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APPLICATION OF MODERN DEVELOPMENT TOOLS IN
INCREASING THE COMPETENCE OF THE STAFF

LESYA VERBOVSKA, IRYNA HALIUK

Abstract. The article substantiates the main components of improving staff competencies in the face
of change. It is determined that taking into account and combining "hard skills" and "soft skills" skills
allow you to use the acquired knowledge to perform specific tasks in the workplace in a particular
professional activity. Modern and traditional models, techniques and tools of personnel
management are presented, according to which it is possible to clearly assess the difference in
approaches to managing the competence of employees in the conditions of change. Based on the
analysis of world practice, a list of methods is presented: discussions, brainstorming, Oxford debates,
Case - Study, business and role - playing games, workshops, communication and management
training, which are used to develop skills and abilities of employees. These methods allow
expanding the educational opportunities of established forms of classes (lectures, seminars). The
relationship between the acquisition of new and improvement of existing staff development
competencies on the basis of training and coaching is shown. The proposed methods of acquiring
competencies allow you to choose those competencies and methods of acquiring them that
correspond to the individual characteristics of organizations. It is proved that the acquisition of
competencies by staff allows identifying new competencies in employees, to form the need to use
modern analytical and behavioral skills, providing greater opportunities for management skills and
flexibility, dialectical thinking, ability to make creative decisions in unusual situations. It is
substantiated that the combination of the SMART method in the acquisition of competencies
significantly expands the possibilities of short-term learning, through the application of the concept
of "lifelong learning". Different definitions of the essence of "competence" are analyzed, which allows
emphasizing that when choosing different forms of education, in particular, trainings, different types
of training it is necessary to use / apply modern methods and techniques. It has been proven that
incompetent non-use by a staff of their knowledge, skills, experience and skills often leads to reduced
profits and inefficient use of their potential.
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1. INTRODUCTION

The transformational changes taking place in the social and economic development of the country
form the demand for highly qualified workers of the appropriate level and profile, capable of effective
communication, creativity and responsibility in working in accordance with international standards.

In the age of the knowledge-based economy, education is the easiest way to increase the share of
knowledge in the human capital system. Qualitative education and obtaining of qualifications allow you
to maintain skills and easily adapt to a dynamic environment, greatly facilitating job search, higher
income, thus allowing not only greater satisfaction of material needs, facilitating job search and
appropriate approaches to it through the implementation of achievements of one’s own needs. In modern
business conditions for Ukrainian enterprises, the issue of “staff competence” is gaining importance,
because to perform work of varying complexity at the enterprise requires new existing knowledge, skills
and abilities.

At present, personnel, as a determining factor of development, forms the added value of a business
entity, and its value depends on the competencies as the necessary knowledge and skills of an employee.

Despite the great interest in providing competencies for ensuring the professional level of a modern
worker in accordance with the requirements of the labor market and the consequences of scientific and
technical progress by both educational institutions and employers and employees themselves,
insufficient attention is paid to the choice and application of modern methods of competencies. There
exists a need in generalization of the existing methods which are not only aimed at learning, but also
allow to connect this learning with modern information technologies, bringing the learning environment
closer to the real conditions of professional activity.

2. LITERATURE REVIEW, GENERALIZATION OF MAIN STATEMENTS

Thanks to the scientific achievements of representatives of scientific and other schools, the concept of
human capital was formed. A significant number of works by scientists, both Ukrainian and foreign, is
devoted to the study of competencies of employees. We note only D. McClelland, S. Whiddett and
S. Hollyfird, D. Dubois and W. Rothwell, etc., who note that one of the factors in improving the
competence of staff is the use of effective forms and methods of training. The table 1 shows the statements
of the above representatives.

Division of competencies treated as human features Source
Characteristics of employees, most often represented by Knowledge, Skills, Abilities D. McClelland
and personality traits needed to do the job properly. [1]

A set of features of a given person composed of motivation, personality features, skills,
self-evaluation connected with functioning within a group and knowledge which the S. Whiddett and
person acquired and uses. S. Hollyfird [2]

Employee competencies include their interests, talents and predispositions, education
and knowledge, experience and practical skills, internal motivation, attitudes and
behaviours which are important in their professional work, health and psychophysical T. Oleksyn [3]
condition, having the formal right to act on behalf of a given organization, values and
ethical principles.

