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In the article the specific role and value of a leader, causing specific requirements for his/her competences and
competencies, which are formed in the system of formal and informal training and based on different theories of teaching
and learning. Multiple training theories related to leadership are studied: adult education, andragogy, training on the
principle of double-loop learning, training based on experience, the functional theory, theory of social development; social
learning theory; acmeology. The guidelines and application of the principles of each theory in training practice that focuses
on the development of specific skills, general skills, and personal development are described. The use of learning theories
in training of public administration leaders, namely, the process of policy formulation and decision making, is defined.
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H. M. KonicHiyeHko,

kaHOudam Hayk 3 0epxagHoe20 yripaesiHHs, doyeHm,

OoueHm Kaghedpu esponelicbkoi iHmezpauii, O0ecbkull pezioHanbHUl iHCmumym OepXaeH0o20 yrpaerliHHS
HauioHanbHoi akademii OepxxaeHo20 ynpaerniHHs rpu [pe3udeHmosi YkpaiHu

CYYACHI TEOPII NIArOTOBKU NIAEPIB: 3ACTOCYBAHHSA MPUHLIUNIB 3AANA PO3BUTKY
KOMMNETEHTHOCTEM

Y ctatTi 06r'pyHTOBaHO crneundidHy ponb Ta 3Ha4YeHHs nigepa, LWo 3yMOBMOKTL 0COONMBI BUMOTM 4O NOr0 KOMMETEHLN
Ta KOMMETEHTHOCTEN, siki hopmytoTbCa B cucTeMi hopmarnbHOi Ta HedpopmanbHOI NiAFOTOBKM Ha OCHOBI PiI3HOMaHITHMX
Teopin BUKNafaHHA Ta HaBYaHHSA. PO3rnsHyToO YMCneHHi Teopii NiAroToBKM, siki MOB’A3aHi i3 NigepcTBOM: HaBYaHHS O0-
pocnux, aHaparorika, HaB4aHHA 3a NPUHUMNOM MOABIVNHOI NETMi, HAaBYaHHSA Ha OCHOBI AOCBIAY, Teopilo PyHKUiOHaNLHOro
3MiCTY, TEOPI0 COLianbHOro pO3BUTKY; TEOPIKO COLianbHOr0 HaBYaHHS; akMeosnorito. HaBegeHo onmnc OCHOBHMX MOSOXEHb,
NPUHLUUNM 3aCTOCYBaHHS KOXHOI Teopii B HaBYanbHil NpakTuLi, ska OpPIEHTYETbCS Ha PO3BUTOK crnewianbHUX HaBUYOK,
3aranbHuX 3aibHoCcTen, 0COBUCTICHUIA PO3BUTOK. BM3HAYeHO 3acTOCYBaHHSI PO3MMSAHYTUX TEOPi HaBYaHHSA B MiAroToBUi
nigepis 3 NnybnivyHOro agmiHicTpyBaHHS, a came npouecy (hOPMyBaHHS NOMITUKN Ta NPUAHATTS PilleHb.

Knrovoei crioea: Teopis NigroToBKW, HaBY4aHHSA 4OPOCNNX, aHaparorika, HaB4aHHS 3a MPUHLMNOM NOABIVNHOI NETNI, HABYaHHA Ha
OCHOBI JOCBIfy, Teopist PYHKLOHaNbHOro 3MICTY, Teopis coLianbHOro PO3BUTKY, TEOPIS coLiarnbHOr0 HaB4YaHHS, akKMeororis.

