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BUSINESS EDUCATION IN THE SYSTEM OF PROFESSIONAL
DEVELOPMENT OF CORPORATION MANAGERS

The corporate education system is implemented through sequential and step-by-step in-company training based on integrity of goals,
objectives, functions, learning technologies, content structure of the training material, which add flexibility and vitality to the entire learning
process with an advance reflection of reality. The definition of a corporate training center in terms of a systematic approach is formulated as
a system in which training and development of personnel is initiated and managed by the company itself, carried out within the company and
involves internal resources. Thus, training and professional development of managers is not just an element of organizational practice or
type of activity of certain employees of the organization, but a full-fledged part of the development strategy of the organization and the entire
existing organizational system. To implement this process, modern TNCs create corporate training centers in which training and personnel
development is initiated and managed by the company itself, carried out within the company and involves internal resources. The algorithm
of creating a corporate training center covers a number of stages, in particular: support by the management, legal and financial support;
creation of organizational and pedagogical conditions; program and content implementation support and practical application of the
personnel training system; control and reporting system at the same time; adjusting training plans and programs; personnel motivation. The
study does not exhaust the problem of professional development of managers in transnational corporations. Issues of cross-cultural training
of managers in the corporate education system, training of andragogues (training managers, instructors, coaches, tutors, etc.) for effective
activity in corporate training centers remain relevant. Perspective directions for further research are also theoretical-methodological and
didactic substantiation of talent management and development of their creative potential, development of tools for stimulation and retention

of managers who have received training.
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INTRODUCTION

With globalization transformations in society, the need
to develop human resources as the most valuable capital
possessed by an organization comes to the fore. In this
context, the problem of continuous professional development
of personnel, covering formal, non-formal, informal edu-
cation, including basic and additional training, retraining and
advanced training, in-company training, as well as self-edu-
cation and self-development, becomes especially relevant [1].

Scientific search is specified by the professional deve-
lopment of managers, because, as practice shows, the level
of their professionalism, competence and personal qualities
depends on the effective activity of the organization as a whole
and, in particular, its competitiveness on the market [2].

A high level of professional qualification, along with a
balanced and structured system for training and develop-
ment of managers, play a crucial role in the German ma-
nagement culture [3]. Considering the costs of managers
training as strategic investments, transnational corpora-
tions are at the same time developing a system of mea-
sures aimed at retaining trained professionals. German ma-
nagers have a high level of corporate loyalty: the average
length of service in one organization is 8 years, while in
the US — 3 years [4].

The PURPOSE of the paper is to carry out a comp-
rehensive scientific analysis of the managers’ professional
development systems in transnational corporations of Ger-
many and Poland on the basis of systemic, personally ori-
ented, competence, process and situational approaches, to
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identify constructive ideas of experience of these countries
and to substantiate possibilities of their creative application
in modernization of the system of professional education
of managers.

METHODS

The concept of the study is based on the provision that
the professional development of managers as a purposeful
process, covering a set of interrelated components and having
a continuous and adaptive nature, gains efficiency and
effectiveness, on conditions of a systematic approach to
its organization, implementation of a holistic analysis of
interacting mechanisms, related to theoretical and metho-
dological, psychological and pedagogical, programmatic-
methodological, legislative and regulatory support.

Implementation of this idea is ensured by three
interrelated concepts:

— theoretical and methodological, substantiating a comp-
rehensive methodological complex of approaches that
covers systematic and closely related to it synergistic; per-
sonality oriented, the semantic field of which expands and
specifies directly related culturological with acmeological
and axiological components, and indirectly related subject-
subjective and sociological-managerial, as well as competence,
process and situational;

— theoretical, taking into account the leading theories,
concepts and models of personnel management, first of all,
from the standpoint of situational and process approaches
and provides for separation of components, stages, content
and identification of features of professional development
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of managers in the corporate education system;

— practically oriented, aimed at revealing constructive
ideas of the developed countries’ experience and their
creative application in the practice of Ukrainian realities.

RESULTS

The professional qualification of a specialist requires
knowledge and skills necessary to perform a particular job,
and it is always confirmed by a relevant document. We
identify four types of professional qualifications:

— beyond professional qualification — the basic require-
ments necessary in any job, both professional and non-
professional (e.g. social);

— general professional qualification is characteristic of
a particular professional field, on which a group of pro-
fessions is usually based;

— basic professional qualification — applies to a spe-
cific profession and covers basic skills necessary to per-
form tasks effectively;

— specialized qualification — additional skills specific to a
particular profession, which are determined by profes-
sional specialization or special types of work.

Competences, unlike specialized knowledge and profes-
sional skills, are the basis of effective activity in various
positions. The modern system of work most of all appre-
ciates those competencies in the work of a manager, which
contribute to realization of professional tasks [S]. Among
them in the first place is the ability to effectively perform
professional duties in accordance with the standards of the
position, which provides for a certain range of profession-
specific knowledge, abilities and psychophysiological
characteristics that a specialist should possess.

