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The present article analyzes the development aipplying of short-term development tools; choosthg
personal and professional skills of managers whdopsm  most suitable development program; defining the rof
managing function in contemporary organizations.direct supervisor in the development process; appu
Research shows that it is necessary to develop gesisla mentors for the employees involved in self-devedopm
skills using a set of different methods and tobisthe career planning.
course of time, a number of models for manageisskil Implementation of the holistic model of managers'
development that recommend the potential ways Her t skills development process showed that this agitbes
implementation of these processes have been created  positive impact on the results of this process.

One of these models is the training cycle propdsed In order to survive in constantly changing society,
Kolb (1992) encompassing four stages: actions,kihjy  people must learn a lot on their own; most oftes ielated
understanding, and checking. Another model — the onto competence training seminars, re-qualificatioairting,
made by Byham, Smith, and Pease (2002) - is based maintenance of professional competence level, deneint
application of group training method. It is carriemlit in  of personal and professional skills.
five stages: 1) formation of a group of employe®k,

defining training abilities of the employees, 3)king  Keywords: manager, manager’s skill, skill development,

recommendations for the development, 4) |mp|en’@mlﬂ deve'opment modeL personne| deve'opment'
program, 5) defining directions for new improvensent development process.

Probably, the most widely applied and used model is

Statt's(2000) sequence of development processénrirde Introduction

demand for development, formulating the goals, dlimgp

the content, choosing the methods, evaluating ¢selts. The problem. All administrative levels in nowadays

The most modern model is Whetten and Cameron‘j2000rganizations, need talented, well prepared topagers
five-step model applying social science theorys based and this need is constantly increasing and thectffeness
on the following steps: assessment of a skill, lidpweent  of management becomes one of the most crucial tonsli
of the skill, analysis of the skill, testing thélsk practice, for organization‘’s success. This is related to ousi
using the skill in practical performance. reasons: globalization, changing character of work,
The above listed models have their strengths anticreasing diversity of people available on the olab
weaknesses. The most typical weakness is undextestim market, migration of people, actions of competitoysng
complexity and sophisticated character of the dgpralent  to “hunt for heads” of qualified personnel, etc.iigers in
process. Having made the analysis of the describedels oOrganizations are continuously facing new challenge
of managers' personal and professional skills dgwelent demanding new thoughts and ideas: how to manage
and having generalized the results of particulase@rch ~ organization, to communicate and foresee the future
carried out in Lithuanian organizations, it could tstated —performance of organization in the world of fast@ad
that the process of skills development needs impsved. changes, total competition, diversity of the labdairce,
This process holistically combining possible 17atits. fast changes of the market, changes in organizition
On a basis of research results, the article offars structure, continuously changing economy and theketa
holistic development process that is comprised hef t These external and internal powers force managers t
following fields: defining personal and professibna search for new methods aimed at not only retairing
priority skills of managers; selecting of employeand  quality of goods and services, but also keepinddialty
assessing of their possessed skills; choosing ¢is¢ tool  of the personnel and organizational stability. Tiisans
for the assessment; systematization of the skillbeé that the development of managers’ personal aneégsafnal
developed; search for the possible development wags skills has become a tool in ensuring qualitative
methods; choosing the development method th#&haracteristics of the organization's manageriabqenel.
corresponds the goals; providing managing activitythe  Organization that finds an effective method/way/edoalf
trained employees; correcting the development m®ce managers development will not experience a defitit
depending on specific situations; responding tokeds talented, time-efficient managers; it will minimi#s time
of the development; combining several developnumais;t and resource costs in searching for qualified persb and
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will be able to keep a company of qualified, irgEht, Models and programs are used for the development of
and initiative showing employees. personal and professional skills. Many programs
An excellent overview of research on a manager'smproving manager's work are based on applicatién o
personal skills is proposed in two Stogdill's segl{1948, specific management theories; for instance, edutati
1974). In his first study, Stogdill compiled andabized programs are based on LPC accident theory (Fiedler,
more than 124 research works on personal skilldechr Chemers, 1982, 1984), a normative solution model
out in 1904 — 1947. In his second study, he andlyse (Vroom, Jago, 1988), transforming management (Bass,
other 163 studies that were made in 1948 — 1971990, 2000; Bass, Avolio, 1990) and a manager's
Analysing each of these studies in more detabeitomes motivation (Miner, 1986). A review of research maae
clear, how personal qualities contribute to managygm the basis of such theories showed that all thesdads
Mann (1959), Miner (1978), Lord DeVader andcan improve the quality of duties performed by anatger
Alliger (1986), R.Bleik and J.Mouton (1985), Kirkpak  (Bass, 1990; Latham, 1988; Tetrault, Schriesheigigdét,
and Locke (1991), Wilson (2004), etc. also studiedl988). However, many researchers did not disclose
personal skills of managers. whether increased effectiveness stems from thacapipin
Robert Katz (1955) started a more detailed reseafrch of a theory or, rather, from acquiring of intergmral and
professional skills that resulted in a managemeatieh managerial skills. In practice, a number of deveiept
based on the manager's professional qualitiesigskdnd organisation models aimed at the development oh bot
which was improved in 1990-ies by Mumford, Zaccaromanagers and all employees are widely applied. @tiee
Harding, Jacobs and Fleishman (2000); Yammarinocgarlier models is the development cycle offeredkimjb
(2000), Connelly, Gilbert,Zaccaro, Threlfall, Marks, (1976). According to Kolb (1992), four stages coulle
Mumford (2000). defined in a successful development process:
Although managers‘ personal skills have been studie 1. Actions. Specific experience from what we call
since the beginning of the ®0century, and their “the real life*.
professional skills - since the middle of thé"2@ntury, 2. Thinking. Empiric observation and analysis of
the constantly changing environment of organizationactivities.
raises new requirements, therefore the definitioh o 3. Understanding. Logical analysis of the
personal and professional skills of managers whaobservations, search for respective patterns ierghsons,
correspond to such new requirements and improveonfent memorising what was taught.
their development is an urgent scientific and pcatt 4. Checking. Checking how new expertise relates to
problem. “the real world“ and how the behaviour has changed.
The objective. The objective of the research that Kolb demonstrated this cycle using a round diagram
resulted in the present article: to analyse mods#ls (Figure 1)
developing managers’ personal and professionalsskil .
define their strengths and weaknesses; to offeopion
for managers' skills development that would create