Knowledge and skills but also more abstract types of competencies, i.e. patience, D. Dubois and
perseverance, flexibility and self-confidence. W. Rothwell [4]

Tab. 1. Competencies as a set of knowledge, skills and other competencies.
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3. DISCUSSION

It is worth noting that the concept of “development” in most philosophical dictionaries is defined as
an irreversible, directed, natural change of material and ideal objects. It is emphasized that only the
simultaneous presence of all three properties distinguishes the processes of development among other
changes: the reversibility of changes characterizes the processes of functioning (cyclic reproduction of a
constant system of functions); the absence of regularity is inherent in random processes of a catastrophic
type; in the absence of direction, changes cannot accumulate, and therefore the process loses the
characteristic for the development a single, internally interconnected line [5, p. 168].

Significant number of foreign scientists consider staff development as training and raising of
qualification of the staff, and P. Schlender explains the development of human resources as a system of
measures aimed at supporting capable for education workers, dissemination of knowledge and the best
experience, training of young qualified employees [6, p. 126].

According to F. Khmil, staff development is a repetitive process that leads to the achievement of such
indicators of the level of qualification of employees that correspond to the development strategy of an
organization [7, p. 325]. V. Lukyanikhin argues that staff development is a systematically organized
process of continuous professional training of employees for preparation of them for new production
functions, professional development, formation of a reserve of managers and improving the social
structure of staff [8, p. 464].

All of the above gives the possibility to say that development acts as a qualitative change of stable
states, and the process of development management is carried out through changes in the state of the
internal and external environment. As L. Clark notes, “a common mistake of many organizations is to
underestimate the impact of changes on people” [9, p. 9].

Technological changes require new approaches from both employees and managers. Employees
demand appropriate working conditions, a motivational environment, and the creation of comfortable
recreation areas, opportunities for development, continuous improvement and career growth. Employers
require employees to be committed, have the appropriate skills, participate in the life of the organization,
perform their work well, readiness to use creative approaches to improve the level of economic activity
of an enterprise.

There is a constant need for enterprises in increasing staff development, for this reason, first of all,
there is a need for a quality workforce. Therefore, the most important factor in the effective operation of
an enterprise is the continuous retraining of staff, which requires companies to constantly invest in staff.
There is a direct relationship between an employee's qualifications and the efficiency of his work: the
higher is his rank, the higher is his productivity. More skilled workers learn new equipment, technology,
methods of labor organization faster and more efficiently. Just this largely determines the higher degree
of satisfaction with their work [10; 11].

It should be noted that the acquired competencies, taking into account the stated components, are
necessary to be constantly improved. The best way to assess a person's competence is to determine the
degree of acquisition of a certain competence in a certain field of human activity.

The most precise, from the position of management and development, D. McClelland [1] singles out
“competence as the ability of a company and its staff to perform necessary functional responsibilities in
accordance with a particular vision, mission, and values”. The scientist identifies three main components
of competence:

- cognitive (the presence of a system of professional and special subject knowledge),

- functional (possession of methods, technologies, algorithms for performing actions),

- personal component (ethical and social positions and settings, attitudes to performing action) [12;
13].

Thus, the development of competence is associated with both the physiological properties of a man,
his professional activities and methods of ensuring such development. In the global world, the
competency model according to Maxwell is one of the ideal foundations for the development of staff
competencies, despite the great variety of modern methods and concepts that characterize the theory of
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competency development.

In this connection, the question of choosing methods and models for the development of employee
competencies is very actual. To train a competitive, competent, socially mature, highly professional and
responsible specialist who is able to navigate and work successfully in modern conditions. Today it is
extremely difficult to create a single model for all organizations for development of competencies, due
to the peculiarities of industry activities, areas of the development, size, etc. [14]. Therefore, personnel
development management based on the competency approach assumes that each organization can
develop individual models of competency development, as well as choose the relevant methodological,
organizational, informational and motivational support of the competency approach.

Table 2 [15] presents modern and traditional models, techniques and tools of personnel management,
which allows you to clearly assess the difference in approaches to managing the competence of
employees.

