3. KosaveHko I. B. EKoHOMiYHa 6e3rneKa nionpuemcmaea: CymHicme ma mMexaHiam 3a6e3nevyeHHs | MOHOo2-
pagpia / Kozauerko I'. B., [oHomapwos B. I1., /lawerko O. M. — K.: /li6pa, 2003. — 280 c.
4. KupuveHko O.A. EkoHomiyHa 6e3neka cyb’ekmis 20crnodaprosaHHA 8 ymosax 27106a716HOI eKOHOMIYHOI
Kpusu (meopemuko-memodonoziyHuli acnekm) / O.A. Kupuuerko, M.M. feruceHko, B.C. Cidak, C.M. /lanmes ma
iH.: MmoHozpagia. — K.: IMB YHisepcumemy «KPOK», 2010. —412 c.
5. floHeyp /1. I. EKoHomiyHa 6e3neka nionpuemcmea : Hasy. nocib. / /1. I. oHeus, H. B. BaweHko. — K.:
Llenmp y460860i nimepamypu, 2008. — 240 c.
6. PopuHwypep — meduyuHckoe cmpaxosarue [EnekmpoHHuli pecypc]. — Pexcum docmyny: http://med-
insurance.com.ua.
7. Jlykesanuyk E. MeduuuHckoe cmpaxosarue 8 EC, uau Ha eKyc u usem mosapuuweli Hem / E. JlyKaHuyK
[EnekmponHuli pecypc]. — Pexcum docmyny: http://www.apteka.ua/article/116897.
8. ®opuHwypep — cmpaxosarue [EnekmporHuli pecypc]. — Pexcum docmyny: http://forinsurer.com.
9. 3akoH YkpaiHu «llpo cmpaxysaHHA»  [EnekmpoHHuli  pecypc]. — Pewum  docmyny:
http.//zakon3.rada.gov.ua/laws.
10. KoHcmumyuyia Ykpainu [EnekmpoHHuli pecypc]. — Pexcum docmyny: http://zakon3.rada.gov.ua/laws.
Crarra Haalimaa: 15.09.2015 p.
Penensenr: a.c.u., rorr. 'oposuit A A.

.y e
. -

YOK 331.108.45
JEL Classification: M 120
MENTORING AS AN EFFECTIVE METHOD OF PROFESSIONAL DEVELOPMENT AND
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Summary. Nowadays mentoring is a very important part of personnel adaptation in a company. It helps to
provide the enterprise with qualified and well-trained staff and to share the experience and corporative culture of
the enterprise. In future the use of mentoring will bring significant results such as high level of competitiveness, solid
team spirit, implementation of innovations and a new look at different complicated tasks. The article is devoted to
study mentoring processes in a company. The main objective of the article is to research the concept of mentoring,
to suggest different structures of mentoring and the features of this process in the company. It was proposed to
consider the necessity to integrate all the elements into a united system of mentoring and to structure approaches
to this instrument, depending on the scale and sphere of the enterprise. It was suggested to classify them into three
main categories: formal, informal and mixed. Despite the differences in the various structures of the mentoring
process the implementation is always accompanied by social-emotional, professional and personal development of
staff. Due to the multi-stage nature of mentoring implementation most of the companies experience difficulties that
can be avoided by providing a detailed analysis of business processes and informing staff about all aspects of a
mentoring program.

Keywords: mentoring, mentor, mentee, professional development, adaptation, personnel, staff.

MEHTOPUHI KAK 9®®EKTUBHbLIA METOL NPO®ECCUOHAIIBHOIO PA3BUTUA U
OBYYEHUA NEPCOHAIA
AHHa PeKyH, K.3.H., AouUeHT
AHHa babowwko
Japba bywna
XapbKOBCKMI HaLMOHaNnbHbI yHUBepcUTeT M. B.H. KapasuHa

