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The range of strategic orientations and tasks for professional education is proposed
to be supplemented with such a direction as the mastering of technological tools necessary
for managing the productive practical activities of students in the context of
interdisciplinary. Such technological tools are based on the methodology of the STEM
approach. The STEM approach is defined as a strategic link that enables the unification of
the classical methodological line of professional education, focused on the formation of
students' competencies, and an innovative component that ensures the technological and
practical orientation of personnel training for the modern market economy.

The article was aimed at highlighting the essence of providing a STEM approach to
the training of future electrical technicians in vocational colleges.

It has been proven that the STEM approach modernizes traditional education,
ensuring the real implementation of activity and competence approaches and
strengthening the applied and practical orientation of the training of electrical technicians
at vocational colleges. The STEM approach forms a stable motive for students to study the
disciplines of a professional direction. Future specialists need comprehensive training and
knowledge in various educational fields of natural sciences, engineering, electrical
engineering, electromechanics, etc.

Further researchshould be devoted to the application of the STEM approach to the
organization of the educational process at vocational colleges.

Key words: competence approach; electrician technician,; professional competence;
STEM education; laboratory practice; virtual laboratory.
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ENCOURAGING HR MANAGERS TO DEVELOP
PSYCHOLOGICAL AND PEDAGOGICAL COMPETENCE
WITHIN THE FRAMEWORK OF CORPORATE TRINING

The article is devoted to highlighting the problem of encouraging HR managers to
develop psychological and pedagogical competence. The aim of the article is as follows: to
substantiate the encouraging of HR managers to develop psychological and pedagogical
competence as a pedagogical condition within the framework of corporate training. The
role and significance of psychological and pedagogical competence in the professional
activity of HR managers is substantiated. An analysis of the scientific literature on the
research problem, highlighting various aspects of HR managers’ professional competence
development, the peculiarities of motivation development, the influence of organized
training to encourage HR managers to develop psychological and pedagogical
competence, pedagogical conditions, etc., was carried out. The concepts of “pedagogical
conditions”, “psychological-pedagogical competence”, “encouraging HR managers to
develop psychological-pedagogical competence” are substantiated, the features and
content of its implementation are presented (content, tasks, forms of training organization
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and methods, features of participants’ activities, expected results, indicators of
development). The examples of training organization using the potential of a seminar,
training, role-playing and business games, team building and teamwork, etc. are provided.
On the basis of the conducted research, the conclusion was formulated that the
development of the motivational component of HR managers’ psychological and
pedagogical competence within the framework of corporate training is possible if its
theoretical foundations are substantiated, as well as the specifics of the implementation of
such a pedagogical condition as the encouragement of HR managers to develop
psychological and pedagogical competence; and the selection of appropriate
organizational forms of training and methods is provided.

Key words: HR manager, corporate training, professional competence,
psychological and pedagogical competence development, motivational component,
pedagogical condition, seminar, training, role-playing and business games, team
building and team work activities.

Introduction. The issue of developing and preserving human capital
at the beginning of the twenty-first century attracted special attention.
Every aspect of life is impacted by globalisation, and as information and
communications technology advance to guarantee transparency and
access to fresh insights, rivalry in the business and economic spheres will
only grow. This means that contemporary businesses must enhance their
own operations, tend to the ongoing professional development of their
workforce, and develop their workforce’s competencies.

HR management is given special importance as a company activity
aimed at ensuring the efficiency of the use of employees in order to achieve
individual and organizational goals. Since these specialists work with people,
it is vital to have a knowledge of psychology and pedagogy, and a practical
application of these skills in the professional activities of HR managers. The
study of psychology and pedagogy provides an opportunity to effectively
perform professional functions, particularly the function of forming a
company team. It involves developing employees’ professional profiles and
predicting employee compatibility based on understanding behaviour
mechanisms between individuals and groups, behavioural stereotypes, and
taking into account the specific characteristics of specific situations, habits,
attitudes, and individual values etc.

The problem of HR managers’ professional competence
development is studied by modern sciences in various countries (N. Dries,
A. Kolot, O. Kravchuk, H. Lopushniak, M. Meyers, J. Paauwe, |. Ryabokon, I.
Varis, M. van Woerkom etc.). But less attention is paid to the problem of
their psychological and pedagogical competence development, especially
the issue of encouraging HR managers to develop their psychological and
pedagogical competence. Among the latest studies, we distinguish the
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significance of those connected with motivation (E. Abakah, E. Deci, A.
Javed, F. Khanam, S. Nasreen, S. Pirzada, R. Ryan, |. Shahzadi, G. Williams),
the influence and impact of organized training for encouraging HR
managers to develop their psychological and pedagogical competence (A.
Ameeq, F. Hanif, M. Khan, S. Siddiqui, E. Sugiarti), pedagogical conditions
(V. Petrenko, C. Sanz, H. Lin, B. Lado, H. Bowden, C. Stafford) etc.

