pedagogical competence, in particular, knowledge in Psychology,
Pedagogy and HR management, is represented by the following indicators:
knowledge in Psychology and Pedagogy, necessary for the performance of
professional functions; understanding the essence of corporate culture, ethical and
professional norms of behaviour in the company; knowledge of the psychological
features of corporate training organization; knowledge of methods and practices of

building interpersonal interaction in a corporate learning environment (Fig. 2.2).
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cognitive component of HR managers’ psychological and pedagogical competence
(developed by the author)

The activity-resultative criterion, which provides an opportunity to measure
the level of activity component development in HR managers’ psychological and

pedagogical competence, in particular diagnostic-prognostic, organizational-
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didactic, communicative skills and interpersonal interaction skills, is represented by
the following indicators: the ability to use psychological and pedagogical knowledge
In practice to manage the process of corporate training; the ability to analyse and
synthesize information in order to establish interaction and support it to achieve the
goals of corporate training; the ability to motivate and support employees, provide
consulting services, organize mentoring; the ability to effectively use reflective

practices (Fig. 2.3).
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Fig. 2.3. Activity-resultative criterion and indicators of the development of activity
component of HR managers’ psychological and pedagogical competence
(developed by the author)

The generalized information about the components of HR managers’
psychological and pedagogical competence, criteria and indicators for evaluating the
level of their development is presented in Appendix B.

To monitor and diagnose the HR managers’ psychological and pedagogical
competence development under the influence of the proposed pedagogical

conditions, it is necessary to determine the levels of its development.



110

Again, we turn to the theses of Ukrainian scientists, which determine the
following levels of future economists’ professional competence development:
creative (high), productive (sufficient), reproductive (intermediate), initial (low)
(AIxoBenko, 2015). The author notes that activities related to the reproduction of
learned objects of knowledge (definitions, formulas, methods) and structures
(sequences of calculations and decision-making) should be included “to the 1% level
(low)”; up to the 2" level (intermediate) — activities on the reproduction of learned
objects of knowledge with the synthesis of new structures in accordance with the
initial data (formation of new sequences of calculations and decision-making); up to
the 3" level (sufficient) — modification of learning objects of knowledge with
reproduction of known structures or synthesis of new ones; up to the 4™ level (high)
— creative activity related to the design of new objects of knowledge, the
reproduction of known structures or the synthesis of new ones (SIkosenko, 2015,
p. 77).

Studying the problem of readiness of future economists for professional self-
development, Ostapenko (Octanenko, 2015) defines high, medium, and low levels
of its development. Sabluk (Cabayk, 2019), Doroshenko ([lopomenko, 2020),
Kobets (Kooerp, 2021) define the same levels in their these.

In our study, we will evaluate the development of HR managers’
psychological and pedagogical competence as well as its components according to
four levels: low (elementary), intermediate (reproductive), upper-intermediate
(productive), advanced (creative).

Low (elementary) level of HR managers’ psychological and pedagogical
competence development is characterized by unbalanced development of
motivational, cognitive and activity components.

Regarding the motivational component (personality-motivational criterion),
HR managers demonstrate lack of intrinsic motivation to develop psychological and
pedagogical competence, lack of understanding of the importance of psychological-
pedagogical knowledge in HR management. HR managers demonstrate the low level

of development of such personal and professional qualities as responsibility,
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independence, empathy, tolerance. The intuitive use of knowledge of Psychology
and Pedagogy in order to establish communication and cooperation with employees,
teamwork prevails. The lack of motivation and readiness for continuous professional
development and improvement is obvious.

Considering the cognitive component of HR managers’ psychological and
pedagogical competence (information-cognitive criterion), it should be emphasized
that the low (elementary) level of its development, in particular knowledge of
Psychology and Pedagogy, does not provide an opportunity to effectively perform
professional functions. The low (elementary) level tolerates intuitive, episodic
organization of activities without taking into account the essence of corporate
culture, ethical and professional norms of behaviour in the company. In this case HR
manager demonstrates a low level of psychological and pedagogical competence
development, does not apply in practice the knowledge of psychological features of
corporate training organization, as well as methods and practices of building
interpersonal interaction in a corporate training environment.

The low (elementary) level of activity component development in HR
managers’ psychological and pedagogical competence (activity-resultative
criterion) is evidenced by the episodic use of psychological and pedagogical
knowledge to manage the corporate training process; unsystematic use of the ability
to analyse and synthesize information in order to establish interaction and support it
to achieve the goals of corporate training; insufficient use of methods and techniques
for motivating and supporting employees, lack of skills to provide consulting
services, organize mentoring, use reflective practices (Table 2.1).

Table 2.1
The characteristics of the low (elementary) level of
HR managers’ psychological and pedagogical competence development
(developed by the author)
Components Criteria Low (elementary) level
Motivational Personality- | the lack of intrinsic motivation to develop psychological and
motivational | pedagogical competence;
the lack of understanding of the importance of psychological-
pedagogical knowledge in HR management;
the low level of development of such personal and
professional qualities as responsibility, independence,
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empathy, tolerance;

the intuitive use of knowledge of Psychology and Pedagogy
in order to establish communication and cooperation with
employees and teamwork;

the lack of motivation and readiness for continuous
professional development and improvement is obvious.
Cognitive Information- | the low level of knowledge in Psychology and Pedagogy,
cognitive which does not provide an opportunity to effectively perform
professional functions;

the intuitive, episodic organization of activities without taking
into account the essence of corporate culture, ethical and
professional norms of behaviour in the company;

the absence of application of knowledge of psychological
features of corporate training organization, as well as methods
and practices of building interpersonal interaction in a
corporate training environment in practice.

Activity Activity- the episodic use of psychological and pedagogical knowledge
resultative to manage the corporate training process;

the unsystematic use of the ability to analyse and synthesize
information in order to establish interaction and support it to
achieve the goals of corporate training;

the insufficient use of methods and techniques for motivating
and supporting employees, lack of skills to provide consulting
services, organize mentoring, use reflective practices.

The intermediate (reproductive) level of HR managers’ psychological and
pedagogical competence development is characterized by an average level of
motivational, cognitive and activity components’ development.

Motivational component (personality-motivational criterion) is presented by
a typical level of intrinsic motivation for the development of HR managers’
psychological and pedagogical competence, an intermediate level of understanding
the significance of psychological and pedagogical knowledge in HR management.
HR managers demonstrate a mediocre level of development of such personal and
professional qualities as responsibility, independence, empathy, tolerance; the
reproductive level of using knowledge of Psychology and Pedagogy to establish
communication and cooperation with employees and teamwork; partial motivation
and readiness for continuous professional development and improvement.

Taking into account the cognitive component of HR managers’ psychological
and pedagogical competence (information-cognitive criterion), it should be

emphasized that the intermediate (reproductive) level of its development provides
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the opportunity to perform professional functions at the reproductive level; the
organization of activities is implemented on the basis of instructions, plans, samples,
with partial consideration of the essence of corporate culture, ethical and
professional norms of behaviour in the company. The HR manager, who
demonstrates a moderate level of psychological and pedagogical competence
development, applies in practice knowledge of the psychological features of
corporate training organization, as well as methods and practices of building
interpersonal interaction in a corporate training environment at the reproductive
level.

The intermediate (reproductive) level of activity component development in
HR managers’ psychological and pedagogical competence (activity-resultative
criterion) is evidenced by the reproductive use of psychological and pedagogical
knowledge to manage the corporate training process; the mediocre use of the ability
to analyse and synthesize information in order to establish interaction and support it
to achieve the goals of corporate training; the moderate level of use of methods and
techniques for motivating and supporting employees, partial use of skills to provide
consulting services, organize mentoring, use reflective practices (Table 2.2).

Table 2.2
The characteristics of the intermediate (reproductive) level of
HR managers’ psychological and pedagogical competence development
(developed by the author)

Components Criteria Intermediate (reproductive) level
Motivational Personality- the intermediate level of understanding the significance of
motivational psychological and pedagogical knowledge in HR
management;

the mediocre level of development of such personal and
professional qualities as responsibility, independence,
empathy, tolerance;

the reproductive level of using knowledge of Psychology
and Pedagogy to establish communication and cooperation
with employees and teamwork;

the partial motivation and readiness for continuous
professional development and improvement.

Cognitive Information- the reproductive level of professional functions
cognitive performance;

the organization of activities on the basis of instructions,
plans, samples, with partial consideration of the essence of
corporate culture, ethical and professional norms of
behaviour in the company;
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the moderate level of application of knowledge about the
psychological features of corporate training organization,
as well as methods and practices of building interpersonal
interaction in a corporate training environment at the
reproductive level.

Activity Activity- the reproductive use of psychological and pedagogical
resultative knowledge to manage the corporate training process;

the mediocre use of the ability to analyse and synthesize
information in order to establish interaction and support it
to achieve the goals of corporate training;

the moderate level of use of methods and techniques for
motivating and supporting employees, partial use of skills
to provide consulting services, organize mentoring, use
reflective practices.

The upper-intermediate (productive) level of HR managers’ psychological
and pedagogical competence development is characterized by the productive
development of the motivational, cognitive and activity components.

The upper-intermediate (productive) level of motivational component
development is evidenced by the fact that HR managers demonstrate the productive
level of intrinsic motivation for the development of their psychological and
pedagogical competence, the sufficient level of understanding of the significance of
psychological and pedagogical knowledge in HR management. Motivational
component of HR managers’ psychological and pedagogical competence
(personality-motivational criterion) is characterized by the productive level of
development of such personal and professional qualities as responsibility,
independence, empathy, tolerance. In their activities, HR managers successfully use
knowledge of Psychology and Pedagogy for the purpose of establishing
communication and cooperation with employees, establishing effective teamwork;
demonstrate motivation and readiness for continuous professional development and
improvement.

Regarding the cognitive component of HR managers’ psychological and
pedagogical competence (information-cognitive criterion), the upper-intermediate
(productive) level of its development is evidenced by the performance of
professional functions at the appropriate level; independence in the organization of

activities, considering the specifics of corporate culture, ethical and professional
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norms of behaviour in the company. The HR manager, who demonstrates an upper-
intermediate (productive) level of psychological and pedagogical competence
development, fully applies knowledge of the psychological features of corporate
training organization, as well as methods and practices of building interpersonal
interaction in a corporate training environment.

The upper-intermediate (productive) level of activity component development
(activity-resultative criterion) is evidenced by the complete use of psychological and
pedagogical knowledge to manage the corporate training process; the systematic use
of the ability to analyse and synthesize information in order to establish interaction
and support it for achieving the goals of corporate training; the productive level of
using methods and techniques for motivating and supporting employees, ability to
provide consulting services, organize mentoring, use reflective practices (Table 2.3).

Table 2.3
The characteristics of the upper-intermediate (productive) level of
HR managers’ psychological and pedagogical competence development
(developed by the author)

Components Criteria Upper-intermediate (productive) level
Motivational Personality- the sufficient level of understanding of the significance of
motivational psychological and pedagogical knowledge in HR
management;

the productive level of development of such personal and
professional qualities as responsibility, independence,
empathy, tolerance;

the successful use of knowledge of Psychology and
Pedagogy for the purpose of establishing communication
and cooperation with employees, establishing effective
teamwork;

the demonstration of motivation and readiness for
continuous professional development and improvement.
Cognitive Information- the performance of professional functions at the
cognitive appropriate level,

independence in the organization of activities, considering
the specifics of corporate culture, ethical and professional
norms of behaviour in the company;

full application of knowledge of the psychological features
of corporate training organization, methods and practices
of building interpersonal interaction in a corporate training
environment.

Activity Activity- the complete use of psychological and pedagogical
resultative knowledge to manage the corporate training process;

the systematic use of the ability to analyse and synthesize
information in order to establish interaction and support it
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for achieving the goals of corporate training;

the productive level of using methods and techniques for
motivating and supporting employees, ability to provide
consulting services, organize mentoring, use reflective
practices.

The advanced (creative) level of HR managers’ psychological and
pedagogical competence development is characterized by an advanced level of
motivational, cognitive and activity components’ development.

The advanced (creative) level of motivational component development in HR
managers’ psychological and pedagogical competence (personality-motivational
criterion) is confirmed by the advanced level of intrinsic motivation, interest in the
problem of developing psychological and pedagogical competence, profound
awareness of the importance of psychological and pedagogical knowledge in HR
management, the role and importance of the HR manager and his|her activity in the
development of the company in general and each employee in particular.

The motivational component of HR managers’ psychological and pedagogical
competence of is characterized by the advanced level of responsibility,
independence, empathy, tolerance development, as well as a positive influence on
other employees. In their activities, HR managers creatively use knowledge of
Psychology and Pedagogy for the purpose of establishing effective communication
and constructive cooperation with employees, establishing innovative and creative
teamwork; demonstrate an advanced level of interest, motivation and readiness to
organize their own continuous professional development and increase the
company’s human capital.

The advanced (creative) level of cognitive component development in HR
managers’ psychological and pedagogical competence (information-cognitive
criterion) confirms the creative approach to the performance of professional
functions; creative design and application of innovative approaches to the
organization of activities; improvement and enrichment of corporate culture, ethical
and professional norms of behaviour in the company. HR manager who

demonstrates the advanced level of psychological and pedagogical competence
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development, creatively applies knowledge of the psychological features of
corporate training organization, uses the innovative educational technologies,
modern methods and practices for building the constructive learning environment in
which effective interpersonal interaction and cooperation are implemented.

The advanced (creative) level of activity component development (activity-
resultative criterion) is evidenced by the creative use of psychological and
pedagogical knowledge to manage the process of corporate training and its
improvement; the advanced level of analytical skills, synthesis of information,
which serves the basis for building a creative, innovative corporate learning
environment, favourable for interaction and improvement of each employee. The
advanced level of activity component development involves the creative use of
methods and techniques for motivating and supporting employees, organization of
employee counselling, the involvement and training of the most experienced
employees for the implementation of mentoring, the effective use of reflective
practices (Table 2.4).

Table 2.4
The characteristics of the advanced (creative) level of
HR managers’ psychological and pedagogical competence development
(developed by the author)

Components Criteria Advanced (creative) level
Motivational Personality- the advanced level of intrinsic motivation, interest in the
motivational problem of developing psychological and pedagogical

competence, profound awareness of the importance of
psychological and pedagogical knowledge in HR
management, the role and importance of the HR manager
and his|her activity in the development of the company in
general and each employee in particular;

the advanced level of responsibility, independence,
empathy, tolerance development, as well as a positive
influence on other employees;

creativity in the use knowledge of Psychology and
Pedagogy for the purpose of establishing effective
communication and constructive cooperation with
employees, establishing innovative and creative
teamwork;

the demonstration of advanced level of interest, motivation
and readiness to organize their own continuous
professional development and increase the company’s
human capital.

Cognitive Information- the creative approach to the performance of professional




118

cognitive

functions;

the creative design and application of innovative
approaches to the organization of activities;

the improvement and enrichment of corporate culture,
ethical and professional norms of behaviour in the
company;

the advanced level of psychological and pedagogical
competence development, creativity in the use of
knowledge of the psychological features of corporate
training organization, as well as the innovative educational
technologies, modern methods and practices for building
the constructive learning environment in which effective
interpersonal  interaction and  cooperation  are
implemented.

Activity Activity-
resultative

the creative use of psychological and pedagogical
knowledge to manage the process of corporate training and
its improvement;

the advanced level of analytical skills, synthesis of
information, which serves the basis for building a creative,
innovative corporate learning environment, favourable for
interaction and improvement of each employee;

the creative use of methods and techniques for motivating
and supporting employees, organization of employee
counselling, the involvement and training of the most
experienced employees for the implementation of
mentoring, the effective use of reflective practices.

So, to diagnose the dynamics of HR managers’ psychological and pedagogical

competence development in the framework of corporate training, we consider the

essence and its structure, which includes motivational, cognitive and activity

components. In our research the diagnostics is based on the use of criteria

(personality-motivational,

information-cognitive and activity-resultative) that

correlate with the corresponding components, justified indicators (as signs of the

manifestation of criteria), as well as levels: low (elementary), intermediate

(reproductive), upper-intermediate (productive), advanced (creative).

2.3. The diagnostics of HR managers’ psychological and pedagogical

competence development

The problem of training HR-managers, development of their professional
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competence, features of their professional activity is reflected in scientific
publications of representatives of various sciences. Researchers Cooke, Schuler, and
Varma (2020) analysed the topics of publications related to HR-management and
found out that the following issues are of greatest scientific interest: “Employee
creativity and innovation; Talent management and mobility; Performance
management; Work place inequality, employee voice, and diversity management;
(New) employment modes and work life balance; Cross-country comparative studies
on particular HRM themes; Offshore outsourcing and implications for HRM;
Multinational firms from Asia operating across the globe; Multinational firms
operating in Asia; The role of leadership styles, culture and employee behaviours;
Psychological contracts; Corporate social responsibility, employee well-being and
resilience” (p. 2).

In accordance with the program of our research, which involved the study of
scientific literature on Pedagogy, Psychology and HR management, the
determination of the main concepts and categories of research, the content and
structure of HR managers’ psychological and pedagogical competence, the
definition of criteria and their indicators, the characteristics of the levels of HR
managers’ psychological and pedagogical competence development, the application
of the method of expert evaluation. The next step encompasses the conduct of the
confirmatory stage of the pedagogical experiment.

The logic of conducting the confirmatory stage of the pedagogical experiment
encompassed the performance of a number of tasks. First, the survey of the heads of
HR departments and their employees was organized in order to determine their
understanding of the essence of HR managers’ psychological and pedagogical
competence. Secondly, the specifics of their professional activities, their
understanding of the advantages and disadvantages of initial professional training in
institutions of higher education were clarified based on the use of the observation
method and conversations with the heads of HR departments and their employees.
Thirdly, an analysis of the content of educational and professional training programs
for managers and HR managers in institutions of higher education of Ukraine and
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the People’s Republic of China, syllabi of subjects, educational materials, etc. was
performed. Fourth, the study of factors that are essential for the development of HR
managers’ psychological and pedagogical competence was accomplished (Fig. 2.4).

The confirmatory stage of the pedagogical experiment was organized
throughout 2023. 36 employees were involved in the confirmatory stage of the
pedagogical experiment: 4 heads of the Departments of HR management and 32 HR
managers of such companies as “Xinwei Ukraine” LLC, “Riksos” LLC,
“JETSOFTPRO UKRAINE” LLC, Dairy company “Galychyna” LLC. The
organized confirmatory stage of the pedagogical experiment made it possible to
determine the level of HR managers’ psychological and pedagogical competence

development.

Confirmatory stage of pedagogical experiement: Task 1

the survey of the heads of HR departments and their employees in order to determine their
understanding of the essence of HR managers’ psychological and pedagogical competence

Confirmatory stage of pedagogical experiement: Task 2

the clarification of specifics of HR managers' professional activities, their understanding of
the advantages and disadvantages of initial professional training in HEIs

Confirmatory stage of pedagogical experiement: Task 3

the analysis of the content of educational and professional training programs for managers
and HR managers in HEIs of Ukraine and the People’s Republic of China, syllabi of
subjects, educational materials

Confirmatory stage of pedagogical experiement: Task 4

the study of factors that are essential for the development of HR managers’ psychological
and pedagogical competence

Fig. 2.4. The confirmatory stage of pedagogical experiment and its tasks
(developed by the author)
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During the survey, we received data that provided an opportunity to find out
the specifics of HR managers’ professional activity and the content of their
professional functions in accordance with “The SHRM Body of Competency and
Knowledge” of Society for Human Resource Management (SHRM, 2018)
(Appendix C-1).

In response to the question about the frequency of professional functions
performance in such a professional field as “People”, the respondents’ answers were
distributed as follows: talent acquisition & retention: frequently — 5,6% of persons;
often — 5,6% of respondents; sometime — 16,7% of HR managers; rarely — 13,9% of
survey participants; never — 58,3%; employee engagement: frequently — 8,3% of
persons; often — 58,4% of respondents; sometime — 22,2% of HR managers; rarely
— 8,3% of survey participants; never — 2,8%; learning and development: frequently
— 11,1% of persons; often — 75,0% of respondents; sometime — 8,3% of HR
managers; rarely — 5,6% of survey participants; never — 0; total rewards: frequently
— 0 persons; often — 13,9% of respondents; sometime — 19,4% of HR managers;

rarely — 25,0% of survey participants; never — 41,7% (Fig. 2.5).

Professional area: People
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Fig. 2.5. The distribution of respondents’ answers about the frequency of
professional functions performance in the “People” professional sphere

(developed by the author)
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The obtained data indicate that Ukrainian companies, in particular their HR
management, do not pay enough attention to the issue of talent acquisition &
retention, but HR managers perform professional functions (58,4% — often, 22,2%
— sometimes). The vast majority of HR managers certified the performance of
functions involving learning and development (frequently — 11,1% of persons; often
— 75,0%). Also there is a need to be better the practice related to total rewards
(frequently — O persons; often — 13,9% of respondents).

To the question about the frequency of professional functions performance in
the “Organization” professional field, we received the following distribution of
answers: organizational effectiveness & development: frequently — 38,9% of
persons; often — 47,2% of respondents; sometime — 11,1% of HR managers; rarely
— 2,8% of survey participants; never — 0%; workforce management: frequently —
16,7% of persons; often — 38,8% of respondents; sometime — 30,6% of HR
managers; rarely — 11,1% of survey participants; never — 2,8%; employee relations:
frequently— 22,4% of persons; often — 50,0% of respondents; sometime — 5,6% of
HR managers; rarely — 0; never — 0; technology and data: frequently — 38,9% of
persons; often — 36,1% of respondents; sometime — 13,9% of HR managers; rarely

— 8,3% of survey participants; never — 2,8% (Fig. 2.6).

Professional area: Organization
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Fig. 2.6. The distribution of respondents’ answers about the frequency of
professional functions performance in the “Organization” professional sphere
(developed by the author)
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The responses of the survey participants confirm the theoretical theses of
scientists, who claim that the professional functions of HR managers are important
both for the professional development of company employees and the organization
as a whole. In particular, this is proved by the fact that HR managers (38,9%
frequently) and (47,2% often) perform functions related to organizational
effectiveness & development. More than a half of the respondents (16,7% frequently
and 38,8% often) perform workforce management duties. Almost three fourths of
employees (frequently and often) deal with employee relations issues, and almost
the same number of HR managers work with technology and data.

Data reflecting the professional activity of HR managers in the “Workforce”
professional sphere are interesting and useful for our research: HR in the global
context: frequently — 0 persons; often — 11,1% of respondents; sometime — 19,5% of
HR managers; rarely — 33,3% of survey participants; never — 36,1%; diversity &
inclusion: frequently — 41,7% of persons; often — 27,8% of respondents; sometime
—11,1% of HR managers; rarely — 11,1% of survey participants; never — 8,3%; risk
management: frequently — 11,1% of persons; often — 13,7% of respondents;
sometime — 5,6% of HR managers; rarely — 55,7% of survey participants; never —
13,9%; corporate social responsibility: frequently — 25,0% of persons; often — 44,4%
of respondents; sometime — 22,2% of HR managers; rarely — 5,6% of survey
participants; never — 2,8%; employment law & regulations: frequently — 16,7% of
persons; often — 47,2% of respondents; sometime — 19,4% of HR managers; rarely
—11,1% of survey participants; never — 5,5% (Fig. 2.7).

According to the results of the survey, almost three fourths of HR managers
rarely or never perform HR functions in the global context, and the minority
represents HR managers who work with risk management. In contrast to this aspect,
a significant number of HR managers are involved in the performance of functions
with corporate social responsibility (frequently — 25,0%, often — 44,4%, sometime —
22,2%), as well as in employment law & regulations (frequently — 16,7%, often —
47,2%, sometimes — 19,4% of HR managers).
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Professional area: Workforce
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Fig. 2.7. The distribution of respondents’ answers about the frequency of
professional functions performance in the “Workforce” professional sphere
(developed by the author)

Regarding “Strategy”, in this professional area HR managers perform
professional functions frequently — 11,1% of persons; often — 22,2% of respondents;
sometime — 41,7% of HR managers; rarely — 8,3% of survey participants; never —
16,7%. We interpret these results in such a way that mainly the heads of HR
departments and their deputies participate in the development of the company’s
strategic plan regarding the involvement and professional development of
employees.

The survey participants noted that the establishment of constructive
interpersonal relations (83,3% of people), cooperation and communication with
personnel (77,8% of respondents), the organization of training for company
employees based on the analysis of their advantages and disadvantages (86, 1% of
HR managers) etc. are the most important things in their professional activities. The
results of the analysis show that the respondents clearly understand the content of
their own professional activity and single out those aspects that are the most

significant in it.
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Regarding the question about personal qualities, which are outlined by the
specifics of the professional activity of HR managers, the respondents gave
preference to such personal qualities as empathy (sympathy, understanding the
feelings and needs of others, paying attention to employees and their individual
characteristics) — 63,9% of respondents, adaptability (ability to change and adapt to
new conditions, readiness for challenges) — 69,4% of partakers, sociability (ability
to communicate, ability to listen, clearly and convincingly express own thoughts and
ideas) — 92,0% of HR managers, mediation (ability to find compromises and
establishment of cooperation, negotiation and conflict resolution) — 94,4% of people,
stress resistance and self-control (ability to work in stressful situations and
conditions of uncertainty) — 88,9% of respondents, initiative and creativity (initiation
of new ideas, creativity in solving professional tasks) — 86,1% of employees, etc.

During the survey, we found out the specifics of the experience of HR
managers regarding participation in professional development programs and their
direction. In particular, the participants noted that in the “People” professional area
they participated in programs dedicated to: talent acquisition & retention: regularly
— 30,6%; often — 25,0% of respondents; seldom — 27,8% of HR managers; never —
16,7%; employee engagement: regularly — 36,1% of persons; often — 47,2% of
respondents; seldom — 8,3% of HR managers; never — 8,3%; learning and
development: regularly — 11,1% of persons; often — 13,9% of respondents; seldom
—41,7% of HR managers; never — 33,3%; total rewards: regularly — 8,3% of persons;
often — 19,4% of respondents; seldom — 8,3% of HR managers; never — 63,9%
(Fig. 2.8).

If participation in professional development programs of HR managers to
improve their competence in the areas of talent acquisition & retention, employee
engagement is positive (from 55% to 83% of employees regularly or often improve
their own skills and update knowledge), then the practice of deepening knowledge
in the area of learning and development, total rewards needs improvement, as more
than 70% of HR managers rarely or never participated in the relevant programs. In
this case, the contradiction that characterizes the professional activity of HR
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managers is obvious: they organize personnel training in the framework of corporate
training, but do not have the opportunity to improve their own psychological and

pedagogical competence.

Professional area: People
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Fig. 2.8. The distribution of respondents’ answers about their professional
development in the “People” professional sphere (developed by the author)

The received answers indicate that HR managers of modern companies
participate in professional development programs aimed at improving their
professional competence in the “Organization” professional area.

The respondents’ answers provide the following data: organizational
effectiveness & development: regularly — 13,9% of persons; often — 36,1% of
respondents; seldom — 27,8% of HR managers; never — 22,2%; workforce
management: regularly — 19,4% of persons; often — 50,0% of respondents; seldom —
27,8% of HR managers; never — 2,8%; employee relations: regularly — 11,1% of
persons; often — 16,7% of respondents; seldom — 27,8% of HR managers; never —
44,4%; technology & data: regularly — 27,8% of persons; often — 41,7% of
respondents; seldom — 22,2% of HR managers; never — 8,3% (Fig. 2.9).

