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SUMMARY

Voloshyn Andrii. Pedagogical conditions for the formation of professional
competence of future road transport mechanics

The personal orientation of the pedagogical process, the identification and
development of the natural abilities of each person, as well as the creation of a
personality-oriented pedagogical system are important tasks of modern education. This
requires changes in traditional approaches to learning to build competence. The main
reason for updating the state educational standard is the transition from a minimum of
content to a minimum of results, which is determined by a set of competences.

The article presents the pedagogical conditions that ensure the formation of
professional competence of future motor transport mechanics in vocational education
institutions. Given that the pedagogical conditions have been identified, which, in our
opinion, should ensure the readiness of future motor transport mechanics to effectively
apply the latest technologies in production activities and further implement the
processes of self-development and improvement of the acquired skills. In the
framework of an experimental study on the formation of professional competence of
future motor transport mechanics in vocational education institutions, it is necessary to
determine the pedagogical conditions that will ensure the effectiveness of this process.

Key words: pedagogical conditions, professional competence, road transport,
educational process, case method
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PSYCHOLOGICAL AND PEDAGOGICAL COMPETENCE OF HR-MANAGERS:
THE ESSENCE OF THE CONCEPT

The article presents an analysis of the essence of the concept of "psychological and
pedagogical competence of HR managers" as a component of the professional competence
of a specialist. The main goal of the HR manager's activity is defined as a combination of
available human resources, qualifications and labour potential with the company's
strategy and goals. The need for the formation and development of psychological and
pedagogical competence of HR managers is substantiated, the functional responsibilities of
a HR manager, which are relevant for modern management practice, are outlined. The
principles on which the HR manager's activities are based (systematic formation of human
resources, equal opportunities, respect for human rights, legal and social protection,
complementarity of managerial roles, flexibility, innovation, etc.). Examples of methods of
professional development in the system of HR-manager's activity, which are used to adapt
new employees and create conditions for their self-realisation, are provided. An analysis of
scientific literature on the problem under study is carried out, which highlights various
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aspects of the interpretation of the concept of "psychological and pedagogical
competence" (0. Gura, O. Ilvashchenko, A. Moskalenko, Y. Nenko, N. Yaremchuk, etc.). It is
determined that the psychological and pedagogical competence of an HR manager is a
complex concept, a general characteristic of a labour subject that reflects the professional
consciousness of any specialist, regardless of his/her profession. The main attention is paid
to the fact that the studied concept determines the ability and readiness of a specialist to
solve the problems of both professional activity and everyday life, based on the principles
of psychology, pedagogy, and other sciences, as well as to give a pedagogical orientation
to various aspects of his/her work. The basic characteristics of the psychological and
pedagogical competence of an HR manager are considered, including readiness for
psychological comprehension and solution of pedagogical situations, activity in innovation,
internalisation, achievement motivation, inclination to professional and psychological self-
development, empathy, reflexivity, etc. It is concluded that psychological and pedagogical
competence is a component of the professional competence of an HR manager; it consists
of a system of professional, psychological and pedagogical knowledge, skills, abilities and
qualities of a specialist, while the formation of the studied competence is carried out using
the same methods of professional development as the formation of professional
competence of a specialist

Key words: HR-manager, professional competence, psychological and
pedagogical competence, principles of HR-manager's activity, methods of professional
development of personnel, autopsychological competence, personnel potential.

Introduction. Features of the modern stage of social systems
development, intensified competition have led domestic companies and
corporations to realize the value of human capital as the most important
component of their potential. At the same time, HR management
becomes part of the organizational strategy and largely determines the
effectiveness of the company’s activities, affects the relationships of all
members of the workforce. In this context, it is effective to introduce the
position of HR manager into the management structure of organizations,
whose functional duties include the creation and optimization of intra-
organizational social processes, the formation of personnel potential and
the development of framework for personnel development in accordance
with the goals and principles of corporate policy.

Nowadays, modern corporations need a competitive, competent HR
manager, capable of active work at the level of world standards,
continuous professional growth, endowed with organizational skills,
psychological and ethical knowledge, pedagogical tact, ready to change
and adapt to new needs of the labour market. In this context, one of the
priority tasks facing corporate education is the formation and
development of HR managers’ psychological and pedagogical competence.

