MPHTL 71.37.15 DOI: 10.48114/2306-5540_2021_4_26

Pestova A.A.®, ‘Gubarenko A.V., "Makogonov A.N., 2imangulova T.V.

' Kazakh Academy of Sport and Tourism, Almaty, Republic of Kazakhstan.
2Federal State Budgetary Educational Establishment of Higher Education “Russian State University of Physical
Education, Sports, Youth and Tourism (SCOLIPE)” Moscow, Russia

THE ROLE OF HUMAN RESOURCE MANAGEMENT SYSTEM IN PREPARING
OF THE SPECIALISTS FOR THE INDUSTRY OF TOURISM

Pestova Alina Amirovna, Gubarenko Anastasia Vyacheslavovna, Makogonov Alexander
Nikolaevich, Imangulova Tatyana Vasilievna

The role of human resource management system in preparing of the specialists for the industry
of tourism

Abstract. In this article, the authors present the results of a retrospective analysis of the historical line of
development of the human resource management system and its modern impact on both the training
of tourist personnel and tourism education in general. Today, the human resource management system
(HRM) is actively developing as an independent direction and an integral part of almost all spheres of
the economy in which human resources are involved. HRM today is not only the results of the educational
process, i.e., competencies that a graduate of the educational program “Tourism” should have, but also
a unified modern approach to the very process of fraining personnel for the tourism industry. In its historical
development, HRM has transformed from the general theory of management, formed in the writings of the
classics of various schools of theoretical and practical management. The authors identified the principles of
modem tourism education transformed from the human resource management system, as well as priority
areas in the formation of human capital for the tourism industry, by the professional survey were formed the
criteria for the development of professionals in the process of higher tourism education, the competence
in the field of human capital management that a modern specidalist in the tourism industry, as well as their
fixation to certain disciplines of the educational program “Tourism”.
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MNMectoBa AAMHO AMKpPOoBHA, N'YB6apeHKo AHACTACUKS BaueCcAQBOBHA, MAKOroOHOB AAEKCAHAP
HukoAaesuy, MiIMaHryAoBa TaTbsSIHO BacuAbeBHA

POAb CUCTEMbI YNIPABAEHUSI YHEAOBEYECKUMM PeCYpPCaMU B MOATOTOBKE CNELMAAUCTOB AAS UH-
AyCTpuM Typusma

AHHOTOLMS. B AQHHOW CTOTbE OBTOPAMM MPOUBOASTCS PE3YALTATHI PETPOCNEKTUBHOTO AHAAM3A NCTOPUYECKOM
AVIHUM PO3BUTUSI CUCTEMBI YIMDOBASHWSI HEAOBEHECKMMU PECYPCOMU N €0 COBPEMEHHOTO BAVSIHMSI KOK HO
MOATOTOBKY TYPUCTCKMX KOAPOB, TOK M HA TYPUCTCKOE OBPA30BAHME B LLEAOM. CEroAHs!, CUCTEMA YNIPOBASHMS!
yenoBeyeckummn pecypcaomm (HRM) OKTMBHO PO3BMBAETCSI KOK COMOCTOSITEABHOE HOMPOBASHUE U
HEOTbEMAEMAS! HOCTb MPAKTNYECKN BCEX CHEP SKOHOMMKM, B KOTOPOM 30ASMCTBOBOHbI AOACKME PECYPCHI.
HRM ceroaHst aT0 He TOABKO PE3YALTOThl OBPA30BATEABHOrO MPOLECCA, T.€. KOMMETEHLMM, KOTOPLIMMA
AONKEH OBAOAQTH BbINMYCKHUK OBPA30BATEABHON MPOTPAMMBI «TYPU3M», HO Y € AVHBIN COBPEMEHHBIN MOAXOA
K COMOMY MPOLIECCY MOATOTOBKMN KOADOB AASI MIHAYCTOUN TYpU3MA. B cBOem nctopryeckom passuime, HRM
TOAHCHOPMUPOBAAOCH M3 OBLLIEN TEOPUN MEHEAKMEHTA, CHOPMUPOBAHHBIX B TRYACUX KAQCCUIKOB PABANYHBIX
LLKOA TEOPETUHECKOTO 1 MPAKTUHECKOTO YNPABAEHMSI. ABTOPAMM ONpeASAESHb! MPUHLMIMBI COBPEMEHHOTO
TYPUCTCKOrO OBPA30BAHMS TOAHCHOPMUPOBAHHBIE 13 CUCTEMbI YNDABASHSI HSAOBEHECKMMIM PECYPCAMM,
A TAKXKE MPUOPUTETHBIE HAMPOBASHWS B GOPMUPOBOHNN YEAOBEHYECKOTO KAMUTAAO AAST UHAYCTOUU TYPU3MA,
Nno CPEACTBAM MPOPECCUOHAABHOTO OMPOCA CHOPMUPOBAHBLI KPUTEPUN PASBUTUS MPOGECCUOHOAOB
B MpOLEeCcCe BbICLLETO TYPUCTCKOTO OBPA3OBAHMS, KOMMETEHLIMN B OBACCTA YMPOBASHWS HEAOBEHECKNM
KAMUTOAOM, KOTOPbLIMU AOAKEH OBACAQTL COBPEMEHHBIM CNELIMAAUCT MHAYCTOMM TYPU3MA, A TAIOKE WX
duKCaALMS K ONPEASAEHHBIM ANCLUNAVNHOM OBPO30BATEABHOM MPOTNPAMMBI «TyOU3M»,