The direction of employee relations is cause for concern, as more than 71%
of HR managers rarely (27,8%) or never (44,4%) participated in professional

development programs to improve these skills.
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Professional area: Organization
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Fig. 2.9. The distribution of respondents’ answers about their professional
development in the “Organization” professional sphere (developed by the author)

Regarding “Workforce” professional functions, we observe the following
situation based on the answers of respondents: HR in the global context: regularly —
8,3% of persons; often — 13,9% of respondents; seldom — 52,8% of HR managers;
never — 25,0%; diversity & inclusion: regularly — 5,6% of persons; often — 13,9% of
respondents; seldom — 41,7% of HR managers; never — 38,9%; risk management:
regularly — 27,8% of persons; often — 36,1% of respondents; seldom — 19,4% of HR
managers; never — 16,7%; corporate social responsibility: regularly — 8,3% of
persons; often — 11,1% of respondents; seldom — 58,3% of HR managers; never —
22,2%; employment law & regulations: regularly — 44,4% of persons; often — 36,1%
of respondents; seldom — 13,9% of HR managers; never — 5,6% (Fig. 2.10).
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Fig. 2.10. The distribution of respondents’ answers about their professional
development in the “Workforce” professional sphere (developed by the author)
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Based on the obtained data, we conclude that such aspects as diversity &
inclusion: regularly (more than 80% of employees of HR departments have
sometimes or never participated in relevant professional development programs), as
well as corporate social responsibility, as only 8,3 % of people regularly and 11,1%
of respondents often improved their qualifications to perform relevant professional
functions.

Regarding professional functions in business & HR strategy, we see that in
order to perform them effectively, most HR managers improved their own skills and
mastered new knowledge, as evidenced by the data obtained during the survey:
regularly — 30,6% of persons; often — 38,9% of respondents; rarely — 19,4% of HR
managers; never — 11,1%.

Understanding that HR managers have some experience of participating in
professional development programs, we asked the respondents what forms and
methods of professional development they prefer within the framework of corporate
training.

The last question in our gquestionnaire involved finding out what forms and
methods of professional development within corporate training HR managers prefer.
The received answers are presented in Fig. 2.11.

As a result of the survey, we conclude that HR managers prefer internship:
excellent (69,4%) and good (19,4%); supervision: excellent (61,1%) and good
(22,2%). Respondents’ responses to consulting were almost evenly distributed:
excellent (38,9%), good (33,3%). It is clear from the answers that participants highly
value such forms of professional development as seminars (excellent — 77,8%, good
— 16,7% of respondents), and webinars (excellent — 66,7%, good — 22,2% of survey
participants).

Less popular are such forms of professional development as cooperation
between various departments (good — 38,9%, fair — 36,1%); workshop (excellent —
38,9% and good — 41,7% of HR managers); delegation of authority (excellent —
25,0% and good — 30,6%, fair — 36,1%, poor — 8,3% of HR managers).
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The most acceptable forms and methods of professional development
within the framework of corporate training
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Fig. 2.11. The distribution of respondents’ answers about the most acceptable
forms and methods of professional development within
the framework of corporate training (developed by the author)
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The next stage of our study was to determine the initial level of HR managers’
psychological and pedagogical competence development in the framework of
corporate training (confirmatory stage) of control group (CG) — 18 employees and
experimental group (EG) — 18 employees.

Let’s move on to the analysis of the results of the confirmatory diagnostics of
the levels of HR managers’ psychological and pedagogical competence development
in the framework of corporate training according to the selected criteria, which was
carried out according to the diagnostic package presented in Appendices C-1, C-2,
C-3.

In order to diagnose the state of the development of motivational component
(personality-motivational criterion) of HR managers’ psychological and
pedagogical competence, we proposed a questionnaire to find out whether HR
managers understand the role and significance of psychological and pedagogical
competence in their professional activities, or are interested in developing relevant
knowledge and skills, whether they need professional improvement (Appendix C-
2).

The results obtained at the confirmatory stage of the pedagogical experiment
present the initial level of HR managers’ psychological and pedagogical competence

development according to the personality-motivational criterion (Table 2.5).

Table 2.5
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the personality-motivational criterion (confirmatory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 1 5,56
upper-intermediate (productive) 4 22,22 3 16,66
intermediate (reproductive) 5 27,78 5 27,78
low (elementary) 8 44,44 9 50,00
Total 18 100 18 100




131

As it was noted at the confirmatory stage of the experiment and presented in
Table 2.5, according to the personality-motivational criterion, 1 employee of CG
(5,56%) and 1 employee of EG (5,56%) demonstrated the advanced (creative) level
of psychological and pedagogical competence development; 4 participants of CG
(22,22%) and 3 HR managers of EG (16,66%) — the upper-intermediate (productive)
level; 5 employees of CG and 5 of EG (27,78% appropriately) — the intermediate
(reproductive) level; and 8 participants of CG (44,44%) and 9 of EG (50,00%) — the
low (elementary) level of psychological and pedagogical competence development.

In order to diagnose the development level of the cognitive component
(information-cognitive criterion) of HR managers’ psychological and pedagogical
competence, the interviews with employees were organized (“Xinwei Ukraine”
LLC, “Riksos” LLC, “JETSOFTPRO UKRAINE” LLC, Dairy company
“Galychyna” LLC) (Appendix C-3).

The study managed to find out that according to the information-cognitive
criterion the advanced (creative) level of HR-managers’ psychological and
pedagogical competence development was evidenced by 1 employee of CG (5,56%)
and 1 HR manager of EG (5,56%); the upper-intermediate (productive) level — by 5
participants of CG (27,78%) and 3 employees of EG (16,66%); the intermediate
(reproductive) level — by 4 employees of CG (22,22%) and 4 employees of EG
(22,22%); and the low (elementary) level — by 8 persons of CG (44,44%) and 10
employees of EG (55,56%).

The results of the information-cognitive criterion of HR managers’
psychological and pedagogical competence development are presented in Table 2.6.

Table 2.6
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the information-cognitive criterion (confirmatory stage)
(developed by the author)
Quantity of employees

Levels of development CG EG
abs % abs %
advanced (creative) 1 5,56 1 5,56
upper-intermediate (productive) 5 27,78 3 16,66
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intermediate (reproductive) 4 22,22 4 22,22
low (elementary) 8 44,44 10 55,56
Total 18 100 18 100

In order to fix the level of activity component of HR managers’ psychological
and pedagogical competence development (activity-resultative criterion), we offered
the participants of the confirmatory stage of pedagogical experiment the opportunity
to perform creative tasks (Appendix C-4).

The diagnostics of the development levels of HR managers’ psychological
and pedagogical competence according to activity-resultative criterion serves as the
basis for the conclusion that employees from CG and EG proved the same results. 1
employee of CG and EG (5,56%) demonstrated the advanced (creative) level of HR
managers’ psychological and pedagogical competence development; 3 employees in
every group (16,66%) — the upper-intermediate (productive) level; 6 HR managers
of CG and EG (33,33%) — the intermediate (reproductive) level; 8 employees of CG
and EG (44,44%) — the low (elementary) level (Table 2.7).

Table 2.7
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the activity-resultative criterion (confirmatory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 1 5,56
upper-intermediate (productive) 3 16,66 3 16,67
intermediate (reproductive) 6 33,33 6 33,33
low (elementary) 8 44.44 8 44,44
Total 18 100 18 100

The generalized data of HR managers’ psychological and pedagogical
competence development in the framework of corporate training made it possible to
determine that only 1 employee of CG and EG (5,56%) had the advanced (creative)
level of development of this competence; 4 employees of CG (22,22%) and 3

employees of EG (16,66%) demonstrated the upper-intermediate (productive) level;
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5 employees of CG (27,78%) and EG proved the intermediate (reproductive) level;
and 8 employees of CG (44,44%) and 9 employees of EG (50,00%) evidenced the
low (elementary) level of psychological and pedagogical competence development
(Table 2.8).

Table 2.8
The diagnostics results of the general level of HR managers’ psychological and
pedagogical competence development (confirmatory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 1 5,56
upper-intermediate (productive) 4 22,22 3 16,67
intermediate (reproductive) 5 27,78 5 27,78
low (elementary) 8 44,44 9 50,00
Total 18 100 18 100

The visualization of data on the levels of HR managers’ psychological and
pedagogical competence development of at the confirmatory stage of the
pedagogical experiment is shown in Fig. 2.12.

The analysis of the data obtained at the confirmatory stage of experiment
proved the dominance of the low (elementary) and intermediate (reproductive)
levels of HR managers’ psychological and pedagogical competence development.

Based on the analysis of the data obtained during the confirmatory stage of
the pedagogical experiment, we conclude that the majority of HR managers are
clearly aware of the role of psychological and pedagogical competence in their
professional activities and its importance for ensuring the effectiveness of
professional functions performance.

However, along with this awareness and understanding of psychological and
pedagogical competence meaning, the insufficient level of knowledge regarding its
content, abilities and skills of using knowledge from Psychology and Pedagogy in
practice, in particular for the organization of corporate training, was recorded. The
results of the theoretical analysis of the research problem, the study of HR managers’

practice provide grounds for identifying the tasks of research and experimental work
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and encouraging the development of HR managers’ psychological and pedagogical

competence in the framework of corporate training in modern companies.
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Fig. 2.12. The levels of HR managers’ psychological and pedagogical competence
development of at the confirmatory stage of the pedagogical experiment
(developed by the author)

The probability of the results of the conducted experimental work at the
confirmatory stage and the reliability of the experimental data are determined using
the non-parametric Mann-Whitney U-test, which is most appropriate to use for small
samples (3 < n < 60). The Mann-Whitney U-test allows to find differences between
two distributions and evaluate its reliability, as well as obtain the reliability of the
results at 95% probability (Mann, & Whitney, 1947; Wilcoxon, 1945), in particular,
to test the Hy hypothesis about the absence of differences between the two empirical
(experimental) distributions.

Therefore, the null hypothesis Ho: the experimental and control samples of
HR managers are homogeneous in terms of the level of psychological and
pedagogical competence development according to the investigated the Mann-
Whitney U-test; alternative hypothesis Hi: the experimental and control samples
differ in the level of psychological and pedagogical competence development in the

according to the investigated U-test.



135

The process of calculating the Mann-Whitney U-test is carried out as follows.
We combine the levels of HR managers’ psychological and pedagogical competence
development into one row in descending order. We rank the levels and write out the
ranks for the CG and EG samples separately. For each of the levels, we determine
the average value of the rank and the sum of the ranks depending on the number of
respondents (Ranks CG and EG) (Table 2.9).

Table 2.9
The calculation of the Mann-Whitney U-test (confirmatory stage)
(developed by the author)

Levels CG | EG | Ranks | Ranks CG Ranks EG
advanced (creative) 1 1 1-2 1,5 1,5
upper-intermediate (productive) 4 3 3-9 6 (24) 6 (18)
intermediate (reproductive) 5 5 10-19 14,5 (72,5) 14,5 (72,5)
low (elementary) 8 9 20-36 28 (224) 28 (252)
Total 18 18 1-36 322 344

We find the sum of ranks for each sample (3> Rcc=322, Y Rec=344)

We determine the empirical value of the Mann-Whitney U-test using the
formula:
(ne+1)

Uempir =nl-n2+n,- > max
where: n1 — denotes the first sample (CG);

n2 — denotes the second sample (EG);

n, — is s sample with a larger sum of ranks;

R,4x — denotes the largest value of the sum of ranks in the sample.

Uempir == 151

The critical value of the Mann-Whitney U-test for the significance level
p=0,05 (Mann, & Whitney, 1947) is U_,;; = 109.

Since Ugmpir > Ugrie, it can be asserted with a probability of 0,95 that the
samples (CG, EG) are homogeneous, and therefore it is possible to accept the null
hypothesis that the initial level of HR managers’ psychological and pedagogical
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competence development of participants in control and experimental groups does
not differ significantly.

As proved by the results at the significance level of 0,05 between the groups
participating in the experiment, there are no statistically significant differences in
the level of psychological and pedagogical competence development. This leads to
the conclusion that HR managers in terms of the level of their psychological and
pedagogical competence development in control and experimental groups is equal,
and also makes impossible the influence of subjective factors on the reliability and
validity of the results of the exploratory stage of the experiment.

So, at the confirmatory stage of the experiment, a number of tasks were
solved: HR managers were allocated to CG and EG; the criteria, indicators and levels
of HR managers’ psychological and pedagogical competence development were
substantiated; the diagnostic toolkit was developed; the diagnostics performed, the
analysis and interpretation of its data were accomplished.

So, the results of the survey confirm the topicality of HR managers’
psychological and pedagogical competence development in the framework of

corporate training.

2.4. Pedagogical conditions for HR managers’ psychological and

pedagogical competence development in the framework of corporate training

In accordance with the methodology and logic of the research, the third task
is accomplished: the definition and substantiation of pedagogical conditions, the
implementation of which would ensure positive dynamics in the levels of HR
managers’ psychological and pedagogical competence development in the
framework of corporate training. In our opinion, this task should begin with the
interpretation of such a concept as “pedagogical condition”, which will make it
possible to avoid misunderstandings and mistakes.

In modern dictionaries “conditions” are interpreted as “the physical situation
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that someone or something is in and affected by”, “all the particular things that
influence someone’s living or working environment” (Cambridge Dictionary,
2022); “external or existing circumstances” (Collins Dictionaries, 2022). In
McMillan dictionary a condition is interpreted as “a particular mode of being of a
person or thing; existing state; situation with respect to circumstances” (McMillan
dictionary, 2022). This dictionary provides ‘“circumstances”, “setting”,
“surrounding” as synonyms of the word “conditions” (McMillan dictionary, 2022).
According to Merriam-Webster Dictionary, “conditions” are defined as “something
essential to the appearance or occurrence of something else” (Merriam-Webster
Dictionary, 2022). One can find the meaning of “pedagogical” as something “related
to the methods and theory of teaching”, “related to the practice of teaching and its
methods” (Cambridge Dictionary, 2022); “concerning the methods and theory of
teaching” (Collins Dictionaries, 2022); “relating to a pedagogue or Pedagogy”
(McMillan dictionary, 2022). It is worth mentioning that none of the listed
dictionaries provide a definition of the concept of “pedagogical conditions.

The results of the analysis of scientific and pedagogical literature indicate that
researchers study special pedagogical conditions, the implementation of which
contributes to the formation of both the professional competence of modern
specialists in general and its individual components. For example, Sanz, Lin, Lado,
Bowden, and Stafford (2009) examine the pedagogical conditions of foreign
language learning; Yuldasheva (2022) analyses the pedagogical conditions
favourable for the development of future teachers' cognitive activity; Nazirova
(2022) describes the pedagogical conditions for the development of professional
competence of teachers and educators of preschool; Lukiianchuk, Kharahirlo,
Sakhno, Tataurova-Osyka, and Stadnik (2022) investigate conditions for the
development of psychological and pedagogical competence of teachers of vocational
(professional and technical) education; Petrenko (2016) studies the pedagogical
conditions necessary for the development of intercultural professional interaction
competence of future managers, etc.

In the context of managers’ professional training, the study Oleksenko (2015)
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deserves attention. In this study the author examines the problem of training future
managers and determines the pedagogical conditions as “the result of goal-oriented
selection, construction and usage of elements of the educational content, methods
and forms” (Oleksenko, 2015, p. 28). Researching the development of managerial
competence, Haydarova (2019) claims, that nowadays it is necessary to find “the
conditions that will facilitate the transition to a holistic model of education, where
priority will be given to experience, competence, subjectivity from a subject-
knowledge basis” (p. 91).

Investigating the essence of the concept of “pedagogical conditions”, Petrenko
(2016) emphasizes that they are characterized by the presence of certain features:
“pedagogical conditions are the component of the pedagogical system, and are also
the component of the integral pedagogical process; pedagogical conditions are the
set of purposeful effective measures of educational resources and educational
processes on all components of the integral pedagogical process; internal
components of pedagogical conditions foster the development of a student’s
personality while external components of pedagogical conditions are tools to create
a procedural component of the pedagogical system, that is an environment in which
learning more easily could occur; implementation of pedagogical conditions in the
pedagogical system ensures the effective functioning and development of the
pedagogical system and also improves students’ educational performance and
increases productivity at the individual and the organizational levels of the
pedagogical system” (p. 90).

Based on the definitions of the terms “condition” and “pedagogical’, taking
into account the results of the research of modern scientists from different countries,
we interpret the pedagogical conditions as a set of circumstances, educational
measures within the framework of corporate training, which have an impact on the
object of research (in our study — HR managers) and contribute to the achievement
of the pedagogical goal — the development of their psychological and pedagogical
competence as a pedagogically managed process, the effectiveness of which consists
in motivation to acquire knowledge, the development of relevant skills and abilities.
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The implementation of pedagogical conditions involves ensuring the unity of goals
and tasks, principles, content, organizational forms and teaching methods.

In order to determine the effective pedagogical conditions necessary for the
development of HR managers’ psychological and pedagogical competence in the
framework of corporate training, we used the method of expert evaluation. 8 people
acted as experts: theorists (4 teachers of higher education institutions from Ukraine
and the People’s Republic of China) and practitioners (4 heads of HR Departments
of Ukrainian and Chinese companies), who determined what knowledge and skills,
values and attitudes (as components of psychological and pedagogical competence)
a modern specialist in HR management should possess. Having offered the experts
a list of 10 pedagogical conditions, we asked them to single out those of them that
are most essential for the development of HR managers’ psychological and
pedagogical competence, using a ranking (Appendix D).

Based on the theoretical analysis of the research problem, the study of the
practice in HR management, the data obtained during the expert evaluation, we
single out the following pedagogical conditions for the development of HR
managers’ psychological and pedagogical competence in the framework of
corporate training:

— encouraging HR managers to develop psychological and pedagogical
competence;

— organization of contextual teaching and learning to gain experience in
the implementation of HR managers’ psychological and pedagogical competence;

— using the potential of reflective practices;

—  the development and implementation of professional development
program for HR managers’ psychological and pedagogical competence development
in the framework of corporate training.

Now, we will describe the defined pedagogical conditions.

The first pedagogical condition — encouraging HR managers to develop
psychological and pedagogical competence is considered as one of the main

pedagogical conditions for the development of psychological and pedagogical
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competence, a kind of system of measures aimed at solving pedagogical tasks. The
expected outcome of encouraging HR managers to develop psychological and
pedagogical competence is the development of awareness of the role and importance
of psychological and pedagogical competence in professional activity; a system of
professional attitudes and beliefs, motives, personal meanings, interests and goals;
striving for self-knowledge, self-improvement and self-management; awareness of
one’s own professional role, which contributes to professionalization, helps to
critically analyse and evaluate the level of professional tasks, etc.

The problem of employee encouraging for professional development and
participation in corporate training programs is the subject of scientific studies of
many researchers (Khan, & Siddiqui, 2023; Abakah, 2023; Zhang, Admiraal, &
Saab, 2022; Dahri, Vighio, Bather, & Arain, 2021). “Motivation is a set of forces
both from within and from outside a person that encourages them to start working
behavior according to a certain format, direction, intensity and time period".
Organizations are also required to be able to identify the will of its members that
lead to job satisfaction in various ways by meeting the needs of organizational
members, both motivators as intrinsic factors and hygiene as extrinsic factors”
(Sugiarti, 2022, p. 4). We agree with scientists, that “it is a learning process that
involves the acquisition of knowledge, sharpening of skills, concepts, rules, or
changing of attitudes and behaviours to enhance the performance of employees.
Training is a continuous process by which employee actually gets the knowledge
and get to know how he or she can perform well in the organization” (Hanif, &
Ameeq, 2013, p. 69).

Shahzadi, Javed, Pirzada, Nasreen, and Khanam (2014) argue, that “employee
motivation is a reflection of the level of energy, commitment, and creativity that a
company's workers bring to their jobs™ (p. 159); “motivation is the direction and
intensity of one’s effort, or the psychological feature that arouses an organism to
action toward a desired goal” (Shahzadi, Javed, Pirzada, Nasreen, & Khanam, 2014,
p. 160). This means that with the help of encouraging the development of

psychological and pedagogical competence, opportunities are created for HR
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managers not only for mastering knowledge and skills, but also for their
transformation into an effective toolkit of personal and professional development,
as well as a means of improving professional activity.

As already mentioned, a motive is a reason, a motivating factor of human
behavior and actions. In other words, motives mean the construction of the goal and
the expected outcome of the activity, which motivate the employee to study in order
to satisfy his needs. Considering motivation as a set of motives, it should be
emphasized that motives are formed when a person gives a special meaning to a
certain phenomenon, activity or behaviour based on the analysis and reflection of
the development of his|her own personality, making a certain decision regarding
further development and improvement. In this context, we consider motivation as a
set of intrinsic and extrinsic forces that drive a person to activity, determine
behaviour, forms of activity, and give this activity a direction aimed at achieving
personal and organizational goals.

Scientists distinguish intrinsic and extrinsic motivation (Armstrong, 2009;
Bénabou, & Tirole, 2003; Good, Hughes, Kirca, & McGrath, 2022; Li, Liu, Chen,
& Wang, 2023; Mansaray, 2019; Suen, Cheung, Wang, & Hui, 2022). “The most
basic distinction is between intrinsic motivation, which refers to doing something
because it is inherently interesting or enjoyable, and extrinsic motivation, which
refers to doing something because it leads to a separable outcome” (Ryan, & Deci,
2000, p. 55). In our study, motivation should be considered as an internal process
inherent in a certain personality, which does not end until the moment of satisfaction
of the need. Further, authors claim that “intrinsically motivated behaviours are
performed out of interest and require no “separable” consequence, no external or
intrapsychic prod, promise, or threat” and “extrinsically motivated involves
performing an activity with the intention of attaining some separable consequence
such as receiving a reward, avoiding guilt, or gaining approval. Behaviours that are
extrinsically motivated would generally not occur spontaneously, so their
occurrence must typically be prompted by some type of instrumentality” (Decl,

Ryan, & Williams, 1996, p. 167).
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Having analysed the literature (Armstrong, 2009; Bénabou, & Tirole, 2003;
Good, Hughes, Kirca, & McGrath, 2022; Li, Liu, Chen, & Wang, 2023; Mansaray,
2019; Suen, Cheung, Wang, & Hui, 2022) we can claim that intrinsic and extrinsic
motivation have their own specificity according to indicators such as orientation
(intrinsic motivation: internal interest of the personality; extrinsic motivation:
external influence directed at an individual or a group of persons); the essence
(intrinsic motivation: positive, individual character; extrinsic motivation: positive or
negative, individual or group character); the implementation period (intrinsic
motivation: until the moment of full implementation; extrinsic motivation: until the
moment of cancellation); the goal (intrinsic motivation: satisfying an individual’s

internal need; extrinsic motivation: influencing a person) (Table 2.10)

Table 2.10
The specificity of intrinsic and extrinsic motivation (generalized ed by the author)
Indicator Intrinsic motivation Extrinsic motivation
orientation internal interest of the personality | external influence directed at an
individual or a group of persons
essence positive, individual character positive or negative, individual or group

character

implementation | until the moment of full | until the moment of cancellation
period implementation
goal satisfying an individual’s internal | influencing a person
need

We are aware that the development of HR managers’ psychological and
pedagogical competence must begin with the formation of needs, motives, goals and
the desire to self-develop and use one’s own potential to improve HR management
in the company. “To be motivated means to be moved to do something. A person
who feels no impetus or inspiration to act is thus characterized as unmotivated,
whereas someone who is energized or activated to wardanend is considered
motivated” (Ryan, & Deci, 2000, p. 54).

In our research, we consider the need as a necessity for a specialist in the field
of HR management. This is the driving force for further educational activity. We
agree with Deci, Ryan, and Williams (1996) who emphasise that “one of the

important functions served by delineating human needs is that it allows for the
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prediction of which variables in the social context will have positive versus negative
effects on self-regulation. In other words, it is a basis for predicting which social
contextual factors will promote versus forestall students’ involvement in learning
and effective adjustment to the complex social world. Interpersonal contexts that
provide opportunities to satisfy the psychological needs for autonomy, competence,
and relatedness will promote self-regulation and those that thwart satisfaction of the
needs will impair self-regulation” (p. 172). In this context, we agree that “social
contexts and individual differences that support satisfaction of the basic needs
facilitate natural growth processes including intrinsically motivated behaviour and
integration of extrinsic motivations, whereas those that forestall autonomy,
competence, or relatedness are associated with poorer motivation, performance, and
well-being” (Deci, & Ryan, 2000, p. 227). The same conclusion is formulated by
Beltman (2009): “Consistent with current conceptualisations of learning and
motivation, individual motivational beliefs regarding the self and learning activities
are seen as inseparable from the social context in which these activities are situated”
(p. 194). A clear definition of goals, as an identification of the expected outcome,
contributes to the orientation of a learning process. “Goals can be achieved if co-
ordination and co-operation takes place simultaneously which can be effectively
done through motivation” (Shahzadi, Javed, Pirzada, Nasreen, & Khanam, 2014, p.
160). Deci, Ryan, and Williams (1996) argue, that “... a desire or goal reflects a
need only if, when satisfied, it promotes effective functioning and well-being and,
when not satisfied, it diminishes effectiveness and health” (p. 167).

Therefore, it seems logical to declare that the development of HR managers’
psychological and pedagogical competence is a complex, step-by-step process that
requires the appropriate organization of training. In our study, we consider
encouraging HR managers to develop psychological and pedagogical competence as
a set of motivations for mastering relevant knowledge in Psychology and Pedagogy,
developing the skills to apply them in practice.

The features and content of the implementation of the first pedagogical
condition — encouraging HR managers to develop psychological and pedagogical
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competence is considered as one of the main pedagogical conditions for the
development of psychological and pedagogical competence — are characterized as
follows:

—  the essence: consulting HR managers regarding the development of
psychological and pedagogical competence and its application in professional
activities, which contributes to the development of motivation to master knowledge
in Psychology and Pedagogy, the formation and development of the skills for further
use in practice;

—  the assignment: to contribute to the formation of intrinsic motivation for
the development of psychological and pedagogical competence, awareness of the
role and importance of psychological and pedagogical competence as a component
of HR managers’ professional competence; promote the development of such
personal and professional qualities of HR managers as responsibility, independence,
empathy, tolerance; deepen knowledge about the use of psychological and
pedagogical competence in order to establish communication and teamwork, as well
as for continuous professional development and improvement, in particular in the
context of corporate training;

—  the organizational forms and methods: the diagnostics of the level of HR
managers’ psychological and pedagogical competence development; organization
and conduct of training, role-playing games, team building and teamwork;

—  the peculiarities of participants’ activity: information processing,
discussion of key concepts, reflection of own experience and presentation of its
results with further discussion of advantages and disadvantages (during training,
role-playing games);

— the expected outcome: the dynamics in development levels of
motivational component of HR managers’ psychological and pedagogical
competence;

—  the indicators of development: the manifestation of intrinsic motivation
and demonstration of awareness of the importance of HR manager’s psychological

and pedagogical competence, the desire to master psychological and pedagogical
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knowledge; acquisition of personal and professional qualities (responsibility,
independence, empathy, tolerance) and their demonstration in professional activities
and the educational process; willingness to establish communication and
cooperation with employees, teamwork, based on the use of appropriate
psychological and pedagogical knowledge; awareness of the need for continuous
professional development and improvement at the personal and organizational
levels.

We present the second pedagogical condition — the organization of contextual
teaching and learning for the acquisition of experience in the implementation of the
psychological and pedagogical competence of HR managers. Based on the analysis
of the requirements for the professional qualification of HR managers, identified by
such international professional organizations as Chartered Institute of Personnel and
Development (CIPD, 2018) and Society for Human Resource Management (SHRM,
2018), their professional functions, studying educational and professional programs
for the training of managers in higher education institutions of Ukraine and the
People’s Republic of China, it was found that the formation of psychological and
pedagogical competence is not sufficient within the initial professional training.
Most aspects of this problem receive too little attention.

This situation is justified by the fact that the scientific and pedagogical
literature only partially covers the theoretical and methodological foundations of the
HR managers’ psychological and pedagogical competence development; there is an
insufficient level of establishing the relationship between the educational sphere and
the business environment, which characterizes the modern practice of higher
education institutions. It is obvious that the educational process in higher education
institutions is not sufficiently provided with educational and methodological
materials for the development of HR managers’ psychological and pedagogical
competence and the use of interactive methods corresponding to their content.

In our opinion, for HR managers’ psychological and pedagogical competence
development in the framework of corporate training, which should be considered as

a unity of its components (motivational, cognitive, activity), it is important to master
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knowledge, develop skills, professional values and attitudes that totality can be
characterized as the HR manager’s ability to reach acme and realize his|her own
competence in the conditions of a fast-changing business environment consisting of
typical, atypical, problematic, creative and innovative situations and tasks.