H. M. KonucHu4eHko,

KaHOudam HaykK 20cydapcmeeHHO:20 yrpasseHusi, 0oueHm,

doueHm kaghedpbi esporielickol uHmezpayuu,

Odecckull peauoHanbHUl UHCMUMym 20cydapCcmeeHHO20 yrpasneHus

HauyuonanbHol akademuu 2ocydapcmeeHHO20 yripasneHus rpu [Mpe3udeHme YkpauHbi

COBPEMEHHbIE TEOPUM NOATOTOBKU NUOEPOB: MPUMEHEHUE NMPUHLIMIMOB PAOU PA3BUTUSA
KOMNETEHTHOCTEM

B cratbe obocHoBbIBalOTCA cneuudmnyeckas posb 1 3Ha4YeHne nuaepa, BbidbiBarolwme ocobble TpeboBaHUs K ero koMne-
TEHUMN N KOMMETEHTHOCTM, KOTopble (hOPMUPYIOTCA B cucTeMe hopmanbHON U HedpopMarnbHOW NOArOTOBKM HA OCHOBE
pasnunyHbIX TEOPU NpenogasaHnsa n 0by4veHus. PaccmaTprBaroTCs MHOMOYUCIIEHHbIE TEOPUM MOATOTOBKWU, CBSA3AHHbIE C
nugepcTBoM: 0byyeHne B3poChbIX, aHgparorvka, obyyeHne no NpUMHUMNY OBOMHOM neTnu, obyyeHne Ha OCHOBE OMbITa,
Teopusi PYHKLMOHANMBHOIO CoAepXaHusl, TEOpUs CoLManbHOro pasBuTUs, TEOPUS COLMAanbHOTO 0ByYeHUs, akMeonorus.
lMpuBeaeHo onncaHne OCHOBHBIX MNOMOXEHWI, MPUHLMIBI IPUMEHEHUS KaXXaoW Teopumn B y4ebHOW npakTuke, kotopas opu-
EHTUpYeTCA Ha pasBuTME crneumarnbHbIX HaBbIKOB, 06LLMX CnocoBHOCTEN, NMYHOCTHOE pa3BuTue. OnpegensieTcs npume-
HeHVe pacCMOTPEHHbIX TeopuiA 0by4eHns B NOArOTOBKE NaepoB NybnnyHoro agMMHNCTPUPOBaHKSA, a8 UMEHHO npolecca
hopMUPOBaHNS MONUTUKM U MPUHATUSA PELLEHWI.

Krirouesbie criosa: Teopus NOAroTOBKK, 00yYeHNs B3pOCIbIX, aHAparoruka, oby4yeHve no npuHUmny ABOMHONM netnu, oby-
YeHne Ha OCHOBE OMbiTa, Teopus PyHKLMOHANBHOIO COAePXaHUs, TEOPUS COLManbHOro PasBuTUS, TEOPUSt COLMAnbHOMO
00yyeHus, akMeonorusi.
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Problem definition. Leadership occurs when
there is a need in the person, who is capable to
produce social ideas, to express what the group
or society preferred, to be the bearer of collective
consciousness and organizer of collective action.
Leadership appears and functions within social
relations and is expressed in impact, provided by
a leader on the members of the social group. Such
specific role and value of a leader cause specific
requirements to his/her competencies which are
formed in the system of formal and informal training
based on numerous learning theories: adult learning
(J. Cross); andragogy (M. Knowles); anchorage
instruction (J. Bransford), attributive theory
(B. Weiner), cognitive theory — namely, the theory
of cognitive dissonance (Festinger L.), cognitive
flexibility (G. Spiro), cognitive downloading
(J. Speller); constructivist theory (J. Bruner);
speaking theory (G. Pask); the principle of dual
loop training (K. Argyris); learning from experience
(C. Rogers); theory of functional content (Sticht
T.); Gestalt theory (M. Wertheimer); GPS-theory
(A. Newell and H. Simon), social development theory
(L. Vygotsky); social learning theory (Bandura A.),
transformational theory (J. Mezirov); acmeology etc.

