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DEVELOPMENT OF SIGNALS OF SUCCESS
OF CAREERS OF THE FACTOR SOCIO-CULTURAL
SPHERE

Abstract. The article analyzes the state and problems of the development of
the synergy of the career success of a specialist in the socio-cultural sphere. The
main aspects of career development formation are highlighted, attention is paid to
the definition of “career specialist’s success” as a process of development, imple-
mentation and decision making on the basis of human-centeredness, motivation,
self-development and self-realization, a system of professional knowledge, skills
and skills that provides professional development, achievement of goals and satis-
faction with professional activity.
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The synergy of career success of a specialist as a targeted activity of a specialist
in the socio-cultural sphere in relation to the achievement of the goals and objec-
tives of professional activity was characterized. The preconditions for the career
success of a specialist in the socio-cultural sphere have been argued and outlined.
In particular, the presence of special features of the cognitive and intellectual
spheres, providing a reflection of the activity; developed intellect; high ability to
goal-setting; wide horizons; morality; personal maturity, supporting the desire for
constant self-development, self-improvement; ability to self-control, self-control
and self-realization.

Factors, factors, indicators, criteria, components are analyzed. Functions of
the career success of specialists in the socio-cultural sphere. The relevance of the
management of the success of a career in a specialist in the socio-cultural environ-
ment has been substantiated through the implementation of the relevant cycles:
professional definition — professional education — selection for the position —
professional adaptation — career development planning — professional deve-
lopment — professional development — evaluation of the results of professional
activity. It is proved that the success of the career of specialists of the socio-
cultural sphere is formed, in accordance with the general laws of development,
which contain creative and innovative principles of professional and personal
growth.

The corresponding subsystems of career success of the specialist of socio-cul-
tural activity, namely: personnel, organizational, personal, and cultural-ethical
subsystems, are determined. It is noted that due to the functions of the involved
subsystems and associated career orientations, the specialist of the socio-cultural
environment, given their interaction and interrelationship taking over the nature
of the mutual perception of the activities of these elements, you can get the pro-
grammed result — the success of a career.

It is substantiated that in order to achieve the success of a career, a specialist
in the socio-cultural sphere must possess the appropriate complex of competen-
cies. Namely: the definition of the direction of activity and vision; effective com-
munication; decency and justice; delegation of authority; strategic thinking; mak-
ing managerial decisions; analytical thinking; skills of working with information;
innovation; leadership; professional experience; improvement of activity; change
management; demanding possession of knowledge and skills of self-management;
ability to make the most of their own abilities; stress management; self-confidence,
decisions taken; ability to work in a team; creativity (the ability to creatively ap-
proach the decision of managerial tasks, the tendency to improvisation); responsi-
bility; self improvement; organizational skills; trust; conflict management; rational
resource management; criticality; orientation to the result.

The conclusion is made that the synergy of the career success of specialists in
the socio-cultural sphere can be presented in the form of such a structural process:
a successful specialist — self-improvement and self-realization of a specialist —
creative and innovative principles of professional development of a specialist —
human centered dimension of the socio-cultural sphere — achievement of the de-
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termined goals and goals of the specialist — measure of goals and goals — synergy
of success and career specialist socio-cultural environment.

Keywords: success, career, specialist, human resources, innovative technolo-
gies, synergy, competency approach, motivation, self-realization, socio-cultural
sphere.

PO3BUTOK CUHEPTII YCIIITHOCTI KAP’€PU DAXIBIIA
COLIOKVJIBTYPHOI COEPU

Awnoranis. [TpoanasizoBaHo cTaH Ta MpoOJIEeMU PO3BUTKY CHHEPTii YCITIIHO-
cTi Kap’epu (paxiBid COIOKYIbTYpHOI chepu. Po3kpuTo ocHOBHI acrniekTu hop-
MYBaHHS YCITIITHOCTI Kap'€py, 3aKIIEHTOBAHO YBary Ha BU3HAYEHHI “yCITIIIHICTb
Kap’epu (axiBis” sk mporiecy po3poOieH s, peastiallii Ta IPUHHATTS pillleHb Ha
3acajiax JIOJMHOIIEHTPU3MY, MOTHBAIlil, CAMOPO3BUTKY i caMopeasi3aillii, CHCTeMU
npodeciiiHiX 3HaHb, YMiHb i HABUYOK, 10 3a0e31edye mpodeciiHuii PO3BUTOK,
NIOCSTHEHHS 11iJ1eH 1 3a10BOJIEHHST TPO(ECIHOIO TiSITbHICTIO.