AHHOmMayusa. B Hacmosuwjee spems MEHMOPUH2 - O4eHb 8AX(HAA YACMb a0anMayuu nepcoHana 8 Komna-
Huu. OH nomozaem obecrieyusame npeodnpuamMuUe KeanuguyupoBaHHLIM U XOPOWO0-06yYeHHbIM MepcoHanom u
paszodeansame onbim U KOpropamueHyto Kyaemypy npednpuamus. B 6ydywem{ ucnonb3zosaHue MeHmopuHaa npuHe-
cem cyujecmeeHHsle pe3ysemamel 8 8UOe 8bICOKO20 YPOBHA KOHKYpeHmMocnocobHocmu, meepdozo dyxa mosapu-
wecmsa, 8bIMosHeHUe HOBWECMS U HOB020 83271900 HA Pa3/uYHble CAoM(Hble 3a0ayu. Cmames noceauwleHa usy-
YeHUo Mpoyeccos MEHMOPUHaa 8 KOMMAHUU. [1a8HASA yesab cmambsu cocmoum 8 mom, Ymobbl uccaedosams Mo-
HAMUEe MeHMOPUH2d, NMPedaoH UMb PA3IUYHbIE CMPYKMYpPbl MEHMOPUH2a U 0COBEeHHOCMU 3moeo npouyecca 8
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KomnaHuu. C4yumasocs, Ymo nompebHocme 0b6veduHsem ece 3nemeHmsi 8 06eOUHEHHYO cucmemMy MeHmMopuHa2a
u cmpykmypupyem nooxo0sl K 3momy npoyeccy, 8 3asucumocmu om macwmaba u cgepol npednpuamus. boino
peodsoHeHo KAaccuguyuposame Ux Ha MpuU 2708HblEe KamMe20puu: hopMasbHblll, HeopuuuansHeil U cMewaHHs!
noodxodel. Hecmompsa Ha pasnu4us 8 passauvHsiX CMPYKmMypax meHmopuHa ecez20d Conposoxdaemcs coyuasabHo-
3MOYUOHATBbHBIM, NPOGECccCUOHAIbHBIM U AUYHBIM pa3sumuem nepcoHand. M3-3a MHO20CmyrneH4amoao Xxapakme-
pa mMeHmMopuHaa 60abWUHCMBO KoMIaHuUl ucrneimsisaem mpyoHOCMU Mpu e20 8HeOPEHUU, KOMOPbIX MOXCHO U3-
b6excams, obecrieyusaa 0emansHbili aHAAU3 0eslo8bIX npoueccos u coobwas nepcoHasay obo ecex acrnekmax npo-
2PaMMbI MEHMOPUHEA.

Kntouesble cn08a: MeHMoOpUH2, HACMABHUK, MeHmMop, npogeccuoHasas6Hoe pazsumue, a0anmayus, nep-
coHas, wmam.

Problem statement. Nowadays personnel is the main resource of an enterprise which
allows it to be competitive and operate successfully in the market. Today companies are par-
ticularly interested in attracting young professionals, who are characterized by innovative
thinking and a new look to overcome the existing problems of the economy. Considering the
significant difference between theoretical knowledge and business practice, managers are
often faced with the problem of personnel adaptation to the organization. A system of men-
toring can completely solve the problem.

Analysis of recent studies and publications. A great contribution to the study of men-
toring was made by Kathy Kram who provided mentoring in four phases: the acquaintance of
a young specialist with an experienced mentor, assessment of potential and exchange of ex-
perience; providing expert assistance; career growth and opportunity for the mentee to
stand on the same hierarchical position as the mentor; establish equal relationship. Re-
searchers K. Kram, D. Olien, S. Carroll, K. Dzhanantonio specify the concept of mentoring,
describe this process, provide a classification of a mentor’s functions. Similar researches
were done by Ukrainian scientists: O. Crushelnytska, U. Lisak, V. Savchenko, D. Melnychuk.

Outstanding elements of the general problem. Modern Ukrainian enterprises use only
separate elements of a mentoring system, and therefore they lose the benefits of an inte-
grated approach to this method of adaptation of personnel. It is proposed to consider the ne-
cessity to integrate all the elements into a united system of mentoring and to structure ap-
proaches to this instrument, depending on the scale and sphere of the enterprise.

Aims of the article. The main objective of the article is to research the concept of mentoring,
suggest different structures of mentoring and study the features of this process in a company.

Exposition of the basic research material. Mentoring has been widely used in the education
of young generations for many years. One of the most famous mentors in ancient times was Aris-
totle — the teacher of Alexander the Great. The idea of mentoring is reflected in Christianity. Tradi-
tionally, mentoring was used by craftsman, when an apprentice learned his duties with the help
and support of the master. The master revealed all aspects of his work to the newcomer. However,
this approach has significantly changed and today its role is more important.

Mentoring - it is a form of studying in the workplace with the main emphasis on a
practical aspect. Mentoring means that a more qualified and experienced employee shares
his knowledge and experience required for effective work. Consequently, mentoring is aimed
at developing human resources of the company [1].