Specific experience

conditions for a successful development of managkiis (Actions)
taking into account challenges of contemporary evorl
Research methodsComparative analysis of scientific
literature, critical analysis, systematization, and
generalization were used as the methods of sdientiff Checking of conclusions Observation and
research. and new assessments of : Lo
the situation (Checking) analysis (Thinking)
Models of organisation of managers’ personal
and professional skills development \
Development of managers' skills — one of personnel . <
management activities — is a part of personnel ldpveent Formation and generalization of

abstract definitions

used in the management process. Therefore, the (Understanding)

development of managers' personal and professikibid

in the organization should be related to the dgumaknt of
the organization's personnel, where one of strategi
directions is development of personal and profesdio
skills necessary for managerial work of such orgation
employees who have aspirations to build their caree  Seeking for a truly integrated development of
When analysing the issue of developing managersteva managers‘ personal and professional skills, onesieego
orientation and personal as well as professionidisskne  through this cycle at least once. However, a radiadram
faces a multiple problem encompassing not onlys not the most appropriate way to demonstrate #olb
development itself as a process, but also an a@radfsts idea, as the development does not end where tedtan
models, development as personnel management gctiviany case, seeking for better results, each stagepsrtant
and a component of career planning, as well asategy regardless of which one is given priority by a pers
for inciting individual's active performance. mentor of a manager.

Figure 1. Kolb‘s development cycle
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1 Stage. Employees having high level of potentiateadrawn together
Structural sub-divisions select members of expdes®iopment groups.
All candidates are discussed and group’s membersalected from them.
A candidate is informed about all the benefits ahdrtcomings of being in the development grouggrafiat, he/she
decides whether he wants to become a group member.

2 Stage. Further assessment of the employees' dephent/training possibilities
Defining the group member’s strengths and developitnaining needs with the help of the express-tigraent
centre.

The participant is informed about the results of #hvaluation; his/her further development/trainipgorities are

defined l—
3 Stage. Making specific recommendations for improament

Decisions are made on the nature of the tasks,i@pegercises given to participant, instructor’s @gntment,
progress assessment and information about the migthiocompletion of the program.

Specific goals related to his/her job or new taske established for further employee‘s development

The group member together with his/her supervisefing target fields and form a strategy for his/Harther
development/training. This process might be carrmt changing job authorities, setting additionabads of
development. |

4 Stage. Implementation of the program and procesgocumentation v
Develops crucial behavioural skillsUses new expertise and behavigufhe participant reports on how

and working under a mentorgorshorttermtralnlng :Ibehawouraltemplates.
supervision. .

Each group member compiles a career-building ptidfand meets W|th his/her supervisor or mentorntake

by participating in special trainings patterns during a new appointmensuccessfully he/she uses new skills and

assessment of the development process and tovsetavelopment goals.

5 Stage. Assessment of progress and defining newetditions.
--1 A group of observers watch the participant's pragg@nd make decisions regarding assignment ofduttsks.

v

Figure 2. A model of managers’ skills development

The model of organisation of managers' skillthat too little attention thinking that skills thaked to be
development offered by Byham, Smith, and Paese2{200developed are obvious or that specialists will bie &0 better
is based on the group method. They offer to organizdefine the content of the development trainings.

groups consisting of personnel who all have higiemibal

of taking new positions in the future. Developmeifit
necessary skills of such persons is achieved throug
extending job descriptions and delegating new
responsibilities. That results in a faster learrpage and a
clearer evaluation of career opportunities. Evergup
members are assigned a mentor-supervisor; the grou

1=}

Defining
development needs

participates in special tutoring-improvement progga Goals
Each member is provided with information on his/her [
progress (feedback), they receive consultations of Content
specialists on a regular basis while top managers
attentively watch employees’ abilities and evaluidueir I
readiness to take new positions. Methods e-

This model is exhibited in Figure 2. Another quite
often applied model of development organisatidBtadt's
(2000) sequence of development process stageg @igr

As the author emphasises, the first stage of the
development process organisation is defining develo

pment needs — an action rarely implemented in ipegt

Assessment(results

organizations. Managers usually limit themselvesamo
announcement made to employees that some of thedn ne
training since there are certain performance probler
because there are some funds left in the trainirdyét.