CxapakTepr30BaHO CHHEPTII0 YCIIIMIHOCTI Kap'epu (axiBid SK IiJIeCTIpsIMo-
BaHYy JIJTBHICTD (haxiBIS COIIOKYJIBTYPHOI chepu IMI0JI0 TOCATHEHHS METH Ta
1isielt mpodeciiiiol igabHOCTI. APTyMEHTOBAHO Ta BUOKPEMJIEHO TEPETYMOBH
YCHINTHOCTI Kap’'epu (haxiBIld COIIOKYIBTYPHOI chepr. 30KpemMa, HAsIBHICTD CIie-
IiaJbHUX 0cOOJIMBOCTEN TTi3HABAIBHOI Ta iHTEIEKTyaabHOI cep, 1o 3abesneuye
BiZloOpakeHHs! isIbHOCTI; PO3BUHYTHI IHTEJIEKT; BUCOKI 3Mi0HOCTI 10 1iijierno-
KJIaJ[aHHST; IIUPOKKIT KPYro3ip; MOPaJbHICTh; OCOOGUCTICHA 3PiliCTh, IO MiATPU-
MYE€ TIParHeHHsI /10 MOCTIHHOTO CAMOPO3BUTKY, CAMOBIIOCKOHAJIEHHST; 3/1iGHOCTI /10
caMOperyJidllii, CAMOKOHTPOJIIO Ta CaMOpeasTi3allii.

[IpoananizoBano uwmHHWKH, (AKTOPH, TOKA3HUKW, KPUTEPii, CKJIAJOBI,
dyHKIi yeminHocTi kap’epy (axiBIiiB cOIioOKyAbTYpHOI chepu. OOIpyHTOBAHO
aAKTYaJIbHICTh YTIPABJIHHA YCIIIIHICTIO Kap'€pu (haxiBIlsl COIIOKYJIBTYPHOTO ce-
PENIOBUINA Yepe3 peasti3allifo BiZIMOBIAHUX IUKIIB: mpodeciliHe BU3HAYEHHST —>
npodeciiina ocBiTa — Binbip Ha mocaay — npodeciita aganraiisi — MJaHyBaH-
H4 Kap' €PHOTO 3POCTAHHS — MTpodeciitHe CTAaHOBJIEHHS — TPOGheCiHHII PO3BUTOK
— OIIHIOBaHHA Pe3yJIBTaTiB MpodeciitHoi [ismbHOCTI. JloBe/IeHo, 10 YCIiHICTD
Kap’epu (axiBIliB COMIOKYJIBTYPHOI chepr (HOPMYETHCS BIATIOBIIHO /10 3arajib-
HUX 3aKOHIB PO3BUTKY, SIKI MiCTSTh TBOPYI Ta IHHOBAIiiHI 3acasn podeciitHoTOo
i1 0COOMCTICHOTO 3POCTAHHSI.

Busnaueno, BiAMOBIiIHI MiicCUCTEMH YCIITHOCTI Kap’epu (axiBIlgd COIIOKYThb-
TYPHOI AisJIBHOCTI, a caMe: KaJpoBa, opraHisalfiiiia, 0cOOMCTICHA Ta KYJBTYp-
HO-eTUYHa mizicuctemu. /loBe/ieHo, 110 3aBASKU BUKOHAHHIO (DYHKIIIN 3a/1yuyeHux
MiZICUCTEM Ta MTOB’SI3aHUX 13 HUMM Kap €PHUX OPi€HTAaIlii (haxiBIld COIIOKYJIBTYP-
HOTO CepeIOBHIIA 3 OTJISILY Ha iXHIO B3AEMOJIIIO Ta B3AEMOBITHOCUHH, 1110 HaOyBa-
I0Th XapaKTepy B3a€MOCIPUNHATTS TiSIIIbHOCTI IUX €JIeMEeHTiB, MOKHA OTPUMaTH
3aITPOTPAMOBAHUN Pe3yJIBTAT — YCIIIIHICTh Kap €Y.

OO6rpyHTOBaHO, IO /ISt JAOCSITHEHHS YCIINIHOCTI Kap'epy (haxiBelb COIlio-
KYJIBTYPHOI cepu MOBUHEH BOJIOJITH BiJIIIOBIIHUM KOMILJIEKCOM KOMIIETEHTHO-
cTell, a caMe: BU3HAYEHHS HAIIPSIMY isSJIHOCTI i OayeHHs; eheKTUBHA KOMYHi-

159




Kalligd; TOPSHICTh 1 CIPaBe/JINBICTD; JieJeTyBaHHS TTOBHOBAXKEHb; CTPATETiuHe
MUCJIEHHST; IPUITHATTS YIPABIIHCHKUX PillleHb; aHATITUYHE MUCTEHHST; HABUYKU
pobotu 3 iHdopMaIli€o; iIHHOBAIIHICTD; JIiIepCTBO; TPodeciiHuil TOCBI; y10-
CKOHAJIEHHS JIISIJIBHOCTI; yIIPaBJIiHHS 3MiHAMU; BUMOTJINBICTD; BOJIO[IHHS 3HAH-
HSMU i HABUYKaMK CAMOMEHE/)KMEHTY; BMiHHSI MAaKCUMaJIbHO BUKOPUCTOBYBaTH
BJIACHI MOKJIMBOCTI; KEPYBaTH CTPECAMU; BIEBHEHICTD Y COO1, MPUITHSTTSI PillleHb;
BMIHHS TPAIlOBAaTH B KOMaH/li; KPEaTUBHICTh (YMIiHHSI TBOPUYO MiJIXOIUTH [0
pillleHHd YTIPaBJiHChKUX 3aB/IaHb, CXUJIbHICTH JI0 IMIIPOBi3allii); BiZIIOBiAb-
HIiCTh; CaMOBJIOCKOHAJIEHHSI; OPraHi3aTOPChKi 37i0HOCTI; JOBipa; yIpaBJIiHHSI
KOH(JIIKTaM¥; pallioHaJbHEe YIPABJIHHS pecypcamMu; KPUTUUYHICTh; OpIEHTAIlis
Ha Pe3yJIbTarT.

