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PROFESSIONAL DEVELOPMENT OF STAFF
IN THE CONTEXT OF CORPORATE TRAINING

Summary. The article presents the analysis of features of personnel professional development in
the context of corporate education. The need to improve the system of corporate education as a basis
for improving the efficiency and quality of professional development of staff is substantiated. The article
analyses domestic (O. Banit, O. Kiryanova, G. Nosulich, A. Volkovska etc.) and foreign (A. Cahir-O'Donnell,
T N. Garavan, D. McGregor, E. Hicks, S. Hogan, R. Senge etc.) scientific and pedagogical literature on
the study of the essence and content of the concept of “‘corporate training” in the broad and narrow meanings,
and relevant examples are provided. The key principles of the corporate culture of a “learning organisation”
(systemic thinking, common vision, team learning, personal mastery, cognitive models) are outlined. It is
determined that corporate education implements a number of functions represented by three levels — subjects
of corporate training; organisations for which corporate education is an instrument of organisational change
and innovation, society. The article defines the concept of “corporate education” as a process of interaction
between those who teach and those who learn, organised in the interests of the organisation and its
employees, which is carried out both within the organisation and outside it, aimed at solving educational tasks
and ensuring professional development of personnel. The essential characteristics of corporate education
are considered, the role of personal potential of staff in corporate training is emphasised. At the same time,
attention is drawn to the factors that determine the possibilities of improving the quality of staff’s professional
development in the corporate education system. A number of tasks facing corporate education in the context
of enhancing the effectiveness of staff’s professional development are considered. It is concluded that
today there is no common vision among scholars of the essence of the concept of “‘corporate education”,
which is interpreted by the authors as a means of achieving the mission of the organisation, increasing its
competitiveness, the highest degree of implementation of the staff’s professional development principle
in the transition to a “learning organisation”, within which a learning culture is introduced, which uses
the potential of employee development and acts as a competitive advantage of the company. It is emphasised
that the purpose of corporate training is to improve the professional level of staff in order to increase their
contribution to achieving maximum efficiency of the organisation.

Key words: corporate training, staff, professional development, principles of corporate training,
corporate educational programme.
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NMPOP®PECIMHUM PO3BUTOK HIEPCOHAJY
Y KOHTEKCTI KOPIIOPATUBHOTI'O HABYAHHS