Figure 3. Stages of the development organisation process

The second stage is defining the goals for devedopm

Organizations often incompletely implement thisif the goals are specific, short-term, it is eadi@rachieve
important stage of defining development needs grtpa positive results, and they will be less relatedrtanagerial
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problems. However, long-term goals are of no les€ameron, 2002) demonstrated that effectivenesshif t
importance, although they are more difficult toiagk, = method can be increased under three important tonsli
they should not become a reason for giving up tiigee  First, the applied behaviour principles have toblased on
development program since they often pay back. psychology theories of a relevant case and relesarnbus
On the third stage, while compiling the content ofstudies (the validity of development tools is supgd by real
the development program, it is necessary to erthatdgt  and reliable scientific research, determining @ffeness of
corresponds to the level of the trained personsidgs, application of one or another principle). Secotd trained
it is proven that information which can be relatedhe  must understand their own level of competence aad
already possessed expertise is easier to underdibied motivated enough to develop it further (it is imfaot to
principle is especially important when compiling ensure feedback allowing people to assess thegl lef/
development programs. The role of feedback is afuci competence). Third, there has to be an applicalmitindition
while developing both practical and communicationin the development model. When training sessioaatd in
skills. classrooms, a fast feedback communication is édailahus
A lot of educative methods can be successfully usethe trained can make decisions without fear to make
for the development of managerial qualities andiski mistake; however, the real work conditions areicliff to re-
(the fourth stage): lectures, demonstrations, teo#tb, create, therefore the tasks are usually limitedotasultation-
videotapes, simulation equipment and dialogue caenpu like exercises, independent analysis of publicatiaolving
tutors, exercises, professional games. Statt (200@f specific problems defining preconditions for sess or
divides educative methods into three groups: infdiom  failure of every decision.
presentation methods, modelling methods and edgati It is recommended (Whetten, Cameron, 2002) to apply
methods applied at work, simultaneously with thdmma five-element development model instead of the felerment
duties of the trained. one thus improving the development process cydated by
The fifth stage of the development organisationKolb. In order to implement this method, Whettemnt&ron
process is assessment — a rather complex taskitttsus offers a development model presented in Table 1.
either carried out incompletely or not performedatt
Ideal assessment has to be an ongoing process,
continuing throughout the entire development progra
When making assessment of the development progra

Table 1

Model of managers' personal and professional skills
development

it is recommended to use 4 different criteria tiske an [ €omponents | Content Goals

order of increasing importance: response (how thpASsessment | Research Evaluation of the existing
trained respond to the training), expertise (feekltiaols | ©f @ skill instruments | competence and expertise levpl;
are used, i.e. tests before and after the progeafind Role-games f(;]rmatlon of readiness for a
out what the participants have really learned) aveur ¢ ange.

(reaction of the direct supervisors to the perfarcea Dfevellgpment TESIS_ Learning the  relevant
results of the trained upon completion of trainiisg of a skill Behawourd i Egﬂg\ﬁ:)ejr rselék;izﬁgsgggo?]fsthe
observed. It is a way to define how the acquireg E)encsommen al

expertise is applied at work), resu_lts (improverrenel Analysis of a| Cases Examples of successful and
of performance results of the trained are assess@tl, | g unsuccessful activities, analysis
decisions are made on what needs to be done im trde and support of behaviodr
maintain the same results). Social science the@thoad principles

proved itself as one of the most effective tools i practice Exercises, | Practical understanding  of
developing manager's skills (Boyatzis, Kolb, 1995; Imitations, behavioural recommendations;
Whetten, Cameron, 2002). It is based on interaabibn Role-games | combining the principles wit
existing conceptual, practically applied expertase the individual  style; using ang
acquired expertise. As methods for skill developmen maintaining  the  feedback
both cognitive work (related to cognition) and communication.
behaviour-related activities are used. Variousaostiof | Application | Tasks Transition from  classroomr
this method are used differently — both duringrtireg at | ©f @ Skill (behavioural | based to practical actions,
work and during training seminars of managers. Ir and written) glfi\lllglopment of individua
business schools this method is used less oftear F :

stages, corresponding to the four Kolb's develogmen

In order to survive in constantly changing socigigople

cycle stages, compose this training process (Hepkinmust learn a lot on their own; most often it isatet to
1993; Boyatzis, Kolb, 1995; Boyatzis, Stubbs, Taylo competence training seminars, re-qualification nirag,
2002; Statt, 2000; Whetten, Cameron, 2002): (1)maintenance of professional competence level, dpwetnt
instruction (behaviour principles and sequencectibas  of personal and professional skills. This is caroet at work
are indicated); (2) demonstration of these primsphith  through self-learning and skills development called
the help of various cases, films, documents odiertis;  autodidactic in educology. Informal self-learniragcording
(3) a role game or exercises that allow to appBs¢h to scientists (Pineau, 1995; Tremblay, 1986; Foych@91;
principles; (4) discussion (ensuring a feedbackiokd, Moisan, 1995; Portelli, 1995, Vasileff, 1992, anters), has
with colleagues, instructors and experts. some benefits as compared to formal studies thatliysput
Research on understanding of the similar skills anehore emphasis on theoretic expertise: new expeitise
skills development (Boyatzis and Kolb, 1995; Whette acquired on a basis of one‘s own or others' expede
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necessary personal skills are better developed; nedlevelopment of skills that are crucial for a mamagene
projects are implemented; relevant professiondlsshkie  potential is the existing or developed basic peabon
acquired which contribute to one's career-building;(initiative, active attitude, etc.) and professibaniversity
relevant value orientation is formed. Independentlegree or a personal tendency to extend existiogvlaige)
professional development and self-learning is easie skills typical for a manager. The skills that amgortant for
implement applying mobility strategy in organizaso a manager are developed depending on the levekilié s
when importance of higher (university) degree etlona he/she already possesses.
is emphasised in a company, in spite of how many of Purposeful development of personal and professional
such people are really needed, because it is asstrae  skills of the employees having high potential wilbt be
those with higher degree of education have muchemorfruitful if the organization itself does not paifiate in the
opportunities to be re-qualified and adapted to m@nk  development process. Good employees know theievilat
requirements than those with lower education levelwas foreseen in them by the organization's manadbts
Mobility strategy (Sakalas, 1998) is recommendedlin  the development process is often understood asfanced,
TECH companies where the rapid progress of innegati automatic procedure and not as an opportunity tuiae
technologies takes place, rapidly changing qualiiica  new knowledge. According to Byham, Smith, Paes@®Z20
requirements for the personnel. There are favoarablit is easier to spot an employee with high potéritian to
conditions to apply this strategy in Lithuania besm prepare him/her for a managerial position.
there are enough people with university degreeidbss A relation between a person's individual qualities,
companies applying this strategy make a positiyeaich ~ abilities, values and the major goals of the orgatidon
on pre-conditions for the development of theperformance is necessary for a successful emplekde
organization and its employees. However, ardevelopment. Ideally, self-development of managrsuld
organization that does not have an idea of whad kiih be reflected in their organization's performancesufts.
managers it will need in the future, cannot systemally ~ Striving for both of these goals, a thorough assess is
develop the required skills of its future managensl needed providing extensive information on optimagation
make assessment of its employees abilities to takef further development of employee skills. Standard
managerial positions, because responding to themanagerial skills courses and learning plans doahetys
environment and organization needs, the importanrice correspond to an individual employee's developnresdds.
skills and qualities required for the company's agars A clear and detailed assessment allows for makidgcésion
may also change as well as their relevance in eadhat suits a particular situation. When assessing a
specific case. employee's suitability for a specific position,ist necessary
to systemize data of assessment results, informatiout the
Modification of the managers' personal and course of development and data about the resultsimént