The aim of the article: to substantiate the encouraging of HR
managers to develop psychological and pedagogical competence as the
pedagogical condition in the framework of corporate training.

Research results. Among the tasks of our research, dedicated to the
problem of HR managers’ psychological and pedagogical competence
development in the framework of corporate training, is the definition and
justification of pedagogical conditions, the implementation of which would
ensure positive dynamics in the levels of HR managers’ psychological and
pedagogical competence development. In our opinion, this task should begin
with the interpretation of such a concept as “pedagogical conditions”, which
will make it possible to avoid misunderstandings and mistakes.

In modern dictionaries one can find the definition of the concept
“conditions” as “the physical situation that someone or something is in and
affected by”, “all the particular things that influence someone’s living or
working environment” (Cambridge Dictionary, 2022). Dictionaries determine
“pedagogical” as something “concerning the methods and theory of
teaching” (Collins Dictionaries, 2022). The results of the analysis of scientific
and educational literature show that researchers are studying special
educational conditions whose implementation contributes to the formation
of professional competences of modern specialists in general and their
individual components. For example, Sanz, Lin, Lado, Bowden, and Stafford
(2009) study the pedagogical conditions of foreign language learning;
Petrenko (2016) investigates the pedagogical conditions for the development
of future managers’ intercultural professional interaction competence, etc.

Based on the definitions of the concepts “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
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effectiveness of which consists in motivation to master knowledge, the
formation of relevant skills. The implementation of pedagogical conditions
involves ensuring the unity of goals and objectives, principles, content,
organizational forms and teaching methods.

One of the primary pedagogical conditions for the development of
psychological-pedagogical competence, which is a sort of system of
measures intended to solve pedagogical tasks, is, in our opinion,
encouraging HR managers to acquire this competency. The development
of awareness of the role and significance of psychological and pedagogical
competence in professional activity; a system of professional attitudes and
beliefs, motives, personal meanings, interests, and goals; the pursuit of
self-knowledge, self-improvement, and self-management; and awareness
of one’s own professional role, which aids in professionalization and
contributes to the critical analysis and evaluation of the level of
professional tasks, are the anticipated outcomes of encouraging HR
managers to acquire psychological and pedagogical competence.

The problem of employee motivation for professional development
and participation in corporate training programs is the subject of scientific
studies by many researchers (Khan, & Siddiqui, 2023; Abakah, 2023).
“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 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) claim 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). In
other words, it means that with the help of the formation of motivation
for the development of psychological and pedagogical competence,
opportunities are created for HR managers not only for mastering
knowledge and skills, but also for its transformation into an effective
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toolkit of personal and professional development, as well as a means of
improving professional activity.

A motive is a motivating factor for human behaviour and actions. In
other words, motives mean the construction of the goal and the expected
result 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 own personality, making a certain
decision regarding further development and improvement. In this context,
we consider motivation as a set of internal and external driving 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 (Suen, Cheung,
Wang, & Hui, 2022). “The most basic distinction is between intrinsic moti-
vation, 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).

Intrinsic and extrinsic motivation have their own specificity
according to indicators such as orientation (intrinsic motivation: internal
interest of an individual; extrinsic motivation: external influence directed
at an individual or a group of individuals); essence (intrinsic motivation:
positive, individual character; extrinsic motivation: positive or negative,
individual or group character); implementation period (intrinsic
motivation: until the moment of full implementation; extrinsic motivation:
until the moment of cancellation); goal (intrinsic motivation: satisfying an
individual's internal need; extrinsic motivation: influencing a person). We
are aware that the development of psychological and pedagogical
competence of HR managers 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.

In our research, we consider the need as a necessity for a specialist
in the field of HR management, which is the driving force for further
educational activity. 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
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autonomy, competence, or relatedness are associated with poorer
motivation, performance, and well-being” (Deci, & Ryan, 2000, p. 227).