The Oxford School of Coaching & Mentoring regards mentoring as a situation when a
mentor supports and encourages a mentee to manage their own learning in order to maxi-
mize their potential, develop their skills, improve their performance and become the person
they want to be [2].

Mentoring involves a formal or an informal partnership, where employees receive informa-
tion, advice and directions of how to work from experienced professionals. Usually it is provided in
organizations that have experience and tend to promote employee advancement.

The final goal of mentoring is the establishment of a young employee as a member of
the team who has the necessary competencies to perform tasks in an effective way and fol-
low the rules of discipline at the workplace.

The main tasks of mentoring are [3]:

— acquiring knowledge required for work by young staff, learning the best traditions
of corporate company culture;

— upbringing moral values such as discipline, thrift, honesty, professional responsibil-
ity for results at work, conscious and creative attitude to tasks;

— loyalty to the corporate values of the company;
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- development of ability to perform independently and efficiently.

Today a role of mentoring in the adaptation process is obvious. Companies use this
method more and more, because it allows them to prepare and to familiarize new staff with
the peculiarities of the organization, its corporate values, objectives and position in the mar-
ket. Such companies as «MTS Ukraine», «Coca-Cola Beverages Ukraine», «3M Ukraine»,
«KPMG in Ukraine» show a good example of the successful use of mentoring programs.

So, the programme «Mentoring» in «MTS» means an active form of employee training
in the workplace, when more experienced colleagues share their knowledge and professional
skills with others in an informal and friendly atmosphere. The programme allows «MTS» to
achieve several important goals [4]:

— the company provides opportunities to experts to share their knowledge with newcomers;

— participating in the program, a mentor develops their own know-how, adding their
unique knowledge to the company;

— through the active participation in the mentoring program the level of internal education
system has risen. The program helped to increase the overall level of job satisfaction to 94%.

For the «Coca-Cola Beverages Ukraine» company the mentoring concept is much wider than
just the transfer of knowledge from one employee to another using the model «Tell-Show-Dox». They
prefer to use the combination of different management styles — from the directive (clear instructions)
to coaching (opening potential and strengths of the employees). The company has the golden rule
«I'm developing by training others». Realizing that, the employees are open to mentoring, they un-
derstand that it is all for their own development and it leads them to the next level [4].

The mentoring program of «3M Ukraine» is a global initiative, which is open to all em-
ployees, no matter in which country they work. The global scale of this program allows the
company to expand its network of international contacts between employees, share experi-
ence, solutions and ideas that have been implemented in different countries [4].

Fig. 1 shows the process of mentoring for new employees in the company, which in-
cludes three stages of development. Social-emotional development involves the formation of
a beginner in the existing team, rapport with peers, improvement of skills to avoid labour
disputes and conflicts, creation of a comfortable working atmosphere. Professional develop-
ment means mastering all aspects of the profession. Identity development should be focused
on the employee as a personality with their own initiative, who has independent views on the
existing problems in the organization and is ready to take responsibility for decisions made.

Social-emotional Positive out-
development comes

(team integrity,
professional

Cognitive devel- knowledge and
opment skills, under-

standing com-
pany’s mission)

Identity development

Mentoring

relationship

Personal experience, character, social relations, professional level

Figure 1 - Mentoring model for new employees in a company
* Developed on the basis of [5],[6]

Considering the distinctive features of business processes in each company, ap-
proaches to mentoring are also different. There are informal, mixed and formal mentoring
structures. The informal structure is used by small businesses, which employ not many peo-
ple and do not have big financial resources for budgeting mentoring. In such organizations
new employees pose questions to more experienced workers in an informal way. This type of
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communication is not regulated by top management. The formal structure is used by large
enterprises, which have a big turnover. Therefore, for the successful operation of the enter-
prise it is important to train new specialists on the special features of the organization. Most
modern Ukrainian companies prefer a mixed structure of mentoring, as it does not require

significant financing and at the same time can derive benefits from mentoring.

Table 1 - Comparative characteristics of mentoring structures

Ne Characteristic Informal structure Mixed structure Formal structure
_ _ Experienced em- When the need arises Each employee has
1 Relationship ployees take the employee chooses a
LA a mentor
initiative mentor
A mentor coordi-
2 Coordination There is no need A part-time mentor nates a mentee
for coordination coordination during the day with
all issues
Informal communi- . Formal consulta-
; X Meetings holds only . . .
4 Mentoring ap- cation about the according to desire tions with mentor in

proach

problem and ques-
tions

and need of mentee

all matters that re-
quire coordination

5 | Degree of training

The coach chooses
the style of mentor-
ing, based on his ex-
perience and desire

This method provides
short mentoring train-

ing

Training is carried
by a clearly defined
long-term program

6 Budget

The budget does
not provide

The budget takes into
account costs for or-
ganization the pro-
gram and payments
for mentors

The budget takes
into account costs
for training mentors
and payments for
mentors

*Developed on the basis of [7]

Before the development and implementation of a mentoring system in an enterprise,
the HR manager should ensure that the main components of mentoring meet the objectives
of the organization. These basic elements include:

1. Support from top management that allows the HR manager to promote this policy
in the organization and to form a budget for its implementation.