professional skills development process performance. Such integrated data will help to alisc
whether the employee's skills correspond to histhearent

Having made the analysis of the described models qfosition.
managers' personal and professional skills devetopim 3. Choose the best suiting tool for assessment of
also having evaluated models, and having genedalizeexisting personal and professional skillsA number of tools
the results of particular research carried out irwidely analysed in research publications are used f
Lithuanian organizations, it could be stated tha¢ t assessment (imitation of work situations, 360 degre
process of skills development needs to be improwsel. feedback, evaluation centres, personal interviewsl a
offer one of possible options of this process lickdly  feedback, analysis of personal qualities, testdeafning
combining 17 activities. abilities, psychological analysis of personalityc)e Each

1. Define managers’ personal and professional assessment tool discloses yet different scope fofrmation
priority skills. Byham, Smith, Paese's (2002) experienceon existing skills. Imitations of work situationdloav to
in practice proves that various organizations stfior  disclose information about the existing skills adlities in
developing specific skills by dividing them into the most precise way; quite enough of informatian i
categories: job requirements, knowledge about aprovided through the 360 degrees feedback as well a
organization, skills, abilities, negative persofadtors. interviews that are oriented toward particular lvédar in
Having analysed personal and professional skillgiaf  situations. Analysis of personal qualities andstestiearning
for managers we offer using another categoriesgter abilities are not as informative. Analysis of perabqualities
skills to be developed. Personal qualities: intt)lself- as well as interview with 360 degrees feedbackianihtion
confidence, determination, adherence to principled  of work situations disclose more information whessessing
sociability; professional skills: technical, comnin negative personal qualities. Interview with a 368gmes
cative, conceptual; value orientation: a manageanis feedback and interview oriented towards particbkstnaviour
example for everybody, people are the most impgrtanin situations are the best ways to get information job
relations, results, precision of actions, a need forequirements and knowledge about the organization.
innovation, honesty and co-operation. Even in the In order to make deeper and more informative
smallest organization, the most important persama assessment, use of several, complementing eachr othe
professional skills of manager has to be listed. instruments is necessary, what will allow evalugtiof a