The problem of organizing the contextual teaching and learning is topical for
different levels of educational system and is researched by scientists in various
countries (Akmal, 2023; Baker, Hope, & Karandjeff, 2009; Berns, & Erickson,
2001; Hakim, & Sari, 2022; Indrayati, & Kuni, 2022; Mazzeo, 2008; Ruto, Mema,
Nduru, & Ota, 2021).

As Berns and Erickson (2001) claim, “contextual teaching and learning is a
conception of teaching and learning that helps teachers relate subject matter content
to real world situations; and motivates students to make connections between
knowledge and its applications to their lives as family members, citizens, and
workers and engage in the hard work that learning requires” (p. 3); “Contextualized
Teaching and Learning (CTL) is identified as a promising strategy that actively
engages students and promotes improved learning and skills development” (Baker,
Hope, & Karandjeff, 2009, p. 6). Mazzeo (2008) describes contextual learning as
“diverse family of instructional strategies designed to more seamlessly link the
learning of foundational skills and academic or occupational content by focusing
teaching and learning squarely on concrete applications in a specific context that is
of interest to the student” (p. 4). Using the potential of contextual teaching and
learning contributes to the development of skills to analyse professional situations
and tasks, make balanced decisions based on analysis and synthesis of information,
determine the optimal model of behaviour, choose an effective strategy of
communication and interaction with other employees, etc. In this case Berns and
Erickson (2001) research the use of various approaches among which they
distinguish problem-based learning, cooperative learning, project-based learning,
work-based learning etc. Contextual teaching and learning, which reflects
professional reality, allows analysing real situations of the professional environment,

establishing cooperation in a team to make a joint decision, and therefore is an
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effective toolkit for ensuring an active position of a specialist in the organization of
corporate training.

In order to organize contextual teaching and learning to gain experience in the
implementation of HR managers’ psychological and pedagogical competence, in our
opinion, it is important to harmonize the content of training that reflects the specifics
of the professional activity of HR managers with organizational forms and methods
that have proven their effectiveness in framework of corporate training. The content
of professional development should be practice-oriented, based on the experience of
HR managers and provide for its further use in practice. It goes about the integration
of theoretical and practical components, ensuring interdisciplinary connections,
systematicity and continuity in contextual teaching and learning.

Such an integration will ensure the training of HR managers for the
performance of professional functions, therefore, will support the mastery of
knowledge in Psychology and Pedagogy, which contribute to the formation of
worldview, motivation, enable understanding of the psychological and pedagogical
features of HR managers’ professional activity and corporate training; the mastery
of knowledge that enriches the scientific foundations of HR management in general
and corporate training (as an integral element of corporate culture) in particular;
practical knowledge about the observance of ethical and professional norms of
behaviour in professional activities, in particular, in the process of establishing
interpersonal communication and teamwork in a corporate educational environment.

It should be emphasized here that contextual teaching and learning involves
the active participation of HR managers in the study. In this case, the teacher plays
the role of organizer, manager, and facilitator. “The contextual approach / CTL is a
learning concept that helps teachers relate the material being taught to real-world
situations and encourages pupils to connect their knowledge and its application in
their lives as family and community members. In a contextual classroom, the
teacher's job is to help pupils achieve their goals. That is, the teacher deals more with
strategy than providing information. The teacher's job is to manage the class as a

team that works together to find something new for pupils in the class” (Ruto, Mema,
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Nduru, & Ota, 2021, p. 44-45).

Taking into account the results of HR managers’ survey, in which they
preferred certain organizational forms and interactive methods of corporate training,
in our research we decided to use the potential of a seminar, training, business and
role-playing games, project method, team building and teamwork, portfolio. The
analysis of the organizational forms and methods of teaching shows their practical
orientation, interactive nature, as well as the use of activity-based and competency-
based approaches.

In our study, we highpoint the specificity and essence of the implementation
of the second pedagogical condition — the organization of contextual teaching and
learning to gain experience in the implementation of HR managers’ psychological
and pedagogical competence:

—  the essence: consulting HR managers on the content of psychological and
pedagogical knowledge, mastering which is appropriate and useful for further use in
professional activities, in particular for own professional development and
organization of corporate training of employees;

—  the assignment: to ensure mastering, updating and systematization of
psychological and pedagogical knowledge, methods and practices of building
interpersonal interaction in a corporate learning environment, using appropriate
organizational forms of corporate learning and methods of contextual teaching and
learning for HR managers’ psychological and pedagogical competence development
and professional functions performance; to contribute to the formation of an
understanding of the essence of corporate culture, ethical and professional norms of
behaviour in the company;

—  the organizational forms and methods: the diagnostics of the level of HR
managers’ psychological and pedagogical competence development; the
organization and holding of seminars, business games, the use of project method,;

—  the peculiarities of participants’ activity: information processing, its

analysis and presentation; planning, development and implementation of the project
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with further analysis and discussion of its advantages and disadvantages (during
seminars, projects, business games);

—  the expected outcome: the dynamics in the levels of the cognitive
component development of HR managers’ psychological and pedagogical
competence;

— the indicators of development: the use of knowledge in Psychology and
Pedagogy in professional activity; demonstration of understanding of the essence of
corporate culture, ethical and professional norms of behaviour in the company; the
use of knowledge of psychological features, methods and practices of building
interpersonal interaction for the organization of corporate training.

The third pedagogical condition — using the potential of reflective practices —
we consider one of the important conditions, which involves analytical activity
aimed at self-knowledge, awareness of one’s own position, actions and motives,
comparison of one’s own achievements with ideals, the competence characteristics
of a modern specialist, the requirements of a specific company for employees, which
serve as the basis to determine directions for further personal and professional
development, defining goals and objectives, etc. Reflection as an effective tool of
professional development is considered in various publications (Day, 1993; Forde,
McMahon, McPhee, & Patrick, 2006; Korthagen, & Nuijten, 2022; Moon, 2013;
Sharmahd, Peeters, & Bushati, 2018; Tan, Cashell, & Bolderston, 2012). We believe
that “reflective practice can lead to professional development and the acquiring of
practice knowledge It is the ability to access, make sense of, and learn through work
experience to achieve a more desirable, effective and satisfying work™ (Tan, Cashell,
Bolderston, 2012, p. 136). Korthagen and Nuijten (2022) argue, that “reflection
presupposes the movement according to several stages:

1) action (experience),

2) looking back on the experience,

3) awareness of essential aspects,

4) creating alternative methods of action and making a choice, 5) trial”.

The effective reflective practices contribute to the development of the ability
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to evaluate and self-evaluate professional activity, objectively determine its
effectiveness, find out the advantages and disadvantages of one’s own
communication strategy and cooperation with other employees. We agree with Szebe
and Midtsundstad (2022), who examine the role of reflection in professional learning
communities of teachers, that “successful teamwork involves sharing stories and
experiences about their practice, engaging in honest conversation about their work,
pursuing personal interests in their teaching, discussing successful and challenging
aspects of their practice, and becoming more open to and interested in involving
outside resources to enrich their conversations and plans” (p. 175-176).

The use of reflective practices makes it possible to understand and rethink
one’s own experience, to regulate professional activity, personal and professional
development based on the diagnostics of the achieved results. “At the core of the
reflective process is the acquiring of new understanding and appreciation, reframing
problems and the development of knowledge creation capacities. These three core
outcomes are obtained through the conscious act of thinking about past events,
attending to the feelings and ideas that arise from those events and visualizing the
resultant change” (Tan, Cashell, Bolderston, 2012, p. 136).

It is important to note that the use of the potential of reflective practices — the
third pedagogical condition for the development of psychological and pedagogical
competence of HR managers — involves the analysis of both one’s own professional
activity and professional development, as well as the use of reflective tools for
analysing the professional activity and professional development of other
employees, which is implemented in the framework of corporate teaching.

Therefore, the features and content of the implementation of the third
pedagogical condition — the use of the potential of reflective practices can be seen in
the following:

—  the essence: consulting HR managers regarding the analysis of their own
professional activity, planning, organization and implementation of professional
development; mastering reflective practices for the purpose of their further use in

the framework of corporate training;
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— the assignment: to involve HR managers in the use of reflective practices
and self-assessment of personal qualities and professional competencies; application
of clear criteria for evaluating professional activity and professional development;
formulation of strategic goals of professional development and tasks, the successful
implementation of which leads to their accomplishment;

—  the organizational forms and methods: the diagnostics of the level of
activity component development of HR managers’ psychological and pedagogical
competence; the organization and conduct of training and compilation of portfolio;

—  the peculiarities of participants’ activity: information processing,
analytical and reflective activity, the use of educational and methodical materials
during training and compilation of portfolio;

—  the expected outcome: the dynamics in the development levels of activity
component of HR managers’ psychological and pedagogical competence;

—  the indicators of development: the ability to use psychological and
pedagogical knowledge to manage the process of corporate training, based on the
analysis and synthesis of information obtained during reflective practices; to
establish interaction and support it to achieve the goals of corporate training; the
ability to use the potential of reflective practices to motivate employees’ support
through counselling and mentoring.

Regarding the fourth pedagogical condition necessary for the development of
HR managers’ psychological and pedagogical competence — the development and
implementation of professional development program for HR managers’
psychological and pedagogical competence development in the framework of
corporate training — we consider it one of the important conditions, the basis of
which is grounded on the application of competency-based approach, the integration
of theoretical foundations and the specifics of HR managers’ professional activity.

As evidenced by the results of the study, the presence of HR managers’
psychological and pedagogical competence is significant in their professional
activities, therefore there is a need to develop and implement the professional

development program aimed at its development in the framework of corporate
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training. The professional development program should be based on the needs and
interests of HR managers using active learning methods as well as taking into
account the context of the professional environment.

In the course of our research, we developed the professional development
program aimed at the development of psychological and pedagogical competence,
presenting the essence, methodological and organizational specifics of conducting
seminars, trainings, business and role-playing games, the use of project method,
team building and teamwork, and portfolio development.

The features and content of the implementation of the fourth pedagogical
condition — the development and implementation of professional development
program for HR managers’ psychological and pedagogical competence development
in the framework of corporate training — is as follows:

—  the essence: implementation of the professional development program
designed to develop motivational, cognitive, activity components of HR managers’
psychological and pedagogical competence during seminars, training, business and
role-playing games, project method, team building and teamwork, portfolio.

—  the assignment: to involve HR managers in active participation in
educational events in order to develop their psychological and pedagogical
competence; to create learning situations with maximum approximation to the
realities of their professional environment;

—  the organizational forms and methods: the diagnostics of development
level of HR managers’ psychological and pedagogical competence; the organization
and holding of seminars, training, business and role-playing games, the use of
project method, team building and teamwork, portfolio;

— the peculiarities of participants’ activity: information processing,
analytical activity, the use of educational materials during training (seminar,
training, business and role-playing games, project method, team building and
teamwork, portfolio);

—  the expected outcome: the developed motivational, cognitive, activity

components of HR managers’ psychological and pedagogical competence;
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—  the indicators of development: the ability to use psychological and
pedagogical knowledge and skills for the professional development of the
company’s employees, to organize corporate training, develop own training
materials, achieve success in the company’s HR management.

Therefore, in our opinion, the development of HR managers’ psychological
and pedagogical competence in the framework of corporate training will be
successful if it is facilitated by justified pedagogical conditions that presuppose
encouraging HR managers to develop psychological and pedagogical competence;
the organization of contextual teaching and learning to gain experience in the
implementation of HR managers’ psychological and pedagogical competence; the
use of the potential of reflective practices; and the development and implementation
of professional development program for HR managers’ psychological and

pedagogical competence development in the framework of corporate training.

Conclusion to Chapter 2

In Chapter 2 “The scientific and methodical principles of HR managers’
psychological and pedagogical competence development in the framework of
corporate training” the specificity of research methodology and the characteristics
of criteria, indicators and levels of HR managers’ psychological and pedagogical
competence development are presented. This chapter reveals the diagnostics of HR
managers’ psychological and pedagogical competence development, as well as
justification of pedagogical conditions for HR managers’ psychological and
pedagogical competence development in the framework of corporate training.

The research methodology is based on theoretical knowledge and principles
(objectivity, evidence, comprehensiveness, substantive analysis) of knowledge of
pedagogical practice, methodological approaches (systematic, contextual,
personality-based, activity-based), methods and means of scientific research.

The features of the research organization and its stages (the first — preparatory,
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second — main, third — final), as well as the implementation of sequential research
tasks and the methods used are presented.

This chapter presents the characteristics of personality-motivational criterion,
information-cognitive criterion, activity-resultative criterion and their indicators.

Chapter 2 presents the levels (low (elementary), intermediate (reproductive),
upper-intermediate  (productive), advanced (creative)) of HR managers’
psychological and pedagogical competence as well as its motivational, cognitive and
activity components development.

The diagnostics of HR managers’ psychological and pedagogical competence
development specified the frequency of professional functions performance as well
as their participation in professional development in the following professional

b

spheres: “People”, “Organization”, “Workforce”, “Strategy”. The participants
indicated the preferable forms and methods of corporate training.

We detected the level of motivational, cognitive and activity components of
HR managers’ psychological and pedagogical competence development during the
confirmatory stage of pedagogical experiment. The results proved the dominance of
low (elementary) and intermediate (reproductive) levels of HR managers’
psychological and pedagogical competence development. Only 1 HR manager in
evry group (CG and EG) (5,56% appropriately) demonstrated the advanced
(creative) level of psychological and pedagogical competence development; 4 CG
employees (22,22%) and 3 EG employees (16,66%) demonstrated the upper-
intermediate (productive) level.

According to the third task of our research we justified the pedagogical
conditions: encouraging HR managers to develop psychological and pedagogical
competence; the organization of contextual teaching and learning to gain experience
in the implementation of HR managers’ psychological and pedagogical competence;
the use of the potential of reflective practices; the development and implementation
of professional development program for HR managers’ psychological and
pedagogical competence development in the framework of corporate training.

The content of this chapter is presented in the following publications: Gao,
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2023; Mukan & Gao, 2023c; Mukan & Gao, 2023d; Mukan & Gao, 2024.
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CHAPTER 3

THE VERIFICATION OF THE EFFICIENCY
OF PEDAGOGICAL CONDITIONS OF
HR MANAGERS’ PSYCHOLOGICAL AND PEDAGOGICAL
COMPETENCE DEVELOPMENT
IN THE FRAMEWORK OF CORPORATE TRAINING

Chapter 3 “The verification of the efficiency of pedagogical conditions of HR
managers’ psychological and pedagogical competence development in the
framework of corporate training” presents the program and methods of experimental
research, characterizes the implementation of pedagogical conditions for HR
managers’ psychological and pedagogical competence development in the
framework of corporate training. In this chapter we substantiate the results of
effectiveness verification of pedagogical conditions of HR managers’
psychological and pedagogical competence development in the framework of

corporate training.

3.1. The program and methods of experimental research

In order to organize the verification of the effectiveness of pedagogical
conditions for HR managers’ psychological and pedagogical competence
development in the framework of corporate training, the pedagogical experiment
was conducted, by which scientists understand the introduction of fundamentally
important changes in the educational process in accordance with the purpose, tasks
and hypothesis of the study. The pedagogical experiment makes it possible to record
and track the connections between the studied phenomena without violating its
integrity, to further carry out in-depth qualitative analysis and quantitative
measurement of both the changes made in the corporate training and the results of

the activities of those who study and are exposed to these changes.
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On the basis of a thorough study of the scientific and pedagogical literature
and the analysis of educational practice of modern higher education institutions
which train future HR managers, it was found that there is no specific study that
would present and implement a set of pedagogical conditions for their psychological
and pedagogical competence development, as well as a comprehensive study of their
implementation and effectiveness in the framework of corporate training.

Summarizing the available definitions of the term “pedagogical experiment”
used by scientists (Balgan, Renchin, & Ojgoosh, 2022; Brink, Krijnen, Loomans,
Mobach, & Kort, 2023; Costa, Tegtmeier, Santos, & Schenkel, 2024; Hamilton,
McKechnie, Edgerton, & Wilson, 2021; Horakova, & Houska, 2014; Gopalan,
Rosinger, & Ahn, 2020; Worner, Kuhn, & Scheiter, 2022), we note that the content
of our pedagogical experiment consists in substantiating the component structure of
HR managers’ psychological and pedagogical competence; the purposeful
introduction of changes to the framework of HR managers’ corporate training
(determination of pedagogical conditions for psychological and pedagogical
competence development); monitoring of researched aspects and phenomena (first
of all, how exactly each of the identified pedagogical conditions affects the dynamics
of changes in the levels of psychological and pedagogical competence
development); fixing the results of corporate training in during the pedagogical
experiment in general.

Therefore, the aim of the experimental study was to test the research
hypothesis and confirm the effectiveness of pedagogical conditions for the HR
managers’ psychological and pedagogical competence development in the
framework of corporate training.

As stated in the previous chapter of this thesis, the hypothesis of the
experimental work in our study is based on the assumption that the positive
dynamics in the levels of HR managers’ psychological and pedagogical competence
development will be assured if the substantiated pedagogical conditions are
implemented: encouraging HR managers to develop psychological and pedagogical
competence; the organization of contextual teaching and learning to gain experience
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in the implementation of HR managers’ psychological and pedagogical competence;
the use of the potential of reflective practices; the development and implementation
of professional development program for HR managers’ psychological and
pedagogical competence development in the framework of corporate training.

In accordance with the defined aim, the program of experimental work
provided for:

—  the thorough study of the theoretical foundations of HR managers’
psychological and pedagogical competence development in the framework of
corporate training;

—  the analysis of the current state of HR managers’ psychological and
pedagogical competence development;

—  the development and choice of methods for studying the state of HR
managers’ psychological and pedagogical competence development, collection of
experimental data, their statistical processing;

—  the justification of the structure of HR managers’ psychological and
pedagogical competence, determination of criteria, indicators and levels;

—  the development and substantiation of pedagogical conditions for HR
managers’ psychological and pedagogical competence development in the
framework of corporate training;

—  the selection of companies and discussion with company CEO their
participation in pedagogical experiment;

— the diagnostics of the state of HR managers’ psychological and
pedagogical competence development, the formation of control (CG) and
experimental (EG) groups (the confirmatory stage of the experiment);

—  the organization and conduct of the exploratory stage of the experiment,
which provided for the implementation of pedagogical conditions for HR managers’
psychological and pedagogical competence development in the framework of

corporate training;
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— the diagnostics of the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training after
the exploratory stage of the experiment;

— theanalysis and interpretation of the results of experimental research and
generalization of the obtained data.

In accordance with the aim and tasks, a program and methodology of
pedagogical experiment was developed, which involved the use of a number of
methods: theoretical — analysis, synthesis, generalization, systematization,
comparison, abstraction, specification, modelling, study of advanced pedagogical
experience, reflection of author’s own pedagogical activity; empirical — diagnostic
(interviews, surveys, questionnaires of HR managers, performance of diagnostic
assignments); observational (targeted pedagogical observation of the researched
process course), pedagogical experiment; mathematical and statistical data
processing for quantitative and qualitative analysis of the results of the pedagogical
experiment, verification of their reliability.

An experimental study of the effectiveness of pedagogical conditions
implementation was carried out with the help of a specially organized pedagogical
experiment, which involved the introduction of fundamentally important changes to the
corporate training in accordance with the goal, tasks and hypothesis. The pedagogical
experiment makes it possible to outline the connections between the analysed
phenomena without violating its integrity, to carry out a deep qualitative analysis and
quantitative measurement of both the implemented changes and the results of activities.

According to the research methodology and its program, the implementation
of theoretically grounded pedagogical conditions for HR managers psychological
and pedagogical competence development in the framework of corporate training
took place during the second (main) stage of the study (2023-2024).

The experimental study covered three interrelated stages of scientific and
pedagogical research: confirmatory, exploratory and control. 44 people were
involved in the experiment, including: 8 experts: (theorists — 4 teachers of higher

education institutions of Ukraine and the People’s Republic of China) and
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(practitioners — 4 heads of HR Departments of Ukrainian and Chinese companies);
36 employees (4 heads of the Departments of HR management and 32 HR
managers). They were randomly divided into two groups: the control group (CG —
18 employees) and experimental group (EG — 18 employees).

Previously determined criteria and indicators were used to diagnose the
effectiveness of defined and theoretically substantiated pedagogical conditions for
HR managers’ psychological and pedagogical competence development in the
framework of corporate training (see Chapter 2).

At the confirmatory stage (2022) of the experiment, an analysis of the problem
was carried out based on the study of pedagogical, psychological and managerial
literature, and practical experience. The topicality of the pedagogical conditions for
HR managers’ psychological and pedagogical competence development in the
framework of corporate training was determined and substantiated; the components,
criteria, indicators of development Ilevels assessment of HR managers’
psychological and pedagogical competence was substantiated. The program of
research and experimental work has been developed; the peculiarities of the process
of HR managers’ psychological and pedagogical competence development in the
framework of corporate training were studied; the current state of HR managers’
psychological and pedagogical competence development was checked using a set of
empirical methods: observations, interviews, surveys, testing questionnaires,
creative tasks, etc.

At the exploratory stage of the experiment (2023-2024), the pedagogical
conditions for HR managers’ psychological and pedagogical competence
development in the framework of corporate training were determined, implemented
and experimentally verified.

At the control stage (2024-2025) of experiment, the comprehensive analysis
of experimental results, systematization and statistical processing of empirical data
were carried out; the results of the exploratory stage of the experiment were checked,
and the effectiveness of pedagogical conditions implementation for HR managers’
psychological and pedagogical competence development in the framework of
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corporate training was determined. All these actions allowed us to make general

conclusions. The summarized program of the experiment and its stages is shown in

Fig. 3.1.
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(developed by the author)

During the exploratory stage of pedagogical experiment, the effectiveness of
the pedagogical conditions, which contribute to the development of HR managers’
psychological and pedagogical competence in the framework of corporate training,
was checked. The description of pedagogical conditions implementation is presented

in the next subchapter.
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3.2. The implementation of pedagogical conditions for HR managers’
psychological and pedagogical competence development in the framework of
corporate training

The implementation of the second (main) stage of the research (2023-2024)
provided for the development of initial scientific and methodical theses. Based on
the study of scientific and pedagogical literature and the organization of work with
experts, the pedagogical conditions necessary for the development of HR managers’
psychological and pedagogical competence in the framework of corporate training
were determined. At this stage of the research, the pedagogical experiment was
conducted, during which changes in the levels of development of HR managers’
psychological and pedagogical competence were recorded.

First of all, we develop professional development program for HR managers
(Appendix E) with a volume of 60 hours, which included 40 hours of corporate
training and 20 hours of self-study. Within the framework of corporate training,
seminars, trainings, team building & teamwork, project development, role-playing
& business games were provided. Our professional development programme is
unigue in that, while each educational event and activity had the primary goal of
developing a specific component, they all allowed for the complex development of
the motivational, cognitive, and activity components of HR managers’ psychological
and pedagogical competence.

According to the author’s idea, the program is aimed at the development of
HR managers’ psychological and pedagogical competence in order to further use the
acquired knowledge and skills for the establishment, organization and successful
implementation of corporate training of the company’s employees. The program
aims at development of HR managers’ ability to use knowledge of Psychology and
Pedagogy to organize corporate training of the company’s employees, using modern
training methods and various forms of training organization; to establish and
maintain productive communication on the basis of corporate culture and ethics of
the professional environment; to consolidate team-building and teamwork using the

potential of reflection and opportunities for professional development.
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We determined the expected learning outcomes, in particular:

—  knowledge (the knowledge of the psychological features of adult
learning, psychological prerequisites for success in learning, knowledge of
establishing effective communication and cooperation with company personnel,
knowledge of the goals and objectives of corporate training and professional
development, knowledge of corporate training program development, knowledge of
the features of educational process organization, knowledge of interactive training
methods, knowledge about the assessment of employees’ knowledge and skills);

—  skills (the skills to search, process, analyse and use information sources
for the development of a corporate training program and its implementation, the
skills to critically evaluate educational material and means of corporate training, the
skills to use knowledge about the age and individual psychological characteristics
of employees, the skills to plan, organize, monitor and manage corporate training,
the skills to motivate, support employees and direct them to achieve success based
on reflection);

— communication (to communicate freely on topics related to corporate
training, launch and maintain effective communication and interaction with
employees);

— autonomy and responsibility (demonstration of autonomy regarding the
organization of corporate training, independence in the use of internal and external
resources for corporate training, responsible attitude to professional functions in
compliance with ethical norms and corporate culture).

During the exploratory stage of the experiment, the first pedagogical
condition — encouraging HR managers to develop psychological and pedagogical
competence — was implemented through training, role-playing games, team building
& teamwork, portfolio development.

In order to develop the motivational component of HR managers’
psychological and pedagogical competence, measures were taken to increase
positive motivation for the development of psychological and pedagogical

competence. For example, for the development of intrinsic motivation and
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awareness of psychological and pedagogical knowledge importance in HR
management, during the seminar “Psychological and pedagogical competence of HR
manager: theoretical aspects and practical application”, the participants discussed
the features of adult education, clarified the essence of the Pedagogy of academic
success; pedagogical aspects of the organization of corporate training, etc.
(Appendix F).

A seminar is a session that happens in a group setting. Reports and discussions
are thought to be the best methods for carrying it out. During the seminar, the
instructor guides a conversation about pertinent topics, inevitably summarising the
conversation and assessing each participant’s effort.

During the session, HR managers gain the ability to work independently with
information and to be demanding of both their own and other participants’ responses.
Participants in the seminar must engage in active cognitive activity rather than rote
memorising.

Seminars are not just for easy learning and knowledge consolidation — they
have many other benefits as well. They also provide participants with the chance to
demonstrate their creative independence and advance scientific research
methodology. Without a doubt, brainstorming improves an HR professional’s
capacity for thought. Discourse is a key element of the seminars since it fosters
participants' intellectual growth and teaches them how to think freely and creatively.
Engaging in discourse and convincing one another represents an effort to use the
knowledge that has been acquired. Seminar discussions are beneficial because they
give trainees the chance to interact with the audience, hone their communication
abilities, and develop a polemical culture.

The major goals of training, which should be viewed as a planned process, are
to master, update, and systematise knowledge and abilities as well as to comprehend
and assess an individual's attitude towards a problem, idea, or conduct with the
intention of further modifying, updating, improving, etc.

The “Encouraging HR managers to develop psychological and pedagogical

competence” training was designed for 10-15 participants, conducted in an offline
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format, and lasted 6 hours with coffee breaks and lunch organized by companies
participating in the pedagogical experiment (Appendix G-1). The training
“Encouraging HR managers to develop psychological and pedagogical competence”
contributed to encouraging HR managers to develop their psychological and
pedagogical competence as well as develop skills of motivating the company’s
personnel for professional development. We set the task of organizing and
conducting training, not only to master psychological and pedagogical knowledge
and develop the skills of using it in practice, but also to develop such personal and
professional qualities of HR managers as responsibility, independence, empathy,
tolerance. For example, after the presentation of learning materials, the participants
discussed such issues as social and emotional factors affecting the training of
employees; psychological features of motivating the company’s personnel; personal
qualities of HR managers, necessary for encouraging staff.

During the training, we used various methods and activities. In particular,
using the method of mutual presentation during the introduction of training
participants, HR managers had the opportunity to get to know each other better,
familiarize themselves with the methods and techniques of organizing the meeting,
dividing participants into pairs, creating a positive atmosphere. With the help of the
“Roundabout of Thoughts” method, it was possible to characterize psychological
and pedagogical knowledge and skills, get acquainted with the method of warm-up,
division into teams, the “Roundabout of Thoughts” method of cooperative learning
itself, and discuss the effectiveness of these techniques and methods. With the help
of a case study related to the organization of corporate training, the participants were
able to find out what aspects of professional environment should be taken into
account, how to choose training methods, considering psychological and
pedagogical aspects, how to evaluate the effectiveness of the selected training
methods, etc.