2. Development of a mentoring programme that includes planning the number of
mentors, their level of training and experience, position, promotion, special training and edu-
cation.

3. Spreading information about the main idea of mentoring and the purposes for its
use in the organization. The HR manager should encourage every employee to participate in
the mentoring program on their own initiative, providing the ability to opt in or out.

4. Providing the mentor’s preparation to the selected program. A mentor should
clearly understand the company's goals, basic principles and features.

When the company starts the mentoring program in the workplace it might be better
to think about the set of people, who should be part of your mentoring team. There are five
main types of mentors: the coach, the star, the connector, the librarian, the teammate.

The coach doesn’t solve problems for the mentee. The main role of the coach is to ask
mentees questions to help them dig through what might be causing those problems. A good
coach can also suggest perspectives on a problem a newcomer hasn’t thought about. The
star is a type of mentor who has reached significant achievements in his career. It's impor-
tant to get to know how he operates, what he thinks about, how he prepares for big events.
The personnel shouldn’'t copy his way to success but it's necessary to watch what he does
and how he engages with other people. The connector is a person who has their own list of
contacts and will help your employees to meet new people in business. The librarian knows
all about resources in your organization and how they operate. It's helpful to have the
teammate who understands staff problems and who can listen to what happens. It should be
an optimistic person who will raise the team energy [8].
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The star

The coach -~ - The librarian

Team of mentors

e T~

The teammate The connector

Figure 2 - Main types of mentors in a team of a company
*Developed on the basis of [8]

The final stage of the HR manager’s activity is to develop a mentoring program, which
should be comprehensive, affect all spheres of life, use different techniques of training, have
effective terms, establish positive relationships, be relevant in a cultural environment, includ-
ing the evaluation system of results.

The implementation of mentoring in a company is a difficult, complex, long-term
process that requires stages of planning, communication, training, and budgeting. Significant
benefits of mentoring are reducing the time required to adapt the new employee; providing a
company with well trained personnel; increasing the work ethics of personnel, team spirit;
formation of staff reserve and the possibility of human development; reducing turnover and
saving time and money on training new employees.

Thanks to the above a mentee receives help and support from a mentor; acquires ex-
perience; comprehensively gets to know the organization; develops interpersonal skills and
increases their professional level. The advantages for the mentor are the enhancement of
their authority and status in the team; participation in the development of the team; realiza-
tion of their own potential and financial gain [9].

These benefits encourage managers to use mentoring in business, but the process is
accompanied by certain difficulties. The first and main obstacle is the lack of interest of men-
tors and mentees in the program and psychological unavailability of mentor.

All these problems can be solved by developing a comprehensive system of incen-
tives for mentors, that will regulate all tangible and intangible benefits of their participation
in training and supporting the beginner. It is also important to use an integrated approach in
the implementation of a mentoring system that means detailed analysis of a company, iden-
tification of problems in HR management, preparation of all documents that regulate the
overall process of mentoring.

The mentoring program will be effective if all mentors in the company have the desire
to help, are motivated to continue developing and growing, have confidence and an assured
manner, have the ability to critique and challenge mentees in a way that's non-threatening,
ask the right questions, listen actively and provide feedback [10].

Conclusion. This article throws light on the essence of mentoring as a basic element of per-
sonnel adaptation in a company. Domestic enterprises are turning to a system of mentoring more
often, but each one creates its own structure of mentoring which depends on the scale and sphere
of business activity. It was suggested to classify them into three main categories: formal, informal
and mixed. Despite the differences in the various structures of the mentoring process the imple-
mentation is always accompanied by social-emotional, professional and personal development of
staff. Due to the multi-stage of mentoring implementation most companies experience difficulties
that can be avoided by providing a detailed analysis of business processes, information of all as-
pects of the mentoring program and motivation system.
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HAMPAMM O1ANBHOCTI OPTAHI3ALIIA HEKOMEPLIMHOMO CEKTOPY EKOHOMIKW Y
3ABE3MEYEHHI NIOACbKOMY PO3BUTKY
Cnmnska O.A., K.e.H.
TepHoninbcbkuit iHcTUTYT MPAT «BH3 «MixperioHanbHa akagemia ynpaBaiHHA NepcoHaNomM»