3pobJieHO BUCHOBOK TIPO Te, [0 CHHEPTII0 YCINIHOCTI Kap'epu ¢axiBIliB co-
IIIOKYJIBTYPHOI chepu, MOKHA TOJIATH Y BUTJISI/II TAKOTO CTPYKTYPHOTO TIPOIIECY:
ycninraui haxiBerrb — CaMOBIOCKOHAJIEHHS 1 caMopeastizaitist haxiBIist — TBOP-
4i Ta IHHOBAIIiliHI 3acau TPOdeciiHOTO PO3BUTKY (haxiBIlsd — JIOUHOIEHTPUCT-
CbKUI BUMIP COIIOKYJIBTYPHOI chepu — JOCATHEHHS BU3HAYEHUX ITiJIel 1 MeTH
(haxiBiiem — cTymiHb peasisaiii 1iJiel i METH —> CUHEPTis YCHINTHOCTI i Kap'epu
(haxiBIIS COTTIOKYIBTYPHOTO CEPEIOBUTIIA.

KmouvoBi cioBa: ycrinmaicts, Kap'epa, (paxiBellb, JT0/IChKi peCypcH, iHHOBAITi -
Hi TEXHOJIOTiI, CHHEPTis, KOMIIETEHTHICHUH ITi/IXiZl, MOTHMBAIIisI, caMopeasti3allis,
COIOKYJIBTYpHA cepa.

PASBUTUE CUHEPTUU YCIIEBAEMOCTU KAPBEPbI
CIIEIUAJIUCTA COIIMOKYJIBTYPHOU CO®EPbI

Annoranust. [IpoaHasmanpoBaHbl COCTOSTHUE 1 ITPOOJIEMbI PA3BUTHSI CHHEPIUN
YCIIEHTHOCTH Kapbepbl CIIEIUATUCTA COIMOKYIBTYPHOI cdepbl. PacKpbITbl OCHOB-
Hble acleKTbl (POPMUPOBAHUS YCIEITHOCTH Kapbephbl, aKIIEeHTHPOBAHO BHUMaHNe
Ha ONIPE/IEJIEHNH “YCIIENTHOCTD KAPhePhI CIEIMaInCTa” Kak mpoiecca pa3paboTKi,
peasn3ali 1 IPUHATHUS pelleHnii Ha OCHOBE YeJIOBeKOIleHTPU3Ma, MOTUBAIUH,
CaMOPa3BUTHS U caMoOpean3alii, CUCTeMbl NTPO(QecCUOHANBHBIX 3HAHUH, yMe-
HUI U HABBIKOB, 0bectiedeHre mpodecCHOHATbHOTO Pa3BUTHSI, JOCTUKEHHSI TIeTIei
U y/I0BJIETBOPEHUS IPOeCCUOHATBHON /1 TeTbHOCTBIO.

OxapakTepu3oBaHa CUHEPIrus YCIEIIHOCTA Kapbephbl CHelMalncTa Kak IieJie-
HAIPaBJIEHHOW /1eTeJbHOCTHU CIIeIUAINCTa COIIMOKYJIBTYPHOU cdepbl 110 J0CTH-
JKEHUIO 1esId U 11eiell TpodecCuoHaANbHOM /1eATeTbHOCTU. APTYMEHTUPOBAHO U
BbIJI€JIEHBI ITPE/IIIOCHIIKY YCIIENTHOCTH Kapbepbl CHEeIMaINCTa COIUOKYIBTYPHON
cdepbl. B yacTHOCTH, HaJMYMe CIEIUATLHBIX OCOOEHHOCTEN MO3HABATENBHON U
MHTEJUIEKTYaJIbHOM cep, obecriedrBaeT 0TOOpaKEHIE JAesITEIbHOCTH; Pa3BUTHI
WHTEJLJIEKT; BHICOKIE CIIOCOOHOCTH K TIEJIETIOIATAHUIO; IIUPOKKI KPyro30p; HpaB-
CTBEHHOCTb; JIMYHOCTHASI 3PEJIOCTb, KOTOpasl OJ/lepsKUBaeT CTpeMJIeHre K I10CTO-
SITHHOMY CaMOPa3BHUTHIO, CAMOCOBEPIIIEHCTBOBAHUIO; CIIOCOOHOCTH K CAaMOPETyJisi-
I[U1, CAMOKOHTPOJISI U CaMOPean3aliii.