Recent researches and publications. Active
investigations of adult learning theories are provided
by western scholars such as J.Mezirow who gives
an overview of an emerging transformation theory
of adult learning, compares it with other theories of
adult learning [19]; M.Sharan who looks at andragogy
and self-directed learning from pillars of adult
learning theory [24]; A.Tough who reveals a new
approach to theory and practice in adult learning [26];
Y.D.Trotter who studies adult learning theories by
means of their impacting professional development
programs [27]. The theoretical basis of management
training were studied by the Ukrainian scientists
N.Bibik, I[.Zyazyunom, V.Kremen’, V.Lugovyi,
V.Maiboroda, B.Oliynyk, N.Protasova, M.Romanenko,
O.Savchenko, V.Semychenko. The research of adult
education, andragogics, acmeology etc. was provided
by such scientists as: S.Vershlovskyy, E.Dobryns’ka,
N.Litvinova, V.Podobed, Yu.Kulyutkin, H.Suhobs’ka,
V.Yeryemyeyeva, V.Simonov, I.Lerner, L.Monakhova,
T.Shadrina and othes. The comparative andragogics
is presented in the works by D.Antonova, N.Bidyuk,
M.Borysova, S.Kovalenko and others.

Unsolved issues. The specific functions of
leadership require the usage of appropriate theories
in leadership training regarding its content, forms
and methods of training. Nowadays the issue
of theoretical essentials for leadership training
is becoming urgent because its solution means

understanding of the goals and applied character of
such training system.

The objective of the paper is to analyze the con-
temporary theories of adult learning and reveal their
application in leadership training.

Basic material. In leadership training first of all
adult learning theories are applied. The key theory
is the theory of adult learning by K. Cross. In 1981
K. Cross represented “the model of adults’ charac-
teristics” with the analysis of programs for lifelong
learning (LLL). The model integrates a development
of other theories, such as andragogy (M. Knowles),
experiential learning (C. Rogers) and psychology.
“The model of adults’ characteristics” contains two
indicators: personal characteristics and situational
characteristics. Personal characteristics include age,
phases of life, and stages of development. These
three components have different qualities that com-
ply lifelong learning. Age-related characteristics
concern [13, p.150]: sensory and physiological abili-
ties (such as sight, hearing, time of response), and
intellectual abilities (e.g., decision-making process,
identification of problems, vocabulary) which require
improvement. Phases and stages of life (e.g. chang-
es of workplace, dismissal, and retirement) are those
relating to age. Situational features include part-time
and full-time education, mandatory and voluntary
training. Regarding personal indicators, they are es-
sential for training under the supervision of the lectur-
er (tutor) in composed data applications, scheduling,
determining the place of training; as for situational
indicators, they are self-organizing, problem-based
learning. The basic principles of this theory are:

— training programs for adults should be based on
the experience of their participants;

— training programs for adults need to be adapted
to age characteristics of their participants;

— adults should be encouraged to reach the high-
est level of their personal development;

— adults should have the maximum of possible
choices and options regarding training programs.

In the development of an adult the periods of his/
her accepting of information is to be taken into ac-
count: during his/her adulthood (30-50 years) he/
she has the most productive period for the highest
achievements of intelligence. Adult learning is char-
acterised with:

— high motivation of students. Everyday prob-
lems that adults solve using adult learning, stimulate
their training activities. This explains active develop-
ment of adult training in Ukraine (postgraduate edu-
cation);

— lack of target-oriented public policy (law of
Ukraine “On the Education of Adults”), leading to
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fragmentation of forms in adult education, makes
it impossible to transform it into a flexible, diverse
directions and subsystem levels of continuing edu-
cation;

—the need to organize a system of measures for its
development and support at the national level (broad
and diverse information about the objectives, content
and organizational possibilities of adult education,
measures of material and moral stimulation of train-
ing, advisory assistance in training);

— individualization of learning, i.e. individual
development program, which takes into account the
social, educational and personal needs of teaching.