2. Select employees and make assessment ofmanager's existing potential in various aspects.
existing skills. One main condition has to be set to the 4. Systemize a manager's personal and professional
selected candidates — a sufficient potential foe thskills to be developedlt is important for a manager to have
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as many as possible personal and professionas skdt  develop their skills and abilities that are refégttin their
would help him/her managing in even better waythat questionnaire forms that, in their turn, discloske t
same time, he/she should have as few as possibédfectiveness of the development process in eagigrasent.
negative personal qualities. When choosing an eysglo The questionnaire forms help employees to realizatvand
for a managerial position these skills have to bevhy they have to develop in each assignment as agetb
systemized: divide the skills to be developed inésic see clearly what kind of help they need while periog
categories, define priority skills related to a cdf)e  new tasks. Using of questionnaire forms prevent
position applying assessment scale (Fig., 1-5 Likerunreasonable wasting of development opportunities.
scale, DDI scale — based on behaviour patterns) . 8. Respond flexibly to changing situations and make
5. Describe potential development ways and respective amendments to the planned development
methods and search for themlt is important to look processes. Members of the development groups should as
for new methods of managers’ personal and profeakio often as possible participate in events and sinat
skills development - for ones that are most reledan providing opportunities to acquire as fast as fgmesone or
the 2f' century organization and requirements of itsanother type of practical experience. However, nigjaf
employees. One of such alternatives is the Byhangvents providing possibilities for a fast-pacedadlepment is
Smith, Paese’s (2002) recommended development impossible to plan ahead, because professionallisof
groups of express-development. Even though thiesys surprises. Therefore an opportunity to get new egpee
might seem quite complex at first sight, it shonlok  should be recognised in each unplanned event &rthes
require more time than is spent on planning ofgremel  contribute to development of personal and profesdiskills.
replacement. Employees suiting specific requiresient 9. Consider the employees’ need for development
are drawn into groups of express-developmentdepending on trends of performance Business
directions and methods of skills development aregemo globalization not only offers new possibilities baiso
clearly defined for each employee; higher qualgyel requires different personnel development policiesg.
in the analysis of group members is achieved due tmnplementation of new work methods and restructurird
clearly defined time and behaviour standards. activities will not justify themselves without wetrained
It is recommended to use the most advanceg@ersonnel and managers who clearly understand ecepta
development models, e.g. skill assessment — skithe new vision and actively disseminate new valaad
development — skill analysis — practical testingkil  organizational culture.
use; also: analysis of whom one wants to beconmaf— s 10. Development combining several development
analysis — improvement program — practical teséing  tools during the process.Usage of only one tool does not
development of new behavioural habits - creatiod a ensure effective manager skill development; to anpnt
sustainment of harmonious relationships. the development plan, a creative combination odéhteols is
6. Choose personal and professional skill necessary, for instance, to combine appointmemit-$érm
development method that is most relevant to the gém  practical exercises, development programs, andegsainal
of the development. It is better to choose a skill instruction.
development method depending on the goals of such 11. Use as many various short-term development
development: if the goals of development shouldools as possiblelt is necessary to use all opportunities both
correspond to a certain position requirements,his t within and outside of the organization; to promadte
case the most relevant is appointment method (triahitiative and creativity of the trained in thegarch for such
position); if the case is deepening knowledge alloeit opportunities. Examples of possible short-term fgument
organization, then short-term courses, appointmentsools are offered in Table 2.
sometimes practical tasks should be chosen; ifsskid 12. Choose the most relevant programs of skills
abilities are to be developed, - choose varioustim@  development. When choosing, the following recomme-
exercises; if personal skills need to be developed, ndations should be taken into accountthe scope of skills and
professional consultations should be used. Personglalities developed by the program should corredgonthe
skills (high energy level, abilities to adapt inrieas manager's development goals; choose university rprog
situations, tendency to manage, learn, positividudd, based not on acquisition of specific skills butamquisition of
abilities to recognise environment changes, orterta the latest information in the field of managemecitpose
towards innovations, towards results and strategiprograms that involve as many people from diffeanintries
directions, etc.) are the most difficult to develmpwell as possible — in this way development process teesuk
as managerial skills (entrepreneurship, management better; use participation in development programestablish
performance processes, consolidation of resourceagw relations with employees and managers from rothe
insight into processes in a global context, etds easier organizations — it is one of the most valuable elet of
to develop communication skills (communicate andparticipation in a development program since thetations
influence people, communication with people with aallow for comparing experience of the person’s “dwn
different cultural and social backgrounds), manag@m organization to that of other companies as welpassonal
skills (assign and delegate tasks, communicatesiaryi management style with that of other managers; dimdabout
form effective teams). the goals of the program before choosing it: is phegram
7. Assign as many as possible managerial duties to aimed at satisfying the diagnosed development neédse
high potential employees, setting their development group members, or for intensive training of mansgércertain
goals in the development process questionnaires. level who will take higher positions — in the latiease the
Extending employees’ duties in such a way allows tgrogram might be useless for majority of partictgahthere
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Table 2

Examples of a few short-term tools for managers' peonal and professional skills development

Skills to develop An example of a short-term mean®r development

Personal skills

Ability to adapt, self-analysis, high Observe the behaviour of people who might be exemmarriers of the skills to be developed.
energy level, strive for leadership,| Write an article reviewing specific behaviour pattethat are associated with success or with
strive for knowledge, positive exposure of certain personal quality.

attitude, adequate assessment of the

environment, etc.

Entrepreneurship Participation in meetings of tiganization and the customer with a goal to detfiree
customer's needs as precisely as possible. Patiicipin a marketing program of some group
of artists.

Insight, business-like thinking Participation imaeting that involves considering of possibilitiescquire shares or other

organization. Working with a person possessingstinsight and business-like thinking skillg,
who is striving to change the situation in unpadfie or going-bankruptcy venture.

Communication Work as a public relations mediatorydpresent the organization in common project$ it
charity funds or supported culture fields. Freeslofirge assistance in preparing reports| on
performance results of some group in the orgamimatWorking with employees representing
social-cultural minorities in the organization (bielg them to adapt, assessing their
performance, etc.).

Influence, persuasion Search for funds or otheyuess for some important project. Assistance @paring meeting
of the organization’s employees with an importamétomer or in preparing a presentation for
him/her. Watching this process and assisting atstanye.

Professional skills

Process management Organize a charity fund ragsiagt in the organization. Manage a group resptngib yearly
events in the organization.

Resource management Implement large-scale orgamiahtichanges, participate in the activity of a grotnat
implements some strategy; assist in planning a aomitynevent (e.g. a festival, show, etc.).

Decision making Be involved in a group that is ldad a specialist having superior decision-makinglsk
Manage implementation of community projects.