Anomauia. Y cmammi npedocmasneno ananiz ocobausocmi npogecitino2o po3eumky nepconany
8 ymosax kopnopamuenoi ocgimu. QOTpyHmosano nompedy yOOCKOHANEeHHs CUCTeMU KOPHOpamue-
HO20 HABYAHHSL, SIK OCHOBU 011 NIOSUUEeHHS e(heKMUBHOCII Ma AKOCHI NPOGecilino2o po36UMKY nep-
conany. Ilpoananizoeano eimuususany (O. banim, A. Bonakoscvka, O. Kup sinosa, I Hocyniu ma in.)
ma 3apyoidcny (A. Cahir-O’Donnell, T. N. Garavan, E. Hicks, C. Hogan D. McGregor, P. Senge ma in.)
HAYKOB0-Ne0a202iuny 1imepamypy, NPpUceadeny 00CII0HNCeHHIO CYMHOCI Ma 3MICIY NOHAMMSL «KOp-
nopamueHe HAGUAHHSY Y WUPOKOMY MA 8)3bKOMY 3HAUEHHSX, HA8eOeHO 8i0n08ioni npukiaou. Okpec-
JIEHO KJIIOY08i NPUHYUNU KOPNOPAMUBHOT KYIbMYPU «Op2anizayii, wo HA8YAEMbCA» (CUCTNEMHO20
MUCTIeHHS, 3A2AbHO20 DAUeHHs, KOMAHOHO20 HABUAHHS, 0COOUCMOI MALlCMEePHOCMI, KOSHIMUBHUX
mooenetr). O3naueno, wo KOpnopamueHe Ha8YaHHs peanizo8ye Yiny HU3Ky QyHKyii, uwjo npeocmasie-
HI MpboMa PiGHAMU — CYO €EKMU KOPNOPAMUBHO20 HABYAHHA, OP2aHi3ayii, 015 AKUX KOPHOpAmMueHe
HABYAHHS € IHCMPYMEHMOM OP2AHI3AYIUHUX 3MIH Ma IHHO8AYIU, CYCNIIbLCME0. Busnaueno nonammsi
«KOpnopamueHe HaA8UAHHA» K OP2AHI308AH020 6 THmMepecax opeaHizayii ma ii cnispobdimHUKie npo-
yecy 83aeMO0ii Mux Xmo HAGYAE | MUX XMo HABYAEMbCS, WO 30IUCHIOEMbCA K 8 CepeOUti OpeaHi-
3ayii, max i no3a Her, CNPAMOBAHO20 HA BUPIULEHHS HABYANbHUX 3A60aHb | 3a0e3nedenHs npoghe-
CillHO20 pO36UMKY nepcouany. Pozensanymo cymuicui xapaxmepucmuku KopnopamueHo20 HAGUAHHA,
niOKpecieHo polb 0COOUCMICHO20 NOMEHYIATY NePCOHATY 8 KOPROPAMUBHOMY HaeduaHHi. IIpu ybomy
V8a2y 36epHEHO HA PO3210 PAKMOpIs, Wo GU3HAYAIOMb MONCIUBOCIT NIOBUL eHHS AKOCII npogeciti-
HO20 pO3BUMK) NEPCOHATY 8 CUCMeMI KOPNOpamueHo20 HaguanHs. Posenanymo nusky 3aedams, ujo
cmosamyv nepeo KOpnopamueHUM HAGYAHHAM 8 KOHMEKCMI NOCULeHHA epeKmusHocmi npogecilino2o
PO36UMKY NEPCOHANY. 3poONIeHO BUCHOBOK NPO me, WO CbO20OHI ceped HAYKOBYI8 GIOCYMHE €O0UHe
bauenHs cymHoCmi NOHAMMS «KOPROPAMUBHE HABUAHHA», WO MPAKMYEMbC ABMOPAMU K 3ACi0O
0ocseHeH s Micii opeanizayii, niosuwyeHHs ii KOHKYPeHmMOCnPOMONICHOCIIE, HAUBUWULL CIYNIHb 8NPO-
8A0IHCEHHS NPUHYUNY NPODECiliHO20 PO3GUMK) NEPCOHANY NONAAE 8 Nepexodi 00 «op2anizayii, ujo
HABUAEMbCAY, 8 MENCAX K0T BNPOBAONCYEMBCA KYIbMYPA HAGUAHHS, WO 3A0II0€ NOMEHYIAN PO36U-
MKy CRIBPOOIMHUKIE | BUCMYNAE KOHKYPEHMHOW nepesazolo Komnawii. Iliokpecneno, wo npusna-
YeHHs1 KOPNoOpaAmueHo20 HABUAHHA NOJIA2AE ) NIO8ULEeHHI NPOQeCiliHo20 PIBHs NePCOHATY 3 MENOI0
30LMbUWEHHS 11020 8KIAOY Y 00CACHEHHS MAKCUMAILHOL egheKmusHocmi OisibHOCMI Op2anizayii.

Knrouoei cnoea: kopnopamusHe Haguanus, nepcoHa, npogheciunuli po3sumox, NPUHYUnU Kopno-
PpamueHo20 Ha84aHHA, KOPNOPAMUBHA OCEIMHA NPOCPAMA.
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Introduction. The rapid development of mod-
ern science, the expansion of computerization
process in all spheres of human activity, the rapid
rate of outmodedness of knowledge and technol-
ogies, and with them the competences acquired in
the process of higher professional education have
led to the wide spread of corporate education and
training, the expansion of the innovative compo-
nent of the process of retraining and staff’s pro-
fessional development. At the same time, person-
nel training for modern corporations is one of the
tools for increasing labour efficiency and compet-
itiveness. Corporate education and training con-
tribute to the development of human potential —
the driving force of the modern knowledge-based
economy. That is why the costs for training and
professional development of employees today
represent long-term investments in the human
capital of organizations. In this regard, the costs
of corporate training in progressive companies
are on the second place after salary costs, and in
the world’s leading corporations up to ten percent
of working time is devoted to improving the pro-
fessional level of the staff. In the conditions of
constant aspiration of organizations to master a
competitive advantage, new methods are devel-
oped, tools for effective organization of employee
training are improved, which ensures the special
topicality of the problem of researching the ped-
agogical aspects of staff’s professional develop-
ment in the context of corporate education.