The theory of andragogy by M. Knowles is an
attempt to develop further the theory of adult learn-
ing. The name of the theory comes from the Greek
“andros” — adult (literally “androhonika” is “adult
leadership”) [17]. M. Knowles emphasizes that
adults are those who are self-organised, responsible
for their decisions. As for their training, andragogy
suggests that adults need to know what they attempt
to learn; adults study using their own experience;
adult learning is problem-oriented; adults study bet-
ter when the topic of learning is immediately applied
in practice. Andragogy is built on an understanding
by an adult of his/her needs (including educational/
training needs) and the ability to use them at his/her
workplace. This type of learning is the activity that
an adult plans and realizes him/herself. This theo-
ry considers the development of a person only as
a self-conscious activity, and not as a result of ex-
ternal influence; the person realises his/her needs,
which are satisfied in education, demonstrates ac-
tivity on their satisfaction. Andragogy theorists
treat andragogy as the science which is intended
to reveal patterns, social and psychological factors
of effective education and training of adults [7].
In other words, andragogy means that adult edu-
cation should be more focused on the process, and
less on the content of teaching. Such strategies as
case studies, role playing, simulation, self-assess-
ment are more useful. Those who teach choose the
roles of a facilitator, a moderator, not a lecturer and
a controller. Andragogy is widely used in organi-
zational programs of training, particularly on the
development of management skills. In his works,
M. Knowles describes the teaching based on this
theory:

— there is no need to explain the reason for the
teaching of this or that topic (e.g., certain commands,
functions, performance, etc.);

— training is focused on the job, educational ac-
tivity is carried out in the context of making various
tasks;
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— training takes into account a wide range of
learning experiences of students, training material
and activities involve various levels (types) of previ-
ous students’ experience;

— since the learners are self-organized (they plan
their educational activity), the process of study pre-
dicts that they make their own “discoveries”, the
trainer just gives appropriate guidance, corrects mis-
takes.

Its basic principles are [17, p. 152]:

— adults should be involved into the process of
planning and evaluation of training;

— experience (including negative experience) is
essential for learning activities;

— adults are interested in the subject, which is to
be used at the workplace or in personal life;

— adult education is more problem-oriented than
topic-oriented.

The theory of the double loop by K. Argyris jus-
tified the purpose of training as a change in values
and attitudes of students [9]. It is about the difference
between normal and high level of activity influenced
by such factor as learning according to the scheme
of single loop (means knowledge of how to repro-
duce somebody’s personal behaviour, detect and
correct errors within a given set of rules), or double
loop (with the assistance of teachers who determine
when rules, constraints, main provisions are to be
changed). This theory is based on solving complex
and semi-structured problems [12, p. 29]. The foun-
dation of the double loop theory is a “theory of ac-
tion” by K. Argyris that interpreted reality in terms of
the individual as an actor. Changes in values, behav-
iour, leadership are explained by the theory of actors.
An important aspect of the theory is the difference
between the theory of “personal support” and “theo-
ry in action” (what the person does). Bringing these
two theories in matching to each other is the primary
task of the “double loop” theory.

Educational process according to the theory of
double loop provides: a revealing of needs which
are to be supported; development of new approach-
es; implementation of new actions; summarizing
of the results. It stipulates that the effectiveness of
decision-making is increasing, as well as adequate
response to person’s mistakes and failures. So, the
theory of the “double loop” is a theory of personal
change focused on professional training, especially
on leadership development. Its main principle is that
effective solution of the problem of interpersonal and
technical (procedural) nature requires public testing
according to “the theory in action”.

The “theory of functional training content” by
T.Sticht [25] stresses the importance of compliance
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between the experience of students, and content of
training — new information should enable students
to coincide it with existing knowledge, to transform
“old” knowledge into “new” one. The use of materi-
als after training, transformation of training from the
audience into the “real world” is valued highly. The
basic principles of this theory are:

— training should be based on prior knowledge of
those who study;

— the training materials and tools should be ap-
plied by the student after training;

— competence is improved by means of improved
content of knowledge, information skills, training
material characteristics;

— valid assessment of learning requires specific
indicators in measuring of its content,

Problem-based learning theories are prevalent in
the works of C. Newell (solutions of common prob-
lems — General Problem Solving — GPS) [20], which
reveal the paradigm of information processing in
problems solution and problem-concept space. Ge-
stalt psychologist M. Wertheimer made a study on
problem solving and substantiated the importance of
structure (i.e. the connection between parts) of the
problem.

In his latent theory E. de Bono stresses the im-
portance of new prospects in addressing the prob-
lem. Skills in solving problems have to be applied in
many other aspects of cognition: design (capability
to remember simple things), recognition of known
elements of the problem, creativity (development of
new solutions).