[TpoananusupoBanbl (akTOpbI, IOKA3aTeJIH, KPUTEPUU, COCTABJISIONINE,
(YHKIIUU YCIENTHOCTH Kapbhepbl CHEIUATNCTOB COIMOKYIBTYPHON chepbr. O60-
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CHOBaHA aKTyaJbHOCTb YIIPABJIEHUS YCIIENTHOCTHIO Kapbepbl CIEIUAINCTa CO-
IUOKYJIBTYPHOU CpeIbl PAaCCMATPUBATh Yepe3 Pean3aliuio COOTBETCTBYIONINX
IIUKJIOB: MPO(hecCHoHaIbHOE olpe/esieHrne — TpodeccuoHanibHoe 0obpa3oBa-
HEe — 0TOOP Ha JIOJUKHOCTh — TpodeccroHaNbHas ajanTanus — IJIaHnpoBa-
HUEe KapbepHOTO pocTa — MpodecCUOHAJbHOE CTAHOBJIEHWE — Tpodeccuo-
HaJIbHOE Pa3BUTHE —> OIEHKU Pe3yJIbTaTOB MPO(MECCHOHANIBHON NeITeTbHOCTH.
JlokazaHo, 4TO yCHEIHOCTh KapbePhl CIEIHAINCTOB COIMOKYJIBTYPHOU cheph
dbopMuUpyeTcsi B COOTBETCTBUM € OOUIMMK 3aKOHAMH PasBHUTHsI, COAEPIKAIUX
TBOpYECKHE Y WHHOBAIIMOHHBIE OCHOBBI MPO(MECCUOHAIBHOTO M JIMYHOCTHOTO
pocrTa.

OtpesieieHbl COOTBETCTBYIOIINE TTOJCUCTEMBI YCIIENTHOCTA Kaphepbl clierua-
JINCTA COMMOKYJIBTYPHOU IeITETbHOCTH, a UMEHHO: KaJ[POBasl, OPTaHN3aIMOHHAS,
JIMYHOCTHASI U KyJIBTYPHO-3THYecKas mojicucteMbl. OTMedeHo, 4To 6J1aroapst Bbi-
MOJIHEHWTO (DYHKIIUH MTPUBJIEYEHHBIX MTOJICUCTEM U CBI3aHHBIX C HUMH KapPhePHBIX
OPUEHTAINH CIENUAINCTa COIMOKYJIBTYPHON CPEIbl, YUUThIBAsd UX B3aUMOJIEi-
CTBUE W B3aMMOOTHOIIIEHWSI, TIPHOGPETAIONINE XapaKTep B3aMMHOTO BOCTIPHUSITHSI
NIESITEJTBHOCTH 3TUX 2JIEMEHTOB, MOKHO TIOJYYWUTh 3allPOTPAMMUPOBAHHBIN pe-
3yJIBTaT — yCHENTHOCTh Kapbhephl.

O60CHOBAHO, YTO JIJIsI IOCTU/KEHHSI YCIIEITHOCTH KapbePhl CIEIMAJIMCT COIHO-
KYJIBTYPHOI cepbl J0/KeH 00J1alaTh COOTBETCTBYIONMM KOMILIEKCOM KOMIIe-
TEHTHOCTE, a UMEHHO: OTIpe/leIeHre HATTPaBJIeHU JIesITeTbHOCTY 1 BUIEHUST; 2(h-
(bexTUBHASA KOMMYHUKAIWS; TTOPSIJOYHOCTD U CIIPABEAJIMBOCTD; J/IeIETUPOBAHUS
MOJTHOMOUHI; CTPATErMueCcKoe MBIIJIEHNE; TPUHITHE YIIPABJIEHYECKUX PElIeHN;
AHAJIMTUIECKOE MbIIIIEHNE; HABBIKU PabOThI ¢ WH(MOPMAIHEil; THHOBAIIMOHHOCTH;
JIUJIEPCTBO; TIPOGECCUOHAJIBHBIN  OIIBIT; COBEPIIEHCTBOBAHUE JIESITETHHOCTH;
yIpaBJieHre U3MEHEHUSIMI; TPeOOBATEIbHOCT; BJIa/[EHNE 3HAHWSIMK 1 HABBIKAMU
CaMOMEHE/[KMEHTa; YMeHHe MaKCUMaJIbHO MCIIOJIb30BaTh COOCTBEHHBIE BO3MOJK-
HOCTH; YIIPaBJIeHUE CTPECCAMI; YBEPEHHOCTD B ceOe, TIPUHSITHE PENIEHWIT; yMEHe
paboTaTh B KOMaH/I€; KPeaTUBHOCTH (YMEHUE TBOPYECKHU MOAXOAUTH K PEIIEHUTO
yIIpaBJIeHYeCKUX 33/1a4, CKIIOHHOCTh K UMITPOBU3AIINN ); OTBETCTBEHHOCTD; CAMO-
COBEPIIEHCTBOBAHNE; OPraHU3aTOPCKUE CTIOCOOHOCTH; JIOBEPHE; YITPaBJIeHUe KOH-
(bmkTamu; paroHaIbHOE yIIpaBJieHNe pecypcamMu; KpUTUYHOCTh; OPUEHTAITNS Ha
pe3yJIbTar.