Areas of employee Modern methods, techniques and

Traditional methods, techniques and

competence tools for competence
tools for competence management
management management
Methods: Methods:
—method of analysing HR - networking
documentation — Assessment Centre
—method of observation at the - psycho-graphology.
workplace Techniques:
— diagnostic survey method — online job interviews
—method of designing competence — the online interview technique
profiles — the web-assisted survey
—method of designing the reference technique
model for job positions Tools:
Techniques: — e-Recruiter

— technique of examining archival — e-interview questionnaires

P materials — e-reference models

Identification of . .
. — technique of observing an employee — system.zawodowcy.org
employee competencies . . -

while they perform their tasks — projective tests

— the interview technique
— the survey technique
—job interview
Tools:
- interview questionnaires
- competency questionnaires
— competency sheet
— reference models sheets
— Curriculum Vitae and cover letter
—job cards
— personality tests
— talent and skills tests
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Areas of employee

Traditional methods, techniques and

Modern methods, techniques and

competence tools for competence
tools for competence management
management management
Methods: Methods:
—180/270/360 degree methods — networking
— observation method — Assessment Centre
— work performance analysis method Tools:

Evaluation of employee
competencies

—method of observation of an
experienced employee’s behaviour at

work

— critical cases method
Techniques:

- ranking

— pair comparison technique

—normal distribution technique

— descriptive assessment

—behavioural interview

— working sessions with experts
Tools:

— competency tests,

— tests of knowledge and skills

— practical tests

— situational tests

— work analysis questionnaires

— exercise questionnaires

— e-interview questionnaires
— e-reference models

— system.zawodowcy.org

— simulation tests

Development of
employee competencies

Methods:
— problem lectures
— on-the-job training
—job substitutions
—job rotation
— case analysis
— taking part in training in a given scope
— participation in workshops
—natural social training
— self-improvement
Techniques:

— attempts at performing tasks
differently than before,
— group discussions
— consultations with the superior
— peer observation and feedback
— observation of actual or simulated
tasks
— work samples
— imitating people who succeeded in a
given area.

Tools:
— so-called “paper and pencil” test
— psychometric tests
— self-assessment questionnaires,
- competency profiles

Methods:
— networking
— Development Center
— Benchmarking
— Coaching
— Mentoring
— Blended learning
— implementation of team projects
— virtual teams
— e-learning with the use of
multimedia techniques
— spatial games
—role-playing with the use of IT
techniques,
— simulations with the use of IT
techniques,
— counselling,
— domestic and foreign study visits,
— information discussions, meetings,
exchange of views and experience
Techniques:
— videoconferences
— simulation exercises
— specialist instruction
Tools:
— e-reference models
— system.zawodowcy.org
— training programs

Tab. 2. Traditional and modern methods, techniques and tools for employee competence management [15].




81 Lesya Verbovska, Iryna Haliuk

The presented methods and tools for managing the competence of the organization can be used at all
stages of human resource management, combining them with modern technologies.

Competencies aimed at ensuring taking into account both a combination of “hard skills” that enable
an employee to perform his functions and “soft skills” that make the process of implementing hard skills
more effective. Such combination allows using the acquired knowledge to perform specific tasks in the
workplace in a particular professional activity. To date, the world practice has developed a large list of
methods used to develop skills and abilities, including: discussions, brainstorming, Oxford debates,
Case-study, business and role-playing games, workshops, communication and management training.
The stated methods significantly expand the educational opportunities of established forms of classes
(lectures, seminars) [16].

We can note that the development of professional competencies is possible only under certain
conditions. The components of continuous development of professional competence of the personnel of
the organizations for effective functioning of the personnel management system with its subsystems are
described below. S. Kis suggests to the management of enterprises to consider the following competence
components when carrying out changes [17]:

- tostimulate the innovative ability of the management and executive staff;

- to maintain the readiness of the company's staff for continuous training and self-development;

- to promote professional and psychological readiness of the company's staff for constant change;

- touse modern management technologies aimed at the formation of intellectual organizations;

- toimprove the leadership qualities of the management staff, to promote their readiness to create
effective teams;

- toincrease the degree of involvement of performers in management and ensure its career growth
based on the results of work.

V. Kolomiets [18] draws attention to the following competency factors in his work: the
competitiveness of staff in an enterprise, the dynamics and mechanism of change that affect the processes
taking place in an enterprise and beyond. This impact can be both positive and negative, respectively,
competitiveness can increase or decrease. The author also offers a classification of factors to ensure the
growth of competitiveness of personnel of an enterprise based on: nature of occurrence, level of influence.
According to the levels of influence, the factors of the internal and external environment are
distinguished. The staff cannot change the external environment of the company, but they must take it
into account in their activities. The internal environment depends directly on the staff; it is under its direct
influence and is its characteristics. By the nature of origin, organizational, innovative, social and
economic, cultural, social and psychological, demographic factors are distinguished.