Analysis of recent publications proves the
deep attention of modern foreign and domestic
researchers to the problems of corporate education.
In particular, among foreign scientists who consider
corporate education in the context of systematic
organization of development and training in organ-
izations (B. Bell, D. Bourantas, A. D. M. Clarke,
R. Dipboye, E. Galanaki, T. N. Garavan, R. R. Hac-
coun, C. Hogan, S. Kozlowski, R. A. Noe, L. Ryan,
A. M. Saks etc.). Among the authors who research
corporate training from the point of view of the
connection between training and the professional
environment there are A. Fuller, W. J. Orlikowski,
T. Tikkanen, L. Unwin etc. The problem of corpo-
rate education and training development became the
subject of study of N. Chhinzer, G. Dessler, B. Fish-
er-Yoshida, K. D. Geller, G. P. Latham, L. Nadler,
I. C. Wasserman, K. N. Wexley etc. M. D. Allen,
R. Ashcroft, J. C. Meister, D. H. Treichler, etc. jus-
tify in their works the organization of a corporate
university as an important form of corporate edu-
cation.

In the context of our research, the problems
studied by domestic scientists are interesting,

namely: the study of the peculiarities of corporate
training in the field of professional education and
adult education (O. Anishchenko, O. Dubaseniuk,
M. Kozak, O. Ogienko, O. Kharchyshina, etc.);
outlining the features of corporate education in
the conditions of continuous education and life-
long learning (L. Lavrynenko, L. Lukyanova,
N. Mukan, N. Nychkalo, V. Savchenko, etc.); the
analysis of prospects for training and develop-
ment of personnel in modern Ukrainian realities
(O. Banit, O. Grishnova, I. Zhuk, M. Kryvolap-
chuk, I. Likarchuk, T. Petrova, etc.); various aspects
of corporate university functioning (S. Kurbatov,
I. Lytovchenko, I. Shumylo, etc.).

However, despite the wide range of achieve-
ments of foreign and domestic researchers work-
ing on various areas of development of corpo-
rate education implementation, the problem of
considering staff’s professional development in
the context of corporate education until recently
required sufficient scientific justification.

The purpose of the article is to analyse the
features of personnel professional development
in the context of corporate education. The pur-
pose is specified in the following tasks: to ana-
lyse the scientific and pedagogical literature ded-
icated to the study of the essence and content of
the concept of “corporate training”; to determine
the characteristic features, factors affecting the
quality of professional development of personnel
in the system of corporate education.

Presentation of the main material. Today, the
task of developing and improving the corporate train-
ing system, as a basis for increasing the efficiency
and quality of staff’s professional development, is
becoming extremely topical. It is worth mentioning
that the theoretical foundations of corporate training
are based on D. McGregor’s concept of models of a
person’s attitude to work (McGregor, 1960), devel-
oped in the works of A. Maslow (1943); the theory
of organizational development, which became the
basis for the concepts of organizational learning
and learning systems (Schon, 1987), developed in
the late 1970s and since the 1990s developed in the
theory of the “learning organization” (Watkins, &
Marsick, 1992).

In particular, according to R. Senge (1990),
“the one that learns” may be called the organiza-
tion that creates conditions for training and pro-
fessional development of all personnel and is in
the process of constant self-improvement. At the
same time, the author is convinced that learning
organization involves the implementation of five
key principles that must be deeply rooted in the
corporate culture of the organization (see Fig. 1).
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At the current stage, a wide palette of vari-
ous forms and methods of corporate training, as
well as a number of scientific approaches to its
study, have been developed. Currently, research
in the field of corporate training is carried out in
the context of a number of scientific areas — in
Pedagogy, Psychology, Management, Sociology,
etc. At the same time, corporate training is also
studied in the sphere of functioning of various
organizations, such as small firms, private com-
panies, state institutions, industrial, commercial
or educational organizations. All this led to the
lack of a unanimous position among researchers
regarding the definition of the concept of “corpo-
rate learning”.

At the same time, a review of the scientific
literature devoted to the problems of the stud-
ied concept proves that today the authors in their
works simultaneously use such terms as “cor-
porate training”, “staff training”, “professional
training”, “training and retraining of personnel”,
“industrial training”, etc., which are given a syn-
onymous meaning. In our opinion, the non-iden-
tity of the above-mentioned terms is ensured by
the fact that, firstly, they operate with different
terminology, which reveals the content of train-
ing and subjects of training (staff, employees,
workers, etc.); secondly, they provide for dif-
ferent learning goals; thirdly, consider corporate
learning implemented in various contexts.