Crenan BBIBO/I O TOM, YTO CUHEPTHIO YCIENTHOCTH Kapbhepbl CIEeNUATNCTOB CO-
IMUOKYJIBTYPHOU c(epbl MOKHO TIPEJICTABUTH B BUJIE TAKOTO CTPYKTYPHOTO TIPO-
1[ecca: YCHENHbIN CIeNUalnucT — CaMOCOBEPIIEHCTBOBAHWE W CAMOPeATn3alius
CIIEIMAJINCTAa —> TBOPYECKWE W WHHOBAIIMOHHBIE OCHOBBI TTPO(ECCUOHATBHOTO
Pa3BUTHS CIIENUAINCTA —> YETIOBEKOTIEHTPUCTCKUE U3MEPEHUS COITUOKYJIBTYPHOM
chepbl — JIOCTHIKEHNE OTIPE/IETIEHHbBIX TIeJIell U 11eJIel CIIEIMaJIuCTOM —> CTeTleHb
pean3aiyu 1eJieli 1 1mejid — CUHEPTHS YCIENTHOCTU W Kapbhepbl CIIEIUAINCTA CO-
MUOKYJIBTYPHON CPEJIBI.

KmoueBblie cioBa: ycIenrHocTh, Kapbepa, CIEUaINCT, YeJ0OBeUECKUE PeCyp-
Chbl, THHOBAIIMOHHbBIE TEXHOJIOTUU, CHHEPTHUS, KOMIIETEHTHOCTHBIN TI0/IX0]], MOTH-
Ballysl, cCaMOpPeaJn3alns, COIUOKYJIBTYPHAs cepa.
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Challenge problem. The dynamics
of the development of society and the
tendencies of the labor market require
changes in the management principles
of the use of human resources of the
socio-cultural sphere for the realiza-
tion of interests taking into account the
needs of development and stabilization
of the economy, guaranteeing the com-
petitiveness of specialists in the interna-
tional arena, which can ensure success-
ful professional activity, which is the
basis of a successful career of specialists.
socio-cultural sphere.

Today, practice shows that modern
Ukrainian society is characterized by
a complex and controversial change in
the models of human potential. That is
why the most important strategic goals
of the personnel policy development of
the socio-cultural environment are the
restoration of human resources, intel-
lectual potential and maximum reali-
zation that ensures the achievement of
career success.

Analysis of recent researches and
publications. Theoretical and theoreti-
cal basis of the article are works on the
theory and practice of management,
psychology, sociology, etc. Among
them is the research by M. Armstrong,
V. Badrak, S. Ivanov, I. Yermakova,
I. Kalkmova, A. Kolot, L. Knodel,
N. Stepanets, E. Zier, J. Ilyina, J. Mor-
gensterna, V. Milyaeva, L. Mitin,
O. Moskalenko, N. Samokin, T. Tka-
chenko, Y. Hammer, I. Shkogoleva,
V. Fedorchenko, G. Chaika, V. Shepel,
E. Shein, FE. Shcherbak and others. The
work of these scholars enabled the
systematic consideration of the over-
whelming majority of issues related to
the development of human resources
management, the systematic integrated
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analysis of management development,
and the synergy of the career success of
a specialist.

The analysis of scientific works gives
grounds to assert that the problems of
the career success of a specialist in the
socio-cultural sphere have not yet been
sufficiently studied, and some issues are
covered in a fragmentary way. There are
no publications that comprehensively
examine the success of the career of
specialists in the socio-cultural sphere.
Insufficient level of scientific develop-
ment of theoretical and practical prin-
ciples and determined the relevance of
the choice of the topic of scientific re-
search.

The purpose of this article is to pro-
vide scientific and practical comprehen-
sion and substantiation of the effective
development of the synergy of the ca-
reer success of a specialist in the socio-
cultural environment.

Presentation of the basic material.
Modern conceptions of a career are the
conceptual base that gives impetus to
the construction of a successful indi-
vidual and personal self-realization of
a specialist in the socio-cultural sphere,
which is formed on the basis of theore-
tical-methodological and practical prin-
ciples.