A clear definition of goals, as an identification of the expected
result, contributes to the direction of educational activities. 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 say 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 the motivation of HR managers to develop
psychological and pedagogical competence as a set of motivations for
mastering relevant knowledge in psychology and pedagogy, forming the
skills to apply them in practice.

The features and content of the implementation of such a
pedagogical condition as the encouraging of HR managers to develop
psychological and pedagogical competence are characterized as follows:

—  the content: consulting HR managers on the development of
psychological and pedagogical competence and its application in
professional activities, which contributes to the development of
motivation to master knowledge of psychology and pedagogy, the
formation and development of the skills for their use in practice;

— the objectives: to encourage the development of internal
motivation for the enhancement of psychological-pedagogical
competency and to raise knowledge of the significance and function of
psychological-pedagogical competency as a facet of contemporary HR
management professional competence; encourage the growth of the HR
manager's personal and professional attributes, such as accountability,
self-reliance, empathy, and tolerance; expand understanding of how
psychological and pedagogical skills are used to foster teamwork and
communication as well as for ongoing professional development,
particularly in the context of corporate training;

—  the forms of learning organisation and teaching methods: the
diagnosis of HR managers’ psychological and pedagogical competence;
planning and execution of training sessions; role-playing games; team
building and teamwork;

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

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

— the indicators of motivational component development:
manifestation of internal motivation and demonstration of awareness of
the importance of HR manager’s psychological and pedagogical
competence, the desire to master psychological and pedagogical
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,
team work, based on the use of relevant psychological and pedagogical
knowledge; awareness of the need for continuous professional
development and improvement at the personal and organizational level.

In order to develop the motivational component of HR managers’
psychological and pedagogical competence, measures were taken to
increase positive motivation. For example, for the development of internal
motivation and awareness of the importance of psychological and
pedagogical knowledge in HR management, during the seminar
“Psychological and pedagogical competence of HR manager: theoretical
aspects and practical application”, participants discussed the features of
adult learning, clarified the essence of the pedagogy of academic success;
pedagogical aspects of corporate training organization, etc.

The training “Encouraging HR managers to develop psychological and
pedagogical competence” was designed for 10-15 participants, conducted in
an offline format and lasted 6 hours with coffee breaks and lunch organized
by companies participating in the pedagogical experiment. This training
contributed to encouraging HR managers to develop their psychological and
pedagogical competence as well as develop skills of encouraging 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;
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psychological features of encouraging the company’s personnel; personal
qualities of HR managers, necessary for staff encouraging.

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 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 ice-braking,
division into teams, the “Roundabout of Thoughts” method of cooperative
learning, 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 the
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 part of the training “Encouraging HR managers to develop
psychological and pedagogical competence”, participants were offered role-
playing games: “ldeas for corporate training organization” and “Actors”.
These role-playing games aimed to emphasize the attention of HR managers
on professional and personal qualities that are important for ensuring the
effectiveness of their professional activities. It was important for us to
provide the opportunity for game participants to develop effective
communication skills, solve problem and conflict situations, expand their
own arsenal of “effective solutions” to conflict communication situations.

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.

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 training, but also in informal discussions during breaks, as
well as reflection session using the “I-We-Business” technique.
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Conclusions. On the basis of the conducted research, we conclude
that the development of the motivational component of HR managers’
psychological and pedagogical competence in the framework of corporate
training is possible, if its theoretical foundations are substantiated, and
the specifics of the implementation of such a pedagogical condition as the
encouraging of HR managers to develop psychological and pedagogical
competence is clearly defined, as well as the appropriate organizational
forms of learning and teaching methods are chosen.
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AHOTALUIA

MykaH Hartania, Fao ®ei. MoTtuByBaHHA HR-meHepkepis 40 pPO3BUTKY
NCUX0J1I0ro-nesaroriYHoi KOMNETEHTHOCTI B yMOBax KOPNOPaTUBHOIO HaBYaHHA.