AHOomauyis. Y cmammi po32nsHymo oCHO8HIi acriekmu 0idasbHocmi op2aHi3ayiti HekomepuiliHo2zo cekmopy
eKOHOMIKU y 3a6e3neyeHHi Mo0CbKo2o po3sumKy. Pesysemamu 00cnidxeHHA 0mpuMaHi Ha 0CHO8i aHani3y docsi-
Oy dianbHocmi HenpubymKosux op2aHi3ayili 8 YkpaiHi ma cgimi. Po32asHymi acrnekmu 0CHOBHUX HAMPAMKI8 0ifsb-
Hocmi opzaHizayili HekomepuiliHoeo cekmopy y 3abe3neyeHHi 1I0OCbK020 PO38UMKY HE OMPUMAsU WUPOKO20 8U-
84YeHHsA. [Ipedmemom 00CniOHeHHA € COyianbHO-eKOHOMIYHA BifinbHicMme Heripubymekosux opeaHizayili y cycninsce-
mei wodo nidmpumku ideli 110OCbKO20 po38UMKY ma hopmysaHHsA 3acobis ix 3abesneyeHHs. Memoto cmammi €
aHani3 disnbHocMi opaaHizauili HekomepuyiliHo20 cekmopy eKoHOMIKU y 3abe3neyeHHi 1l0cbKo20 po3sumky. Me-
MoOuYHUMU 3acadamu 00cniOnceHHa € cucmemHul nioxio 00 BUBYEHHS, Y3a2aabHEeHHA Ma aHAMI3Y CYYACHUX Hay-
Kosux nidxodie 00 8U3HAYEHHA HAMPAMI8 0ifAbHOCMI HEeKoMepUiliHo20 ceKmopy eKoOHOMIKU y 3abe3neYeHHi 1100ce-
K020 po3sumKy. [lns niomeepoxceHHA meopemuyHO20 Mamepiany 8UKOPUCMAHHI cmamucmuyHi 0aHi. 3abe3ne-
YeHHA Mmemu f1I0OCbKO20 PO3BUMKY MOMCAUBE 30 yMo8U criisnpaui ma supobneHHsa crinbHux 0iti nadu, 6isHecy ma
epomadcerkocmi. Y yili cucmemi ocobnuse micye 3atimaromes HernpubymKosi opaaHizauii, AKi yceidoM0YU C80HO
MiCito y cycninecmsi marome Moxcaugicme 3abe3neqyumu 3pOCMAHHA 1I0OC6K020 omeHryiany KpaiHu. B npoueci
docnidnceHHA 3’Ac08aHO, WO Henpubymkosi opeaHizayii 8nausaome Ha AOCbKUL PO3BUMOK, a came HA MpuU 8u-
Mipu, AKi 8i006paxdaome Ka0408i Moxausocmi'y 3ab6e3neyeHHi AO0CbKO20 po38UMKY: npoxumu dosze i 30opose
wumms (sumip 0oseonimms); Habymu, po3wuptosamu (i OHOB/08AMU 3HAHHA (8UMip ocsiYeHocmi); mamu doc-
myn 0o 3acobie icHysaHHsA, ujo 3ab6e3neqyyrome 2i0HUl pieeHb umms (8umip — MmamepianbHUl pieeHb Humms).
3dilicHeHuli aHani3 OCHOBHUX HaNpamis JifabHOCMI op2aHi3auili HeKomepyiliHo20 ceKmopy eKOHOMIKU OQE MOMCAU-
8icmb cmeepodxysamu, WO 80HU 8MAUBAIOMb HA YMOBU i xapakmep hopMy8aHHs M0OCbKO20 MomeHuyiany Yepes
hiHaHCYBAHHA 2yMaHimapHUx sumpam, popmy8aHHSA iHGhopMauiliHOI iIHhpacmpykmypu ma akmusizayito pozsum-
Ky couianbHoi cghepu mouwio.

Knrouosi cnoea: n100cobKuli po38umok, no0coKuli momeHyiasn, KOHYenuia 1l00cbKo20 PO38UMKY, HeKomep-
uiliHuli cekmop eKoHoMiKu, OifiabHiICMb HerpubymKosux opaaHizayid.
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