Analysis of relevant research proves special attention of foreign
(E. Galanaki, T.Garavan, C. Hogan, E. Jerden, K. Kraiger, W. Milhem,
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J. Meister, R. Noe, L. Ryan etc.) and domestic (O. Anishchenko,
O. Dubaseniuk, I. Zhuk, L. Lukyanova, O. Ogienko, N. Pazyura, etc.) scientists
to the competency-based approach as a factor contributing to the
modernization of education, in particular corporate. Various issues of
competence development are covered in scientific works and studies:
communicative (S. Bratchenko, Yu. Yemelyanov, G. Trofymova, etc.);
cognitive (S. Vorovshchikov, D. Tatyanshchenko, etc.); lifespan (N. Nazaruk,
l. Yashchuk, etc.); general culture (N. Konasova, O. Lebenev, etc.);
multicultural (K. Yuryeva, etc.); cultural studies (M. Bulygina, N. Pomortseva,
A. Fedorova, etc.); socio-pedagogical (N. Klymenko, etc.); social and
psychological (I. Demidov, A. Kudryavtseva, N. Yakovleva, etc.). Some aspects
of understanding the essence and formation of psychological and pedago-
gical competence were considered in the studies of O. Gura, O. Ivashchenko,
N. Lisova, M. Lukyanova, Yu. Nenko, E. Popova, N. Yaremchuk, etc.

The problems of HR management, motivation, the formation of a
new system of personnel competencies, various aspects of human
resources management are the subject of research by a number of
domestic and foreign researchers, including S. Anand, U.Braddick,
B. Groysberg, V. Danyuk, V. Dykan N. Yevchenko, A. Kibanok, T. Koshova,
D. McClelland, O. Orlov, V. Savchenko, D. Khlop, V. Chernenko, etc.

However, despite this scope of works of domestic and foreign
scientists who work in various areas of competency-based approach
implementation in corporate education, the problem of determining and
developing the psychological and pedagogical competence of HR manager
has not found sufficient scientific justification until recently.

The aim of the article is to analyze the essence of the concept of
“psychological and pedagogical competence of HR managers” as a
component of professional competence of a specialist.

Research methods. In our research we used the method of analysis
for processing scientific literature, synthesis, generalization and
systematization. This gave us the possibility to determine the essence of
the concept “psychological and pedagogical competence of HR manager”.

Research results. In conditions where the personnel itself becomes
a long-term factor of competitiveness and survival of organizations,
ensuring the effective activity of HR managers becomes one of the most
difficult and important tasks. The main goal of the HR manager’s activity is
“the combination of available human resources, qualifications and labour
potential with the strategy and goals of the company” (Xmenescbkuii,
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BepemieHko, 2017, p. 627). The implementation of this goal involves the
acquisition by HR managers of financial, analytical, marketing skills, risk
management skills to maximize the efficiency of the company’s
employees, the acquisition of skills in managing contracts and freelancers,
issues of their organization of remuneration and compliance with quality
standards. At the same time, the construction of business models based
on social capital and the creation of organizational structures based on
roles in the team requires the formation and development of the
psychological and pedagogical competence of HR managers, since the
dynamic social environment of the organization requires reliance on
psychological and pedagogical knowledge about the essence and
peculiarities psychological and social interaction in the team.

In modern management practice, the functional responsibilities of the
HR manager include: the formation of the company’s personnel policy and
the creation of a system of documents reflecting the personnel policy and its
individual components; ensuring optimal organization of staff work thanks to
the creation of favorable conditions for fruitful cooperation, effective
interaction of all team members; involvement of personnel in making
management decisions, ensuring synchronization of work and systematic
information exchange; design of positions, determination of personnel
structure and requirements for employees; personnel selection; assessment,
attestation of personnel and transfer of employees; training and professional
development of employees; work with personnel reserves, career planning
of employees; improvement of payment and work incentives; development
of the company’s corporate culture and management of its internal
psychological climate; ensuring the requirements of existing labor legislation
in work with personnel, personnel administration.

At the same time, “the ability to observe, analyze information,
mastery of psychological methods of evaluating behavior based on verbal
signs (profiling)” increase the psychological and pedagogical competence of
the HR manager (KoctioueHko, MMonskosa, 2017). In addition, the
cooperation of an HR manager should be based on the principles of mutual
understanding, creative interaction and mutual respect (see. Fig. 1).