In particular, in a broad sense, corporate train-
ing covers a number of organizations that are

united in a single corporation, adhere to the same
rules, standards of activity, a single corporate cul-
ture (that is why personnel training involves a sin-
gle program, but each organization has the oppor-
tunity to bring something authentic to the process
of corporate training). At the same time, corporate
training is also interpreted as sectoral training,
which allows the entire workforce to respond flex-
ibly to the modernization of production.

A. Cahir-O'Donnell, T. N. Garavan, S. Hogan
(Garavan et al., 2012) are convinced that cor-
porate learning is “not only about knowledge,
but also about skills, ideas, beliefs, values, per-
sonal attitudes, habits, feelings, wisdom, com-
mon understanding and self-awareness” (p. 18).
Instead, R. Bagg, E. Hicks, etc. understand learn-
ing in the working environment as “a process dur-
ing which people, performing their professional
tasks and roles, master knowledge, develop abil-
ities, skills and visions that increase personal and
organizational effectiveness” (Hicks et al., 2007).

Domestic researchers A. Volkovska and
O. Kyryanova define corporate training as “a set
of educational activities of the organization, with
the help of which qualified retraining of employ-
ees takes place, which leads to an increase in
the overall productivity of the organization”
(Kup’stHoBa, & Bonkosebka, 2017). At the same
time, as the most important advantage of the cor-
porate education system, the authors consider
the fact that the training of many employees is
organized at the same time, the entire team or a

The principle of systemic thinking

(awareness of regularities and cause-and-effect relationships in the

_|structure of the company's activity; understanding of the organization's

strategy and the tasks for its implementation; the interest of the staff in

the individual involvement of the necessary resources, knowledge and
skills in the interests of the systemic process)

The principle of general vision

| (effective interaction and coordination of both individual and group
efforts of personnel)

The principle of team training

| (effective cooperation, exchange of knowledge, mutual support and
complementarity within teams)

Principles of "'learning organisation"
activity
|

The principle of personal mastery
(continuous improvement of individual qualifications)

The principle of cognitive models
(creating cognitive space for changes)

Fig. 1. Principles of “learning organization” activity
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significant part of it participates in the training,
which in turn saves material and time resources
of the organization, ensures its development. We
consider the arguments of H. Nosulich (2018),
who in her research emphasizes that corporate
training is primarily aimed at the development
of personnel competencies, since “the training of
employees in organizations, companies comple-
ments the knowledge acquired in a higher educa-
tional institution and provides the ability to adapt
to production needs, to perform special functions
necessary for the company’s activities” (p. 156).

In our research, we understand the concept of
“corporate learning” as a process of interaction
between those who teach and those who learn,
organized in the interests of the organization and
its employees, which is carried out both inside
the organization and outside it, aimed at solving
educational tasks and ensuring the professional
development of staff. Thus, corporate training
implements a number of functions related to both
the subjects of training and a specific organiza-
tion, society as a whole.

That is why these functions are divided into
three main groups, clustered according to three
levels. The first level is presented by the subjects
of corporate training, for whom it acts as a guar-
antee of job retention, revealing abilities, a means
of achieving professional development and
career growth, expanding social ties, developing
creative activity and increasing self-esteem. The
second level is represented by the organization
itself, for which corporate training is a tool for
organizational changes and innovations, replen-
ishment of the workforce, elimination of the gap
between the existing competencies of the person-
nel and modern qualification requirements for the
positions necessary for the development of inno-
vative and anticipatory progress of the organiza-
tion. The third level presented with society, for
which corporate training creates conditions for
improving labour potential.

Considering the problem of using innovative
technologies in the system of corporate personnel
training, O. Banit (2014) defines the characteristic
features of corporate training: “the members of the
organization are involved in the corporate training
system, which affects its competitiveness; corpo-
rate training is anticipatory in relation to structural
changes and renewal; corporate training is moti-
vating and aimed at forming the need to acquire
new knowledge, skills, abilities, to realize the need
for self-development and self-realization, since
the acquired new skills and knowledge provide
staff with additional opportunities for professional

development both within the organization and out-
side it; corporate training is continuous both in the
acquisition of knowledge, skills and abilities, and
in social and cultural development; the corporate
training system is flexible and mobile, able to adapt
to constant changes; the purpose of corporate train-
ing is the effective transfer of knowledge, which
involves their maximum application in real pro-
duction situations and is expressed in a change in
the behaviour of staff, the quality of their activities;
corporate learning is innovative or creative” (p. 95).