Study based on experience by C. Rogers defines
two single types of training [21]: a) cognitive (less
important) which belongs to academic knowledge;
b) based on experience (essential), on applied knowl-
edge. The main difference is that training based on ex-
perience appeals to the needs and desires of students.
Rogers C. lists key characteristics of such learning:
personal involvement, self-initiative, assessment by
those who study, huge impact on students. Accord-
ing to C. Rogers, learning based on experience, is
equivalent to personal change and growth. It sug-
gests that everyone has natural need to study and
the role of the teacher is to facilitate such training.
This includes the creation of favourable educational
climate; identification of learners’ objectives; availa-
bility of educational resources; balancing intellectual
and emotional components of learning; knowledge
and experience exchange between a teacher and the
students (not domination of a teacher).

The theory by C. Rogers is derived from the
humanistic approach in psychology. It is applied
directly to the adult participants of the educational

process and has its impact on adult learning theories
(theories by M. Knowles and K. Cross). Its basic
principles are:

— it is important to study, when the subject meets
the personal interests of the student;

— effective training is a training which minimizes
external threats;

— learning is faster when the threats for the
individual (new knowledge, new perspectives) are
the lowest;

— self-initiated training is the most prolonged and
widespread.

The theory of lateral thinking (by E. de Bono) is
also used in leadership training. The basis for lateral
thinking is the idea that most problems require
different perspectives of their successful solution [2].
De Bono E. identifies four main factors, associated
with lateral thinking [14]:

1. Recognition of the dominant ideas that polarize
the perception of a problem.

2. Finding different ways of analysis.

3. Reducing strict control of thinking.

4. Use the chance to promote other ideas.

Creativity, problem solution, and also lateral
thinking (E. de Bono), which teach us to be flexible
in addressing problems and decision-making are
important aspects of leaders’ training (B. Roth [23]).

Although the theory by E. de Bono is quite
unique, it is closely related to the Gestalt theory
of Wertheimer, the concept of creativity, problem
learning. E. de Bono speaks about the use of the
lateral theory in management training. The basic
principle of it is the recognition of the idea that
another vision involves the breach of the elements
and their restoration in a different order.

Social development theory (by L. Vygotsky) updates,
first, the role of social interaction in the development
of knowledge, i.e. the interaction between people [3,
c. 57]; secondly, the zone of proximal development as
potential cognitive development. The zone of proximal
development is completely dependent on social
interaction. The level of skills increases much more
when this development takes place in learning with the
teacher (moderator) or in joint training, and not alone.
The theory by Vygotsky L. is closely connected with
the theory of social training by A. Bandura and is a
major component of the theory of situational learning.
Its basic principles are:

— cognitive development has certain limitations
based on age;

— the entire process of knowledge requires social
interaction.

Social learning theory (by A.Bandura) stresses the
importance of monitoring and modelling behaviour,
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attitudes and emotional reactions [1]. Bandura A.
testifies that: training is intensive when participants
themselves feel the effects of their actions.
Fortunately, human activity is studied by observation
through modelling: watching others the person can
form his/her own opinion on how the new behaviour
will be implemented. This coded information serves
as an indication to actions [11, p. 20-22].

Social learning theory explains human behaviour
in terms of the interaction between knowledge,
behaviour and environment. The components of
such studies are attention, memory, reproduction,
motivation. That is why this theory is associated with
cognitive and behavioural theories, social theory by
L. Vygotsky. The ideas of A. Bandura are theoretical
essentials for behaviour modelling, which is widely
used in educational programs. In recent years,
A.Bandura develops his research in the direction of
self-efficiency concept. Its basic principles are [10]:

—the highest level of education is achieved through
organisation and testing of modelled behaviour;

— a person adapts simulated behaviour better
when he/she realizes the value of its results;

— a person perceives simulated behaviour better
which is familiar to him/her, when the behaviour has
functional value.