In general, the concept of “career”
in the modern world of management is
widely used in different interpretations
and approaches. In particular, the great
explanatory dictionary of contempo-
rary Ukrainian language treats career as
a quick advancement in professional ac-
tivity [3, p. 525]. The sociological-peda-
gogical vocabulary of a specialist career
defines as “deliberately chosen way of
official promotion, the desire to achieve
a certain status” [8, p. 194]. Thus, one




can consider a career as an important
aspect of professional development and
implementation of a specialist in the so-
cio-cultural sphere. In turn, under the
career process, we will understand the
career orientations and career settings
of a specialist, his professional acti-
vity in the process of achieving success
through the prism of the interaction of
planning mechanisms, professional de-
velopment, selection, innovative tech-
nologies, motivational processes and
evaluation of the results of professional
activity.

On the basis of the analysis of scien-
tific literature, “the success of a career
specialist” can be interpreted as a pro-
cess of development, implementation
and acceptance of the search on the ba-
sis of human-centeredness, motivation,
self-development and self-realization, a
system of professional knowledge, skills
and skills that provides professional de-
velopment, achievement of goals and
professional satisfaction. Activity we
are convinced that the synergetic as-
pect of career and success is to clearly
define the interdependence and inter-
dependence of these two processes.

Thus, the synergy of the career suc-
cess of a specialist is the deliberate ac-
tivity of a specialist in the socio-cultural
sphere in pursuit of the goal and objec-
tives of professional activity. In turn,
the system for managing the success of
a career in a specialist in the socio-cul-
tural environment will be considered
through the implementation of the re-
levant cycles: professional definition —
vocational education — selection for a
position — professional adaptation —
career development planning — profes-
sional development — professional de-
velopment — evaluation of the results

of professional activity. The success of
the career of specialists in the socio-
cultural sphere is formed in accordance
with the general laws of development,
which contain creative and innovative
principles of professional and personal
growth.

In the context of the above-men-
tioned, it is appropriate to point out that
the basis for the success of a career in a
specialist in the socio-cultural sphere
is the following prerequisites: the pre-
sence of special features of the cognitive
and intellectual spheres, providing a re-
flection of the activity; developed intel-
lect; high ability to goal-setting; wide
horizons; morality; personal maturity,
supporting the desire for constant self-
development, self-improvement; abil-
ity to self-control, self-control and self-
realization.

Interesting for our study is the vi-
sion of M. Armstrong’s career manage-
ment system and achievement success
[1, p. 384], as shown in Figure.

Proceeding from this, in the system
of constructing a successful career spe-
cialist in the socio-cultural sphere, at the
present stage, we select the appropriate
subsystems for the implementation of
the professional purpose. In particu-
lar, such as: human resources, organi-
zational, personal and cultural-ethical
subsystems. Due to the functions of the
subsystems attracted and their associ-
ated career orientation, a specialist in
the socio-cultural environment, given
their interaction and interrelationship
that takes on the nature of the mutual
cooperation of these elements, one can
get the programmed result of a career
success.

The analysis of scientific and practi-
cal literature enables the expert’s career
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orientation to be defined as the basic
social settings of a specialist, reflecting
the importance of a career, is the basis
for choosing a career type and expres-
sing readiness for self-realization in
the process of professional activity. In
general, the following types of career
orientations are distinguished: career
advancement, aspiration for indepen-
dence (autonomy), professional com-
petence, stability (security), manage-
rial competence, challenge, integration
of lifestyles, entrepreneurship. At the
same time, the tendencies of develop-
ment and the change of the paradigm of
the socio-cultural environment help to
update the new vision and update the
career orientations of the specialist.
However, we emphasize that the
specialist socio-cultural sphere, defin-
ing the specifics of their professional
work constructively to overcome the
problem of solving conflict of interest,
promptly acting in unusual situations,
successfully using their own creativity,
has a real chance to achieve successful
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careers. Thus, the basic principles of the
career success of specialists in the socio-
cultural sphere are the general laws of
development, which contain creative
and innovative principles of professio-
nal and personal growth.

It should be noted that the basic
principles of successful career profes-
sionals sociocultural environment are:
perception and reality that determines
how satisfied their expert personal and
professional activities; recognition and
variability, which is that when a person
does not want to recognize a problem
or circumstance, then she can not influ-
ence and change her; behavior and ef-
fectiveness, which indicates that when
a person changes his behavior, then he
may change the outcome of his activity;
perseverance and patience; image and
reputation. Compliance and implemen-
tation of the proposed principles and
legality, professionalism, integrity, of
strategy, openness, initiative, creativity,
promote professional and career deve-
lopment professionals is, in our view, the




foundation of becoming successful ca-
reer professionals socio-cultural sphere.

On the basis of theoretical investiga-
tions, we believe that the components
of the career success of specialists in the
socio-cultural sphere should be deter-
mined: objective — success, efficiency,
performance, performance and subjec-
tive — needs, motivation, personal sa-
tisfaction with the process and result. In
this case, every specialist should know
his “field of success”, that is, to have an
idea of what he can achieve as a result of
his professional activities.