It should be emphasized that in the context of our study,
the notion of professional competence is broader than the
notion of professional qualification, as it covers both the
qualification required for the pursuit of professional acti-
vity and the ability to adapt to new conditions, which re-
quires self-initiative, participation and provides effective
activity. And efficiency is the sign of competencies that
differentiates them from qualifications [6].

Among a number of competencies, Polish and German
scientists identify the following categories:

1. Competencies related to the employee's potential, his
or her abilities for development, use of abilities in order
to acquire new competences, and their importance is so much
the more the company is focused to changes and the need
to develop new competences.

2. Competencies related to skills and abilities required
to accomplish a particular job. These include well-known
communication competencies, intellectual, interpersonal,
organizational, technical, business, leadership qualities,
self-organization, etc.

3. Knowledge-related competencies are preparations to
accomplish specific tasks within a profession, specialty,
position in an organization. This category includes com-
petencies that describe the amount of knowledge that an
employee should possess and can apply it in the respective
situation. Knowledge can relate to facts, events, rules, theory.

4. Competencies related to activity styles describe per-
sonal characteristics such as orientation on social issues,
collaboration orientation, goal achievement.

5. Competencies related to principles and values relate to
rules, values, beliefs that allow to identify motives of the

activities related to expectations from work, life roles that
influence a choice.

6. Interest-based competencies provide benefits in terms
of tasks, types of work, working conditions. Particularly
affect performance when professional activities are comple-
tely aligned with beyond-professional interests.

7. Physical competencies refer to skills related to physical
requirements to work; they are divided into three groups:
physical abilities, sensory perceptions, psychophysiological
features.

8. Management competencies are qualities necessary for
an effective performance of management functions when
managing structural units and / or processes. Particularly
management competencies ensure practical ability to manage
production, individual business processes and business as
a whole. They are relatively versatile because they are ne-
cessary for all brunches and spheres of production.

Thus, from the perspective of our research, the func-
tional capabilities of the modern model of corporate com-
petencies should be oriented towards solving the widest
range of tasks not only in the field of selection but also in
the sphere of professional development of management per-
sonnel. In this regard, the managerial competency model,
along with personal psychological characteristics, should
include basic managerial skills that significantly influence
quality of performing job duties and the overall effecti-
veness of the management process at different levels of
the organizational hierarchy.

Development and application of this model is relevant
to TNCs, which have such specific functions as integration
of large amounts of resources (including labor), integration
of several activities into a single technological cycle, sig-
nificant geographical distance of production facilities from
each other [7].

Conducted scientific researches on the analysis of com-
petencies of managers showed that the source of profes-
sional success was primarily the socio-psychological com-
petencies and personal qualities of management.

Results of the analysis of typical attributes of the ac-
tivity of international business managers and generalization
of competencies characteristic of each of them necessary
for achieving success enable to create models of key com-
petences for each category of TNC managers (Fig. 1).

( Business manager h
ability to communicate, establish interpersonal

relationships, hold discussions, make decisions; mastery of
the art of diplomacy

- J
4 N\

Functional manager
Information analysis, trends identification, spread of new
knowledge and best practices, promotion of innovation;
ability to convey specialized knowledge

Key - J
competencies e N\

of TNC 1 Regional manager

managers ability to identify, develop and maximize the use of local
s resources; ability to keep track of changes on the local
market and respond to them in a timely manner

(& J/

Top manager
clear understanding of the mission of the corporation and a
sense of responsibility, integration of managerial
responsibilities, identification of talented specialists,
creation of conditions for their professional development

Fig. 1. Model of key competencies of TNC managers (author's
development)
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Thus, it can be summed up that employers in the process
of selection of managers increasingly refuse to put forward
qualification requirements and look for specialists with
specific competencies they need.

Therefore, each transnational corporation can now be
regarded as a learning organization, that is, a kind of edu-
cational institution that, on the one hand, provides emp-
loyment and, on the other hand provides its employees
with necessary educational opportunities for their profes-
sional development [8].

In order to effectively transfer these intangible assets,
companies set up their own training centers with the pur-
pose to create a supportive learning environment in which
all employees can develop both professionally and perso-
nally. Obviously, to implement such a large-scale activity a
single specialist in the training department is not enough.

CONCLUSION

Summarizing the above, let us briefly review the benefits
of an in-house training organization and professional de-
velopment of managers in corporate training centers. Thus,
the most important things that managers receive while
undergoing in-company training are: professional know-
ledge of the highest grade; broad view of business problems,
ability to think systematically; experience (including expe-
rience in an intercultural environment); high level of un-
derstanding and trust (complementary team); meeting the
need for self-development and recognition.