The advantages of developing methods for the development of professional competence of the staff
allow fairly assessing the staff and creating a basis for planning their further training and development,
improving the management system of competence, introducing new methods of staff assessment (skills,
knowledge, personal characteristics, etc.) the organization can achieve a real advantage over competitors.

Among many tools for acquiring new and improving the existing competencies, the most commonly
used method of staff development is training and coaching.

In particular, coaching is considered to be a very effective method which due to the close contact
between the mentor and the trainee most effectively contributes to the individual improvement of
employee skills, through the interaction of a coach, i.e. a trainer and student.

To achieve the goals of the organization in staff development, in particular through a competent
approach, it is proposed to use the SMART method. This method allows the staff to disclose their
knowledge and skills to achieve goals and objectives through the coach. The SMART method, according
to experts, is quite effective because it allows you to improve personal contact of the coach with a person-
employee who has some experience and knowledge. SMART is a mnemonic abbreviation used in project
management, management, personal development, as a criterion for evaluating a task or a goal. The
resulting name SMART is derived from English words: Specific, Measurable, Attainable, Relevant, Time-
bound, in this case, the acquisition of those competencies required by the employee and the organization
where he works [19].
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According to this method, each of the participants of the training has the opportunity to check the
compliance of his goals and objectives through participation in the training which will testify to the
different levels of acquisition or improvement of competencies required for the employee.

It should be noted that the application of the SMART method in the acquisition of competencies
significantly expands the possibilities of short-term learning, through the use of the concept called
“lifelong learning” - "lifelong learning" [20].

In addition, such training can be carried out in various ways, in particular through:

- formal learning;

- non-formal learning;

- outside of institutional learning (informal learning) [21].

Thus, the above allows forming a model of the acquisition of competencies, which includes specific
ways of acquiring the necessary knowledge and skills for effective professional activity.

Thus, in modern conditions, the choice of a method of acquiring competencies involves the selection
of tools to increase the level of professionalism of employees and their contribution to the effective
functioning of the organization.

The advantages of using these methods of acquiring competencies by employees are not only the
ability to improve the competencies of the employee, but also to create the prerequisites for planning the
development of personnel of the organization as a whole.

4. CONCLUSIONS

Thus, in modern conditions the choice and application of methods of acquisition of competencies as
the main component of development of the personnel of an enterprise acquire importance. The
development of competencies is based on the creation of appropriate conditions for staff development.
The choice of the method of acquiring competencies allows you to choose those competencies and
methods of their acquisition that correspond to the individual characteristics of organizations. The
method of acquiring SMART competencies allows determining the competencies of the staff, to form the
need for the use of modern analytical and behavioral skills, by providing greater opportunities for
management skills and flexibility, dialectical thinking, the ability to make creative decisions in unusual
situations.

From my own experience, I think it is appropriate to offer a few more important characteristics that
play an important role in the process of change and are able to influence the process of change. These are
the characteristics that an employee must meet and which reflect his personal goals, stress, level of
experience and competence, reliability, intelligence, ability to influence, knowledge of technology
regarding the goals of their joint actions with effective and successful changes.

The main advantage of the proposed models of management of human resource behavior of an
organization is, in our opinion, the possibility to obtain and use for explanations the latest goals and
prospects of these actions, qualitative and quantitative analytical assessments and calculations of the
proposed changes, but also planning necessary actions for informed management. leader motivation,
integration and harmonization of goals and interests of the organization with optimization of the use of
its common intellectual resource potential, as well as development, adoption and implementation of
necessary management decisions regarding the implementation, monitoring and evaluation of the
change processes themselves and the results caused by them.

In today's conditions, the management of personnel development itself is one of the most important
factors of enterprise stability in the market, so it should be based on a harmonious combination of
personal, professional, social, moral and other human qualities. Improvement of which occurs under the
influence of continuous acquisition of new knowledge and professional experience that a person acquires
in the process of his life and the development of management skills.
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Bepboscpka Jecsa, Tlaaiok Ipuna. 3actocyBaHHs CydJacHMX iHCTPYMEHTIB PO3BUTKY AAd ITiABUIIEHHS
KOMIIETEHTHOCTI TtepcoHaay. JKypnar Ilpuxapnamcvicozo yrisepcumemy imeni Bacurs Cmeparuxa, 8 (3) (2021),
76-84.