On our deep conviction, understand-
ing of the success of the career of spe-
cialists in the socio-cultural sphere, first
of all, should be determined by profes-
sionalism, communicative qualities and
competence, which makes it possible to
skillfully build a strategy for self-deve-
lopment of a successful specialist. We
emphasize that the success of the career
of experts in the socio-cultural environ-
ment characterizes the features of their
self-awareness, self-improvement, self-
realization and the fact that the priority
directions of the socio-cultural environ-
ment can be identified as an important
aspect of the ability of professionals to
realize themselves as a professional. In
general, in the socio-cultural sphere, the
success of a career is a universal need for
realizing the potential of a specialist, a
belief in oneself, achievement of the
goal and high results.

Understanding the scientific litera-
ture on the problems of success allows
one to distinguish the main factors (ex-
ternal and internal, biological, social-
psychological, objective and subjec-
tive) that influence the formation and
implementation of the career success
of specialists. They will also include

adaptation to professional activity,
professional competence, professional
competence, activity, socio-psycholo-
gical factors, individual and personal
qualities of a specialist, organizational
culture, career orientation, managerial
skills, leadership, intelligence, orienta-
tion, success.

Also, according to the results of the
express survey, we have the opportunity
to distinguish the criteria for the career
success of specialists in the socio-cul-
tural sphere. In particular, professional
development; career advancement; re-
alization of personal, professional and
leadership potential of a specialist.

Taking into account these positions,
the indicators of career success should
be considered social progress, purpose-
fulness, professionalism, responsibility,
creativity, innovative potential, accept-
ance and implementation of professio-
nal decisions, sense of time, produc-
tivity of communicative abilities,
performance of professional activity,
competitiveness, the possibility of self-
realization and development, posses-
sion of innovative technologies, level of
satisfaction with professional activity.

Important importance should be gi-
ven to the competency and motivational
components as the basis for the specia-
list’s pursuit of success. The key is the
desire to achieve high results, the pur-
poseful pursuit of professional compe-
tence, effective fulfillment of functional
duties, “lifelong learning” and personal
and professional self-realization.

Consider the motives of specialists
in the socio-cultural sphere, who seek to
succeed: taking into account the needs
and prospects of development; opportu-
nities for versatile development and im-
plementation; promotion of professio-
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nal and career growth; pay; stimulation;
promotion of a high level of professional
development; conformity of expecta-
tions of specialists to the realities of
socio-economic conditions; ensuring
transparent mobility, staffing and ad-
vanced training; self-development op-
portunity; a favorable professional en-
vironment; encouraging and taking into
account the results of the evaluation
of professional activity; prestige and
satisfaction of needs. Motivated to the
success of the specialists of the socio-
cultural sphere persistently, step by step
achieve certain goals, using professio-
nally important qualities that influence
the formation of career success.

The sociological survey conducted
by us made it possible to roam the com-
plex of competencies necessary for a
modern specialist in the socio-cultural
sphere, namely: definition of the direc-
tion of activity and vision; effective
communication; decency and justice;
delegation of authority; strategic think-
ing; making managerial decisions; ana-
lytical thinking; skills of working with
information; innovation; leadership;
professional experience; improvement
of activity; change management; de-
manding possession of knowledge and
skills of self-management; ability to
make the most of their own abilities;
stress management; self-confidence, de-
cisions taken; ability to work in a team;
creativity (the ability to creatively ap-
proach the decision of managerial tasks,
the tendency to improvisation); respon-
sibility; self improvement; organizatio-
nal skills; trust; conflict management;
rational resource management; critica-
lity; orientation to the result.

Particular attention in the process of
implementation of the career success of

166
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should be given priority to the specia-
list’s possession of such personal quali-
ties as: active life position, ability to
self-improvement, high ability to work,
ability to manage conflicts, initiative,
sociability, creativity, professionalism,
responsibility, creativity, tolerance, con-
fidence, activity, optimism, innovation,
leadership, purposefulness and profes-
sional skills of time management, con-
trol, leads negotiation, preparation of
commercial offers, solution of strategic
problems, promptness in decision mak-
ing and implementation, ability to work
in a team, etc.

It is conceptually important to note
that the technology of planning and
implementing a successful career of a
specialist in the socio-cultural sphere
will include: goal-setting, motivational
tools, career development portfolios,
career graphs, career paths, career op-
timization technology and career de-
velopment plans. careers, systems for
evaluating the results of professional
activity.

The main goal of career planning is
to realize the potential of specialists in
the socio-cultural sphere, to create con-
ditions for self-realization and achieve-
ment of success. It should be noted that
in planning professional activities, be-
sides focusing on the final result — the
success of a specialist must take into ac-
count the functional tasks and goals of
the organization. An important role is
played by coordinating the goals of the
specialist and the organization, setting
clear goals and objectives for achieving
them, an agreement on the results of
the activities between the manager and
the specialist, determining the training
needs, increasing the level of compe-




tence, determining the results of evalu-
ation, planning career success.