As a part of the “Encouraging HR managers to develop psychological and
pedagogical competence” training, participants were offered role-playing games:

“Ideas for corporate training organization” and “Actors”. These role-playing games
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were aimed at focusing the attention of HR managers on professional and personal
qualities that are significant for ensuring the effectiveness of their professional
activities. It was important for us to provide the opportunity for gamers to develop
effective communication skills, solve problem and conflict situations, expand their
own arsenal of “effective solutions™ in conflict communication situations.

The goal of “team building and teamwork” HR management methods is to
bring together individuals who will work well together to guarantee the company’s
operations are successful and run smoothly. Finding a way for incompatible people
to communicate without getting into arguments is one of the most important
components of team building. A professional characteristic of a leader is the capacity
to form a team and organise productive activities (which can be carried out with the
aid of team-building and teamwork). Businesses frequently plan activities that
include several aspects of collaboration, teamwork, and team building, which makes
these exercises more appealing and successful.

Through role-playing and business games, players can practise and acquire
knowledge while assuming roles in scenarios related to professional activity.
Establishing participants’ attitudes towards particular themes, giving them first-hand
experience in handling particular difficulties, assisting them in developing safe and
responsible behaviour skills, and assisting them in forming their own conscious
viewpoints on the events and issues covered are all goals of the role-play.

In our study, the organization of activities related to team building and
teamwork (“Building Bridges”, “Helium Stick”, “Director, Runner, Builder,
Observer”, “Senior Management, Middle Management, and Workers”), role-paying
game “Conflict client” contributed to the development of the motivational
component of HR managers’ psychological and pedagogical competence and
cooperation with the company’s employees (Appendix I).

It is worth emphasizing the importance of a friendly and constructive
atmosphere during the training, which made it possible to increase the interest of HR
managers in the problem of developing their psychological and pedagogical

competence, as well as active discussion of topical issues not only during the
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training, but also in informal discussions during coffee-breaks, as well as reflection
session using the “I-We-Business” technique.

The second pedagogical condition — the organization of contextual teaching
and learning to gain experience in the implementation of HR managers’
psychological and pedagogical competence — was realized by conducting seminars,
trainings, project development, business games.

The theoretical issues of psychological and pedagogical competence and its
use for the purpose of organizing corporate training of the company’s employees
were discussed during the seminar “Psychological and pedagogical competence of
HR manager: theoretical aspects and practical application” (Appendix F). In
particular, with the aim of mastering the knowledge of Psychology and Pedagogy,
which is necessary for professional functions performance, the following issues were
discussed: characteristics of adult learning: self-concept and motivation, the
experience and prior knowledge, self-control and self-regulation, emphasis on
relevance, learning orientation, reluctance to unjustified instruction, emotional role,
time management; the principles of adult learning: respect for autonomy, relevance
and practicality, experiential learning, intrinsic motivation, collaborative and
inclusive environment, flexibility of learning formats, customization and
individualization, reflection and feedback, clear learning objectives, active
participation and facilitation; the differences between learning for adults and
children in cognitive development, motivation and learning goals, learning styles,
social and emotional factors, teaching role, time management, readiness for learning;
the essence of Pedagogy of academic success.

Understanding the role and importance of knowledge about the psychological
features of corporate training organization, as well as methods and practices of
building interpersonal interaction in a corporate training environment, a discussion
was organized during the seminar. The following issues were discussed:

— the main characteristics of corporate training: integrated with

organizational objectives, continuous learning culture, skills enhancement and
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development, employee engagement and motivation, technology advances
adaptation;

—  the organizational aspects of corporate training: assessment of needs,
strategic planning, customization of training programs, different forms of corporate
training, technology integration, selection of instructors and facilitators, assessment
and evaluation, feedback mechanisms, integration with performance management,
continuous improvement;

—  the characteristics of professional development HR managers within the
company’s human capital development: strategic alignment, continuous learning,
leadership development, technical competences, adaptability and change
management, networking and collaboration, data-driven decision-making, employee
engagement and well-being, mentorship and coaching;

—  the potential challenges for companies: resources constraints, resistance
to change, maintain pace with technological advances, balance between operational
and developmental responsibilities.

The author’s program of HR managers’ professional development provided
for the organization and conduct of “Reflective practices in professional
development” training (Appendix G-2), which is directly related to the
implementation of the second pedagogical condition — the organization of contextual
teaching and learning to gain experience in the implementation of HR managers’
psychological and pedagogical competence, as well as the third pedagogical
condition — the use of the potential of reflective practices.

The aim of the training presupposes encouraging HR managers to use
reflective practices, both in their own professional development and in corporate
training of company employees, mastering relevant knowledge and skills. Its
achievement was realized by performing a number of tasks: to form intrinsic
motivation and promote awareness of the importance of reflective practices in HR
management; to acquire pedagogical and psychological knowledge for reflection; to

develop reflective skills; to develop skills of drawing up an individual professional
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development plan in accordance with the company’s human capital development
strategy and corporate culture.

In particular, during the presentation of learning materials, the essence and
functions of reflection were elaborated. The training participants got acquainted with
examples of reflective practice and its importance for employees’ professional
development and the organization of corporate training in the company. During the
activity “Professional ethics and corporate culture”, the participants characterized
the main concepts of professional ethics and corporate culture, identified the reasons
for violation of professional ethics.

“Reflective practices in professional development” training included the
business game “The development of corporate training plan’, with the help of which
the participants learned to determine the strengths, weaknesses, opportunities,
threats of the company’s corporate training, to choose methods of studying the needs
and interests of employees, and realized the necessity to coordinate the strategy of
the company with the needs and interests of employees regarding the organization
of corporate training, etc. Here we emphasise the development of skills to use
psychological and pedagogical knowledge in practice to manage the process of
corporate training, as well as the ability to analyse and synthesize information in
order to establish interaction and support it to achieve the goals of corporate training.

In order to develop effective communication skills, solve problem and conflict
situations, expand one’s own arsenal of “effective solutions” to communication
situations, and cooperate with the company’s employees, the “Actors” game was
held. It involved solving specific tasks directly related to their professional
environment, professional ethics, and corporate culture.

Special attention was attached to the activity “Portfolio development”, during
which HR managers identified the content and structural features of compiling
various types of portfolios, determined their role in employees’ professional
development. We believe that the skills of analysing one’s own experience,
synthesizing information, compiling a portfolio contribute to the formation of a
conclusion regarding the selection of a strategy for motivating and supporting
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employees, determining priorities in counselling and mentoring; the development of
relevant knowledge that makes it possible to teach employees to apply reflective
practices.

It is worth noting that this activity involved not only mastering knowledge and
skills in applying reflective practices and compiling a portfolio. We have also
provided the possibility of continuing portfolios compilation within the framework
of self-study and the development of a portfolio template for employees, which can
later be used for the purpose of organizing the professional development of
personnel.

The professional development program included the participation of HR
managers in “The development of corporate training program” project. For its
organization, the these of the company’s development strategy, the strategy of
human capital development, the portfolio of employees of a certain department, the
interests and needs of employees were used. The main task of HR managers was to
develop a project of corporate training program using the proposed template. This
project involved the participation of HR managers in the activity lasting 10 hours in
an offline format.

With the help of “The development of corporate training program’ project,
HR managers developed the skills of analysis and definition of the goal and
objectives of company’s development, the goal and objectives of company’s human
capital development, the goal and objectives of department, employees’ interests,
needs, performance problems, desired changes in performance using the SWOT
analysis. The project provided for the definition of the purpose and tasks of the
program, the expected outcomes, the structuring of corporate training program, the
definition of its content, the justification of educational activities and training
methods selection, the choice of methods for evaluating learning outcomes, the
appropriate criteria and procedures.

With the help of team building and teamwork, especially exercises “Group
survival Scenario”, “Just a Glimpse”, “Sum of the Parts”, role-playing and business

games “Interview”, “Enterprise”, “Evaluation of employee performance” the
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development of skills in using effective communication, establishing cooperation
with others, using reflective practices, etc., continued.

The fourth pedagogical condition — the development and implementation of
professional development program for HR managers' psychological and pedagogical
competence development in the framework of corporate training — provided for the
development of a professional development program and methodical materials for
conducting seminars, trainings, business & role-playing games, project
development, team building & teamwork, portfolio development, which are

presented in appendices of our thesis.

3.3. The results of effectiveness verification of pedagogical conditions
of HR managers’ psychological and pedagogical competence development in

the framework of corporate training

Let’s move on to the analysis of the results of the exploratory stage of the
experiment — the diagnostics of development levels of HR managers’ psychological
and pedagogical competence in the framework of corporate training according to the
selected criteria. The diagnostic toolkit remained unchanged.

The results of evaluating the level of HR managers’ psychological and
pedagogical competence development in the framework of corporate training
according to the personality-motivational criterion after the exploratory stage of
pedagogical experiment are presented in Table 3.1.

The analysis of the data presented in Table 3.1 indicates that the experimental
studies had a positive effect on the development of HR managers’ psychological and
pedagogical competence according to the personality-motivational criterion.

According to this criterion the advanced (creative) level of psychological and
pedagogical competence was demonstrated by 1 CG employee (5,56%) and 4 EG
HR managers (22,22%); the upper-intermediate (productive) level — by 5 CG
employees (27,78%) and 7 EG HR managers (38,89%); the intermediate
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(reproductive) level — by 5 CG employees (27,78%) and 4 HR managers of EG
(22,22%). 7 employees of CG (38,79%) and 3 HR managers of EG (16,67%)
evidenced the low (elementary) level of psychological and pedagogical competence
development.

Table 3.1
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the personality-motivational criterion (exploratory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 4 22,22
upper-intermediate (productive) 5 27,78 7 38,89
intermediate (reproductive) 5 27,78 4 22,22
low (elementary) 7 38,89 3 16,67
Total 18 100 18 100

The results of evaluating the level of HR managers’ psychological and
pedagogical competence in the framework of corporate training after the exploratory
stage of pedagogical experiment according to the information-cognitive criterion are
presented in Table 3.2.

Table 3.2
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the information-cognitive criterion (exploratory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 3 16,67
upper-intermediate (productive) 6 33,33 7 38,89
intermediate (reproductive) 4 22,22 4 22,22
low (elementary) 7 38,89 4 22,22
Total 18 100 18 100

We managed to find out that according to the information-cognitive criterion,
1 CG employee (5,56%) and 3 EG HR managers (16.67%) evidenced the advanced
level of psychological and pedagogical competence development; 6 CG employees
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(33,33%) and 7 EG HR managers (38,89%) — the upper-intermediate (productive)
level, 4 persons in CG and EG (22,22%) — the intermediate (reproductive) level; and
the low (elementary) level of psychological and pedagogical competence
development was demonstrated by 7 CG employees (38,89%) and 4 EG HR
managers (22,22%).

The obtained results of evaluating the HR managers’ psychological and
pedagogical competence development according to the activity-resultative criterion
serve as the basis for the conclusion that 1 employee of the CG (5,56%) and 3 HR
managers of EG (16,67%) proved the advanced (creative) level of their
psychological and pedagogical competence development; 4 CG employees
(22,22%) and 6 EG HR managers (33,33%) demonstrated the upper-intermediate
(productive) level; 6 CG employees (33,33%) and 5 (27,78%) HR managers of EG
had the intermediate (reproductive) level, and 7 employees of CG (38,89%) and 4
EG HR managers (22,22%) evidenced the low (elementary) level of psychological
and pedagogical competence development (table 3.3).

Table 3.3
The results of diagnostics of the levels of
HR managers’ psychological and pedagogical competence development
according to the activity-resultative criterion (exploratory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 5 27,78
upper-intermediate (productive) 4 22,22 6 33,33
intermediate (reproductive) 6 33,33 4 22,22
low (elementary) 7 38,89 3 16,67
Total 18 100 18 100

The data obtained at the exploratory stage of the experiment made it possible
to determine that 1 employee of CG (5,56%) and 4 of EG (22,22%) evidenced the
advanced (creative) level of psychological and pedagogical
development; 5 CG employees (27,78%) and 7 EG HR managers (38,89%)

demonstrated the upper-intermediate (productive) level; 5 CG employees (27,78%)

competence
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and 4 EG HR managers (22.22%) proved the intermediate (reproductive) level, and
7 CG employees (38,89%) and 3 EG HR managers (16,67%) had the low
(elementary) level of psychological and pedagogical competence development
(Table 3.4).

Table 3.4
The results of diagnostics of the general level of HR managers’ psychological and
pedagogical competence development (exploratory stage)
(developed by the author)

Quantity of employees
Levels of development CG EG

abs % abs %
advanced (creative) 1 5,56 4 22,22
upper-intermediate (productive) 5 27,78 7 38,89
intermediate (reproductive) 5 27,78 4 22,22
low (elementary) 7 38,89 3 16,66
Total 18 100 18 100

The generalized data of the confirmatory and exploratory stages of
pedagogical experiment regarding the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training in the
experimental and control groups at the beginning and after the experiment are
presented in Tables 3.5 and 3.6.

Table 3.5
The generalized data on the levels of HR managers’ psychological and pedagogical
competence development in the framework of corporate training in EG and CG at
the beginning and after the experiment (developed by the author)

Criteria of development
Personality-motivational Information-cognitive Activity-resultative
EG CG EG CG EG CG
Levels of 1= - € - 1= - 1= - € - 1= -
development | € | § | E | § | E | § | E | 8| E | & | E | &
s E R E | E sl Elsld
s| g8 | g8 &8 § |8 8|58
GhJ (<) 8 (<) e (<) e (5] &) [} 8 [}
) ) ) ) ) ) ) T ) ) ) )
<5} = 5] = <N} E <N} = <N} E <N} E
o] [4+] o] [4+] o] [4+] o] [3+] O @« o) @«
(creative) 5,56 | 22,22 | 556 | 556 | 556 | 16,67| 556 | 556 | 556 | 27,78 | 556 |5,56
upper- 3 7 4 5 3 7 5 6 3 6 3 | 4
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'(Bfr%rdrﬂgfl'\‘j‘g 16,67 38,89 | 22,22 | 27,78 | 16,67 | 38,89 27,78 | 33,33 | 16,67 | 33,33 | 16,67 [22,22
intermediate 5 4 5 5 4 4 4 4 6 4 6 6
(reproductive) | 27,78| 22,22 | 27,78 | 27,78 | 22,22 | 22,22| 22,22 | 22,22 | 33,33 | 22,22 | 33,33|33,33
low 9 3 8 7 10 4 8 7 8 3 8 | 7
(elementary) o ool 16,67 | 44,44 | 38,89 | 5556 | 22.22| 44.44 | 38,89 | 44,44 | 16,67 | 44.44|38,89

Table 3.6

The dynamics in the levels of HR managers’ psychological and pedagogical
competence development in the framework of corporate training based on the
results of research and experimental work (developed by the author)

The levels of HR managers’ psychological and pedagogical
competence development
The stages of upper- . _
Groups pedagogical advanced . . intermediate low
experiment (creative) mtermed_late (reproductive)| (elementary)
(productive)
abs % abs % abs % abs %

CG Confirmatory 1 5,56 4 22,22 5 27,78 8 44,44
(18) | Exploratory 1 5,56 5 27,78 5 27,78 7 38,89
EG Confirmatory 1 5,56 3 16,67 5 27,78 9 50,00
(18) Exploratory 4 22,22 7 38,89 4 22,22 3 16,67

The obtained results indicate that according to the personality-motivational
criterion (motivational component) the advanced (creative) level of HR managers’
psychological and pedagogical competence development in the framework of
corporate training among CG employees did not change, while in EG it increased by
16,66%. The upper-intermediate (productive) level of HR managers’ psychological
and pedagogical competence development according to the personality-motivational
criterion (motivational component) increased by 5,56% among CG employees,
while in EG it increased by 22,22%. The intermediate (reproductive) level of HR
managers’ psychological and pedagogical competence development did not change
in CG, while in EG it decreased by 5,56%. The low (elementary) level decreased by
5,56%, while in EG it decreased by 33,33%.

According to the information-cognitive criterion (cognitive component), the
level of HR managers’ psychological and pedagogical competence development in
the framework of corporate training did not change among CG employees, while in
EG it increased by 11,11%. The obtained results indicated that the upper-
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intermediate (productive) level of HR managers’ psychological and pedagogical
competence development among CG employees increased by 5,56%, while in EG it
increased by 22,22%. The intermediate (reproductive) level of CG and EG
employees did not change. The low (elementary) level HR managers’ psychological
and pedagogical competence development among CG employees decreased by
5,56%, while in EG it decreased by 33,33%.

According to the activity-resultative criterion (activity component), the level
of HR managers’ psychological and pedagogical competence development in the
framework of corporate training did not change among CG employees, while in EG
it increased by 22,22%. The upper-intermediate (productive) level of HR managers’
psychological and pedagogical competence development among CG employees
increased by 5,56%, while in EG it increased by 16,67%. The intermediate
(reproductive) level of HR managers’ psychological and pedagogical competence
development in the framework of corporate training among CG employees did not
change, while in EG it decreased by 11,11%. The low (elementary) level of HR
managers’ psychological and pedagogical competence development among CG
employees decreased by 5,56%, while in EG it decreased by 27,78%.

The results of the research and experimental work proved that according to
the determined levels of HR managers’ psychological and pedagogical competence
development in the framework of corporate training, the number of HR managers of
EG who reached the advanced (creative) level increased by 16,66% (from 5,56% up
to 22,22%), and it did not change in CG. The number of HR managers who
demonstrated the upper-intermediate (productive) level of psychological and
pedagogical competence development in EG increased by 22,22% (from 16.67% to
38,89%), in CG — increased by 5,56% (from 22,22 to 27,78%). The number of HR
managers who evidenced the intermediate (reproductive) level of psychological and
pedagogical competence development in EG decreased by 5,56% (from 27,78% to
22,22%), and in CG it did not change. The indicators of the low (elementary) level
changed most significantly: in EG the number of HR managers decreased by 33,33%
(from 50,00% to 16,67%), in CG — by 5,56% (from 44,44% to 16,67%).
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The summary of data on the dynamics of HR managers’ distribution according
to the level of their psychological and pedagogical competence development in the
framework of corporate training before and after the experiment (the experimental

and control groups) is shown in Fig. 3.2.
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Fig. 3.2. The dynamics in the levels of HR managers’ psychological and
pedagogical competence development in the framework of corporate training based
on the results of research and experimental work (developed by the author)

In order to verify the reliability of our conclusions obtained during the
exploratory stage of pedagogical experiment, and research hypothesis, the analysis
using statistical processing methods (non-parametric Mann-Whitney U-test) of the
experimental data was carried out to make clear the fact that the difference in
indicators in EG and CG is significant. In other words, this is the outcome of
implementation of pedagogical conditions for HR managers’ psychological and
pedagogical competence development in the framework of corporate training,
excluding the influence of random factors. Therefore, the null hypothesis Ho: the
experimental and control samples are homogeneous in terms of the level of HR
managers’ psychological and pedagogical competence development in the

framework of corporate training according to the U-test. The alternative hypothesis
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Hi: the experimental and control samples differ in the level of HR managers’
psychological and pedagogical competence development according to the U-test.

Table 3.7. of statistical processing of experimental data according to the non-
parametric U-test records the results of the performed statistical verification of the
exploratory stage of our pedagogical experiment.

The process of calculating the Mann-Whitney U-test is carried out as follows.

We combine the levels of HR managers’ psychological and pedagogical
competence development in the framework of corporate training into one row in
descending order.

We rank the levels and write the ranks for the CG and EG samples separately.
For each of the levels, we determine the average value of the rank and the sum of
the ranks depending on the number of respondents (Ranks CG and EG) (Table 3.7).

Table 3.7
The calculation of the Mann-Whitney U-test (exploratory stage)
(developed by the author)

Levels CG EG Ranks Ranks (CG) Ranks (EG)
advanced (creative) 1 4 1-5 (15) 3(3) 3(12)
upper-intermediate 5 7 6-17 (138) | 11,5 (57,5) 11,5 (80,5)
(productive)
intermediate 5 4 18-26 (198) 22 (110) 22 (88)
(reproductive)
low (elementary) 7 3 27-36 (315) | 31,5(220,5) | 31,5(94,5)
Total 18 18 1-36 (666) 391 275

We find the sum of ranks for each sample (>Rcc=391, > Rec=275)

We determine the empirical value of the Mann-Whitney U-test using the
formula:
(e +1)

Uempi,, =nl-n2+n,- > max
where: n1 — denotes the first sample (CG), n1 = 18;

n2 — denotes the second sample (EG), n2 = 18;

n, — is s sample with a larger sum of ranks, n,, = 18;

R4 — denotes the largest value of the sum of ranks in the sample, R4, = 391.

Uempir = 104
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The critical value of the Mann-Whitney U-test for the significance level is
p=0,05 (Mann, & Whitney, 1947) U.;; = 109.

Since Uempir < Ugrig, it is quite legitimate to reject the null hypothesis and
accept the alternative one: the level of HR managers’ psychological and pedagogical
competence development in the framework of corporate training of control (CG) and
experimental (EG) groups at the exploratory stage of the experiment is significantly
different, with a probability of 0.95. It can be stated that implementation of
determined and substantiated pedagogical conditions resulted in a significant
difference in the levels of HR managers’ psychological and pedagogical competence

development in the framework of corporate training.

Conclusion to Chapter 3

In Chapter 3 “The verification of the efficiency of pedagogical conditions of
HR managers’ psychological and pedagogical competence development in the
framework of corporate training” the program and methods of experimental research
are presented. The implementation of pedagogical conditions for HR managers’
psychological and pedagogical competence development in the framework of
corporate training is characterised. The results of effectiveness verification of
pedagogical conditions of HR managers’ psychological and pedagogical
competence development in the framework of corporate training are
substantiated.

The hypothesis of research and experimental work is assumed in following:
the process of HR managers’ psychological and pedagogical competence
development in the framework of corporate training will be effective, if the
determined and substantiated pedagogical conditions are implemented. This will
ensure the positive dynamics of the process.

The experimental study covered three interrelated stages of scientific and

pedagogical research: confirmative, exploratory and control. 44 people were
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involved in the experiment, including 8 experts: (theorists — 4 teachers of higher
education institutions of Ukraine and the People’s Republic of China) and
(practitioners — 4 heads of HR Departments of Ukrainian and Chinese companies);
36 employees (4 heads of the Departments of HR management and 32 HR
managers). They were randomly divided into two groups: the control group (CG —
18 employees) and experimental group (EG — 18 employees).

Previously determined criteria and indicators were used to diagnose the
effectiveness of defined and theoretically justified pedagogical conditions for HR
managers’ psychological and pedagogical competence development in the
framework of corporate training.

During the exploratory stage of pedagogical experiment, the proposed
pedagogical conditions for HR managers’ psychological and pedagogical
competence development in the framework of corporate training were implemented.

The features of implementation of the defined pedagogical conditions for the
development of HR managers’ psychological and pedagogical competence in
general and its motivational, cognitive, and activity components in particular are
presented. The author’s professional development program for HR managers which
was implemented during the exploratory stage of the pedagogical experiment (its
goal and objectives, expected learning outcomes, structure, and volume, etc.) is
presented.

The essence and organizational specifics of the used forms and teaching
methods are described: the seminar “Psychological and pedagogical competence of
HR manager: theoretical aspects and practical application”; trainings “Encouraging
HR managers to develop psychological and pedagogical competence”, “Reflective
practices in professional development”; activities ‘“Portfolio development”,
“Professional ethics and corporate culture”; team building and teamwork activities
(“Building Bridges”, “Helium Stick”, “Mine Field”, “Group survival Scenario”,
“Just a Glimpse”, “Sum of the Parts”, “Director, Runner, Builder, Observer”,
“Senior Management, Middle Management, and Workers”); role-playing and

business games and exercises: “Interview”, “Enterprise”, “Conflict client”,
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“Evaluation of employee performance”, “Ideas for corporate training organisation”,
“Actors”, “The development of corporate training plan”; methods and techniques
(the method of mutual presentation, the “Roundabout of Thoughts” method, Case
study method “The use of psychological and pedagogical knowledge in HR
management and professional development”, feedback and reflection techniques “I-
We-Business”, “Mail box”, questionnaire for training evaluation).

The results of the research and experimental work proved that according to
the determined levels of HR managers’ psychological and pedagogical competence
development in the framework of corporate training, the number of HR managers of
EG who reached the advanced (creative) level increased by 16,66%, and it did not
change in CG. The number of HR managers who demonstrated the upper-
intermediate (productive) level of psychological and pedagogical competence
development in EG increased by 22,22%, in CG — increased by 5,56%. The number
of HR managers who evidenced the intermediate (reproductive) level of
psychological and pedagogical competence development in EG decreased by 5,56%,
and in CG it did not change. The indicators of the low (elementary) level changed
most significantly: in EG the number of HR managers decreased by 33,33%, in CG
— by 5,56%.

The verification of results reliability was carried out using the non-parametric
Mann-Whitney U-test, the calculations of which confirmed the legitimacy and
effectiveness of the proposed pedagogical conditions for HR managers’
psychological and pedagogical competence development in the framework of
corporate training. This proves that the research goal was achieved, the tasks
accomplished and hypothesis confirmed.

The content of this chapter is presented in the following publications: Mukan
& Gao, 2023a; Mukan & Gao, 2023b; Mukan & Gao, 2024.
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GENERAL CONCLUSIONS

The thesis study solved the scientific assignment of determining,
substantiating and experimentally verifying the pedagogical conditions of HR
managers’ psychological and pedagogical competence development in the
framework of corporate training. The conducted research makes it possible to
formulate the following conclusions.

1. Contemporary businesses give careful consideration to the issue of
employees’ professional growth and competence development, which falls under the
purview of HR management. This subject is studied from various perspectives by
theorists (Pedagogy, Psychology, management) and practitioners, as evidenced by
the variety of publications they have produced. The study of the experience of
Ukrainian and Chinese universities proved the insufficient level of HR managers’
psychological and pedagogical competence development in the system of initial
professional training.

The results of literature analysis provided possibility to conclude that
psychological and pedagogical competence of an HR manager should be interpreted
as an integrative feature, which includes knowledge and skills in the field of
Psychology and Pedagogy, necessary for the organization of continuous
development as well as well-being of the company’s employees, contributes to
ensuring the efficiency of professional activity in general and solving complex
problems in non-standard situations of the professional environment, as well as
inclinations, orientations and strategies for the development of one’s own general
and professional personal culture, deepening and accumulation of experience in the
field of HR management.

The structure of HR managers’ psychological and pedagogical competence
encompasses the motivational (awareness of the role and importance of
psychological and pedagogical competence in professional activity; a system of
professional attitudes and beliefs, motives, personal meanings, interests and goals;

striving for self-knowledge, self-improvement and self-management; awareness of
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one’s own professional role, which contributes to professionalization, helps to
critically analyse and evaluate the level of professional tasks, etc.), cognitive
(knowledge in the field of Psychology and Pedagogy, which is necessary for the
professional activity of HR managers; awareness of the specifics of the company’s
corporate culture and one’s own role in its development and support; as well as
psychological and pedagogical knowledge that reveals the essence of training
organization in a constructive corporate environment), and activity (a set of abilities
and skills necessary to practically apply psychological and pedagogical knowledge
related to the organization of corporate training, determining its goals and expected
results based on reflective practices, managing the training process of employees, as
well as establishing a constructive learning environment and relationships)
components.

2. In this study, the criteria and their indicators (personality-motivational
criterion: the intrinsic motivation and awareness of the significance of psychological
and pedagogical knowledge in HR management, the formation of personal and
professional qualities (responsibility, independence, empathy, tolerance), the ability
to establish communication and cooperation with employees, team work, the
readiness for continuous professional development and improvement; information-
cognitive criterion:  knowledge in Psychology and Pedagogy, necessary for the
performance of professional functions, understanding the essence of corporate
culture, ethical and professional norms of behaviour in the company, knowledge of
the psychological features of corporate training organization, knowledge of methods
and practices of building interpersonal interaction in a corporate learning
environment; activity-resultative criterion: the ability to use psychological and
pedagogical knowledge in practice to manage the process of corporate training, the
ability to analyse and synthesize information in order to establish interaction and
support it to achieve the goals of corporate training, the ability to motivate and
support employees, provide consulting services, organize mentoring; the ability to
effectively use reflective practices), as well as levels (low (elementary), intermediate

(reproductive), upper-intermediate (productive), advanced (creative)) of HR
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managers’ psychological and pedagogical competence development in the
framework of corporate training were used for evaluation of pedagogical
phenomenon during various stages of pedagogical experiment.