B crarri oOrpyHTOBaHO OCHOBHI CKAaJOBi BAOCKOHAJEHH:S KOMIIETEHIIill IIepCoHaldy B yMOBax 3MiH.
BusnaueHo, 1o BpaxyBaHHA Ta moeAHaHH: 'TBepaux (hard skills)" i "M saxmx (soft skills)" HaBUIOK 403BOASIOTH
BUKOPUCTOBYBaTH HaOyTi 3HaHHS AAd BMKOHAHHS KOHKPETHNX 3aBAaHb Ha poOOYOMY MicCIi y IIeBHIi
npodeciiiHinn  gisapHocTi. IlpeacraBaeHo cydacHi Ta TpaAMIliliHi Mogeai, HpUIIOMHU Ta IHCTPYMEHTH
yIpaBAiHH: IepPCOHAAO0M, BiATIOBiAHO A0 SKMX MOXKHA YiTKO OLIIHMTU BigMiHHICTb Y MiAX0Aax 40 yIIpaBAiHH:
KOMIIETEHTHICTIO IpalliBHUKIB B yMOBax 3MiH. Ha ocHOBi aHa4i3y cBiTOBOI MPaKTUKI IOAAHO I1epeaiK MeTOAiB:
Auckycil, Mo3koBi aTtaku, okcpopaceki aebatm, Case — Study, 4ia0Bi i poaABOBiI irpm, HpaKTUKyMH,
KOMYHIKaIli/iHi Ta yIpaBAiHCBKI TpeHIHIM, sAKi 3acCTOCOBYIOTb AAs c])opMyBaHH;I YMiHb Ta HaBMYOK
HnpaniBHMKiB. JaHi MeToAM A03BOASIOTH PO3LIMPUTY OCBITHI MOXKAMBOCTI ycTadeHUX (PpOpM IIpOBeJeHH:
3aHATh (Aekuili, cemiHapis). IlokasaHO B3a€MO3B's30K HaOyTTA HOBUX Ta YAOCKOHAJA€HHS iCHYIOUMX
KOMIIETeHIIill PO3BUTKY IIepCOHAAy Ha OCHOBi TpeHYBaHHs Ta KOYUMHIY. 3allpOIIOHOBaHi MeToAu HaOyTT:
KOMIIETEHIII A03BOAAIOTH OOMpaTH Ti KOMIIETEHITil Ta MeTOAM ix HaOyTTs, SIKi Bi4IIOBiAaIOTh iHAMBIAYyaABHUM
0coOAMBOCTAM Opradizarin. JoseAeHo, 10 HaOyTTs KOMIIETEHIIiiI IIepCOHaAOM JO3BOASE BU3HAUUTU HOBI
KOMIIETEHTHOCTI y IpaliBHMKiB, cdopMyBaTu IIOTpeOdy y BMUKOPUCTaHHI Cy4acHUMX aHaAiTMYHMX Ta
IIOBEAIHKOBMX HAaBMYOK, Hajalouy OIiABII MOXXAMBOCTI A4Sl YHpPaBAIHCBKMX HaBMYOK Ta THYYKOCTI,
AlaZeKTMYHOTO MUC/AEHH:, 34aTHOCTI IPUIIMaTU TBOPUYi pillleHH:I y HE3BUYHUX cuTyaliax. O6IpyHTOBaHO, 1110
noeaHaaHs MeToldy SMART y HaOyTTi KOMIIETEHITiN 3HAUHO PO3IINPIOE MOXKXANBOCTI KOPOTKOTEPMiHOBOTO
HaBYaHH:, 3a paxyHOK 3acrocyBaHHs koHIennii "lifelong learning". IlpoanaaizoBaHo pi3Hi BM3HaueHH:
CYTHOCTi "KOMIIETEHIIisl", sIKe A03BOASIE 3pOOUTY aKIIEeHT, 110 IIpU BUOOpi pisHMX (pOpM HaBUaHH:, 30KpeMa,
TPeHIHTiB, pi3HUX BUAIB HaBYaHb HEOOXiAHO BMKOPUCTOBYBATI/3aCTOCOBYBAT! CY4acHI METOAM Ta METOAVKIL.
JoBeJeHO, IO HeBMide HEeBMKOPMUCTaHHS IIepCOHAAOM CBOIX 3HaHb, BMiHB, AOCBiJy Ta HaBMYOK, 4YacTo
HPUBOAUTH A0 3MEHIIIEHHs PUOYTKY Ta HeepeKTMBHOTO BUKOPYCTAHH IX IIOTEHIialy.

Karo4osi caosa: indpopmariiriai KoMIieTeHI1ii, 3MiHN, PO3BUTOK, IIepCOHA, YIIpaBAiHHs, OpraHisalfis.