Considering the focus of HR manager’s activity on the search for
prospective personnel and the formation of an effective team, all members
of which are involved in a common cause, interested and enthusiastic about
a positive result, it is worth giving examples of professional development
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methods used in order to adapt new employees and create conditions for
their self-realization (lnsaw, Bnhoxin, 2018) (see Table 1).

—  The principle of systematic formation of personnel potential

— The principle of equal opportunities

— The principle of respect for a person

The principle of legal and social protection

— The principle of optimizing the personnel potential of the enterprise

— The principle of complementarity of managerial roles

Principles of HR manager's activity

— The principle of flexibility and innovation

Fig. 1. The principles of HR manager’s activity (developed based on the
source: Xmenescbkuli, BepemieHKo, 2017, p. 630).

Table 1
Methods of personnel professional development in HR manager’s activity
system (lnaw, bnoxiH, 2018)

Groups of managers Professional development methods

Main staff On-board training; experiental learning; e-learning; coaching by a
line manager; coaching by external specialists; rotation;
advanced training courses.

Junior managers E-learning; external conferences; seminars, external trainings;
coaching by external specialists; courses.

Middle managers E-learning; external conferences, seminars; external trainings;
coaching by external specialists.

Senior managers E-learning; external conferences; seminars

In accordance with the logic of our research, we note that today in
the structure of HR manager’s professional competence, the defining
place is given to psychological and pedagogical competence as a
structured system of knowledge about a person as an individual, a
professional and a personality that is included in an individual or joint
activity and carries out professional or other interactions. At the same
time, a high level of development of the studied competence ensures
successful professional activity and personal interaction, since it involves
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the assimilation of not only activity-role components (knowledge, practical
skills, norms, rules), but also a change in ideas about oneself, one’s
abilities and weaknesses, intensive self-determination in profession.

According to O. Hura, the structure of psychological and pedagogical
competence is a synthesis and organic unity of “three types of professional
knowledge, on which the effectiveness and level of activity depends:
theoretical (conceptual), applied and specifically professional”, while at the
basis of the formation of this competences — specialization, or in-depth study
of a specific field of activity (l'ypa, 2008). The author notes that the formation
of psychological and pedagogical competence, as a component of the
professional competence of a specialist, is “non-specific, it occurs using the
same methods as the formation of professional competence of a specialist in
general, thanks to mastering the system of psychological and pedagogical
knowledge and passing practice" (lypa, 2008).

N. Yaremchuk (2014) understands the psychological and
pedagogical competence of a specialist in non-pedagogical specialties as a
“key competence, a set of personal characteristics of an individual,
possession of psychological and pedagogical knowledge, abilities and
skills, motivational and value attitudes that ensure the possibility of
successful interaction with others in the surrounding world and
professional activity” (p. 124).

Yu. Nenko and O. Ivashchenko comprehand psychological and
pedagogical competence as “a set of professional and personal qualities
that enable effective interaction with the environment, contribute to
successful resolution of difficult situations and the implementation of a
creative approach to one’s own profession” (HeHbKo, IBawieHko, 2023, p.
578). The researchers include “skills (organizational, communicative,
gnostic), knowledge (pedagogical, psychological, professional), personal
qualities (intellectual, emotional, adaptive)” as criteria for psychological
and pedagogical competence (p. 578).

At the same time, scientists (O. l'ypa, A. MockaneHKko etc.) define
autopsychological competence as the basis of psychological and
pedagogical competence, which is understood as:

—  specialist’s readiness and ability for purposeful mental work to
change personal traits and behavioral characteristics;

—  the ability to develop and apply one’s own mental resources,
to create a positive situation for activity due to changes in one’s own
internal state, to master and control new knowledge, abilities and skills, to
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carry out restructuring in conditions of unpredictable circumstances, to
create willpower to achieve significant results;

—  the quality of a specialist’s personality, which is realized through
the use of autopsychological abilities, the components of which include:
internalization (the ability to download information), reflection (conscious
processing and determination of one’s own attitude towards it),
intraadaptation (establishing neuroconnections, consolidation of personal
experience), energy ensuring these processes (MockaneHko, 2004).

At the same time, as a core of professional competence, on the one
hand, psychological and pedagogical competence forms a holistic system
of knowledge and skills aimed at the implementation of such methods of
influence as stabilization of mood and relationships, formation of trust,
confidence, positive moral climate, etc., and on the other — includes
communicative, reflective, social-perceptive, conflict-related, social-
psychological and auto-psychological competence.