In our opinion, in our opinion, dur-
ing the planning of the career develop-
ment of a specialist in the socio-cultural
sphere, it is useful to use the following
technologies: the technology of deve-
loping a personal life plan for career
A. Kibanov; W. Sanders Career Plan-
ning Technology; Career Planning
Technology S. Raznik, G. Zaitseva,
N. Karr-Rufino; recommendations on
career planning at organizational level,
etc. What will contribute to the forma-
tion of a new type of specialists who
are interested in continuing education,
self-development and self-realization,
professional and career growth, as a re-
sult — the establishment of success.

The key to successful career profes-
sionals is to identify and achieve goals.
We believe that the priority objective of
professional activity of specialists in the
socio-cultural environment is profes-
sional self-realization and professional
growth, which will promote the com-
petitiveness and success of the modern
labor market in the labor market.

In turn, the internal basis for the suc-
cess of a specialist is professional compe-
tence, such as the readiness to perform
qualitatively functional duties (the
range of powers, competencies), pro-
vided by a combination of relevant pro-
fessional knowledge and skills gained
during continuous training, practical
experience, motivation and personal
qualities, which is formed in the “port-
folio of career growth”. Analyzing the
purpose of the specialist portfolio, let us
note that this, above all, determines the
dynamics of significant results in ge-
neral, as well as the diagnosis of perso-
nal professional development, demon-

stration of the most significant results
of practical activities for the assessment
of their professional competence.

The use of a portfolio allows to solve
a number of tasks of professional acti-
vity, namely: to form and constantly
support motivation, readiness of the
expert to consciously effective purpose-
ful self-education; develop reflexive and
self-evaluation activities, expand the
possibilities of self-education; acceler-
ate the evaluation process by defining
a range of professional opportunities
for a specialist; fix changes and profes-
sional growth at the appropriate time;
to ensure the continuity of self-edu-
cation [5, p. 35-50]. Thus, the “career
growth portfolio” can be interpreted
as an instrument of self-organization,
self-knowledge, self-esteem, self-deve-
lopment and self-presentation through
human-centeredness, which allows a
specialist in the socio-cultural sphere
to analyze their activities, carry out a
qualitative assessment of the results
and plan further actions to achieve the
success of kar’specialist.

Currently, practice shows that “ca-
reer development portfolio” is also a
technology of authentic assessment
(assessment of personal achievements),
which should be characterized as an in-
dividual, personally selected package
of materials, which, on the one hand,
demonstrate the result of the work of a
specialist, and on the other, contain in-
formation , which characterizes ways to
analyze and plan a career. Taking into
account the above, we can say that the
“career development portfolio” of a so-
cio-cultural specialist can be considered
in various functional aspects, in particu-
lar as an alternative way of evaluating
professional achievements and as a tool
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for self-analysis, self-development and
self-improvement. We are convinced
that the “career development portfolio”
of the socio-cultural specialist is an ap-
propriate result of professional develop-
ment and a new stage for self-improve-
ment.

Of great importance in shaping the
career success of specialists in the socio-
cultural sphere is the evaluation as a
confirmation or denial of success. We
believe that in order to assess the suc-
cess of a career it is expedient to bor-
row a single assessment system of the
Commodion Assessmant Frameworks
(SAF), which helps to measure the
quality and effectiveness of services, to
solve the above problems by criteria
and indicators, among which:

* the criterion for evaluating the “re-
sult” — the evaluation of a specialist for
an individual contribution to the effec-
tiveness of the organization;

e criterion of evaluation “profes-
sionalism” — evaluation of a specia-
list for demonstrating his professional
competence in daily work. Indica-
tors of this criterion are: strategic and
critical thinking; strategic planning;
informational-analytical, organizatio-
nal-executive, representative, planning,
innovation-research, expert-consulting,
management training; ability to adjust
activity, control;

* the criterion for evaluating the
“potential of development” — the as-
sessment of a specialist and his ability
to self-development and professional
development, professional growth. In-
dicators of this criterion are: profes-
sional self-improvement (ability to
self-development, systematic, continu-
ous improvement, management of own
professional activity), innovative po-
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tential (ability to find new solutions to
problems, openness to new knowledge
and experience). The typical process
of optimizing professional activities on
the CAF model is realized through the
appropriate stages, such as: the begin-
ning of perfection with the CAF, the
process of self-evaluation, the plan of
improvement [6, p. 5-23]. The above-
mentioned evaluation criteria foresee
a feedback that determines the deve-
lopment of human potential, economic
growth and competitiveness of specia-
lists in the process of forming a success-
ful career.

Conclusions. Consequently, the
conclusions obtained during the re-
search will promote competitiveness
and the formation of the career suc-
cess of specialists in the socio-cultural
sphere, which can be submitted in the
form of such a structural process: a suc-
cessful specialist — self-improvement
and self-realization of a specialist —
creative and innovative principles of
professional development of a specia-
list — human centered dimension of the
socio-cultural sphere — achievements
defined goals and goals of the specia-
list — measure of goals and goals —
synergy of success and career specialist
socio-cultural environment.
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