KAloueBble CAOBQ: MEHEAKMEHT, YSAOBEYECKU KAMUTAA, YNPOBASHUE YEAOBEHECKUMIN PECYPCAMM, TYPUCTCKOE
0BPA30BAHME, TYPU3M.

MNectoBa AAMHA AMMPOBHA, N'YBapeHKo AHOCTACKS BayecAOBOBHA, MAKOTOHOB AAEKCAHAD
Huikonaeswuy, VIMaAHryAoBa TATbsIHO BacrAbeBHO

AAaMM pecypCcTapAbl 6acKapy )KyMeciHiH KasaKCTaHHbIH, TYPUCTIK GiAiMiHe acep eTy epeKLUeAiKTepi

AHAQTNA. ByA MOKOAOAQ OBTOPACP OACM PECYPCTAPbIH 6ACKAPY KYMECIH ACQMBITYAbIH, TOPWXM GOFbITbIH
PETPOCNEKTUBTI TAOAAQY HOTVIKEAEPIH YKOHE OHbIH, TYPUCTIK KOAPAODPAbBI ACSIOACYFA AQ, SKOATMbI TYPUCTIK
BiniIMre aAe acepiH KeATipeal. byriHr TOHAQ aAGM pecypCTapbiH 6ackapy »yneci (HRM) aepbec OafFbIT
peTiHAE XeHe OAOM PEeCcypCTapbl KATbICATbIH SKOHOMWUKAHBIH, ©OPAbIK COAQAQPbIHBIH, CKbIPAMAC
GoAIr peTiHAEe BeAceHAl AAMYyAQ. O3iHIH, TapUXM AAMYbIHAQ HRM TEOPUSIABIK >KeHE MPAKTUKOAABIK,
BACKAPYAbIH, SPTYPAI MeKTEMNTEPIHIH, KAQCCUKTEPIHIH, MA30AAAPBIHAC KOABINTACKOH MEHEAXMEHTTIH,
YKAAMbI TEOPUSICEIHOH TPAHCHOPMALSIACHFOH. ABTOPACP TYPU3M MHAYCTPUSICHI YLLIH OAQMM KAMUTAAABI
KOABINTACTLIPYAbIH, 6ACHIM GGFLITTOPbLIH OHBIKTOADBI, K&CIBN CAYAAHOMAO QPKbIAbI XKOFAPbI TYPUCTIK BiAIM
Bepy NpoLeCiHAS MOMAHACPABIH, AOMY KPUTEPUNAEPI, TYPU3M MHAY CTPUSICBIHBIH, KA3iPMH 3aMAOHFbI MAOMAHbI
ne GOAYbI KEpeK OACMM KAMUTAAABI BACKOPY CAAQCBIHACHBI KY3bIPETTIAIK, COHAQM-OK, OAQPAbI «Typur3m»
BiAiM B6epy 6OF AQPAAMACHIHBIH, GEATIAI Bip MeHAEPIHE BeKITY.