3. The pedagogical conditions (encouraging HR managers to develop
psychological and pedagogical competence; the organization of contextual teaching
and learning to gain experience in the implementation of HR managers’
psychological and pedagogical competence; the use of the potential of reflective
practices; the development and implementation of professional development
program for HR managers’ psychological and pedagogical competence development
in the framework of corporate training) were determined, justified and implemented
in the corporate training of modern companies in order to develop HR managers’
psychological and pedagogical competence development in the framework of
corporate training.

4. The proposed professional development program for HR managers’
psychological and pedagogical competence development in the framework of
corporate training covered 60 hours, which presupposed 40 hours of corporate
training and 20 hours of self-study. The goal of this program (the development of
HR managers’ psychological and pedagogical competence in order to further use the
acquired knowledge and skills for the establishment, organization and successful
implementation of corporate training of the company’s employees) was achieved
with help of a series of educational events: the seminar “Psychological and
pedagogical competence of HR manager: theoretical aspects and practical
application”; trainings “Encouraging HR managers to develop psychological and
pedagogical competence”, “Reflective practices in professional development”;
activities “Portfolio development”, “Professional ethics and corporate culture”; team
building and teamwork activities (“Building Bridges”, “Helium Stick”, “Mine
Field”, “Group survival Scenario”, “Just a Glimpse”, “Sum of the Parts”, “Director,
Runner, Builder, Observer”, “Senior Management, Middle Management, and
Workers”); role-playing and business games and exercises: “Interview”,

“Enterprise”, “Conflict client”, “Evaluation of employee performance”, “Ideas for
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corporate training organisation”, “Actors”, “The development of corporate training
plan”’; methods and techniques (the method of mutual presentation, the “Roundabout
of Thoughts” method, Case study method “The use of psychological and
pedagogical knowledge in HR management and professional development”,
feedback and reflection techniques “Me-We-Business”, “Mail box™, questionnaire
for training evaluation).

5. The organized pedagogical experiment with the aim of checking the
effectiveness of substantiated pedagogical conditions of HR managers’
psychological and pedagogical competence development in the framework of
corporate training covered three interrelated stages of scientific and pedagogical
research: confirmative, exploratory and control.

The results of the research and experimental work proved that according to
the determined levels of HR managers’ psychological and pedagogical competence
development in the framework of corporate training, the number of HR managers of
EG who reached the advanced (creative) level increased by 16,66%, and it did not
change in CG. The number of HR managers who demonstrated the upper-
intermediate (productive) level of psychological and pedagogical competence
development in EG increased by 22,22%, in CG — increased by 5,56%. The number
of HR managers who evidenced the intermediate (reproductive) level of
psychological and pedagogical competence development in EG decreased by 5,56%,
and in CG it did not change. The indicators of the low (elementary) level changed
most significantly: in EG the number of HR managers decreased by 33,33%, in CG
— by 5,56%.

The verification of results reliability was carried out using the non-parametric
Mann-Whitney U-test, the calculations of which confirmed the legitimacy and
effectiveness of the proposed pedagogical conditions for HR managers’
psychological and pedagogical competence development in the framework of
corporate training. This proves that the research goal was achieved, the tasks

accomplished and hypothesis confirmed.
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The conducted research does not cover all aspects of the declared problem.
The obtained theoretical and practical results form the basis for further study of the
problem of improving the initial training of HR managers and the formation of their

psychological and pedagogical competence in the system of higher education.
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Higher education institutions of Ukraine and People’s Republic of China and

their programs for training future HR managers
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University Bachelor program Master program PhD program
Title of the Courses Title of the Courses Title of the Courses
program program program
National Management HR-management Management Modern Management | Actual problems of
Technical and  Business and Business | technologies  of Pedagogy of higher
University of | Administration Administration | HR-management education
Ukraine “Igor
Sikorsky Kyiv
Polytechnic
Institute”
Taras Management of | HR-management Management - Management -
Shevchenko organizations and Business
National Administration
University of
Kyiv
V. N. Karazin | HR- Psychology and | Management, - - -
Kharkiv National | management Pedagogy, Management of
University HR-management, organizations
Personnel and
motivation an | Administration,
evaluation, Management of
Training and | organizations
coaching

technologies in HR-
manager’s activity,

Leadership and
teamwork,
Psychology of

social interaction
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Lviv Polytechnic | Management HR-analytics, HR- Personnel Management | Communication
National Personnel management assessment  and management,
University motivation, HR-analytics, Anticipative
Leadership Corporate culture management,
technologies in and Modern  concepts
organization, communication of human capital
Management of management, management,
intellectual potential Talents Socio-humanistic
of organization, management, paradigm of
Psychology and Team management management
social-legislative and transformative
dialogue in leadership,
management, Employer  brand
Corporate  culture, and social
Management of responsibility,
personnel Conflict
development in management
organization
Ivan Franko | Management of | Psychology of | Management of | Corporate Management | Methods of
National organizations management, organizations management, knowledge
University of Lviv | and Multicultural and Leadership conceptualization,
administration | management, Self- | administration Psychology, Pedagogy of higher
management, Management education,
Leadership and consulting, as well Psychology of
group dynamics, as elective courses: higher education

HR-management,
Communication
management

Knowledge
management,
Modern
technologies  of
HR-management,

Strategic
leadership in frame
of changes,

Corporate  social
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responsibility,
Management  of
communicative
processes at the

enterprise,
Psychology of
personnel
selection
Tsinghua Management Management, Management - Management
University and  Business | Modern enterprise
Administration | management,
HR-management,
Organizational
behaviour
Peking University | Management Public Management - Management
and Public | administration,
Administration | Management
Psychology,
Public
administration,
Public ethics,
Science of
leadership
Zhejiang Management Management, Management - Management
University and  Business | Modern enterprise
Administration | management,
HR-management,
Organizational
behaviour
Shanghai Jiao | Management Management, Management - Management
Tong University | and  Business | Modern enterprise
Administration | management,

HR-management,
Organizational
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behaviour
10. | University of | Management Management, Management Management
Science and [ and  Business | Modern enterprise
Technology  of | Administration | management,
China HR-management,

Organizational
behaviour

The appendix was prepared by the author based on the processing of research source base.
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Appendix B
The components, criteria and indicators of HR managers’ psychological and pedagogical
competence development

Components Criteria Indicators
Motivational Personality- — the intrinsic motivation and awareness of the
motivational significance of psychological and pedagogical

knowledge in HR management;

— the formation of personal and professional
qualities: responsibility, independence, empathy,
tolerance;

— the ability to establish communication and
cooperation with employees, team work;

— the readiness for continuous professional
development and improvement

Cognitive Information- — knowledge in Psychology and Pedagogy,
cognitive necessary for the performance of professional
functions;

— understanding the essence of corporate culture,
ethical and professional norms of behaviour in the
company;

— knowledge of the psychological features of
corporate training organization;

— knowledge of methods and practices of building
interpersonal interaction in a corporate learning
environment

Activity Activity- — the ability to use psychological and pedagogical
resultative knowledge in practice to manage the process of
corporate training;

— the ability to analyse and synthesize information
in order to establish interaction and support it to
achieve the goals of corporate training;

— the ability to motivate and support employees,
provide consulting services, organize mentoring;

— the ability to effectively use reflective practices

The appendix was prepared by the author.
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Appendix C
Appendix C-1
Questionnaire for HR managers for clarifying their understanding of the professional
activity specifics and determining the possibilities of their psychological and pedagogical
competence development

Dear participant!

We ask you to participate in the study of HR manager’s professional activity specifics. For
this purpose, we ask you to read carefully and answer the questions of the proposed questionnaire.
The clarity of your answers will contribute to ensuring the validity and reliability of the
conclusions in our research.

1. Rate the professional areas on a 5-point scale, taking into account the frequency of
performing the corresponding functions within the scope of your professional activity.
Professional areas and functions | Frequently | Often | Sometime | Rarely | Never
People

talent acquisition & retention
employee engagement
learning and development
total rewards

Organization

organizational effectiveness &
development

workforce management

employee relations

technology and data

Workforce
HR in the global context
diversity & inclusion
risk management
corporate social responsibility
employment law & regulations
Strategy

business & HR strategy | | | | |

2. Inyour opinion, what are three the most important things in your professional activity?
3. What features of your professional activity determine the requirements for the personal
qualities of an HR manager?

4.  How often do you participate in professional development programs in order to improve
your own professional skills in accordance with defined professional areas and functions? Choose
one option.

Professional areas and functions | Regularly | Often | Seldom | Never

People

talent acquisition & retention

employee engagement

learning and development

total rewards

Organization

organizational effectiveness & development

workforce management

employee relations

technology and data

Workforce

HR in the global context \
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diversity & inclusion

risk management

corporate social responsibility

employment law & regulations

Strategy

business & HR strategy

5. Rate ona4-point scale the proposed forms and methods of professional development, which,

in your opinion, are the most acceptable within the framework of corporate training.

Forms and methods of
professional development

Excellent

Good

Fair

Poor

internship

cooperation between various
departments

supervision

consulting

seminar

webinar

training

workshop

business & role-playing
games

delegation of authority

project method

team building & teamwork

portfolio

Thank you for cooperation.

Your participation and help is significant for our research!

The appendix was prepared based on SHRM (2018) and author’s ideas.
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Questionnaire for determining the level of motivational component development in the
structure of HR managers’ psychological and pedagogical competence

Dear participant!
We ask you to participate in the study of HR manager’s motivational

component

development in the structure of HR managers’ psychological and pedagogical competence. For
this purpose, we ask you to read carefully and answer the questions of the proposed questionnaire.
The clarity of your answers will contribute to ensuring the validity and reliability of the

conclusions in our research.

1. In your opinion, is the psychological and pedagogical competence of the HR manager
important for the performance of professional functions? Choose a response category: agree,

somewhat agree, somewhat disagree, disagree.

Professional functions Agree | Somewhat | Somewhat
agree disagree

Disagree

research (identification of the research task,
its analysis, search and processing of
information, selection of tools for task
accomplishment)

diagnostic  (determination of diagnostic
parameters, selection of diagnostic methods,
analysis of employee behaviour, verbal and
non-verbal communication)

consulting (establishing contact, organizing
constructive communication, summarizing)

encouraging  (establishing  constructive
cooperation, encouraging continuous
development, constructive evaluation and
support)

organizational (planning, organizing,
regulating, controlling of individual and team
work, application of leadership practices)

presentational (clarity and brevity of
expressing ideas, expressiveness and logic of
speech, consistency of thoughts presentation,
confidence in public speeches)

Mark the priority using a 5-point scale (where 1 is the lowest and 5 is the highest level

2. What encourages HR manager to develop psychological and pedagogical competence?

of priority):

Motives

Points

achieving success in professional activities

career growth

recognition and public approval of work results

salary and the possibility of its increase

professional development

interest in work

the significance of psychological and pedagogical competence in the work of HR
manager

self-realization

security and stability

belonging to a professional community
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3. What personal qualities are important for an HR manager? Mark the priority using a 5-

point scale (where 1 is the lowest and 5 is the highest level of priority):

Personal qualities

Points

responsibility

organization

independence

tolerance

empathy

efficiency

confidence

stress resistance

creativity and innovation

communicativeness

willingness to work in a team

4. What factors have a positive effect on the development of HR managers’ psychological
and pedagogical competence? Mark the priority using a 5-point scale (where 1 is the lowest and 5

is the highest level of priority):

Positive factors

Points

organization of professional development

constructive environment of corporate training

support of the company’s authority

trusting relationships in the team and respect

5. What factors have a negative effect on the development of HR managers’ psychological
and pedagogical competence? Mark the priority using a 5-point scale (where 1 is the lowest and 5

is the highest level of priority):

Negative factors

Points

inertia in work

previous failures and confusion

destructive environment of corporate training

lack of feedback

social and household problems

health status

high level of professional workload

The appendix was prepared by the author.
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Appendix C-3
The organization of interviews for determining the level of cognitive component
development in the structure of HR managers’ psychological and pedagogical competence

The list of issues discussed during the interview with HR managers:

1.  How would you define the concept of “psychological and pedagogical competence”?

2. What knowledge in Psychology and Pedagogy is necessary to perform the
professional functions of an HR manager?

3. Does knowledge of Psychology and Pedagogy contribute to the development of
corporate culture, understanding its essence?

4. s it important to adhere to ethical and professional standards of behaviour in the
company?

5. Why is it important to take into account the individual characteristics of employees
when choosing approaches to staff encouragement and team development, organization of
corporate training?

6.  Are psychological support and pedagogical methods important in the organization of
communication and cooperation in the company?

7. What contributes to the development of effective training programs and professional
development of employees?

8.  Does psychological and pedagogical competence contribute to understanding the
essence of conflicts and finding effective ways to avoid or resolve them?

9. Is psychological and pedagogical competence important for the formation of
psychosocial well-being and a constructive climate in the company?

10. Is psychological and pedagogical competence and its possession important in a
rapidly changing business environment?

The appendix was prepared by the author.
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Appendix C-4
The assignments for determining the level of activity component development in the
structure of HR managers’ psychological and pedagogical competence

1.  An employee of the HR department was assigned to develop a plan for the
organization of corporate training in the company. What are the primary tasks facing the manager?
How to organize constructive interaction in the company? What psychological characteristics of
employees should be taken into account?

2. The HR manager organizes training for company employees. What information
needs to be analysed in order to improve the interaction of training participants? Who is
responsible for supporting the interaction of the training participants and what does the interaction
support entail? What psychological and pedagogical aspects need to be taken into account to
achieve the goals of corporate training?

3. The company lacks experience in encouraging and stimulating employees. What
means and methods would you recommend to the company’s management to motivate and support
the employees. Is counselling and mentoring appropriate in this case? What would you recommend
to use their potential?

4.  The employees of the Marketing department do not see the feasibility of participating
in corporate training, justifying it by the fact that a significant amount of information can be
independently found on the Internet. Argue the positive impact of corporate training on an
individual employee and the company’s team. What reflective practices can you offer employees
to objectively assess their knowledge, skills and abilities?

The appendix was prepared by the author.
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The list of pedagogical conditions for HR managers’ psychological and pedagogical
competence development in the framework of corporate training

# Pedagogical conditions Rank
The use of innovative organizational forms and methods of corporate
training

2. | The use of reflective practices potential

3. | The diversification of professional development forms in order to develop
psychological and pedagogical competence

4. | Encouraging HR managers to develop psychological and pedagogical
competence

5. | The diversification of corporate training based on the use of distance
learning

6. | The use of contextual teaching and learning to gain experience in the
implementation of HR managers’ psychological and pedagogical
competence

7. | The stimulation of continuous professional development through project
development

8. | The development and implementation of professional development
program for HR managers’ psychological and pedagogical competence
development in the framework of corporate training

9. | Building a system of corporate training based on the competency-based
approach

10. | The use of modelling method in corporate training organization for the

purpose of developing the psychological and pedagogical competence of
HR managers

The appendix was prepared by the author.
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Appendix E
Syllabus
HR managers’ professional development program aimed at
development of psychological and pedagogical competence
in the framework of corporate training
The professional development program was developed on the basis of taking into account
the requirements of “The Profession Map” presented by the Chartered Institute of Personnel and
Development (CIPD, 2018) and “The SHRM Body of Competency and Knowledge” developed
by the Society for Human Resource Management (SHRM, 2018) regarding the competence of
HR managers to work with company personnel and organize corporate training.
Structure of the program

Indicators Total quantity of hours
Quantity of hours 60
Total corporate training hours: 40
 seminar/hours 5
+ trainings/hours 13
« team building & teamwork/hours 8
* project/hours 10
» role-playing & business games/hours 4
Total hours for self-study: 20

+ Portfolio development/hours

« Accomplishment of assignments for role-playing & business
games/hours

» Accomplishment of assignments for teamwork/hours

« Accomplishment of assignments for project/hours

Final tests

=(o1|o1] o1 | O

The goal and objectives of the program

The goal of program study and learning outcomes

The goal of the program is defined as following: the development of HR managers’
psychological and pedagogical competence in order to further use the acquired knowledge and
skills for the establishment, organization and successful implementation of corporate training of
the company’s employees.

Objectives of the program

The program aims at development of HR managers’ competences:

—  the ability to use knowledge of Psychology and Pedagogy to organize corporate
training of the company’s employees, using modern training methods and various forms of training
organization;

—  the ability to establish and maintain productive communication on the basis of
corporate culture and ethics of the professional environment;

—  the ability to organize team-building and teamwork using the potential of reflection
and opportunities for professional development.

Learning outcomes, methods and organisational forms of teaching and learning,
methods for learning outcomes assessment

As a result of successful program accomplishment, HR managers should be able to
demonstrate the following learning outcomes:

Knowledge: the knowledge of the psychological features of adult learning, psychological
prerequisites for success in learning, knowledge of establishing effective communication and
cooperation with company personnel, knowledge of the goals and objectives of corporate training
and professional development, knowledge of corporate training program development, knowledge
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of the features of educational process organization, knowledge of interactive training methods,
knowledge about the assessment of employees’ knowledge and skills.

Skills: the skills to search, process, analyse and use information sources for the development
of a corporate training program and its implementation, the skills to critically evaluate educational
material and means of corporate training, the skills to use knowledge about the age and individual
psychological characteristics of employees, the skills to plan, organize, monitor and manage
corporate training, the skills to motivate, support employees and direct them to achieve success
based on reflection.

Communication: to communicate freely on topics related to corporate training, establish
and maintain effective communication and interaction with employees.

Autonomy and responsibility: demonstration of autonomy regarding the organization of
corporate training, independence in the use of internal and external resources for corporate
training, responsible attitude to professional functions in compliance with ethical norms and
corporate culture.

Methods and

organizational forms of
teaching and learning
Knowledge: the knowledge of the | Corporate training:
psychological features of adult | seminar, training, business
learning, psychological | &  role-playing  games,
prerequisites for success in learning, | project  method,  team
knowledge of establishing effective | building &  teamwork,
communication and cooperation | portfolio.

with company personnel, | Self-study:  methods of
knowledge of the goals and |analysis and synthesis of
objectives of corporate training and | information resources,
professional development, | method of comparison and
knowledge of corporate training | analogy, research method.
program development, knowledge
of the features of educational
process organization, knowledge of
interactive  training  methods,
knowledge about the assessment of
employees’ knowledge and skills

Methods for learning

Learning outcomes
outcomes assessment

Formative assessment:
accomplishment of
problem solving tasks,
creative activity,
participation in seminars,
training, business & role-
playing games, project
method, team building &
teamwork.

Summative assessment:
final test.

training, the skills to use knowledge
about the age and individual
psychological characteristics of
employees, the skills to plan,
organize, monitor and manage
corporate training, the skills to
motivate, support employees and
direct them to achieve success based
on reflection

analysis and synthesis of
information resources,
method of comparison and
analogy, research method.

Skills: the skills to search, process, | Corporate training: | Formative assessment:
analyse and use information sources | seminar, training, business | accomplishment of
for the development of a corporate | &  role-playing  games, | problem solving tasks,
training program and its | project  method,  team | creative activity,
implementation, the skills to | building &  teamwork, | participation in seminars,
critically  evaluate  educational | portfolio. training, business & role-
material and means of corporate | Self-study: methods of | playing games, project

method, team building &
teamwork, portfolio
development.
Summative assessment:
final test.

Communication: to communicate
freely on topics related to corporate

Corporate training:
seminar, training, business

Formative assessment:
accomplishment of
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training, establish and maintain
effective ~ communication  and
interaction with employees

& role-playing  games,
project  method, team
buildingg &  teamwork,
portfolio.

Self-study: methods of
analysis and synthesis of
information resources,
method of comparison and

problem solving tasks,
creative activity,
participation in seminars,
training, business & role-
playing games, project
method, team building &
teamwork, portfolio
development.

demonstration of autonomy
regarding the organization of
corporate training, independence in
the use of internal and external
resources for corporate training,
responsible attitude to professional
functions in compliance with ethical
norms and corporate culture

seminar, training, business
& role-playing  games,
project  method, team
buildingg &  teamwork,
portfolio.

Self-study: methods of
analysis and synthesis of
information resources,
method of comparison and

analogy, research method, | Summative assessment:
observation and | final test.
generalization.

Autonomy and responsibility: | Corporate training: | Formative assessment:

accomplishment of
problem solving tasks,
creative activity,
participation in seminars,
training, business & role-
playing games, project
method, team building &
teamwork, portfolio
development.

Summative assessment:
final test.

analogy, research method.

Program description

In the process of professional development program study HR managers are motivated to
acquire knowledge about the psychological features of adult learning; Pedagogy of success and
the peculiarities of its use in corporate training; the essence, main characteristics, successful
practices of corporate training; HR managers’ professional development as a component of the
company’s human capital development strategy; to comprehend the importance of psychological
and pedagogical knowledge in HR management, personal and professional qualities
(responsibility, independence, empathy, tolerance) as well as communication skills; to develop
readiness for continuous professional development and improvement based on the reflection as
well as skills of drawing up an individual professional development plan in accordance with the
company’s human capital development strategy and corporate culture. This program encompasses
the content needed for analysis of the company’s, employee’s needs and interests in professional
development, the analysis of the resources necessary for the development and implementation of
the corporate training program, etc.

Ne Title Quantity of
hours

1. | Seminar “Psychological and pedagogical competence of HR 5
manager: theoretical aspects and practical application”

2. |Training  “Encouraging HR managers to develop 6
psychological and pedagogical competence”

3. | Training “Reflective practices in professional development” 7

4. | Team building & teamwork 8

5. | Project “The development of corporate training program” 10

6. | Role-playing & business games 4

Total quantity of hours 40

The appendix was prepared by the author.
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Appendix F
Seminar
“Psychological and pedagogical competence of HR manager:
theoretical aspects and practical application”
General Information

A session that takes place in a group is called a seminar. Discussions and reports are
considered as the ways of conducting it. At the seminar, the teacher organizes a discussion of
relevant issues, necessarily summarizing the discussion and evaluating the work of each
participant.

HR managers learn to work independently with information during the seminar, as well as
to be demanding of their answers and the answers of other participants. The seminar requires active
cognitive activity of the participants, not mechanical memorization.

Seminars have many advantages, in addition to simple learning and consolidation of
knowledge. They also give participants the opportunity to show creative independence and
develop the methodology of scientific research. There is no doubt that brainstorming enhances the
HR professional's ability to think. The seminars involve discourse, which is an important
component because it promotes the intellectual development of the participants and teaches them
to think freely and creatively. Participating in a discussion and persuading each other is an attempt
to put the learned knowledge into practice. Discussion during the seminar is valuable because it
allows the trainees to connect with the audience, develop communication skills and develop a
polemical culture.

In order to prepare for the seminar, it is necessary to use information materials and
theoretical material prepared by the teacher; select material from various sources; construct the
answer logically as a complete statement; argue one’s own opinion; and give examples. It requires
more complex skills such as analysing, organizing and summarizing data from different sources.

Problematic questions are one of the most accessible ways to stimulate mental activity. The
teacher formulates questions about the topic of the seminar. These questions can be problematic
or aimed at summarizing information about personnel management, its psychological and
pedagogical aspects. Other questions may aim to explore the relationship between psychological
and pedagogical knowledge, and to analyse how this knowledge can be used in a professional
setting.

A special role in the high-quality organization of the seminar belongs to the teacher. It
should prepare the trainees for active participation in the discussion:

—  to select relevant issues for discussion, which are made by professional HR
managers;

—  clearly define the problem for discussion and its individual aspects that will be
considered during the seminar;

— choose educational materials and psychological and pedagogical literature;

— distribute the roles and forms of participation of HR managers in group work;

—  to prepare HR managers who act as speakers, opponents, reviewers and other
persons.

The main requirements for seminar participants include:

— mandatory reading of the text of the original source and familiarization with the
recommended additional literature;

—  preparation for a speech on each question of the seminar plan;

—  preparation of answers to the questions given under each of the points of the seminar
plan;

—  delivering a report to an audience that is clearly structured and requires compliance
with the requirements for the presentation of the material (literacy, persuasiveness,
argumentativeness, speech culture);

— active participation in the discussion of all issues of the seminar, etc.

It is important to master the technique of organizing the process of conducting the seminar
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in general and opening, holding and closing the discussion. With the help of additional questions
and a certain emotional behaviour, the teacher ensures the organization of a comprehensive
analysis of the problem, does not allow the discussion to transit to secondary problems, as well as
the transformation of the discussion into a dialogue of several of the most active participants,
ensures the wide and active participation of all participants in the seminar, involves participants in
the discussion of false judgments about the subject of the discussion and directs to the search for
the correct answer, makes sure that the subject of analysis is a certain judgment, and not the speaker
who put it forward, compares different views and involves participants in their active and
comprehensive analysis, etc.

At the end of the seminar, the teacher involves the participants in summing up, analyses
and summarizes the results of the discussion, leads the participants to formulate conclusions that
have theoretical and practical significance for the professional activity of HR managers, evaluates
the contribution of each participant to the organization of the seminar and solving the problem of
the discussion, recommends materials for further reading, etc.

The content and structure of the seminar

Participants: 10-15 HR managers
Time: 5 hours
Place: Professional environment
Mode: offline
The purpose of the seminar: to acquaint the seminar participants with the psychological features
of adult learning and the prerequisites for successful learning with their further use in the practice
of organizing corporate training and professional development of company employees.
Tasks:

1)  toreveal the psychological features of adult learning,

2)  to determine the specifics of using the Pedagogy of academic success,

3)  to describe the essence and organizational aspects of corporate training,

4)  to analyse the professional development of HR managers as a component of the
company’s human capital development strategy.
The plan of seminar

1. Ice-braking activity.
2. Theoretical materials.
3. The core session: discussion.
4, Reflection session.
Ice-braking activity.
Guess Who?

Guess Who is an excellent way to foster colleagues who are already acquainted. A sheet of
paper is given to every person. Participants are asked to write a funny or interesting truth about
themselves. One by one, they read the information aloud from the pieces of paper, placed in a hat.
The group’s next task is to determine which fact belongs to whom. The author of the fact is allowed
to identify oneself and, if needed, to offer more information.

Theoretical materials.

I.  Adult learners possess a range of psychological peculiarities that influence their
approach to learning. These peculiarities include intrinsic motivation, critical thinking skills,
flexible learning styles, a lifelong learning mind-set, and a focus on application of knowledge in
real-life situations. Adult learners are predominantly driven by intrinsic motivation, meaning they
are motivated by their own personal goals and a sense of accomplishment rather than external
rewards or punishments. This intrinsic motivation leads them to be more self-directed in their
learning, taking initiative in planning, carrying out, and evaluating their own learning experiences.
They also tend to rely heavily on their prior knowledge.

Adult learning is a dynamic and complex process that differs in several ways from the
learning patterns observed in children and adolescents. As adults, our Psychology and cognitive
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abilities have developed to a certain level, influencing how we approach and engage with new
information and skills.

Adult learning is characterized by unique psychological peculiarities that distinguish it
from learning in other stages of life. These features, rooted in cognitive, emotional, and
experiential aspects, shape the adult learning experience.

1. Self-concept and motivation: Adults usually have a clear self-concept, which
influences their motivation to learn. Motivation is usually derived from internal factors such as
personal goals, career advancement, and the desire for self-improvement. Adults are motivated by
the relevance of learning to their lives, and the alignment of objectives is a key aspect of
educational design.

2. The experience and prior knowledge: Adult learners bring a wealth of life experiences
to the learning environment. These experiences serve as a basis for new learning and contribute to
a more practical and problem-based approach. Adults use previous knowledge to seek links
between new information and existing mental frameworks.

3. Self-control and self-regulation: Self-control is a major psychological factor in adult
learning. Adults prefer to take responsibility for the learning process and decide what, how and
when to learn. Self-directed learning allows them to adapt their educational experiences to their
individual needs and preferences.