Cmamms npucesvyeHa sucgimseHHo npobsemu 3aoxo4yeHH HR meHeOxcepis
00 pO3B8UMKY MCUX0s020-redazoziyHoi KomnemeHmHocmi. Mema cmammi nonsezae 8
0brpyHmyesaHHi momusgysaHHsA HR meHeOoxcepie 00 po38UMKY rcuxosn020-nedazoziyHor
KomnemeHmMHocmi AK rnedazoziyHoi yMmoeu 8 PAaMKAX KOPropamusHO20 HABYAHHS.
Ob6rpyHMoB8aHO ponb i 3HAYEHHS [CUX0s020-Neda2o2iyHoi KomrnemeHmHocmi y
npocgpeciliHili disnbHocmi HR meHedxepis. BUKOHQHO GHAsI3 HAYKOBOI Aimepamypu 3
npobsemu O0OCAIOHEHHA, WO BUCBIMAIOE PIBHOMAHIMHI acrnekmu pPo38UMmMKy
npogpeciliHoi komnemeHmHocmi HR meHeOxcepis, ocobausocmi pozgumxky momusauyii,
8r7U8y OpP2aHI308QHO020 HABYAHHA 01 300Xx04eHHA HR-meHedxcepie 00 pPO38UMKY
rcuxono2o-nedazoaiyHoi KomnemeHmMHocmi, nedaaoziyHi ymosu mouio.

ObrpyHmosaHo noHAMMA «neddz2o2iuyHi  YyMoBu», «IcUxos020-neda2o2iyHa
KomnemeHmHicmeo», «momusauis HR meHedxcepie 00 po38UMKY rcuxos020-neda2oaiyHoi
KomnemeHmHocmi», npeocmaesneHo ocobausocmi ma 3micm i peanizauii  (3micm,
3080aHHA, opmMu opaaHi3ayii Has4yaHHA ma memoou, ocobnausocmi JdisnbHocMi
YYACHUKIB, O4YiKysaHUll pe3ysbmam, MOKA3HUKU po3suHeHocmi). HasedeHo npukaaou
op2aHi3ayii HaBYaHHA 30 O0MNOMO20H BUKOPUCMAHHSA MOMeHYiany cemiHapy, mpeHiHay,
ponbosux ma b6izHec-izop, mim-binduHay ma pobomu 8 KOMaHOi moujo.

Ha ocHosi 8uKOHAHO20 O0CniOHEHHA ChOPMYbOBAHO BUCHOBOK PO mMe, Wo
pPO38UMOK MOMUBAUilIHO20 KOMMIOHEHMY [CUX0/1020-n1edaz202i4Hoi KomnemeHmHocmi
HR meHeOlxcepise y pamMKax KoOprnopamueHo20 HABYAHHA Moxcausull 3a ymosu
06rpyHmyeaHHa (ioco meopemuyHUX OCHO8, @ MAKOMC crnieyugiku peanizayii makoi
nedazoziyHoi ymosu AK 3aoxo4yeHH HR meHeOdxcepie 00 po38UMKY [CUX0/020-
nedazo2iyHoi KomnemeHmMHoOCMi, a Makox« subopy 8i0No8IOHUX Op2aHi3ayiliHux hopm
Has4aHHA ma memodis.

Knwuvoei cnoea: HR meHedxcep, KopropamusHe HABYAHHA, MnpogeciiHa
KomMremeHmMHicme, pO38UMOK rcuxosnoeo-nedazoziyHor KomMmremeHmMHocmi,
momusayiliHuli KomnoHeHm, nedaz202iYyHa ymosa, CemiHap, MpeHiHe, Poabosi ma
dinosi izpu, mim-6induHz ma KomaHOHa poboma.
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OCOBJ/INBOCTI MCUXONOTIYHOI NIATPUMKM YYHIB MOYATKOBOI
LUKO/IN B YMOBAX BINHU

Y cmammi 3’acoeaHo 0cobausocmi HAOAHHA MCUXO0A02IYHOI NIOMPUMKU YYHAM
oYamkKo8oi WKoAU 8 ymMoeax GiliHu. 3anpornoHo8aHo e8udu pobomu 3 MoA0OWUMU
WKOAAPAMU W,000 HAOGHHA M MCUxon02i4Hoi niompumKku (ncuxonoeiyHuli 3axucm,
KoniHe-cmpamezii). [MpedcmassieHo 8UOU MexaHi3mie ncuxosnoeiyHo2o 3axucmy. OXapaK-
mepu308aHo i HAGAHO NPUKAAOU epeKkmusHUX KoniHe-cmpameeili 0aa dimeli monoo-
w020 WKIifbHO20 BiKY y NMpoyeci HAOAHHSA iM rcuxoso2iyHoi nidmpumKu. 3arnponoHo8aHO
iHcmpymeHmu ma pexkomeHOauii 018 6amoeKie w000 MCUX0A02IYHOI  MIOMPUMKU
MOM00WUX WKOSAPI8 8 yMOBAX GiliHU U000 83AEMOOIT Ma CriifiKy8aHHSA 3 HUMU.
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