Acmelogy directs teaching towards assistance to
a person in his/her achieving a peak of his/her ca-
pabilities, the fullest realization of his/her potential.
The name of the theory comes from the Greek word
“acme” — top, flourishing. The main outcome of it
is when a person achieves his/her professional top
as the result of training [5]. Acmelogical theory is
oriented to the potential of a student, his/her person-
ality (not social norms as requirements of the socie-
ty). Each person has his/her professional top. Active
development of acmelogical approach was done by
foreign researchers: professional formation and de-
velopment of managers (A.Derkach, V.Grigoriev,
M. Mikheev, Yu. Synyahin and others); professional
activities of deputies (V.Bobyk, V.Gerasimov). In a
separate sphere of political acmelogy (A.Derkach,
A.Fedorkina) acmelogical determinants of a leader
are investigated.

Acmology (A.Derkach V.Zazykin, A.Selezneva
and others) is a theory, which explores the issues
of (cultural) self-identity. The concept of “self-de-
velopment”, “self-actualization”, “self-improve-
ment”, “self-realization” relate to the concepts of
“acme” and “culture”. An adult person reaches the
top of self-development as the result of creative ma-
turity. Its level depends in particular on the results
of: macro-environment (society, state) impact, me-

Public service, service in local government

ga-environment (e.g. of educational group) impact,
micro-environment (colleagues, associates) impact.

Regarding the functions which leaders perform
we may consider the usage of mentioned theories in
their training. In practical terms, the main function
of a leader is decision-making (evaluation and selec-
tion), which largely determines the personal and pro-
fessional development and success. That is why this
specified direction is widely developed in science,
has become the subject of many theoretical findings
(Huber G. [16]).

There are many researches of decision-making
process: the difference between decision-making
process and purely rational choice, priority of “sat-
isfaction” as the overall strategy in decision-making,
decision-making as combating conflict (works of la-
bour social psychologists) and so on.

Most theories are based on the idea that the deci-
sion-making consists of a series of sequential steps
or stages: recognition, formulation, generalization
of alternatives, information search, selection, perfor-
mance. It is recognized that such everyday (routine)
cognitive processes as memory, thinking, develop-
ment of concepts play a major role in decision-mak-
ing. In addition, the process of decision-making is
linked to the psychological state of fear and stress.

There is an ever-expanding understanding of what
adult learning is and can be. Adult learning is more
than cognitive processing; it is a multidimensional
phenomenon that takes place in various contexts.
The use of considered learning theories is adequate
to the specifics of leadership training, because it ac-
tualizes the role of personal experience and strate-
gies in training. The presented adult learning theories
provide new thinking about leadership training.

Conclusion and further research. The research
determines the applicability of the theories in lead-
ership training that orients towards the development
of special skills (e.g. negotiation, financing), general
skills (e.g. communication, planning), personal devel-
opment (e.g. leadership, combating stress). This type
of training is characterised with some statements:

— according to the theory of double loop by K.Ar-
gyris a person has to learn how to differentiate be-
tween his/her own perception (or attempts) and real-
ity. This learning process is usually realised through
the interaction with others;

— because of interpersonal interaction the theory
of social learning is becoming important (especially
modelling and role-playing games). Coaching and
mentoring are the most widely used technologies
aimed to apply social knowledge at the workplace
(works by A. Deehan);
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— adult learning theories (K. Cross, M. Knowles,
C. Rogers) which actualise the importance of stu-
dents experience in training are also corresponding
to this type of training;

— theory of experience (personal experience) by
D. Kolb claims that the training cycle consists of four
main stages: concrete experience, reflective observa-
tion, abstract conceptualisation and active experi-
mentation;
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Jossey-Bass, 1981. -300 p.

14. De Bono E. Lateral thinking for management;
a handbook of creativity. — New York: American
Management Association. Harmondsworth: Penguin
Books, 1971. — 225 p.

— theoretical principles of activity approach are
widely used in management training, which prefers
structured projects in organizations, rather than tra-
ditional classroom training. The main elements of
activity learning are: a priority to training, social in-
volvement, action plans, evaluation of actions.

Further research may be directed towards the
analysis of the educational process which is oriented
to skills development in decision-making.
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