The conducted theoretical analysis allows us to conclude that the
psychological and pedagogical competence of the HR manager is a
complex concept, a general characteristic of a specialist, which reflects the
professional consciousness of any specialist. This concept defines the
ability and readiness of a specialist to solve the tasks of both professional
activity and everyday life, relying on the principles of psychology,
pedagogy, other sciences, as well as to provide a pedagogical orientation
to various aspects of his work. At the same time, psychological and
pedagogical competence is characterized by the ability of a specialist in
professional activity to be creative with modeling, systematization
(algorithmization), to effectively apply such psychological and pedagogical
technologies as design technologies, activity-communication technologies,
and research technologies.

It is worth mentioning that HR manager performs the role of an
organizer of the social environment; he is an architect of a favorable social
and psychological climate in the team, aimed at a careful attitude to
human resources. This role implies a deep awareness of the importance of
educational goals, in the absence of which it is impossible to create a team
of like-minded people in the workforce. Therefore, among the basic
characteristics of the psychological and pedagogical competence of an HR
manager, it is worth including readiness for psychological understanding
and solving pedagogical situations, activity in innovations, internality,
motivation to achieve, propensity for professional and psychological self-
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development, empathy, reflexivity, ability to self-regulate mental state. At
the same time, the main goal of implementing the psychological and
pedagogical competence of an HR manager can be defined as achieving
such a level of personal development that the process of self-
improvement of the specialist becomes constant and inspire to achieve
the stability of professional and moral values development.

Conclusions. The analysis of the essence of the concept of
“psychological and pedagogical competence of HR-manager” as a
component of his professional competence makes it possible to state:
despite the awareness of many researchers of the need for separate special
psychological and pedagogical training of HR managers, the problem of
psychological and pedagogical competence of HR managers needs additional
elaboration; psychological and pedagogical competence is a component of
the professional competence of an HR manager; psychological and
pedagogical competence consists of a system of professional, psychological
and pedagogical knowledge, abilities, skills and qualities of a specialist, while
the formation of the studied competence takes place using the same
methods of professional development as the formation of professional
competence of a specialist; the formation of psychological and pedagogical
competence enables HR manager to more effectively use the abilities of each
employee in accordance with the goals and development strategy of the
company and to ensure the establishment of relations of mutual assistance
and understanding in the team.

Prospects for further research are in the characteristics of the areas
of HR manager’s psychological and pedagogical competence
implementation.
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AHOTAUIA

FopoxiscbKa TetaHa, MykaH Hartania, MyKaH OneHa. lNcuxonoro-neaaroriyHa
KoMmneTeHTHiCTb HR-meHeaKepiB: CYyTHICTb NOHATTA.