Conceptual thinking Participate in the procesafifation of organization's strategy. Create a sydtamassessment

results of performance.

are no real opportunities for a promotion; whenasilog a necessary for the development of managers' sKillse
development program, find out about its ratings aadent trained persons are the driving power of their preg
comments of its participants, as the quality ofgpams therefore they have responsibly and on their owsetek for
might change in the course of time: instructors|ds of the implementation of their skill development plahan
their interest and focal points of the program niglso  organization does not provide necessary supp@trmentor
change; sending an employee for a training willadetays is not assigned in time, they themselves have ke ta
be enough to remove the shortcomings of developmient initiative in such case; the trained should alsalize that
his/her as a future manager existing skills, howetlee  people who agreed to help them face a difficuk:tédgs not
training might contribute to that process. The paoghas easy to use all their creative skills and initiatiwhen
to be coordinated with an opportunity to apply theproviding the necessary support for the trainedisTdiready
knowledge at work as well, supported by supervisiod before the beginning of the development processs it
feedback. necessary to define responsibilities of the dewvalmu
13. Choose a program that is composed specifically process participants themselves, their managersttzid
for organization's personnel. Such program, despite mentors-supervisors.
certain peculiarities, has to correspond to gerremme- 15. Define the role of a direct supervisor in the
ndations the program has to ensure a positive ROIldevelopment processThe direct supervisor of the trained
determine clearly what the expected results arepshthe has to give advice on how to implement the giveksand
most relevant development methods; adapt the progna develop the necessary skills as well as provideifipe
particular needs of organization; make a precis@ssistance if needed.

development schedule; promote and create oppaesitigir The direct supervisor's functions in the processkilfs

the participants of the development process tootiythe  development:

acquired skills at work; attract qualified lectechoose a =To set for the trained clear, realistic and meddara

suitable place; prepare the participants for theeld@ment; goals of further development in each appointmehe T

involve as many organization's managers as possible trained need to know what results of the appointmen
14. Convince the managers participating in training they might expect and in which way their progredt w

that “the key to success is in their own hands” be measured within that field. When discussing this

Partnership relationships between the participtasselves issue, the system of organization's management

and the participants and their mentors-supervisans effectiveness should be used.
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Incite the trained to control his/her development  16. Appoint mentors-supervisors to the trained who
independently since an independent formation ohave wide organizational knowledge and experience.
one's development plans results in more motivated It is necessary to evaluate all possible benefitd a
and effective implementation of them. shortcomings when deciding what mentor (helper) to
Evaluate, together with the trained, his/herappoint to the trained. “Short-term” mentors hagehélp
progress and usage of the developed skills ithe trained to plan activities necessary for theetigment,
practice (using a 380feedback or considering watch the progress of the trained achieved durimg t
customers’ comments). implementation of development plans and provideeoth
Help implementing plans of skills development. It needed assistance. Short-term mentors have totheip

is important that development plans and self-apprentices to understand the goals, values and
education would not be hindered by internalorganizational culture of the organization, ovegddtivity
policies or lack of resources or other reasonssThudirections of the organisations, their own abititiand
the help has to be provided to the trained by §ymel shortcomings in performance in the organizatione Th
contacting necessary people, providing the traineghort-term mentor must observe communication beatwee
with all necessary resources. Every appointmenthe trained and his direct supervisor; if the taskfor skill
has to be the challenge for the trained; however, development of the trained turns to be ineffectitie
needs to be honest and implementable. mentor has the right to adjust the situation. By ¢émd of
Instruct the trained before he/she makes a mistakéhe mentoring period, a new short-term mentor loabet
i.e. explain what has to be done in advance, nassigned to the trained and the plan of skill dgwelent
afterwards, thus helping to gain positive updated accordingly. With a change of mentorstrieed
experience, building on trust and speeding up thé given an opportunity to get to know as many @ssjble
development process. Instructions are to help thpeople within the organization as well as diversm{s of
trained to make a decision independently — notiew. As the trained moves to higher position ire th
provide him/her with a ready solution, i.e. not toorganizational hierarchy, the mentor has to be ighdr
decide instead of the trained, but to help analyzéevel as well.

all alternatives and promote correct decision- Long-term mentors have to be able to give career
making. advice to their apprentices, help establishing besiness
Support the development of the supervisor's of theelations, promote additional opportunities, “adser
trained. Support is necessary to all withouttheir apprentice's achievements among the top
exception, even to self-confident people. Whemmanagement and give advice on issues related to the
developing personal and professional skills andrganization's policies. However, at first it islpil to
value orientation, one has to apply toappoint a short-term mentor to the trained andacpl
himself/herself higher standards, thus thehim/her every two years by the principle of rotati®uch
assurance, that the goal is being successfullgn appointment of mentor is much more flexible,ides
achieved, is crucial. It is recommended to remindhe trained should also have a possibility to ckoas
about the overall achieved progress even at thmentor or choose the other one in addition to theady
time when current performance problems areassigned one — thus the trained could compare plodits
being addressed. of view and expect additional assistance.

Help planning one's time. The time meant for the ~ When choosing a mentor for the trained from theesam
main duties should not be given up in the name oflepartment where the trained is working, or frorheot
the appointed training position. Here thedepartment, distinctive benefits and weaknessebotff
supervisor's help is crucial determining the cases should be considered. One mentor shouldctake
priorities: what should be given more time andof only one trained since in case of several tidioees, it
attention in order not to waste the organization'ss difficult to perform mentor's duties impartiallgnd
investment into an employee’s development but ahonestly due to a big scope of work.

the same time ensuring the smooth work of 17. Plan promotion to higher and higher position.
organization. As the trained moves from one position to anothefshe

At once, after a particular event ensure feedbackxperiences certain hardships that need to be siiedu
both on positive moments of the assessed activitwith the trained. Only that way creates an oppatyuior
and the fields that need further improvement.the development of necessary skills. When moving a
provide this information to the trained and helpmanager to the higher position, it is necessargviuate

interpreting it. possible and sometimes inadequate responses &sessu
Record the progress of the trained in relevanformula that perfectly worked in one case might be
documents. inapplicable in another (this is especially typicahen

Share your experience and work-related expertise.moving lower-level managers with developed tecHnica
Assign increasingly more complicated tasks andskills to a higher management level where concétod
more responsibilities. similar skills are necessary).