4. Emphasis on Relevance: Adult learners are more accepting of learning when they see
the information as immediately applicable. When life transitions (such as career changes and
personal development milestones) influence readiness, adults are more willing to acquire specific
knowledge and skills.

5. Learning orientation: Adults tend to be more focused on task and problem-solving.
They appreciate learning activities that are targeted and applicable to real-world situations.
Practicality and relevance are the key considerations for an effective adult learning experience.

6. Reluctance to unjustified instruction: Adults may resist learning experiences that they
perceive to be irrelevant or forced. In order to overcome resistance, instructors must emphasize
the practical utility of the knowledge they impart and create a collaborative learning environment
that appreciates the experiences and perspectives of adult learners.

7. Emotional role: emotional factors play an important role in adult education. Positive
emotions, such as curiosity and interest, improve learning experiences, while negative emotions,
such as fear of failure and anxiety, can hinder learning. It is crucial to create a supportive and
emotionally safe learning environment for adults to achieve optimal learning results.

8. Time management: Adults often balance multiple tasks, including work, family, and
community commitments. Effective adult education recognizes the importance of flexible
schedules that are compatible with the time constraints faced by adult learners. Time management
skills are vital to balance learning with other demands in life.

Adult learning is a complex interplay of motivation, experience, autonomy, and
practicality. Recognizing and accommodating these psychological peculiarities is essential for
educators and instructional designers to create meaningful and effective learning experiences for
adults.

The principles of adult education are as following:

— Respect for autonomy: adults thrive in self-directed learning. Educators should
acknowledge and facilitate learners' autonomy, allowing them to set goals, make decisions, and
take responsibility for their learning journey;

— Relevance and practicality: Adult education should be immediately applicable to
learners’ lives. Emphasize practical knowledge, problem-solving skills, and real-world
applications to enhance engagement and motivation;

—  Experiential learning: Building on prior experiences, adults learn best through hands-
on, experiential methods. Connect new information to existing knowledge, fostering a deeper
understanding and facilitating more effective learning;
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— Intrinsic motivation: Tap into learners' internal motivations. Align educational content
with personal goals, career aspirations, or self-improvement objectives to enhance intrinsic
motivation and commitment to the learning process;

— Collaborative and inclusive environment: Foster a collaborative and respectful
learning atmosphere. Recognize and value the diverse experiences of adult learners, encouraging
peer interaction and creating a supportive community for shared learning;

—  Flexibility of learning formats: Adults often manage multiple responsibilities. Provide
flexibility in learning schedules and delivery methods, accommodating various time constraints
and allowing learners to balance education with work and family commitments;

— Customization and individualization: recognize the diverse needs and backgrounds of
adult learners. Tailor learning experiences to accommodate different learning styles, preferences,
and readiness levels, promoting a personalized and effective learning journey;

— Reflection and feedback: Encourage regular feedback and self-reflection. Adults
benefit from opportunities to assess their progress, receive constructive feedback, and reflect on
their learning, fostering continuous improvement and a sense of achievement;

— Clear learning objectives: Communicate clear and achievable learning objectives.
Adult learners appreciate knowing what to expect and how the learning outcomes align with their
goals, enhancing focus and motivation throughout the educational process;

— Active participation and facilitation: Engage adults actively in the learning process.
Incorporate interactive activities, discussions, and collaborative projects to promote engagement,
stimulate critical thinking, and enhance the overall learning experience.

By adhering to these principles, educators can create an effective and supportive learning
environment that caters to the unique characteristics and needs of adult learners, ultimately
maximizing the impact of adult education programs.

The process of learning for adults and children differs greatly due to the differences in
cognitive, emotional and social development. It is essential to recognize these distinctions in order
for educators to design effective learning experiences that meet the specific needs and
characteristics of each group.

Cogpnitive Development:

Child Learning: Children undergo significant cognitive development, characterized by
stages such as the Sensorimotor, Preoperative, Concrete and Formal Phases of Piaget. Cognitive
abilities develop, and learning is often linked to concrete experiences, hands-on activities, and a
dependence on visual aids. Children can struggle with abstract concepts until they reach a higher
cognitive stage.

Adult learning: Adults usually have fully developed cognitive abilities and their learning
is often influenced by their lifetime experiences. They can grasp abstract concepts and engage
more easily in critical thinking. Adult learning often involves connecting new information with
existing knowledge and tends to approach learning in problem-solving.

Motivation and Learning Goals:

Child Learning: Children's motivation is driven by external factors such as praise, rewards
or the desire to please authority figures. Their learning objectives can be governed by the
requirements of the curriculum and the focus is on building basic knowledge and skills. Children
may lack a clear sense of long-term goals and career aspirations.

Adult learning: Adults are intrinsically motivated and are often looking for learning
experiences that are consistent with their personal and professional goals. Motivation is driven by
the desire to advance career, develop personally or take part in specific life events. Adult learners
have goals, and the relevance of the learning to their immediate needs is an important factor that
affects their engagement.

Learning styles:

Children's learning styles often have a variety of learning styles influenced by factors such
as sensory preferences, social interactions, and games. They can learn best through hands-on
activities, visual aids and interactive experiences. Children's learning is holistic and involves the
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integration of various sensory inputs.

Adult Learning: Adults have different learning styles, but tend to be more self-directed and
independent learners. They may feel comfortable with various learning methods, including written
materials, online resources, and group discussions. Experience learning, in which adults can apply
new knowledge to real situations, is particularly effective.

Social and emotional factors:

Child learning: Social interaction plays an important role in children's learning. Parental
relations, group activities and cooperation with teachers contribute greatly to the learning process.
Emotional support and a positive learning environment are essential for children's overall
development.

Adult learning: Social interaction is still important for adults, but it often brings many
personal and professional experiences to the learning environment. Adults appreciate a
collaborative and respectful atmosphere that recognizes their experiences. Emotional factors, such
as fear or fear of failure, affect adult learning and should be considered in the design of the
curriculum.

Teaching role:

Teaching children: Children's teachers often play a more direct role, providing structured
lessons and guidance. Teachers may have to adapt teaching methods to different stages of
development and learning styles. The focus is on learning experiences in scaffolds and creating a
supportive environment.

Adult learning: Adult teachers serve more as facilitators. They guide the learning process,
encourage self-learning, and create an environment that respects the experiences and autonomy of
adult learners. Collaboration and mutual respect are essential components of effective adult
education.

Time Management:

Child Learning: Children's schedules are often structured according to school hours and
extracurricular activities. Learning is integrated into a set routine, and time management is mostly
controlled by adults.

Adult learning: Adults manage many responsibilities, including work, family and personal
obligations. Adult learning requires flexibility in timetables, adapting to various time constraints.
Online and asynchronous learning formats are often preferred by adults to facilitate self-paced
learning.

Readiness for learning:

Child Learning: Children can not always mentally or emotionally ready to learn certain
topics. Developmental preparation plays an important role in determining the appropriateness of
the content.

Adult learning: Adult preparation is often linked to life transitions or specific needs. Adult
learners are more likely to be ready and motivated to learn when they feel that the information is
directly relevant to their lives. In conclusion, while children and adults' learning share common
principles, the distinctive characteristics of each group require different instructional approaches.
Recognizing these differences is crucial for educators to create meaningful and effective learning
experiences adapted to the unique needs and developmental stages of children and adults.

Il.  The Pedagogy of academic success is an educational approach focused on cultivating
skills, attitudes, and strategies that contribute to both personal and academic achievement. It
encompasses a range of instructional methods and support mechanisms designed to empower
learners to excel in their academic pursuits. Let’s delve into the specifics of this Pedagogy and
characterize its key components.

The Pedagogy of academic success is rooted in the belief that education should not only
impart knowledge but also equip learners with the tools necessary to navigate challenges, think
critically, and achieve their academic goals. It recognizes that academic success goes beyond
grades and involves fostering a holistic approach to learning that includes cognitive, emotional,
and practical dimensions.
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Academic success in teaching emphasizes a holistic approach to education. It recognizes
that academic success is determined not only by specific knowledge of the subject, but also by
developing critical thinking abilities, effective communication and emotional intelligence. Holistic
learning encourages students to see the interconnections of different subjects and to apply their
knowledge to real situations.

The cultivation of metacognitive abilities is a key element in academic success teaching. It
is important to help students understand their own thinking processes, understand how they learn,
and develop strategies for problem solving and decision-making. Meta-cognitive practices include
goal-setting, self-assessment, and reflection, allowing students to control their learning journeys.

The teaching of academic success shifted the focus from a teacher-centred approach to a
student-centred approach. It recognizes the different needs and learning styles of students and
encourages educators to adapt their teachings to their individual preferences. This approach
promotes active participation, collaboration, and a sense of ownership of the learning process.

Academic success does not depend solely on mastering the content; it also includes the
development of transferable competences. The school emphasizes the cultivation of skills such as
critical thinking, problem-solving, communication, time management and adaptation. These skills
enable students not only to succeed in school, but also in their future careers and personal lives.

A key aspect of academic success is to address motivation and goal-setting. Teachers strive
to create a learning environment that promotes intrinsic motivation and helps students identify
their passions and goals. Short-term and long-term goals-setting practices provide students with a
roadmap for academic achievement and personal growth.

Education gives priority to formative assessment and constructive feedback. Assessment
practices are designed not only to assess performance, but also to provide useful insight into
improvements. Feedback is timely, specific and actionable, which guides students in improving
their understanding and skills. Learning assessment promotes a growth mind-set where challenges
are seen as opportunities for development.

Education promotes the development of growth mind-sets, believing that intelligence and
capabilities can be developed through effort, perseverance and learning from mistakes. Creating a
classroom culture that values effort, resilience and continuous improvement promotes a positive
attitude towards challenges and a love for learning.

Recognizing the role of technology in modern education, successful academic education
encourages the thoughtful integration of technology tools. It will be used to strengthen learning
experiences, facilitate research and develop digital literacy skills through educational apps, online
resources, and collaboration platforms.

Inclusivity is the cornerstone of academic success. Recognizing and taking into account
the different learning needs, cultural backgrounds and abilities ensures that all students have equal
chances of success. inclusive practices promote a supportive learning environment that values
diversity and mutual respect.

Along with the content of the university, education recognizes the importance of life skills
education. These include financial literacy, communication skills, emotional intelligence, and
other practical skills that contribute to academic and personal success.

Implementing academic success Pedagogy requires cooperation between educators,
administrators and other stakeholders. The professional development of teachers, support for
school culture and continuous assessment and improvement of teaching practices are key.
Furthermore, the establishment of partnerships with parents and the participation of them in the
educational journey increase the impact of this education. Finally, the success of academic
teaching goes beyond traditional teaching methods to promote a comprehensive approach to
learning. This Pedagogy focuses on the cognitive, emotional, and practical dimensions of the
course, equipping students with the skills and mentality necessary to achieve academic excellence
and success in various aspects of life. Through a holistic and inclusive approach that focuses on
students, the success of academic education is the foundation of a love for learning and personal
development throughout the whole life.
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I1l.  Corporate training is a strategic and systematic process designed to improve
employees' knowledge, skills and competences in the organization. Its main purpose is to align
employee development with organizational objectives, to promote a continuous learning culture
and to ensure that employees receive the expertise needed to effectively contribute to the success
of the company.

1. Integrated with organizational objectives: Corporate training is most effective when it
supports the organization's strategic objectives directly. Whatever the improvement of customer
service, adoption of new technologies, or leadership skills, the key to corporate training is to align
learning initiatives with the company's broad objectives and vision.

2. Continuous Learning Culture: One of the key aspects of corporate training is to
cultivate a culture of continuous learning. This includes promoting the idea that learning is not a
single event, but a continuous process. Companies that embrace continuous learning empower
employees to adapt to changes and promote innovation and resilience.

3. Skills Enhancement and Development: Corporate training is the core objective of
improving employee skills and competences. These include technical skills related to their roles
and soft skills such as communication, leadership and problem solving. By investing in skill
development, organizations ensure that their employees remain competitive and can meet
changing business needs.

4. Employee engagement and motivation: Corporate training contributes to employee
engagement and motivation by demonstrating the organization's commitment to staff professional
growth. When employees perceive their development as appreciated, they are more likely to
engage in their work, which leads to greater satisfaction and retention of their jobs.

5. Technology advances adaptation: In today's rapidly changing business landscape,
keeping up to date with technological advances is essential. Corporate training provides employees
with the knowledge and skills they need to effectively leverage new technologies and maintains
the company's competitiveness and innovation.

The organizational aspects of corporate training: Effective corporate training requires
careful planning, implementation and assessment. Several organizational aspects contribute to the
success of training initiatives:

1. Assessment of Needs: Prior to the implementation of training programs, it is essential
to conduct an assessment of Needs to identify gaps in skills and knowledge. This includes
understanding the workforce's current capabilities, defining the expected results, and balancing
training objectives with organizational objectives.

2. Strategic Planning: Corporate training should be integrated into the organization's
overall strategic plan. This includes establishing clear goals, establishing performance indicators
and ensuring that training initiatives are consistent with the company's long-term vision.

3. Customization of training programs: A single size is not suitable for all corporate
training. Organizations should tailor training programs to meet the specific needs of different
departments and roles. Customization ensures that training is relevant, effective and directly
applicable to the daily responsibilities of employees.

4. Business training can take a variety of forms, including training sessions, workshops,
electronic learning modules, webinars, and on-the-job training. The choice of delivery methods
depends on the nature of the content, labour preferences and available resources.

5. Technology integration: Technology use is an important organizational aspect of
modern corporate training. Learning Management System (LMS), virtual classrooms, and other
technical tools facilitate training program delivery and tracking. Technology also enables
employees to obtain training materials at their convenience and promotes flexibility.

6. Selection of instructors and facilitators: the quality of instructors and facilitators has a
major impact on the effectiveness of company training. Trainers must not only have expertise in
the subject, but also be able to engage learners, adapt to different learning styles and create a
positive and interactive learning environment.
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7. Assessment and Evaluation: Continuous evaluation and evaluation are an important
component of corporate training. Organizations must track key performance indicators, gather
feedback from participants and evaluate the effectiveness of training programmes by assessing the
application of their skills at work.

8. Feedback mechanisms: Establishing feedback mechanisms allows organizations to
gain insights into the strengths and weaknesses of training initiatives. Regular feedback from
employees can help optimize training content, delivery methods and overall program structure.

9. Integration with performance management: Corporate training should be integrated
into performance management processes. By linking training results to performance assessments,
employees are recognized and rewarded for applying new skills on the job.

10. Continuous Improvement: The organizational aspects of corporate training include a
commitment to continuous improvement. Regular review and updating of training programs based
on feedback, industry trends and changing organizational needs ensures that training remains
relevant and effective over time.

In short, corporate training has the essence of aligning its goals with the organization,
promoting a culture of continuous learning and improving employees' skills and skills. The
organizational aspect includes strategic planning, adaptability, technology integration, effective
delivery methods and commitment to ongoing assessments and improvements. The well-designed
and implemented corporate training program not only contributes to employees' professional
development, but also contributes to the overall success and competitiveness of the organization.

IV. The professional development of HR managers is an essential element in the
company's overall human capital development strategy. As a key architect of an organizational
workforce strategy, HR managers must constantly evolve their skills, knowledge and leadership
abilities to effectively navigate the dynamic landscape of personnel management. This
multifaceted professional development approach is not only a strategic imperative to invest in the
individual growth of HR managers, but also to promote the continuous improvement and
innovation culture of HR functions. Professional development for HR managers consists of
conscious and continuous efforts to enhance their expertise, competences and leadership skills in
the field of human resources management. It includes activities, programmes and initiatives aimed
at expanding their knowledge base, improving their capacity to drive organizational success and
equipping them to face the challenges of evolving work.

The characteristics of Professional Development HR managers within the company’s
Human Capital development encompasses the following:

1. Strategic alignment: The professional development of HR managers must align with a
wider organizational strategy. This ensures that HR leaders have the necessary knowledge and
skills to effectively contribute to achieving business objectives. This alignment includes
understanding the industrial landscape, organizational objectives and the specific challenges faced
by the workforce.

2. Continuous learning: Human resources are a dynamic field, evolving trends, regulations
and best practices. HR managers must engage in continuous learning to be aware of these changes.
This includes attending industry conferences, seminars, workshops and online courses to gain the
latest knowledge in areas such as talent management, employee engagement, diversity and
inclusion and HR technology.

3. Leadership Development: Leadership skills are vital to HR managers who are often
strategic partners and change agents within the organization. Professional development initiatives
should focus on strengthening leadership capabilities such as communication, decision-making,
conflict resolution and the ability to influence positive organizational changes.

4. Technical competences: Human Resources managers must have a solid technical
competence foundation. These include skills in employment law, compensation and benefits,
performance management and HR analysis. Professional development programmes should take
into account both the basic principles of HR and emerging trends and ensure a wide range of skills.

5. Adaptability and Change Management: The professional development of HR managers
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should focus on Adaptability and Change Management skills. As organizational structures,
technologies and workforce expectations evolve, HR leaders need to be able to effectively navigate
and lead changes. This includes understanding the methodology of change management and
cultivating a change-ready mind-set.

6. Networking and Collaboration: Establishing a professional network is an essential part
of the development of HR managers. Involvement in industry associations, participation in the HR
community, and promotion of relationships with colleagues provides opportunities to exchange
knowledge, establish benchmarks, and keep informed of industry trends. Collaboration skills are
essential for HR managers to effectively work across departments and contribute to the positive
organizational culture.

7. Data-driven decision-making: Contemporary HR landscapes are increasingly driven by
data and analytics. Professional development initiatives should equip HR managers with the ability
to collect, analyse and exploit data to make informed decisions. This includes understanding HR
metrics, workforce analysis, and data-driven HR practices using technology.

8. Employee Engagement and Well-being: Because of the importance of employee
experience and well-being, HR managers’ professional development should include strategies to
increase employee engagement and promote a positive workplace culture. Training in areas such
as employment relations, communication and well-being initiatives is essential to the promotion
of motivated and satisfied employees. Global perspectives: Global perspectives are crucial for
multinational HR managers or managers working in different cultural contexts. Professional
development should include training intercultural competences, international HR practices and an
understanding of global labour trends.

9. Mentorship and Coaching: The provision of mentorship and coaching opportunities is a
valuable aspect of HR managers' professional development. This helps them benefit from the
insights and experiences of experienced HR professionals and promotes personal growth and
leadership development.

The professional development of HR managers is essential, but organizations must face
potential challenges, including:

1. Resources constraints: Limited resources relating to finance and time can present
challenges in implementing comprehensive professional development programmes. Strategic
priorities and the allocation of creative resources are essential.

2. Resistance to change: Some HR managers may resist or hesitate to adopt new
development initiatives. Communication, clear benefits and supportive organizational culture are
crucial to overcome resistance.

3. Maintain pace with technological advances: The rapid development of HR technology
requires HR managers to stay current. It is necessary to constantly strive to integrate technology-
focused training and development initiatives.

4. Balance between operational and developmental responsibilities: HR managers often
mix operational responsibilities with their development needs. Balance is necessary to ensure
effective time management and organizational support.

Professional development of HR managers is not only an individual investment, but also a
strategic imperative for organizations committed to optimizing human capital. The HR manager's
professional development initiatives are important to the overall success and sustainability of the
organization, aligning with organizational objectives, promoting continuous learning and
responding to the evolving needs of the workforce. As a key manager of talent within
organizations, well-developed HR managers play a key role in promoting positive organizational
culture, innovation, and positioning companies for long-term success.

The core session:
Presentations and discussion of the following issues:
1. The psychological features of adult learning.
2. Pedagogy of success and the peculiarities of its use in corporate training.
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3. Corporate training: essence, main characteristics, successful practices.
4. HR managers’ professional development as a component of the company’s human
capital development strategy.

Reflection session: participants express their own opinion about the seminar, the knowledge they
have mastered, etc.

Today I learned. ..

It was interesting to know ...

I liked ... most of all.

I didn’t know that ...
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Appendix G
Appendix G-1
Training
“Encouraging HR managers to develop psychological and pedagogical competence”
(according to Casenkoga, JI. O., Pomanosa, I'. M., Aptiommna, M. B. & et al. (2011))

General information

The latest research in the field of HR management, Psychology and Pedagogy confirms
that those organizations that learn on a continuous basis are looking for significant success. Today,
the special attention of theoreticians and practitioners is focused on changing traditional
motivation systems, reducing the importance that employees attach to material incentives, and
increasing their desire for continuous development and improvement, ensuring a balance between
various spheres of their own life, finding a job that corresponds to their interests and enthusiasm.
Therefore, there is a need to find a balance between the needs and interests of the company and
the preferences, interests and needs of individual employees, to use mechanisms to help employees
achieve their goals in the context of their personal and professional development.

It is worth noting that along with material motives, which are important factors influencing
the improvement of the quality of professional activity, immaterial motives, a constructive
professional environment and the effectiveness of managerial activity are also important.

Training should be considered as a planned process, the main purpose of which is to master,
update, systematize knowledge and skills, to understand and check the attitude to a problem, idea,
behaviour with the aim of further changing, updating, improving, etc.

Traditionally, the training structure covers several parts:

—  the introductory part,

- the main part,

—  the final part.

Each part is characterized by its own specificity and elements.

I. The introductory part encompasses the following stages:

The first stage is the opening of the training, greetings, introductions, during which the
trainer and participants greet each other, get to know each other, and establish contact.

The second stage — acceptance or repetition of training rules — involves familiarizing
training participants with work rules, their acceptance, agreement on norms of behaviour and their
observance by all participants.

The third stage represents the introductory speech of the trainer, during which the trainer
familiarizes the training participants with the purpose and tasks, as well as the main content of the
training.

The fourth stage of training involves determining the expected results. At this stage,
training participants express their own expectations, which provides an opportunity for participants
to realize their own goals and take responsibility for their implementation.

All the listed stages of the introductory part are mandatory, and their implementation is
carried out in accordance with a clear sequence.

I1. The main part of the training covers the following stages:

The first stage — actualization of the problem — is aimed at finding out the training
participants’ knowledge and awareness of the topic of the training being discussed; determine why
the problem is relevant and important for them personally and the company in general. Here, the
trainer uses questionnaires, quizzes, questions, organizes “brainstorming”, role-playing games,
etc.

During the second stage of the main part of the training, he provides the necessary
information with the help of short messages, mini-presentations, handouts, etc.

The third stage — the development of skills — involves the active participation of trainees in
various forms of work with the aim of developing skills and using them in practice.
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I1l. The final part of the training involves summing up: together with the trainer, the
participants discuss the results of the work, share their thoughts and impressions, find out whether
they have fulfilled their expectations, and consolidate the acquired knowledge. Summarizing is
characterized by the clarity of conclusions, which should be presented in writing.

It should be emphasized that training requires the compliance of certain rules and conduct
standards that enable all participants to express their feelings and opinions, to openly express their
opinions, to learn new knowledge, and to develop skills in constructive learning environments.
This requires training, trust, relationships with partners, positive attitudes, constructive criticism
and analysis, communication, maintaining emotional balance, compliance with regulations in
various types of activities and determination to achieve results.

In order to ensure the effectiveness of training, it is necessary to take into account the
specifics of group formation, such as understanding participants, defining expectations, defining
their roles and groups by each participant (participant, performer, leader, organizer, etc.),
harmonizing work, and establishing cooperation.

The content and structure of the training

Participants: 10-15 HR managers

Time: 6 hours

Place: Professional environment

Mode: offline

The purpose of training: encouraging HR managers to develop their psychological and
pedagogical competence as well as develop skills of encouraging the company’s personnel for
professional development.

Tasks of training:
1) to form internal motivation and promote awareness of the importance of psychological and
pedagogical knowledge in HR management;
2) to develop personal and professional qualities (responsibility, independence, empathy,
tolerance);
3) to develop communication and cooperation skills;
4) to develop readiness for continuous professional development and improvement.

The plan of training

Activities Tasks Time
1. Introduction to the | Task 1. Presentation of training organization. .
—_ . . . . 20 min
training and its topic Task 2. Topic presentation
2. The content and
structure of psychological | Task 3. Presentation of learning materials and 20 min
and pedagogical | discussion
competence
3. Settings for the | Task 4. Acquaintance of trainees (mutual .
. 20 min
development of | presentation)
psychological and | Task 5. The characteristics of psychological
pedagogical competence and pedagogical knowledge and skills (the 30 min
“Roundabout of Thoughts”)
Task 6. The rules of behaviour and teamwork .
. I 20 min
during the training
Coffee break
4. Defining the role and
TS psycholog!cal Task 7. The use of psychological and
and pedagogical . . .
. pedagogical knowledge in HR management 80 min
knowledge in HR .
and professional development (Case study)
management and
professional development
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Lunch
5. Personal and . “
professional qualities of Task 8. The .role-pla}{lng. ga,fne Ideas  for 80 min
HR manager corporate training organization
Coffee break
6. Communication and
cooperation with | Task 9. The role-playing game “Actors” 60 min
employees
7. Reflection Task 10. Feedback and reflection (the “I-We- .
: . . 30 min
Business” technique)

Task 1. Presentation of training organization.

The purpose: to find out the goals and content of the training as a whole, the main
requirements, to determine the expectations and wishes of the participants.

Means: The presentation “Introduction to training”.

Organization:

1. The participants get acquainted with the presentation of the training, in which the main
content and organizational features, etc. are indicated.

2. The participants fill out questionnaires for diagnosing the initial level of psychological
and pedagogical competence development.

3. The participants express their wishes and discuss important issues related to the content
and organization of the training.

Issues for discussiom:

- Is participation in the training your own initiative?

- Do you know the expected results of the training?

- Do you have experience participating in similar trainings (if so, which ones)?

- Do your colleagues and management support your participation in the training?

—  Are you going to use the skills acquired during the training in practical activities in
the future?

Task 2. Topic presentation.

The purpose: to get acquainted with the topic, aim and objectives, essence of the training.

Means: The presentation “Introduction to the topic”.

Organization:

1. The trainer greets the parcipants, introduces himself.

2. The slides present the topic, aim and objectives, and main stages.

3. If necessary, additional organizational questions (duration, break, etc.) are agreed upon.
Task 3. Presentation of learning materials and discussion.

The purpose: to comprehend the essence and features of psychological and pedagogical
competence, the components of the HR manager’s readiness to use knowledge of Psychology and
Pedagogy to encourage the company’s personnel for professional development.

Means: The presentation “Psychological and pedagogical competence: content and
structure”.

Organization:

1. The participants get acquainted with the presentation, which reveals the following
theoretical questions:

—  the concept of “psychological and pedagogical competence”.

—  the essence and features of psychological and pedagogical competence.

—  the peculiarities of using psychological and pedagogical knowledge in the business
environment.

—  the use of psychological and pedagogical knowledge to encourage the company’s
personnel.
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2. During the presentation, training participants express their own opinions about the need
to acquire psychological and pedagogical competence, taking into account their own experience.

Issues for discussion

—  What is motivation?

—  What social and emotional factors influence the training of employees?

—  What psychological features should be used to encourage the company’s personnel
for professional development?

—  What pedagogical knowledge is useful for organizing corporate training?

—  What personal qualities should an HR manager possess in order to encourage staff
for professional development?

Task 4. Acquaintance of trainees (the method of mutual presentation)

The purpose: to get to know each other, discuss the importance of getting to know each
other during the training, learn about the methods and techniques of organizing the meeting,
dividing into pairs, create a positive atmosphere.

Means: The table “My training group” (1 copy for each participant), the picture divided
into 2 parts (quantity of half less than the number of trainees).

Organization:

1. Each participant receives one half of the picture and must find the person in the group
who received the other half. Found pairs sit down together (if a participant does not find a pair, he
can work in a pair with a coach).

2. All participants receive an unfilled table “My training group”, where the parameters of
the group are indicated: surnames, names of participants, company, position, etc.

3. The pairs of participants briefly tell one another about themselves according to the
parameters indicated in the table, optionally providing any other interesting information that they
would like to convey to the participants.

4. Next, everyone introduces their partner to the group.

5. All other participants fill in the table of those present in the group for themselves.

Task 5. The characteristics of psychological and pedagogical knowledge and skills (the
“Roundabout of Thoughts” method).