Ty1iH ce3pep: MEHEAXKMEHT, OACM KOMUTAALI, GAOMM PECYPCTAPALI 6ACKAPY, TYPUCTIK BIAIM, TYPU3M.
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Introduction. Currently, the entire system of
preparing of specialists for the tourism industry faces
an important task to form actual educational programs
that must meet the requirements of the state, the
international community and the entire tourism industry,
and hospitality in general. Thus, in his message, the
President of the Republic of Kazakhstan has repeatedly
stressed the importance of this process: “The task of
the relevant ministry is to ensure the improvement
of the quality of higher education. Universities are
obliged to be responsible for the proper preparing of
personnel” [1]. Thus, today, a priority has been formed
for quality education based on a professional, personal
and humanistic approach, where a special place should
be given to professionals, as the main “capital” of
our country. The very concept of “human capital” is
relatively young, since in the era of the information
boom and technological development, human work
is less and less calculated by the physical presence
and the frequency of operations performed per unit
of time, and more and more passes into the category
of quality indicators, when professionalism, desire
to learn, constant career growth are the cornerstone
of work activity. Management of the processes of
acquiring professional competencies, their qualitative
development is today the basis of the educational and
labor process both at the regional and international
levels.

Today, the World Development Bank is
implementing the “Human Capital Development
Project”, being a global initiative designed to promote
the efficiency of investments in people in order
to strengthen social justice and ensure economic
growth. So, for 2021, more than 79 countries of the
world are already developing strategic plans for the
development of human capital, which consists not
only in eradicating poverty for developing countries,
but also in the planned sustainable development
of the economy, through the human capital of the
leading countries of the world [2].

Human capital is the totality of knowledge,
skills, and abilities used to meet the diverse needs
of individuals and society as a whole. The American
economist Jacob Minser introduced the term into
professional terminology of the management in
1958, and then Theodore Schultz in 1961 and
Gary Becker developed this idea from 1964 in
their research and works [3]. Currently, this theory
is being actively developed in the system human
resource management (HRM), and is a major factor
in the formation and development of an innovative
economy and knowledge economy in all directions
and sectors. Thus, the introduction of the basics and
principles of human capital management system in

the system of higher tourism education will allow
training personnel capable of not just managing
human resources, but also to plan their own and
their professional formation and development. In
this regard, the purpose of the study was the study
and structuring of historical events that influenced
the formation, formation and development of the
human resource management system and its impact
on modern tourism education.

Based on the purpose of the study, the following
objectives were formed:

- Examine the historical development of the
human resource management system;

- To analyze the transformation of the concept
of “human” capital;

- To determine the needs of the tourist market in
the competencies of specialists in the field of human
resources and capital management.

- To form the learning outcomes for EP
“Tourism”, as a result of mastering management-
oriented disciplines.

Methods and organization of research.
The main method in organizing the study was
a retrospective analysis of the historical line of
development of the human resource management
system, combining elements of the theoretical and
empirical level. In the process of scientific research,
the authors applied a selective analysis of the results
of a professional survey of subjects of the tourism
industry, as well as analyzed and modernized the
contents of some management-oriented disciplines
in the context of the educational program “Tourism”.

Research results and their discussion.

Currently, the human resource management
system is an independent branch with all the elements
of a scientific discipline, are formed in the process
of its historical development. Today, the history of
HRM can be shaped in three aspects, presented in the
figure 1: as management development (HRM as an
integral part of management), as a separate direction
(development of the human resource management
system as a separate direction), as a way of using
human resources (evolution of various approaches to
understanding the essence of human resources). Each
of the proposed concepts forms specific approaches to
understanding the basics of modern HR management.