Disclose a different standpoint on ideas and The listed recommendations for development of
actions, i.e. be able in principle to defend anmanagers' personal and professional skills ardinak and
opposite view, oppose to a generally acceptedomprehensive as in the course of implementatiothef
opinion. Help to have a look at the same problendevelopment process, more previously unnoticed
from a different point of view. development improvement opportunities are discloged
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ongoing observation and control as well as creativé.
problem - solving are essential for the improvemeft
development process. However, implementation of the
above mentioned recommendations already mighttrgsul o
better development of personal and professionadls ski

the organization.

Conclusions

1. Under conditions of globalization and
internationalization of economy, the issue of mamgg

10.

organizations becomes more and more complicate&.l'

Organizations’ managers face new situations thatire to
apply modern methods, organizational forms and ggses

in management. As a result of these challengesopat  12.

and professional skills of managers have to chank

develop. Thus improvement of development of thédiss 13

becomes an important tool ensuring conditions fog t
success of the organization's activities.

2. The discussion on the issues of personal antf"

professional skills development started in thet firalf of

: 15.
the 20" century. On a basis of such research, a number o?
models of organisation of skills development precesre ;4

created and applied in practice. The most widebdusre

following ones: the Kolb's four development stagesdel, 17,

the Statt's five development stages model, and Whet

and Cameron‘s model applying social science thebmg  1s.

main drawback of these and other well-known modkels
the fact that they incompletely evaluated compiexihd
sophisticated character of the development process.

3. Striving to ensure a holistic approach to the
development of managers' skills, the process shdad
organised applying processes- and action-basedagmr
i.e. to create a systematised complex of developmen
actions and implement it during the developmentess.

Research publications making a basis of the premtiote 21

show that one possible option for the approachrotg¢ss-
and actions-based skills development is a proce
holistically combining 17 development means. Pcatti
application of this model showed that activity adret the
development of managers' personal and professikibid

is effective and yields positive results.

24.
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Povilas Zakarevius, Erika Zuperkiet
Vadovy asmeniny ir dalykini y savybiy ugdymo tobulinimas
Santrauka

Siy dien; organizacijose visuose valdymo lygiuose vis éfid

Suformuluotiems tikslams realizuoti atlikti tyrimgaroct, kad
vadow asmenidms ir dalykikms savybms ugdyti naudojamivairis
budai ir priemons. [vairiais laikotarpiais yra sudaryta daugybadow
savybiy ugdymo organizavimo modali

Tyrimo metodai: mokslires literatiros palyginamoji
sisteminimas, apibendrinimas.

Vienas i$ toki modeliy — Kolb pasiilytas ugdymo ciklas, apimantis
keturias stadijas: veikam mastymo, suvokimo, patikrinimo. Kitas
modelis — Byham, Smith, Pease (2002) sudarytas lmpdeagistas
grupinio ugdymo metodo taikymu (angl.). Jis reajzzmas penkiais
etapais: 1) darbuotgjgrupss sulirimo; 2) darbuotaj ugdymo galimyhi
nustatymo; 3) rekomendacijoms tobuliniti (developthesudarymo; 4)
programos realizavimo, 5) naugobulinimo krygiy nustatymo. Bene
placiausiai praktikoje taikomas modelis — Statt (20803laryta ugdymo
proces seka: ugdymo poreikio nustatymas, tikébrmulavimas, turinio

analig

talentingy, gerai parengtvadow poreikis, o vadovavimo veiksmingumas sudarymas, metad parinkimas, vertinimo atlikimas. Moderniausias

tampa viena i§ svarbiausiorganizacijos veiklos ékmés silygy. Tai
siejama stivairiomis priezastimis: globalizacija, darbo pdhio kitimu,
darbo rinkoje esaty Zmoniy didéjancia ivairove, Zmoni migravimu,
konkurent, veiksmais siekiant pervilioti kvalifikuotus spelistus ir kt.
Organizaciy vadovai nuolat patiria vis nayjSsikiy, reikalaujagiy naup
min¢iy ir idéjy: kaip valdyti organizacy, bendrauti ir numatyti
organizacigs veiklos ateit greitoms permainoms, visuotinei
konkurencijai, darbo égos jvairovei, greitiems rinkos pokiams,
organizacigs struktiros permainoms, kintamai ekonomikai ir rinkai.
Sios iSoés ir vidaus ¢gos vetia vadovus ieskoti naiwjmetod;, kaip
iSlaikyti ne tik preki ir paslaug kokyhg, bet ir darbuotaj moraluny bei
organizacif stabilum. Tad vadoy asmenini ir dalykiniy savybiy
ugdymas tampa priemone, uZtikrigén organizacijai vadovaujéio
personalo kokybines savybes. Organizacija, rade#isming. vadow
ugdymo metod / bada / model, nestokos talenting veiksmingai
organizuojatiy savo veikd vadow, sumazins laiko ir iSteki snaudas
specialist paieskai, gets iSlaikyti kvalifikuoty, protingy ir iniciatyviy
darbuotoy kolektyva.