In addition to the above mentioned, the essen-
tial characteristics of corporate training should
include targeting and purposefulness (focusing
on the organization’s employees), expediency
(mastering the competencies required by the
company), systematicity, integrity, and involve-
ment in the management system of the organiza-
tion that is the initiator of the training.

We are convinced that in the methodological
principles of creating corporate educational pro-
grams, it is significant to take into account the nec-
essary dynamics of the professional development
of the organization’s staff, the real pace of devel-
opment, and the necessary resources for organiz-
ing work. These programs are created taking into
account the interests of the business as a whole,
the interests of individual departments, organiza-
tions and employees themselves, since training
and development of personnel is a vital tool for
their motivation. If previously during the evalua-
tion of an employee, the degree of his qualification
(technological knowledge and skills within a cer-
tain specialty) was taken into account, today we
are talking about competence as the ability to solve
problems that arise in the production process, and
not only technological ones. At the same time, in
recent years, the role of personal potential in edu-
cation has been increasing, which, in our opin-
ion, is connected with some factors: professional
development takes place in the conditions of the
absence of a monopoly on information and access
to electronic types of communication; the scope of
the person’s choice of professional development
ways is expanding; the variety of individualized,
including alternative forms of training, active
learning methods (business games and business
simulations, master classes, brainstorming, experi-
enced learning, behavioural modelling, coaching,
etc.) is increasing.

In our opinion, the possibilities of improving
the quality of professional development of per-
sonnel in the corporate training system are deter-
mined by such factors as: implementation of own
training programs that correspond to the interests
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of the company and are focused on the main pro-
duction groups of employees; strategic and calen-
dar planning of the training process in corpo-
rate training centres taking into account the real
need for personnel with appropriate qualifica-
tions, considering production circumstances and
its prospects; use of qualified employees of the
organization as teachers; the possibility of using
closed (official) information and documentation
in the educational process; the possibility of qual-
ity control of corporate training by the interested
units and personally by the heads of the organiza-
tion; creation of training and teaching-methodical
tools taking into account special requirements,
standards, conditions of use in corporate training;
the necessary level of professional training of the
main contingent of listeners; use of real produc-
tion and technological equipment of the organi-
zation.

It 1s worth mentioning that for the purpose
of professional development of personnel, cor-
porate training is designed to solve a number
of tasks, such as: creation of conditions for the
development of a creative, independent, socially
responsible individual with high professional
competence; cultivation of diversity as a basis
for the development of intellectual and cultural
potential; integration of educational and cultural
components, organic combination of training
and research; development of a creative environ-
ment, support of individualized forms of training,
development of self-education and self-educa-
tion; expansion of the temporal and spatial con-
texts of educational programs due to information

technologies, familiarization with current direc-
tions of science and practice, key figures of
global scientific research in the field of the prob-
lems being taught; creation of an environment
that stimulates staff to take an active life position
with regard to a constructive attitude towards
themselves, real professional life, realization of
personal and creative potential.

Conclusions. The analysis of features of per-
sonnel professional development in the context
of corporate training makes it possible to state
that: today, among scientists, there is no unified
vision of the essence of the concept of “corporate
training”, which is interpreted by the authors as
a means of achieving the organization’s mission,
increasing its competitiveness, the effectiveness
of personnel quality management, and solving
strategic and operational problems of organiza-
tions, etc.; the highest degree of implementation
of the principle of personnel professional devel-
opment consists in the transition to a “learning
organization”, within which a culture of learning
1s developing, which emphasises the significance
of employees’ potential and acts as a competitive
advantage of the company. The purpose of corpo-
rate training is to increase the professional level
of personnel in order to increase their contribu-
tion to achieving the maximum efficiency of the
organization’s activities.

We consider the clarification of the peculiari-
ties of the mutual influence of corporate culture
and training and professional development of the
personnel of modern business organizations as
prospects for further investigations.
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