Consequently, a manager masters an innovative way
of thinking about strategic development of the orga-
nization, while forming one’s own development potential.

The main directions and forms of professional develop-
ment of managers within corporate training centers may be:
in-company training, distance learning using a computer
network, participation in open seminars and conferences,
internships in company units, project management, men-
toring, coaching, etc.

Scientific and methodological support, as a professional
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BI3BHEC-OCBITA B CACTEMI ITIPO®ECIHHOI'O PO3BUTKY MEHE’)KEPIB KOPIIOPAIIIN

Cucmema KopnopamueHoi oceimu peanizyemucs y KOMNAHIU 3a 00NOMO2010 NOCTIO08HO20 MA NOKPOKOBO20 MPEHIHY, AKULL 3dCHO8AHO HA
yinicnocmi yinet, yHKyitl, HABYANLHUX MEXHON02IL, CIPYKMYPU 3MICHTY HAGYWILHO20 MAMeEPIay, sIKi 000aionb SHYYKOCME Ma HCUMMEBOT
CUIU BCLOMY NpOYecy HABUAHHS 34 OONOMO20I0 NONEPEOHbO2O BI00OPANCEHHS PedanbHOCMI. BusHauenHs KopnopamusHo2o HABYATbHO2O
yeHmpy 3 no2nsdy CUCMEeMAMUYHO20 NiOX00y COPMYTIOEMbCA K CUcmeMd, 8 Kl HAGUAHHS MA PO36UMOK NEPCOHATY THIYIIOEMbCA ma
KepyemuvCsi camor0 KOMNAHIEID, NPOBOOUNbCSL 8 MeNCax KOMNAHIT ma eKmouae eHympiwHi pecypeu. Tak, Hasyanus ma npogheciiinuii
PO36BUMOK MeHeOicepie — ye He NPoCcmo elemMeHn OpeaHi3ayiiiHoi NPaKMuKy 4u muny OIbHOCMI NesHUX NpayieHUKie opeanizayii, a
NOGHOYIHHA YACMUHA CIMPamezii po36UMKY OpeaHi3ayii ma 6cici HaA6HOI opeanizayiinol cucmemu. Jis 6NPOBAONCEHHS YbO2O NPoyecy
CYYacHi MPAaHCHAYIOHATbHI KOMNAHII CMEOPIOIOMb KOPNOPAMUGHT HABYAIbHI YEHMPU, 6 AKUX HAGYAHHA MA PO36UMOK HNEPCOHATY
IHIYIIOEMbCA MA KEPYEMbCs HEIO CAMOI0, NPOBOOUMBC 8 MeXHCaX KOMNAHIi ma 6KIIoUAE GHYMPIWHI pecypcu. Aneopumm cmeopeHHs
KOPROPAMUSHO20 HABYAILHO2O YEHMPY OXONMIOE HU3KY emanis, 30Kpema. niOmpumKy KepieHuymeda, Iopuoutty ma Qinancogy niompumKi;
CMBOPEHHS. OpeaHi3ayiliHUX ma neodazociuHux ymos; Illpoepamy ma 3micm 6npo8aOdCeHHs: Ma NPAKMuyHe 3ACTNOCYBAHHA CUCTHEMU
HaeuaHHa nepcouany, Cucmemy YnpaeniHHs Ma 36iMY6AHHA, A MAKOJHC KOPUSYBAHHS HABYATbHUX NIAHI6 ma npozpam; Momueayito
nepconany. Jlocniodicenns He suuepnae npobiemy npopeciiinoco po3eUmKy MeHeodicepie y mpaHCHAYIOHATbHUX Kopnopayisx. Tlumanns
MIDICKYTIbIYPHOL  NIO20MOBKU MEHeONcepie Yy cucmemi KOpnopamueHoi 0cCeimu, HAGYAHHA aHOpacoe (HABYANILHUX MeHeOicepis,
IHCMPYKMOpPIB, MpeHepis, penemumopie mowo) Ousi eeKmusHol OLLIbHOCME 6 KOPNOPAMUSHUX HABYATILHUX YEHMPAX 3aTUUAonbCs
akmyanehumy. Ilepcnexkmushi Hanpsimu 0151 NOOQILWUX OOCTIONCEHb MAKONC € MEOPEMUYHO-MEMOOON0SIUHUM MA OUOAKIMUYHUM
OOIPYHIYBAHHAM YNPAGTIHHA MANAHMAMU A PO36UMKY iX MEOpPY020 NOMEHYIany, pPO3GUIMOK IHCIMPYMEHmMI8 Ona CMuMynAYii ma
VIMPUMAHHS MEHeOHCepis, SKi NPOUIIU HABYAHHSL.

Knruoei cnosa: bisnec-ocsima, npoghecitinuii po3sumox, meneodxcep, KOpnopamueHuil HA84ATbHULL YeHMP, HA8UAHHS NePCOHATY
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