Puiki vadovo asmeninisavybi; tyrimy apZvalga pateikta dviejuose
Stogdill (1948, 1974) tyrimuose. Pirmajame tyrim®dslill surinko ir
analizavo daugiau negu 124 asmeansavybi; tyrimus, kurie buvo atlikti
1904-1947 metais. Antrajame tyrime jis nagonkitus 163 tyrimus,
kurie buvo atlikti 1948-1970 metais. Atidziau 2valg i kiekviers i$ Sy
tyrimy, paaiskja, kaip asmens savgb prisideda prie vadovavimo.

Asmenines vaday savybes tyrigjo ir Mann (1959), Miner (1978),
Lord DeVader ir Alliger (1986), R. Bleik ir J. Moo (1985), Kirkpatrick
ir Locke (1991), Wilson (2004) ir kt.

Robert Katz (1955) pragb iSsamesnius dalykinpisavybi; tyrimus,
kuriais remiantis atskleistas vadovo dalgknis savyldmis (gudZiais)
gristas vadovavimo modelis, patobulintas XX a. de§ana
deSimtmetyje Mumford, Zaccaro, Harding, JacobBléishman (2000),
Yammarino (2000), Connelly, Gilbert, Marks ir K20Q0).

Nors vadoy asmenigs savyks tiriamos jau nuo péfusio
Simtmeiio pradzios, o dalykigs savyks - nuo prajusio Simtmeio
vidurio, nuolat besikgianti organizaciy aplinka kelia naujus
reikalavimus, tod juos atitinkadiy vadow asmenini ir dalykiniy
savybiy jvardijimas bei ¢ ugdymo tobulinimas yra aktuali moksdirir
praktine problema.

Sio straipsnimbjektas— vadov; savybi; ugdymo modeliai.

modelis - socialinio mokymo teodijpritaikantis Whetten ir Cameron
(2002) penki veiksmy modelis. Jis apima Siuos veiksmus: sagyb
vertinima, savylts ugdym, savyles analiz, savyles patikrinimy
praktikoje, savybs panaudojira veikloje.

Apibadinti modeliai turi ir pranaSumir trakumy. Badingiausias
trikumas — ngertintas ugdymo proceso kompleksiSkumas,
sucttingumas. Tyrimp rezultatais remiantis straipsnyje tlsimas
kompleksinis ugdymo procesas, jungiantis Sias asikl vadoy
prioritetiniy asmenini ir dalykiniy savybi ivardijima; darbuotaj
atrank, ir ju turimy savybiy jvertinimg; vertinimui tinkamiausio
instrumento pasirinkig) ugdyting savybiy susisteminim; galimy
ugdymo lidy ir metod; paieSk; ugdymo metodo, atitink&io tikslus
pasirinkimg; vadovavimo veiklos ugdomiems darbuotojams suteiki
ugdymo proceso atsizvelgiant konkreias situacijas koregavimn
reagavim i ugdymo poreikius; kel ugdymo instrument derinimg;
trumpalaikii ugdymo priemonj taikyma; tinkamiausios ugdymo
programos pasirinkigy tiesioginio vadovo vaidmens ugdymo procese
apibrZima; globejy besiugdantiems paskyrikarjeros planavim

Kompleksinio vadoy savybiy ugdymo proceso modelio
realizavimas parad kad toks pofiris daro teigiam itaka Sio proceso
rezultatams.

ISvados.

1. Ekonomikos globalizavimo ir internacionalizavinslygomis
vadovavimas organizacijoms tampa vis d@imjesnis. Organizadij
vadovai susiduria su naujomis situacijomis, reiggeciomis vadyboje
taikyti modernius metodus, organizacines formasidot procesus. &
i8&kiy turi keistis, ugdytis vadayvasmenigs ir dalykires savyks, tocl
Siy savybiy ugdymo tobulinimas tampa svarbia priemone, uztdaiia
organizacijos veiklosegmingumy.

2. Vadowy asmenini ir dalykiniy savybiy ugdymo problemos
practtos tyrircti XX a. pirmojoje pugje. Siy tyrimy pagrindu sudaryta ir
praktikoje naudojama daugytsavybiy ugdymo organizavimo modeli
Labiausiai paplié modeliai yra Kolb ketuti ugdymo stadij modelis,
Statt (2000) penki ugdymo etap modelis bei Whetthen ir Cameron
(2002) socialinio mokymo teoijpritaikantis modelis. Siir kity Zinomy
modelyy pagrindinis tikumas — juose neiSsamigvertintas ugdymo
proceso kompleksiskumas ir stidgumas.

3. Siekiant uztikrinti vaday savybii ugdymo kompleksiSkumji
tikslinga organizuoti taikant proceshveiklini poZiari, t. y. sudaryti

Tikslas. Tyrimy, kuriy rezultatais remiantis parasSytas Sis straipsnis,sistemirg ugdymo veiki, visumy ir ja realizuoti ugdymo proceso metu.

tikslas: iSanalizuoti vaday asmenini ir dalykiniu savybiy ugdymo
modelius,jvardyti ju pranaSumus ir ikumus; padgilyti vadow, savybiy
ugdymo proceso variapt sudararit salygas gkmingai ugdyti vadow

savybes, atsizvelgian8iy dieny iSSikius.

Tyrimais, kuriy rezultatais remiantis parengtas Sis straipsnistatyta,
kad vienas i8 galimp procesinio- veiklinio savyhi ugdymo modelio
varianty yra 17 ugdymo veikl kompleksiSkai jungiantis procesas.
Praktinis Sio modelio taikymas pakgdkad vadoy asmenini ir dalykiniy
savybiy ugdymo veikla yra efektyvi ir rezultatyvi.

RaktaZodziai: vadovas, vadovo sawyb savyby ugdymas, ugdymo
modelis, personalo ugdymas, ugdymo procesas
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