Thus, HRM as an integral part of management
has developed in the context of its historical
development. Today, it is obvious to everyone
that management is the subject of study in many
sciences, including natural sciences, and is a
function of biological, social, technical systems that
ensures the preservation of their structure, maintains
a certain mode of activity. In its most general form,
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CONCEPTUAL FRAMEWORK FOR THE HISTORICAL DEVELOPMENT

OF
I

h 4

HRM AS AN INTEGRAL PART OF
MANAGEMENT

HRM AS A INDEPENDENT INDUSTRY

HRM AS A WAY AND APPROACH TO THE
USE OF HUMAN RESOURCES

Figure 1 — Different approaches to understanding the conceptual foundations of a modern human resource management system
(compiled by the authors)

management is presented as a purposeful, planned,
coordinated and deliberately organized process that
contributes to the achievement of maximum effect
with a minimum expenditure of resources, efforts
and time. That is, management is the ordering of
the relevant structure and ensuring its effective
functioning in full compliance with the laws of
existence and development of this system [4]. Any
activity is subdivided into two basic subsystems:
it is formation of a product and management of all
processes where work with people is a large enough
sector of management [5].

HRM as an independent branch was formed as
a scientific direction at the end of the XIX century
and is divided into the so-called “milestones”: Late
19th — early 20th century — scientific management;
30s of the 20th century — development of trade
unions protecting employee rights; 40s-50s of
the 20th century — expansion of powers of human
resources services; 60s-70s of the 20th century
— automation of labor; 80s of the 20th century —
demand for a system of training and retraining of
workers; 90s of the 20th century — computerization;
early 21st century —strategic planning; 10-20s of the
21st century — globalization, increasing importance
of man as the organization capital. In the study
of the historical line of development of human
resource management system trends in favor of
sociologization and psychologization are observed,
i.e., a person is seen as a unique resource and
capital, which has its own potential, psychological
characteristics and needs, investment in which
is simply necessary with the strategic objectives
of improving the quality and effectiveness of its
professional activities.

The change of the principal approaches to the
understanding of the role of human resources and
their use for the purposes of the organization, allow
to form a number of distinctive characteristics of
each stage. Planned, we can consider the transition
from “use of human resources”, to “personnel
management” and “human management”, and then to
“human capital management”. Thus, the concept of
the use of labor resources was used in management
activities from the end of the XIX century to the 60s
of the XX century by the theorists of the “School of
Scientific Management”, where the main function
of a person in production was labor, which was
measured by two parameters: the cost of working
time and the amount of wages. Since the 30s of the
XX century, the conceptual approach has been based
on the perception of a person through his position,
and management was carried out using numerous
administrative mechanisms (principles, methods,
powers, functions). Human resource management
began to consider a person as a ‘“non-renewable
resource” — “an element of a social organization in
the unity of three main components — labor function,
social relations, employee status” [6]. Proponents of
the concept of human management are moving away
from the “resource approach in human perception”. A
person not only comes to the fore in the organization’s
management system, but he begins to be considered
as a “special object of management” [7].

The modern approach is a direction formulated
initially as a synthesis of the economic and social
component in the consideration of the organization’s
activities, later developed into a full-fledged concept
that considers “human capital” as a set of not only
skills, knowledge, skills, but also the level of health,
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the environment of human activity, etc., providing
jointly satisfaction of the needs of both man and
society. In fact, there has been a transition to the
consideration of human capital as the main factor of
the competitiveness of the country’s economy [8].
All of the previously listed conceptual

foundations of the modern human resource
management system are based on specific
theoretical and practical works of leading

specialists, economists, sociologists, etc. in different
historical periods. According to many researchers
of the modern personnel management system, the
ancestor of personnel management is Robert Owen
(1771-1858), who considered personnel policy to be
his main reform policy. When applying for a job,
he suggested evaluating the abilities of a potential
employee and, in accordance with this, offering one
or another type of work. That is, with his “industrial
and social experiment”, he was one of the first to try
to show that satisfying the interests of an employee,
including in the process of work, can become
a powerful incentive for the development of an
enterprise. [9] R. Owen was far ahead of his time.
He was the first not only to express, but also tried
to put into practice the concept of socially oriented
management. Many of his ideas received further
justification and development only in the second
half of the twentieth century. within the humanistic
direction of management [10].