The purpose: to characterize psychological and pedagogical knowledge and skills, get
acquainted with the method of warm-up, division into teams, the method of cooperative learning
“Roundabout of Thoughts” and discuss the effectiveness of these techniques and methods, get
active.

Means: flip chart, presentation board, felt-tip pens of three colors.

Organization:

1. To unite participants in teams, a warm-up activity is used. For this, participants are
invited to get up from their seats and line up according to their date of birth. This should be done
silently, without using any notes, only with the help of gestures. After the implementation of the
task, the correctness of its execution is checked. Then you can join 3 teams, countingon 1, 2, 3 —
all participants with number 1, number 2, and number 3. Organized teams are placed in the room.

2. Each team receives a sheet of paper on which “ME”, “WE”, “BUSINESS” are written.
Participants write down the characteristics that each participant, all participants together should
meet. It is important that together they form a team. Each team receives a felt-tip pen of a certain
color.

3. At the instruction of the coach, the teams pass their sheet of paper to the next team and
continue with another task.

4. After completing the work, the team receives its piece of paper and presents the result to
other teams.

5. Everyone together discusses the effectiveness of the task, the constructiveness of the
proposals, etc.

Issues for discussion:

—  Why did we use this method of division into teams?
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- Is it possible to use the “Roundabout of Thoughts” method while organizing
corporate training?

—  What are the advantages and disadvantages of the “Roundabout of Thoughts”
method?

- How can this method be improved?

Task 6. The rules of behavior and teamwork during the training

The purpose: to determine the rules for effective interaction during training, discuss the
importance of regulating the activities of training participants.

Means: Two flip charts, colored markers, etc.

Organization:

1. Each participant in turn names one rule that should be followed during the training.

2. The rules are written on the board.

3. All participants jointly decide on the necessity of these rules.

Issues for discussion:

—  Why are the rules of conduct of training participants needed?

—  Why is it advisable to discuss them with the participants?

— How can you monitor their compliance?

Task 7. The use of psychological and pedagogical knowledge in HR management and professional
development (Case study method)

The purpose: to demonstrate the role and significance of psychological and pedagogical
knowledge in the professional activity of the HR manager.

Means: handouts with real cases for each team.

Organization:

1. Each team receives a card with a description of a case related to the organization of
corporate training.

2. During the allotted time (15 minutes), the team selects training methods that will be the
most effective for acquiring knowledge, developing the skills of the company’s personnel, and
prepares a justification for its own ideas.

3. Each team presents its own ideas and justifies its position.

Issues for discussion:

—  Which aspects of professional environment were taken into account, and which were
left out of the team’s attention?

—  What psychological and pedagogical aspects should be taken into account when
choosing teaching methods?

- How can you evaluate the effectiveness of the method used during corporate
training?

Task 8. The role-playing game “Ideas for corporate training organization”

The purpose: in the process of discussing creative ideas regarding the organization of
corporate training, to identify the professional and personal qualities of HR managers, which are
significant for ensuring the effectiveness of their professional activities.

Means: sortition cards, teams’ badges, role description, discussion rules, analytical table.

Organization:

1. The participants are divided into 5 teams by sortition lots: “innovators”, “conservatives”,
“optimists”, “pessimists”, “analysts”. The number of “innovators” and “conservatives”, as well as
“optimists” and “pessimists” should be the same, the number of analysts can be random.

2. “Innovators” propose an innovative idea regarding the organization of corporate training
(meaningful content, use of outsourcing, use of internal company resources, use of various forms
and methods of training, etc.) and present it to the audience.

3. During a certain time (15-20 minutes), the proposed idea is discussed, in particular:

- representatives of the “innovators”, “conservatives”, “optimists” and “pessimists”
teams can express their opinion by raising their hands and receiving confirmation of the right to
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speak. The right to speak is given to presenters in order of raising their hands. 1 minute is allotted
for the performance;

- in their speeches, “innovators” should justify the expediency of their innovation,
“optimists” should support a new idea by justifying its advantages, “pessimists” should focus the
participants’ attention on the shortcomings of the new idea, and “conservatives” should deny the
need to introduce changes;

—  the participants must follow the rules of the discussion: the rules of speech, listen
carefully to the speaker, do not interrupt each other, do not get personal,

—  the “analysts” record the features of the performances: for each performance, the
team receives 1 point, for the argumentation of each performance — from 1 to 3 points (according
to the number and quality of arguments), for violation of any of the rules — the team loses 1 point.

4. The “analysts count each team’s points, and also add up the points scored for supporting
the idea (“innovators” and “optimists”) and for rejecting the idea (“conservatives” and
“pessimists”). The total number of points indicates the acceptance or rejection of the idea. The
teams get acquainted with the results.

5. Summary of the game: participants analyze the reasons for accepting or rejecting a new
idea, identify strong and weak arguments, constructive proposals, form conclusions regarding the
improvement of the proposed idea, conditions for its implementation, etc.

6. Reflection: the analysis of participants’ behaviour, determination of advantages and
disadvantages of their work, analysis of personal and professional qualities demonstrated during
the game. Game participants form a conclusion about personal and professional qualities that are
significant in the professional activity of an HR manager.

Issues for discussion:

—  What is the expediency of using the distribution of roles to discuss a certain problem?

- Did the received role correspond to your typical behaviour that reflects the attitude
towards innovative ideas?

—  Which of the participants demonstrated responsibility, independence, empathy,
tolerance?

—  Why are responsibility, independence, empathy, tolerance important qualities of a
modern HR manager?

Task 9. The role-playing game “Actors”

The purpose: to develop the skills of effective communication, solving problems and
conflict situations, expanding one’s own arsenal of “effective solutions” to conflict communication
situations and cooperation with company employees.

Means: handouts, sheets of paper, pens.

Organization:

1. The participants are divided into 5 teams.

2. Participants receive the case: recently, an employee who has significant experience, is a
qualified and valuable specialist, began to be late for work regularly, without warning either
management or colleagues. The employee has extended the deadline for submitting the project,
during the working day he is distracted by searching for information on the Internet that is not
related to his professional functions. This situation causes a negative attitude of the company’s
management. However, understanding the value of this employee to the company, no punitive
measures (dismissal, loss of bonus, etc.) are taken.

3. The team writes down a phrase with which the manager could start a conversation with
a subordinate who was late for work. The coach exchanges phrases between the teams.

4. Another team prepares the subordinate’s response to the manager. The coach exchanges
phrases between the teams.

5. Now the teams have to play the role of the “angry manager” who threatens the employee
with dismissal, not choosing the correct vocabulary and disregarding the norms of professional
ethics. The development of the conflict becomes obvious. The coach exchanges phrases between
the teams.
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6. The participants try to find words that would calm the manager and the subordinate. The
trainer collects created mini-scenarios and reads them.

Issues for discussion:

—  What words became a trigger for the transition of a communicative situation into a
conflict one?

—  What personal qualities did the manager and subordinate demonstrate?

—  What consequences can the conflict have for all its participants?

—  What can be recommended to the manager and the subordinate to avoid the conflicts
in the future?

Task 10. Feedback and reflection (the technique “I-We-Business)

The purpose: to perform an analysis of the training, determine its advantages and
disadvantages, express wishes, reflect on one’s own motivation regarding the further development
of psychological and pedagogical competence.

Means: flip-chart.

Organization:

1. The participants discuss the effectiveness of teamwork during the training, using the
following technique:

- “Me” - how I felt, with what mood | worked, whether | was satisfied with myself?

- “WE” —was it comfortable to work in a team, what difficulties arose?

—  “BUSINESS” — whether the team achieved the defined goals; did the work at the
training help you to get answers to important questions, to solve your current problems?

2. The participants evaluate the effectiveness of the training and express their wishes in the
final questionnaire.

Issues for discussion:

- How did you feel during the training, what mood did you work with, did your
emotional state change?

—  Was it comfortable to work in a team?

—  What challanges did you face?

—  Were the defined goals of the activity achieved?

- Did the activities at the training help you get answers to important questions and
solve your current problems?

Questionnaire
for training evaluation
Determine your own attitude to the proposed statements by choosing one of the
answers: agree, somewhat agree, somewhat disagree, disagree
Somewhat | Somewhat
agree disagree

Statements Agree Disagree

This training was useful for me

The structure of the training was logical
and effective

The trainer chose a style of conducting
training appropriate to the professional
environment

The trainer chose effective teaching
methods

The handouts were useful during the
training

The atmosphere of the training was
positive and constructive

The trainer’s work was effective
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The tasks that were solved during the
training were clearly formulated and
corresponded to the specifics of HR
managers’ professional activity

The tasks of the training were completed in
full, which made it possible to achieve the
specified goal

My expectations from the training have
been fully met

The duration of the training was adequate
to its purpose and task

The training was interesting for me and
useful for my professional development
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Appendix G-2
Training
“Reflective practices in professional development”

General information

In the context of HR managers’ professional development, reflection should be considered
as a process of recognition as a professional’s perception of the professional environment and self-
identification. The application of HR managers’ reflective practices is important for professional
development and improvement of professional activity. Furthermore, the mastery reflective
practices by HR managers offers them the possibility to continue to work with company employees
and organise corporate training.

Reflection is the art of qualitative realization of creative potential, which allows us to
combat professional deformation. Research into the characteristics of HR managers’ reflection
explains the main problems in their development and predicts how to improve reflection practices
to develop personal and professional qualities.

Reflective practices are used to understand the specific characteristics of professional
development, particularly the relationship between positive and negative relationships, primarily
the reasons of problems which arise in professional environments; to analyse experiences and
influence on the formation of relationships with colleagues; and to investigate the relationships
between professional and personal characteristics and the construction of an effective professional
environment.

Various situations in which HR managers’ activities are carried out affect the behaviour
and development of the individual. To successfully solve complex problems, it is necessary to
analyse external situations, use personal internal resources, and use knowledge and skills to solve
professional problems. Thanks to reflection, people are interested in their inner world, and there is
a new need to understand their character traits, their own capabilities, to analyse their experiences
and behaviours, and to understand what and why others think about them.

With the help of reflective practice, HR managers can evaluate their own knowledge and
the ability to apply it in practice, regulate their professional development, identify the advantages
and disadvantages of their own professional activities, and set priority areas for further acquisition
of knowledge. The application of reflective practices by HR managers justifies the skills needed
for analysis, synthesis, generalization, self-observation, self-control, self-evaluation, and self-
improvement, etc.

In the context of corporate training, reflective practices are useful for rethinking the
acquired experience, ways of assimilating professional knowledge, reflective evaluation of
professional development, which provides grounds for selection and assimilation of professional
knowledge for further application in the business environment.

The content and structure of the training

Participants: 10-15 HR managers

Time: 7 hours

Place: Professional environment

Mode: offline

The purpose of training: encouraging HR managers to use reflective practices, both in
their own professional development and in corporate training of company employees, mastering
relevant knowledge and skills.

Tasks of training:

1) to form internal motivation and promote awareness of the importance of reflective
practices in HR management;

2) to acquire pedagogical and psychological knowledge for reflection;

3) to develop reflective skills;
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4) to develop skills of drawing up an individual professional development plan in
accordance with the company’s human capital development strategy and corporate culture.

The plan of training

Activities Tasks Time
1. Introduction to the | Task 1. Presentation of training organization. .
. ) . . . 20 min
training and its topic Task 2. Topic presentation
2. Reflective practices: the | Task 3. Presentation of learning materials and 20 min
essence and main features | discussion
3. Settings for the | Task 4. Acquaintance of trainees (personal and .
. . . 20 min
development of | professional qualities presentation)
psychological and | Task 5. Professional ethics and corporate
pedagogical competence culture (activity: form pairs “term — 20 min
definition”)
Task 6. The rules of behavior and teamwork .
’ . 20 min
during the training
Coffee break
4. Corporate training | Task 7. The development of corporate training .
S . 120 min
organization plan (business game)
Coffee break
5. Communication and
cooperation with | Task 8. The role-playing game “Actors” 60 min
employees
Lunch
& SMHEE PEIATElo: Task 9. Portfolio development (activity) 120 min
essence and structure
7. Reflection Task 10. Feedback and reflection (the .
. A ’ 20 min
technique “Mail box”)

Task 1. Presentation of training organization.

The purpose: to find out the goals and content of the training as a whole, the main
requirements, to determine the expectations and wishes of the participants.

Means: The presentation “Introduction to training”.

Organization:

1. The participants get acquainted with the presentation of the training, in which the main
content and organizational features, etc. are indicated.

2. The participants fill out questionnaires for diagnosing the initial level of psychological
and pedagogical competence development.

3. The participants express their wishes and discuss important issues related to the content
and organization of the training.

Issues for discussion:

- Is participation in the training your own initiative?

— Do you know the expected results of the training?

— Do you have experience participating in similar trainings (if so, which ones)?

— Do your colleagues and management support your participation in the training?

— Are you going to use the skills acquired during the training in practical activities in
the future?
Task 2. Topic presentation.

The purpose: to get acquainted with the topic, aim and objectives, essence of the training.

Means: The presentation “Introduction to the topic”.

Organization:

1. The trainer greets the parcipants, introduces himself.
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2. The slides present the topic, aim and objectives, and main stages.

3. If necessary, additional organizational questions (duration, break, etc.) are agreed upon.
Task 3. Presentation of learning materials and discussion.

The purpose: to comprehend the essence and functions of reflection, get acquainted with
examples of reflective practice and its importance for employees’ professional development and
the organization of corporate training in the company.

Means: The presentation “Reflection: the best practices”.

Organization:

1. The participants get acquainted with the presentation, which reveals the following
theoretical questions:

- “reflection” as a notion;

—  the essence and features of reflection;

—  the peculiarities of the use of reflective practices and their role in HR manager’s
professional development;

—  the use of reflective practices to organize corporate training of the company’s
employees.

2. During the presentation, training participants express their own opinions about the
need to master reflective skills, taking into account their own experience.

Issues for discussion:

—  What is reflection?

—  What psychological and pedagogical knowledge is necessary for the implementation
of reflective practices?

—  What reflexive practices can an HR manager apply to encourage the company’s
personnel for professional development?

—  What factors should be taken into account while planning the corporate training of
employees?

—  What personal qualities should an HR manager have to organize corporate training?
Task 4. Acquaintance of trainees (personal and professional qualities presentation)

The purpose: to get to know each other, discuss the importance of getting to know each
other during the training, learn about the methods and techniques of organizing the meeting, create
a positive atmosphere.

Means: Questionnaire “My colleague ...” (1 copy for each participant).

Organization:

1.  Each participant receives the questionnaire “My colleague ...”. Certain actions are
specified in the questionnaire. Opposite each action, the participants write the name of the
colleague who has this or that behaviour or action (for example: ... is never late, always has new
ideas, is ready to help, attentive to the interlocutor, etc.).

2. All participants receive an unfilled table “My training group”, where the parameters
of the group are indicated: surnames, names of participants, company, position, etc.

3. Each participant briefly tells about himself according to the parameters indicated in
the table.

4.  All other participants fill in the table of those present in the group for themselves and
mark their bright personal and professional qualities.

Task 5. Professional ethics and corporate culture (activity: form pairs “term — definition”)

The purpose: to characterize the basic concepts of professional ethics and corporate culture,
to get acquainted with the method of warm-up, division into teams, to briefly determine the reasons
for violation of professional ethics, to become more active.

Means: flip chart, presentation board, felt-tip pens of three colors.

Organization:

1.  Tounite participants in teams, a warm-up is used. For this, the participants are invited
to get up from their seats and line up in alphabetical order of their surnames. This should be done
silently, without using any notes, only with the help of gestures. After the implementation of the
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task, the correctness of its execution is checked. Then you can join 3 teams, countingon 1, 2, 3 —
all participants with number 1, number 2, number 3. Organized teams are placed in the room.

2. Each team receives a set of handouts: terms and their definitions. Participants match
the terms and their definitions, form pairs.

3. After accomplishment of this task, each team member chooses 1-2 terms for himself,
submits his own interpretation of its meaning and notes whether there is a case in his experience
that confirms compliance or non-compliance with the norms of professional ethics and corporate
culture.

4. All participants discuss the effectiveness of the task.

Issues for discussion:

—  Why did we use this method of division into teams?

- Is it possible to use the proposed activity during the organization of corporate
training?

—  What are the advantages and disadvantages of this activity?

—  How can it be improved?

Task 6. The rules of behavior and teamwork during the training

The purpose: to determine the rules for effective interaction during training, discuss the
importance of regulating the activities of training participants.

Means: two flip charts, colored markers, etc.

Organization:

1.  Each participant in turn names one rule that should be followed during the training.

2. Therules are written on the board.

3. All participants jointly decide on the necessity of observing these rules.

Issues for discussion:

—  Why are the rules of conduct of training participants needed?

—  Why should they be discussed with the participants?

- How can you monitor their compliance?

Task 7. The development of corporate training plan (business game)

The purpose: to develop the skills of designing a corporate training plan, to develop the
skills of teamwork.

Means: handouts with real cases for each team.

Organization:

1.  Each team receives the card with a description of a case related to corporate training
planning.

2. During the allotted time (60 min), the team analyzes the case, determines which
pedagogical problem needs to be solved, draws conclusions about the company’s priorities based
on SWOT analysis (strengths, weaknesses, opportunities, threats), chooses a method of studying
the needs and interests of employees, their opportunities coordination with the company’s strategy,
develops a plan for the organization of corporate training.

3. Each team presents its own ideas and justifies its project.

4.  After the presentation of each team, the members of the other teams ask clarifying
questions, determine and discuss the advantages and disadvantages of the developed corporate
training plan.

Issues for discussion:

—  What strengths, weaknesses, opportunities, threats of the company’s corporate
training should be taken into account during planning?

—  What methods of studying the needs and interests of employees are appropriate to
use?

—  Why s it necessary to coordinate the company’s strategy with the needs and interests
of employees regarding the organization of corporate training?
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Task 8. The role-playing game “Actors”

The purpose: to develop the skills of effective communication, solving problem and
conflict situations, expanding one’s own arsenal of “effective solutions” to communication
situations and cooperation with company employees.

Means: handouts, sheets of paper, pens.

Organization:

1.  Participants are divided into 4 teams.

2.  Participants receive cases:

—  The director of the company participates in the professional development program
for CEO. However, he believes that personnel management training is redundant in this program
and not worth his attention. The head of the HR Department has information that employees are
afraid of the director, avoid direct meetings and communication with him. The task of the head of
the HR Department is to convince the director of the need to participate in this training, arguing
the need to develop the skills of establishing contact with subordinates and further cooperation.

—  The company decided to switch to work in a new system, which requires a change in
thinking, attitude to work, etc. The biggest problem for the head of the department is reformatting
the work of conservative employees. The manager’s task is to talk with subordinates, set them up
for the introduction of changes, their positive perception, using the techniques of argumentation
and active listening.

- In the first month after being appointed to the position, the director was approached
by an employee who, in an ultimatum, demanded an increase in the salary. The director promised
the employee that he would find a solution to this issue within 4 days. He contacted the relevant
departments, found out how many positions of the kind there are in the organization, what the
employee’s duties are, specified the amount of salary, and also when the last salary increase was.
It turned out that the duties are quite simple, such a position is the only one in the company, the
salary is high, and its next increase was 3 months ago. In addition, the director asked the head of
the HR Department to find a candidate for this position.

The task of the director is to talk to the subordinate, to convince him that his request cannot
be satisfied. The director is interested in this employee, does not want to start work in a new
position with layoffs, but also does not want to make unjustified concessions. He is ready to take
another employee if he fails to convince the subordinate.

The task of the employee is to smooth out the conflict and find a constructive way out of
the situation, since he has worked for this company for many years, his duties are not difficult and
he does not want to lose his job. Therefore, he does not intend to insist on his own and is not
interested in conflict with the new director.

—  To optimize the work of the department, it is necessary to reduce the number of
personnel. The director offered one of the employees to transfer to another department with an
increase in salary, but a reduction in bonuses, which ultimately led to a decrease in his income.
The employee was offended.

The director’s task is to convince the employee to transfer to another department, because
his salary did not correspond to the scope of the job duties and was overpriced.

The task of the employee is to remain in a position with a high salary, although he is aware
that changes are inevitable.

3. During the allotted time (20 min), the teams prepare 2 scenarios of the development
of events and present them (5 min) to other participants of the training.

4.  After the presentation, participants discuss the advantages and disadvantages of
scenario development.

Issues for discussion:

—  What personal qualities did the actors demonstrate?

—  What arguments were used by the actors?

—  Were the norms of professional ethics and corporate culture observed?
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—  What can be recommended to actors to improve their communication and establish
cooperation?

Task 9. Portfolio development (activity)

The purpose: to reveal the content and structural features of compiling various types of
portfolio, to determine its role in the professional development of an employee.

Means: templates of presentation portfolio, development portfolio, working portfolio,
hybrid portfolio.

Organization:

1.  The participants get acquainted with the presentation “Portfolio and its types”.

2. The pParticipants are divided into 4 teams.

3. During the specified time (60 min), each team receives a portfolio template, analyzes
its structure, advantages and disadvantages, develops a portfolio example.

4.  After completing the work, each team presents the developed portfolio.

5. During a certain time (20 min), there is a discussion of the developed portfolios, the
expediency of their use for the organization of corporate training.

Issues for discussion:

—  What are the advantages and disadvantages of different types of portfolios?

—  What type of portfolio is appropriate for analysis and further use for the purpose of
organizing corporate training?

—  Which team was the best (better coped with the task) and why?

Task 10. Feedback and reflection (the technique “Mail box™)

The purpose: to perform an analysis of the training, determine its advantages and
disadvantages, express wishes, reflect on the acquired knowledge and developed skills, determine
the prospects for their further use in the process of organizing corporate training of the company’s
employees.

Means: mail box, paper, pens.

Organization:

1. Atthe beginning of the training, a mail box is installed in the room.

2. During training and breaks, all participants write a short letter (2-3 sentences) and
address it to the participants or the trainer. In this letter, they indicate the type of activity that they
liked / did not like, note colleagues who showed creativity, innovation, efficiency in work, revealed
certain personal or professional qualities that were helpful in the work of the team.

3. Selected participants read the letters and familiarize all present with their content.
Participants discuss specific features.

4.  The participants evaluate the effectiveness of the training and express their wishes in
the final questionnaire.

Issues for discussion:

- How did you feel during the training, what mood did you work with, did your
emotional state change?

—  Was it comfortable to work in a team?

—  What challanges did you face?

—  Were the defined goals of the activity achieved?

- Did the activities at the training help you get answers to important questions and
solve your current problems?
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Determine your own attitude to the proposed statements by choosing one of the answers:

agree, somewhat agree, somewhat disagree, disagree
Statements Agree SEENTEL So_mewhat Disagree
agree disagree

This training was useful for me

The structure of the training was logical and
effective

The trainer chose a style of conducting training
appropriate to the professional environment

The trainer chose effective teaching methods

The handouts were useful during the training

The atmosphere of the training was positive
and constructive

The trainer’s work was effective

The tasks that were solved during the training
were clearly formulated and corresponded to
the specifics of HR managers’ professional
activity

The tasks of the training were completed in
full, which made it possible to achieve the
specified goal

My expectations from the training have been
fully met

The duration of the training was adequate to its
purpose and task

The training was interesting for me and useful
for my professional development
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Appendix H

Project “The development of corporate training program”

Considering the company’s development strategy, the strategy of human capital
development, the portfolio of employees of a certain department, the interests and needs of
employees, HR managers develop a design of corporate training program using the proposed
template.

Participants: HR managers

Time: 10 hours

Place: Professional environment

Mode: offline

The purpose of the project: to develop the corporate training program for employees of
the certain department.

Tasks of the project:

1) to develop analytical skills to determine the needs of the company, interests and needs
of employees in professional development;

2) to determine the resources necessary for the development and implementation of the
corporate training program;

3) to master the knowledge and skills of corporate training program development.

The template

Corporate training program for Logistics Department
General information

The goal and objectives of company
development
The goal and objectives of company
human capital development
The goal and objectives of Logistics
Department
Employees’ interests
Employees’ needs
Performance problem
Desired changes in performance
Needs analysis

Structure of the program

Indicators Total quantity of hours

Quantity of hours
Total corporate training hours:

Total hours for self-study:

Final control

The goal and objectives of the program
The goal of program study and
learning outcomes
Obijectives of the program
Learning outcomes, methods and
organisational forms of teaching
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and learning, methods for
learning outcomes assessment

Knowledge

Skills

Communication

Autonomy and responsibility

Methods and organizational forms of teaching and learning

Corporate training

Self-study

Methods for learning outcomes
assessment

Program description

Title

Quantity of hours

Total quantity of hours

Assessment procedure and criteria

The appendix was prepared by the author.
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Appendix |

Team building & teamwork
General information

HR management strategies called “team building” are designed to connect people who will
cooperate effectively to ensure effective and successful business in the company. The research into
a non-conflict communication method between incompatible people is one of the most crucial
aspects of team building. The ability to establish a team and establish productive activities (which
can be carried out with the help of team-building and teamwork) is a professional attribute of a
leader. Companies often organize events incorporating various forms of cooperation, team
building and teamwork, thereby increasing the appeal and effectiveness of these exercises.

Team building and training games and activities

Building Bridges

The objective of this game is to introduce the idea of teamwork, communication and
creative problem solving. A group of 5-7 people participates in this game. A room with ample
space is needed for movement and approximately one hour is required to perform the game.
Participants need lots of newspaper, rolls of masking tape, a gallon jug % to ' full of water, a
plastic dishpan type container, a cassette player and music with a hectic pace. Participants are
asked to build a bridge using only the newspaper and masking tape. The bridge must be strong
enough to hold the bottle and tall enough for the pan to pass underneath it. The bridge must be
free-standing; not attached to the wall, furniture, a person or anything else. The group has seven
minutes to plan, discuss, etc. and to be sure everyone in the group is included. After the 7 minute
discussion period, they are given newspaper, tape and 8 minutes to construct their bridge. By the
way, they are not allowed to talk during these 8 minutes. At the end of this 8-minute period, the
group is asked to speak to each other in 30 seconds and then an additional 3-minute silent period
IS given to complete their bridge. During the last work session, it is suggested to play music loudly.
Finally the group presents their bridge. A spokes person tells about the bridge, passes the pan under
and puts the jug on top. When the jug is put on top, they count for 10 seconds. After the game,
some questions are addressed to the participants and they may discuss the questions below:

—  How did you work as a group?

—  Which part was the most difficult?

- Did everyone participate in some way?

- Did you feel like you contributed to the group?

- Did you feel like you were part of the group?

—  Was there one particular person that dominated the group?

- How was their quietness interpreted: agreement of disagreement?

—  What influenced the type of bridge built by the group?

— How did communication or lack of it affect the work of the group?

Source: Brandusa-Oana, C., & Isabela-Anda, D. Team building activities. Retrieved from:
https://www.academia.edu/27708512/TEAM_BUILDING_ACTIVITIES

Helium Stick

This is a simple but powerful exercise for learning how to work together and communicate
in small to medium sized groups. Participants line up in two rows which face each other. The
helium stick — a long, thin, light rod- is introduced to the group and the participants are asked to
point their index fingers and hold their arms out. Everyone’s index fingers touch the stick. The
challenge is to lower the Helium Stick to the ground. Each person’s fingers must be in contact with
the Helium Stick at all times. If anyone’s finger is caught not touching the Helium Stick, the task
will be restarted. Participants may be confused initially because the Helium Stick may go up rather
than go down. The instructor can offer direct suggestions or suggest the group stop the task, discuss
their strategy, and then start again. As a follow-up activity, the questions below may be asked to


https://www.academia.edu/27708512/TEAM_BUILDING_ACTIVITIES

265

enforce the collaboration among the participants.

—  What was your initial reaction in the group?

— How well did you cope with this challenge?

—  What skills did it take to be successful as a group?

—  What creative solutions were suggested?

—  What do you think are the strengths and the weaknesses of the group?