Y cmammi npedcmaessnieHo aHAnMI3 CymHOCMIi MOHAMMSA «cUXos020-nedazoziyHa
KomnemeHmHicmo HR-meHeOxepie» AK CKAA008oi npogpeciliHoi KomnemeHmHocmi
¢haxisya. BusHayeHo 20s108Hy memy 0ifnbHOCMi MeHedMepa 3 NepcoHany AK NOEOHAHHA
HOABHUX /1I0OCLKUX pecypcis, Keanigikauii i mpydosozo nomeHuiany 3i cmpameeziero ma
uinamu Komnawii. O6rpyHmosaHo rnompeby y opmMysaHHi ma po38UMKY [CUX0020-
nedaeoaziyHoi KomnemeHmHocmi HR-meHeOoxepie, OKpecneHo akmyasbHi OAA Cy4acHOI
MPAKMUKU  yrnpaeniHHA  (PYyHKUYiOHanbHi  0608°A3KU  MeHeOdxepa 3  1epcoHasy.
lMpedcmasneHo npuHyunu, Ha AKux 6a3yemoca OdianbHocmi  HR-meHedxcepa
(cucmemHocmi hopMysaHHA KAOPOBO20 NomeHyiasy, pisHUx moxcausocmeli, nosazu 0o
/M0OUHU, MpPAasosoi Ma coyiasnbHOI 3axXuWeHocmi, KoOMnaeMeHmMapHoOCMi yrnpasaiHCbKUx
ponell, eHyYKocmi, iHHosauiliHocmi mouwjo). HasedeHo npuknadu memodis npogpeciliHo2o
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po3sumky e cucmemi OisneHocmi HR-meHedmcepa, WO 3acmocosyromsCs 3 Memoro
adanmayii Hosux cnispobimHUKI8 ma CcmeBopeHHA yMo8 074 iXHbOi camopeanizauii.
BukoHaHO aHani3 HAyKosoi nimepamypu 3 00cnioxysaHoi npobaemu, Wo 8ucsimsroe
Pi3Hi acnekmu mMpakmyeaHHA MOHAMMA «CUX0/1020-1e0a202iYHOI KoMnemeHmMHoCMi»
(0. ypa, O.lsaweHKko, A. MockaneHko, K. HeHbKo, H.Apemuyk etc.). O3HauyeHo, Wo
ncuxoso2o-nedazoeiyHa  KomnemeHmHicmoe HR-meHeOmepa npedcmasase coboto
KOMeKcHe MOHAMMS, 3020/7bHY Xapakmepucmuky cyb’ekma npaui, wo eidobpaxicae
npogeciliHy csidomicme byOb-aKo20 ¢haxieus He3anemHo 8i0 lioeo npogpecii. Npu ybomy
OCHOBHY y8a2y 36epHEHO HA Me, W0 00CIOHY8AHE MOHAMMSA 8U3HAYAE CIIPOMOXCHICMb |
2omosHicme  ¢paxisya eupiwysamu 30800HHA AK npogheciliHoi dianbHOCMI, MakK i
M0BCAKOEHHO20 ¥UMmMS, CUParoYUCb HA MPUHYUNU rcuxosoeii, nedazoaiku, iHWUX HayK,
g makox Haodaseamu neoazoziyHy CrpAMOBAHICMb PI3HOMAHIMHUM aCreKmam Ce0€i
npaui. Po3aasaHymo 6a308i XxapakmepucmuKu rcuxos1020-neda2o2iyHoi KomrnemeHmHocmi
HR-meHedxmcepa, ceped AKUX — 20MOBHICMb 00 MCUXO0/02i{YHO20 OCMUCAEHHSA | BUPIUWEHHSA
neodaeoaiyHux cumyauili, aKmusHicme 8 iHHo8auiliHill OifnbHOCMI, IHMepPHAsIbHICMb,
MOoMuBaUit0 O0CA2HEHHS, CXUsbHICMb 00 npPogeciliHo-Ncuxon02iyHo20 CamMopOo38UMNKY,
emnamiliHicmes, peghneKkcusHicme moujo. 3pobseHo 8UCHOBOK MPO Me, W0 MCUX0s1020-
nedgeoziyHa KomremeHmMHicme € CKAa0o8or npogeciliHoi KomnemeHmHocmi HR-
MeHeOoMcepa; CKAa0aeEMosCA 3 cucmemu npogeciliHux, Mcuxosn020-nedaz2o2iyHUX 3HAHb,
YMiHb, HABUYOK ma sfAKocmel cpaxieusd, npu uybomMy GOpmMyBaHHA O0CAIOHY8AHOI
KomnemeHmHocmi 8i0bysaemsca 3a 00MOMO200 MAKUX CaMux mMemoois rnpogeciliHo2o
pPO38UMKY, WO i hopmy8aHHSA ripogheciliHoi KomnemeHmHocmi ghaxisus.

Knrwuosi cnoea: HR-meHeOxep, npogpeciliHa KomnemeHMHicmes, cuxoano2o-
nedgeoziyHa KommnemeHmHicms, npuHyunu OidnbHocmi HR-meHeOxcepa, memoou
npogeciliHo2zo  po3suUMKyY  epcoHasay, aymorcuxosio2iyHa KoMnemeHMmMHicme,
Kadposuli nomeHyian.
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Y cmammi nposedeHO aHAni3 HAYKOBUX NMPauyb, HOPMAMuUBHO-NpPasosoi basu i
3mMicmy Hae4asbHOI Ma HABYAsbHO-MEMOOUYHOI OOKymeHmauii w000 opeaHizayii
npogpeciliHoi nideomosku malibymHix ogiuepie po38iOHUKIB. BuUABAEHO Cy4YacHI
nioxo0u ma y3a2a7ibHEHO pe3ysbmamu nonepeoHix 00CAIOHEeHb, WO CMOCYMbCA
oucmaHyiliHo2o HABYAHHA mMa yugposizauii npogeciliHoi nideomosku malibymHix
gaxisyise cekmopy HauyioHanbHOi 6e3neku ma 060pPOHU YKpaiHU, a MAaKox
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