Source: Brandusa-Oana, C., & Isabela-Anda, D. Team building activities. Retrieved from:
https://www.academia.edu/27708512/TEAM_BUILDING_ACTIVITIES

Mine Field

In this popular and engaging game, communication and trust in a group work is
emphasized. Groups can be formed in various sizes and types. The goal of the game is to walk,
with eyes closed or blindfolded in a designated area full of obstacles without touching any obstacle
or any person. The instructor selects a “playing field” inside or outside and distributes some
objects, “mines” to be avoided. Participants can begin by trying to cross the field by themselves.
In the second round, they can be accompanied by a partner who helps them cross the field by
“guiding” them through the field. There may be a penalty for hitting a “mine”. Participants are
allowed to decide on their communication commands. The instructor could introduce more items
or remove items if it seems too easy or too hard. After the game, the questions below play an
important role to feedback the participants:

- How much did you trust your partner (out of 10) at the start?

- How much did you trust your partner (out of 10) at the end?

—  What is the difference between going alone or being guided by another?

—  What did your partner do to help you feel safe and secure?

—  What communication strategies worked best?

Source: Brandusa-Oana, C., & Isabela-Anda, D. Team building activities. Retrieved from:
https://www.academia.edu/27708512/TEAM_BUILDING _ACTIVITIES

Group Survival Scenario Exercise

This is a classic group communication and decision making exercise, with many variations,
which works for a wide variety of ages and purposes, indoors or outdoors. There are two classic
types of "paper & pencil” group survival scenarios (selecting equipment and selecting people).

Scenario Type 1: Choose Survival Equipment

The following situation is presented: Your plane crashed...your group needs to choose the
12 most useful items to survive...Participants will choose/rank the items individually then they will
discuss choices/rankings in small group and come to a group consensus.

Possible scenarios that can function effectively both with children and adults are:

- Lost at sea or island survival (shipwreck)

- Desert (plane crash)

- Space or Moon

Scenario Type 2: People Survival Scenario (Who will be saved?)

The contextual introduction is: nuclear bomb has been dropped...a radiation-free shelter
is available, but can only take 6 people; choose who will survive...Participants role play characters
(a bit like a Murder Mystery). This can lead to high emotions; people get intensely engaged,
particularly when choosing who will survive, and none of the decisions are easy.

A specific feature of this type of activity that promotes creativity and encourages
participants to be confident about their answers is that there are no right answers - any so-called
"correct™ answers are based on debatable values (e.g., ageism, sexism, racism)

Possible scenarios are:

- Nuclear war shelter

-~ Oxygen dwindling (space, moon, mars)

- Lifeboat / Sinking ship (sea)
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To emphasize individual versus group decision making, the session could be split into three
parts: individuals make their own selections first, on paper (5-10 minutes); groups (or sub-groups)
then discuss and create a group decision; compare individual and group performances, e.g.,: for
equipment scenarios, group decisions are usually more accurate than individual answers, helping
to illustrate the importance of collaborative group decision-making; for people scenarios, score
individuals according to how close the group's decision was to their own selections of who is to
live and die (an indicator of each person's influence over the group). As a follow-up activity, the
questions below may be asked to enforce the collaboration among the participants:

- How were decisions made?

—  Who influenced the decisions and how?

- How could better decisions have been made?

- How was conflict managed?

- How did people feel about the decisions?

- How satisfied was each person with the decision (ask each participant to rate his / her
satisfaction out of 10, then obtain a group average and compare / discuss with other groups'
satisfaction levels)?

—  What have you learnt about the functioning of this group?

- How would you do the activity differently if you were asked to do it again?

—  What situations at work/home/school do you think are like this exercise?

Source: Brandusa-Oana, C., & Isabela-Anda, D. Team building activities. Retrieved from:
https://www.academia.edu/27708512/TEAM_BUILDING_ACTIVITIES

Just a Glimpse

Purpose of activity: This game encourages problem solving and helps groups learn to
communicate effectively.

The leader of the activity builds a small structure with some of the wooden building blocks
from the set of blocks and hides it from the group. Divide the participants into teams of 3-4 people.
Each team is given the same set of wooden blocks so that they can duplicate the structure created
by the leader. One member from each team comes up at the same time to look at the block structure
for 30 seconds. They try to memorize it before returning to their team. After they return to their
teams, they have 30 seconds to instruct their teams about how to build an exact replica of the
leader’s structure using their own set of wooden blocks. The team cannot start to build until he has
finished his instructions. Once he has given instructions and they are building he can no longer say
anything. The team then gets 1 minute to try to recreate the structure.

After 1 minute of building another member from each team can come up for “just a glance.”
They get 30 seconds to look at the structure before returning to their team, explain for 30 seconds,
and the team continues to try to recreate the structure. The game continues until one team is the
first to successfully duplicate the original structure of building blocks.

Debrief: Here are some discussion questions to be used after the activity.

—  What difficulties did you face as a group?

—  What successes did you have as a group?

—  Who in your group communicated most effectively?

—  What was it that made their communication effective?

—  What frustrations did the person explaining have with those building?

— What frustrations did the “builders” have with the “explainers”?

— Did your group have a leader?

—  What made that person an effective leader?

—  What would you have done differently to accomplish your goal more efficiently?
Source: Singh, T. “Team building blocks”. Team building activities and blocks. Retrieved from:
https://www.academia.edu/31439541/ Team_Building_Blocks Team_Building_Activities_with

Blocks
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Sum of the Parts

Purpose of activity: Challenge a team to think about how communication is needed to
improve work morale and help bridge differences. Teaches how each one doing their part can meet
a team goal through effective communication. Great communication activity that proves that
sometimes everyone is right!

Teams of 6 people each time required: 30 mins.

Equipment needed: Set of wooden building blocks for each team. Separate instructions for
each team member.

Obijective: Participants must build a shared tower using the wooden blocks provided. Each
member of the team has their own instructions that the others are not aware of.

Rules: Participants must not share their instructions with each other at any point.

Instructions for team members:

Team Member #1: Your tower must be 10 levels high.

Team Member #2: Your tower must be built with cubes, and triangles.

Team Member #3: Your tower must be built with cubes, rectangles, triangles and arches.

Team Member#4: The 4th level of your tower must include arches.

Team Member #5: Your tower must include at least 30 blocks.

Team Member #6: Only you may build the tower.

Remember team members may not share their instructions with the other team members.
Game ends when each team has completed their structure. They then share with each other their
individual instructions and see if they have met all the requirements.

Debrief: Discuss the following after the activity. Have the team rate their effectiveness on
a 1-10 scale (1 meaning you didn’t work well together, 10 meaning you were extraordinary).

How many of the individual instructions did we complete?

—  What instructions did we not complete?

—  Why were you not able to complete them?

—  Was there a leader in our group?

—  What did that person do to help our group accomplish our goal?

—  What difficulties did you face?

- How did you resolve difficulties?

- How did you feel throughout the activity?

—  Who in the group communicated the best?

- How did they communicate?

What can you learn about team differences and team morale from this activity?
Source: Slngh T. “Team building blocks”. Team building activities and blocks. Retrieved from:
https://www.academia.edu/31439541/ Team_Building_Blocks Team_Building_Activities_with
Blocks

Director, Runner, Builder, Observer

Purpose: to illustrate the importance of clear communication, and allow the group to
explore their communication style and make improvements as necessary.

Materials and Preparation: 2 matching sets of children's building blocks (or Legos), with
10 blocks in each set. Using one set of blocks, build a random object using the 10 blocks. (Optional
— 2 bags to contain each set of building blocks.)

Time: 45 min

Group Size: minimum 3 people, up to about 7. (You can have duplicate exercise running
in parallel if group is larger, but will need more sets of building blocks).

There are 4 roles in this communication skills game.

Person A — director

Person B — runner

Person C — builder


https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks
https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks

268

Person(s) D — observer(s)

Person A is given the built-up set of blocks, and is the only person who can see the object.
It is the director's job to give clear instructions to person B, the runner, so that person C can build
an exact replica of the model. Person B listens to the director's instructions and runs to a different
part of the room to where person C is sitting. The runner then passes on the building instructions,
without seeing the building blocks, to Person C, the builder. The runner can make as many trips
as required within the time allowed for the exercise. Person C listens to the runner's instructions
and builds the object from the set of building blocks. The builder is the only person who can see
the object under construction, and building materials. Person(s) D observe the communication
game, and make notes about what works, what doesn't work, and how people behaved under
pressure etc., to pass onto the group later.

Set a time limit for the exercise of 10 minutes. When the time is up, allow the group to
compare the model and the replica, and see how closely it matches. Generally, the replica will bear
little resemblance to the original, which usually causes heated discussion!

Debrief: Allow the group to reflect on how the exercise went, and agree 1 thing they did
well, 1 thing that didn't work, and 1 thing they would do better next time.

Run the exercise again, either switching or keeping original roles, and see if any
improvements have been made. Make sure you deconstruct the “original” model and create a new
design!

This simple communication skills game can be run many times without losing learning
potential. Teams can add layers of sophistication to their communication by making use of aids
such as diagrams, codes, standard procedures and using active listening techniques.

Source: Singh, T. “Team building blocks”. Team building activities and blocks. Retrieved from:
https://www.academia.edu/31439541/ Team_Building_Blocks Team_Building_Activities_with
Blocks

Senior Management, Middle Management, and Workers

Start with three rooms with a phone in each room. It is best if the rooms are far apart, or on
different floor but the key is to make communications inconvenient. Have a complicated building
block image or lego project description/picture.

Divide your participants into three equal groups: Workers, Middle Management and Senior
Management. Each group has one of the rooms.

Workers are told they have a contract to build something. They get all the building block
pieces. No instructions, no pictures, nothing. All they get are blocks.

Middle Management is told to wait for instructions from senior management.

Senior Management is given the picture and instruction to build the product. They are also
told that the end product is worth $1,000,000. They have two hours to deliver. Management was
informed the cost of material and the labour cost per minute. Each minutes late will cost them
$5,000.00. They get a bonus if they can get it done within 90 minutes. Then they are told where
the workers and middle management are located.

Allow a few minutes (20 or so) for the groups to decide what to do with the instructions
provided to them.

Debrief: Come together as a group, and discuss what happened.

Did the project get accomplished?

Was it correct?

How long did it take, and accordingly, how much money was brought in?

Did the pictures and instructions ever leave the senior management's room? (How long did
it take? Often they get too busy arguing about how to proceed.)

Did senior management contact middle management?

Did the Workers ever contact Middle Management to see what they were supposed to do?

How did middle management respond — where they overwhelmed?

Where they left in the dark? What could we learn from this in our facility?


https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks
https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks
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Source: Singh, T. “Team building blocks”. Team building activities and blocks. Retrieved from:
https://www.academia.edu/31439541/ Team Building Blocks Team Building Activities with
Blocks

The appendix was prepared by the author based on the processing of research source base.


https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks
https://www.academia.edu/31439541/_Team_Building_Blocks_Team_Building_Activities_with_Blocks
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Appendix K
Role-playing & business games
General information

Role-playing and business games are training methods in which participants take on roles
in scenarios relating to professional activities, gain knowledge and practice skills. The objective
of the role-play is to establish participants' attitudes to certain topics, gain direct experience in
solving specific problems, help participants form their own conscious positions on the situations
and issues discussed and help them develop safe and responsible behavior skills.

In order to ensure that the roles are selected by players willingly, a clear distribution of
roles must be organized before a role-playing game begins. Business games are a didactic tool that
encourages the growth of creative professional thinking and shows the ability to create, solve,
demonstrate, and analyze professional situations. The theme of the game is the reproduction of
certain production dynamics and conditions, as well as the interactions and activities of
participants.

A double activity that advances both the game and educational objectives is a business
game that focuses on the objectives. It is planned and executed as a cooperative activity in which
players set important professional goals, work towards them and make the right decisions both
individually and collectively. Two-way (dialogue) and multilateral communication is the main
means of engaging partners in cooperative activities, creating and solving game problems. This
allows both individual and group solutions to be developed, leading to intermediate and final
results.

Role-playing & business games

Role-playing game “Interview”

The head of the department conducts an interview with the applicant. The vacant position
is the manager of the supply department. Before the game, participants read the applicant's CV.
After studying the documents (10 minutes), the manager starts the interview. After the interview,
the participants evaluate the skills of the manager, analyze the documents and evaluate the
effectiveness of the decision made.

Business game “Enterprise”

The management of the enterprise plans to expand the product sales market. For this, it is
necessary to produce higher quality and demanded products. In addition, the launch of new
technological lines is planned. The problem is that a significant number of employees are not ready
to implement changes and work with new equipment. Which employee training strategy is
appropriate in this situation?

Role-playing game “Conflict client”

The game is played in pairs. A manager is on the phone with an angry customer about a
purchased item. The client is dissatisfied with the quality of the product and demands a refund.
After completing the game, the participants evaluate the behavior and communication of the
manager and the client, determine their advantages and disadvantages from the perspective of
achieving the goal of each of them.

Role-playing game “Evaluation of employee performance”

The head of the department evaluates the activity of the employee and his contribution to
the achievement of the goals of the department. Based on the received data, he fills out the
attestation form and prepares for an interview with the employee. The task consists in choosing a
communication style, a method of building a conversation, and choosing the questions he will ask
the employee. After the game is over, the participants evaluate the effectiveness of the strategy
chosen by the manager.

The appendix was prepared by the author.
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References on the implementation of research results

Appendix L-1

MIHICTEPCTBO OCBITH I HAYKH YKPATHHM
MYKAUYIBCbKUI JEPKABHUH YHIBEPCUTET

Byn. Yxropoaceka, 26, m. Mykavueso, 89600, renedon/daxe (03131) 2-11-09
E-mail: www.msu.edu.ua. info@msu.edu.ua, xon €IPIIOY 36246368

L6 06 . 20LY  NeLYSZ

JOBIIKA
PO BONPOBAKEHNS pe3yabTaris aucepranil I'no Mei na Temy
«PozsuTok nenxonoro-nenarorivnoi komnerenraocri HR-menexxepin
B YMOBAX KOPHOPATHBHOr0 Hagdanus» (cnewiaapuicrs 011 Ocsirai, negaroriuni nayxu)

Marepianu Ta OCHOBHI MOJOKEHHA, BUKIIa/ieHi y auceprauii [Nao dei, anpoboraHo Ta
BIPOBA/UKEHO B podOTY Kade/pH NeAaroriky A0MKiJibHOT, NOYaTKOBOT OCBITH Ta OCBITHLOTO
MCHEUKMEHTY MyKauiBChbKOro JAepiKaBHOIO YHiBepcureTy Bnpojgorx 2023-2024 pp.
30KpemMa, OCHOBHI TMOAOKEHHA, HABYAILHO-METOAHYHI PO3POOKH aBTOPAa BUKOPHCTAHO 1M1
HaC BHK/IQJI@HHA OCBITHBOIO KOMIIOHEHTY «TeopeTHKO-KOHUeNTyajlbHi OCHOBH npodeciitHol
ocBiTH»  ocBiTHBO-HaykoBOl nporpamu  «[lpodeciiina ocsita (3a cncuianiaajxiwu)»
TPETHOIO  OCBITHLO-HAYKOBOIO PIBHA BHIUIOI OCBITH Ta OCBITHBOIO KOMIIOHEHTY
«Cneuceminap: AxrtyanbHi npobGremu cyuacHoi nejgaroriynoi ocsitm» OHIl «Ocsithi,
NeAaroriydi  HayKkum» TPEThOI0 OCBITHBO-HAYKOBOTO PIBHA BHIIOI OCBITH, 1O €
000B" A3KOBUMH KOMITOHEHTAMH.

Acnipant ['ao @ci Gpas yuacts y BeGiHapi, MiJ 4ac SKONO BHCTYITHB 3 MPE3CHTALLIEIO
«HaykoBo-MeTOZAMYHI 3acaau PO3BHTKY [ICHXOJOIO-neaaroriyioi  komnerentocti HR
MEHE/UKEPIB B YMOBAX KOPMNOPATHBHOIO HABYAHHA», O3HANOMHB HAYKOBO-NEAAroriyHmx
npaiiBHUKIB Ta acnipanTis 3i cneumdikoo crumynosanus HR MeHemxepie 10 po3BHTKY
MCHXOMOIO-NEAAroriyHOT KOMNETEHTHOCTI: OpPraHi3ali€ld KOHTEKCTHOroO BHKJAnaHHs Ta
HaB4aHHA g HaGyTTd J0CBi/ly peanizauii ncMxoJoro-neaarorivHoi koMmnerentHoceri HR
MCHC/UKCPIB.  BHKOPHMCTaHHAM  MOTEHUiany peduicKCHBHMX NPAKTHK, po3pobkoio i
BIPOBA/DKEHHAM niporpaMmu  npodecifinoro posputky s HR- MeHemkepis 3 merow
PO3BHUTKY NCHXOA0IO-11CAArorivHOT KOMIMETEHTHOCTI B YMOBAX KOPIIOPATHBHOIO HABYAHHS.

PesynsraTn anpobauii HayKoBO-METOAMYHHUX po3poBOK Ta Matepianis auceprauii ['ao
ei cBiuars (1po BHCOKMI HAaYKOBHH PiBEHb BHKOHAHHA JOCHIUKCHHA, TCOPETHYHE Ta
NPAaKTHYHE 3HAYCHHSA HOro pesyasTaris, 1O Jac MiACTAaBH UM X  [OJANBUIOro
BHKOPHCTaHHA Y poOOTI AK CyHacHHX KOMIaHiH, TAK i 3aK1aiB BUIILOT OCBITH.

Pesynsratn  anpoGauii Ta BnposapkenHs wMarepianis auceprauifinoi poboru
06roBOpPEHO Ta CXBAJICHO Ha 3acifaHHi KadeapH NeJaroriki A0MmKLILHOT, NOYaTKOBOT OCBITH

Ta OCBITHBOIO MEHEAAMEHTY MyKayiBChKOIO JepiKaBHOro yHiBepcutery (nporoxon Ne 21
Bin 20.06.2024 p.).

/

Mbnonumup NOBJIMK

Mepunii npopextop MykauiBcbKo
NEPIRABHOIO YHIBEPCHTETY, A-P €K
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Appendix L-2
Tosapucrso 3 obmemenoro sinosigaasnictio JIKETCODTIIPO YKPATHA»

79066, JIssiscnka 061, mJIbsin, By lOpis JInnu, 6y1.45, ki.185
CJIPITIOY 42472876

BuxNe1007/01
Binl0/07/2024

AKT
NPo BNPOBA/UKEHHNA PE3YNLTATIB AUCEpTaLinioro gocnipkenns Fao el va Temy «Poasutox
NCUXON0rO-Negarorivtol komneTenTHoCTI HR-MeHepRepis 8 yMOoBax KOPNOPaTUBHOTO HABYAHHAN
{cnewiansricts 011 OcsiTHi, negarorivmi Hayku)

Ynpoposk 2023-2024 pp. matepiany 7@ 0CHOBHI NONOMEHHA ANCEPTaUINHOTO Aochimkenna Tao dei
npoiwnmn anpobauiio Ta snposaagmenns y poboti TOB «mercogTnpo Yrpainar, Npaistuxs komnanii manm
IMOTY CTaTH aKTHBHWMM YHaCHUMKAMU PIIHOMAHITHMX 38X0IB, WO € KOMMNOHEHTAMM ABTOPCLRO! Nporpamu
npodeciitnoro possutky, Cepes nposegeHux 3axoais ocobausy winWicTb AR npodeciiHoro poasuTey HR
MeHeAKepis CknagaoTb Taki: ceminap «lcuxonoro-neaaroriuna KomnerenTHIcTs HR mMenepKepis: TeopeTuuni
ACNEKTW  Ta NPaKTWYHE 3acTocyBaHHA», Tpewinr «Motusysanuas HR  menegmepis A0  po3suTHy
AICHXONOMO-NEAArorivHol KOMNETEHTHOCTIN, NPOEKT «POIBUTOK NPOTPAMW KOPHOPATUBHOIO HARYAHHAY, @ TAKOM
33X0/M, CNPAMOBAHI Ha GOPMYBAHIHA KOMIHAK OAHOAYMILIB T3 POIBUTOR KOMAHAHOT poBoTH.

Komnakin TOB «/Lketcodtnpo Ykpaivay anpo6yBana HanuansHo-meToauuaHi pospobrv acnipanta [ao
®ei, cNpAMOBaKi HA PO3BMTOK MCMXONOTD-NEABIOTIMHOT KOMNETEHTHOCTI, WO € HeoBXiAHOI CHIaA0B00
npodecitiol KomnereHTHocTi cyuacHinx HR MeHemepis, a Takox po3pobuna NpocKTH Nporpam npodeciaHor
POIBUTRY ANA NPALIBHAKIB pi3uux niaposainia,

Burnaaeni Gaxtu cayryioTh NiACTAR0I0 N5 NO3UTHBHOT OLTNKK AMCEPTALIRHOTO A0cAiameHHA Tao Tel,
WO HA NPAKTULLE AOBEND CROKD INAYYULCTL HE TINLKKW ANA BAOCKOHANEHHA No4aTResoi npodecitiol niarotoaku
mairbymiix HR menepkepis, ane it ans opranizayisxABREGLCNEPEPRHOTD NPOPECifNOro POIBUTKY Il YMORAX
KOPNOPaTUBHOTD HABYANHA. ;

Oxcana TALIN



273

Appendix L-3
0003026

YKPATHA

MIHICTEPCTBO OCBITH | HAYKH YKPAIHH
HALIIOHAABHHI YHIBEPCUTET «AbBIBCHKA MOANTEXHIKA»

syn. C, baunepn, 12, JIssis, 79013, ten. (380-32) 237-49-93, 258-21-11, daxc: (380-32) 258-26-80
en. nowrra: coffice@lpnu.ua, intepuer: www.lpnu.ua

SR.OF LORY,, 67 -01- 79T

Ha Ne =

JloRijnka

PO BOPOBAKEHHA PE3YALTATIB MCEepTauiiinoro gociaivkenns ['ao Mei va remy «Pozsurok
neuxonoro-neaaroriynoi  kKomnerentnocti  HR-mene/pkepis B yMOBax KopnoparHBHOro
Haggyanus» (cnewiansuicts 011 Ocpithi, neaarorivgi Haykn)

Vopoaosx 2023-2024 w.p. ocHOBHI NOJMKeHHs Ta Marepiaan jucepranii lao dei
npoiuLIn anpodaiito 1a BIPOBAIKCHHR Y podoTi Kapeapn MEHCUKMCHTY TIEPCOHLTY Ta
anMinicTpyBanis  HaBuaibHO-HAYKOBOIO  iHCTUIYTY  CKOHOMIKM | MEHCDKMEHTY
Hauionansnoro ynisepeurery «/IbBiBcbKa nonitexsikay», 30Kkpema y npoueci BUKIa1aHHs
TakuX  ODOB'A3KOBHX ~ KOMIOHEHT  OCBITHhO-nipodeciiiHol  nporpamMm  JIpyroro
(Marictepehkoro) pists smioi ocsitn «Meneukment nepconany (HR-meneamment)». sk
«PekpyTunr ta anantauis nepeonany», «Hapuauus i po3sBHTOK nepconainy».

OCHOBHI TCOPETHHHI 1TOJOKECHHA, KOMITOHCHTHA CTPYKTYPa NCHXOA0T0-NeAaroriHHol
KOMIIeTeHTHOCTI  MaiibyTHix HR-menerkepiB  BHKOPHCTaHI  BHKIQIaUaMu vV npoieci
YAOCKOHAJICHHA JICKIIHHOro Mmarepiany (TeMH: «Ajamtauis B OprasizauiilHii KVIbsTypin,
nponosuuiiv, «Poas L&D y 3abe3neycHni iHHOBALGIHONO  POIBHIKY Opramisaiiin).
ABTOPCHKI PO3pOOKH 100 BHKOPHCTAHHA eAeMeHTiB Tpeninry «Peduekensni npakimkn y
npodeciiiHoMy PO3BUTKY». iA0BI Ta POJIBbOBI IFPH BHKOPHCTAHO NIl Hac NPOBEICHHS
HPAKTHYHHX 3aHATD,

Bce 1ie nae nijicrasu 18 NO3HTUBHOT OLIHKH JHCepTallifioro aociaikenns 'ao dei.
O MAe BAAKIMBE 3HAYCHHS U1 POZBUTKY MNCAATONTUHOT HAYKH 3ara/ioM T1a (iroTosKn
maiidynix HR meneipkepin 30kpema.

Pesyasrarn anpofauii 1a BOPOBA/DKCHHA MaTepiaiiB ANCEPTANITHONO A0CAUIKCHIA
O0IOBOPEHO  TA  CXBAJICHO Ha 3aciiaudi  Kadeapy  MCHCKMEHTY  [Iepeconaliy  Ta
anMiticTpysanns  HaBuaisHQ-M@ekOBOI0  THCTHIYTY  CKOMOMIKM 1 MCHCLKMCHTY
MiiTexHika» (nporokos Ne 14 8in 26,06.2024 p.).

._

ITpopexrop

3 HAYKOBO-11€1a1 01 14 HO Oner JABUJIUAK

BuassxnuTeo NesBoerol nomiTexsim. Haxnan 5000, 3am. 220190, 2022.
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“q ” | ToBapucTBO 3 O6MEXEHOI0 BiANOBIAANLHICTIO
W MOJIOYHA KOMMAHIA “TAJIMYMUHA"

3\‘(“‘ K)m;,

L90¢/0 7
9 29080468494, i

npo srposadxenin pesyavmania ducepmayiinozo dociiaetin Iao Dei wa mexry aPoseumor nouxosozo-nedazoziuniol
savnemesmmoomi HIR-awenedscepis o yyosax: xopropamuenoze nasvarsay
(eneyiaasmicns 011 Ocaimmi, nedazozivnit waysu)

Marepiaan ta ociosri noAowenmn auceprauii I'so ®ei anpobosano y pobon TOB «Moaouna
komnagis ol asmsman yuposons 2023-2024 pp. INpauisanss xommanii Hpasn y9aCTs HASIL SAXOAIS ¥
PAMKAX KOPHOPATHBHOIO HABYAHHA, JOKpeMa inTepaxrusuomy ceminapi «[lcuxosoro-neaaroriyna
xommeTenTHicTs HR-Meneskepis: Teopermanl AclekTH T2 DPAKTIYHE 3ACTOCYBAHH®Y, TPCHINTAX
«Momwsysanng  HR-Meneasepin A0 possHTRYy  NCHXOAOTO-MEAAIOMYHOI  KOMIETCHTHOCTD,

«Pecpaescnmin npaxming y npodeciiinomy poasirrys, 1poexti «Po3BITOK HPOIPAMIT KOPHOPATHBHOIO

HABYAMH TOLIO,

¥ pobory kosanii TOB «Moaouna xommams «lassuinay BIPOBAAKEHO IANPONORORANY TPOTPAMY
upodpeciiinoro possurxy sas HR-meneamepis. BHKOPHCTAHHS ASTOPCHKIX HABYAABHO-METOANSHIX
pospoBox I'ao Pei aaro amory noranbunr swammn HR-Meneasepin npo reopenmumi ma serossrsmi
3ACAAN POIRMTKY  OCHXOAOTO-HEAATOMMHOl KOMICTEHTHOCT, il POAB Ta 3mavenus y pobori 3
HEPCOHAAOM KOMIAHIL, A TAKOAK BHKOPHCTATH iX 3 MeTOIO pechackcii BARCHOTO AOCBIAY T (hopMyBasis
nAaHy Hpodpeciiinoro POIBITTKY NPALIBHIKID KOMIAHIL

Pesyavrar anpobaii ma suposaskenns MaTepiasin anceprauii I'ao @ei coiasats npo i Teopermane
TPAKTHYHE 3HAYEHNS, 2 TRKOAK MOKAHBICTS DEKOMCHAYBATH AO HOASABIIOIO BHKOPHCTAHIA ¥ NPAKTHIN

KOPIOPATIBHOIO HABYAHINL Y CY4aCHIX

OM. Crneyn

] Fingil W

BYN. IANWHCLKOTO, ﬁ.g'm-b. 79024, ven.: +380 (032) 232-62-00, dpaxc: +38 (m)'zd’c-n ofice.mk@galychyna.com.ua
- Novounmil paxywox UA193257960000026003301422101

- Dinin Nusincurkoro obnackoro ynpannivKe AT «Owsabanxs -
M®O 3257%
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