An early tendency to comprehend the
process of human resource management through
“psychologization” can be seen in the writings
of the American psychologist Hugo Munsterberg
(1863-1916). His proposed aspects of business
covered the psychology of the organization, which
is expressed in three main aspects: 1) the need
to find people whose intellectual qualities make
them the most suitable for performing the required
work; 2) determining the psychological conditions
under which the organization will be able to get
maximum results from each employee; 3) the
choice of ways to influence employees in terms of
ensuring the effectiveness of the organization. The
concept of “industrial psychology” developed by
Hugo Munsterberg, which includes career guidance,
increasing work motivation, creating conditions to
overcome the negative impact of monotony of work,
improving production discipline, proper selection
and placement of personnel, etc. he called the
most significant positions for the development and
success of the organization [11].

Early ideas about human resource management
existed in the general management system, and in
his writings Frederick Taylor, the founder of the

scientific organization of labor and management,
considered not a person, but first of all his main
function “labor”, which should bring the maximum
possible effect at its minimum cost. F Taylor and
his followers personalized responsibility, i.e. each
employee of the organization is responsible for the
quality of the work performed by him, and the vertical
division of labor allows specific functions to be
assigned to each hierarchical level. Also, it was then
that the importance of stimulating, rationalizing and
rationing labor, focusing on economic methods and
the predominance of an authoritarian management
style, etc., was emphasized [12].

Further development of the scientific system
of human resource management is outlined in the
works of G.L. Gant, who defined personnel as the
most important element in the implementation and
rationalization of the production process [6, p. 46].
Brothers F. and L. Gilbert laid the beginning of micro-
elemental planning, their research was aimed at
forming principles of practical recruitment, placement
and training using modern technology [13].

In the first half of the twentieth century, A.
Fayol (1841-1925), who is rightfully considered the
founder of the classical school of management, he
proposed 14 principles of administrative activity of
the head: division of labor; power — responsibility;
discipline; unity of management; unity of
management; subordination of private interests
to general; remuneration of staff; centralization;
hierarchy; order; justice; constancy of staff; initiative;
unity of staff. In addition to the basic principles of
management, the author has also developed the
basics of functional management (“Controls”).
The theory of A. Fayol was actively used and
was dominant until the 60s of the XX century.
Nevertheless, his principles of management are still
used in the practice of personnel management [14].

The formation of the theory of “human relations”
takes place at the turn of the XIX — XX century,
and is associated with the practical developments
of E. Mayo (1880-1949). During his experiment, it
was found that labor productivity changes not only
depending on the above-mentioned physical factors,
but also under the influence of socio-psychological
factors (group norms, interest in the labor process,
etc.). In fact, he pointed out that the behavior of an
employee in the labor process is largely determined
by the influence of those formal and informal groups
of which he is a member [15]. It was Mayo who
highlighted the greatest influence of informal groups
in the workforce, and also pointed out the importance
of taking into account the individual needs of the
employee, his social relations and needs.
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An outstanding scientist-psychologist, the
founder of “humanistic psychology” is A. Maslow
(1908-1970), and his “hierarchy of needs” allowed
to form approaches to building a system of personnel
motivation at the enterprise, which today remains
popular among specialists of the human resource
management system [16].

By the middle of the twentieth century, there
was an active transformation of the school of “human
relations” into a “behavioral school”, a school of
“behavioral sciences”, where special attention was
paid to the research of methodological aspects of
improving the effectiveness of a particular employee
of the organization. The largest representatives of
this direction are R. Laikert (theory of four human
resource management systems), D. McGregor
(theories “X” and “Y”), F. Hertzberg (“the theory
of two factors”), who studied the problems
of social interaction, motivation, power and
authority, organizational structure, communication
in organizations, leadership, etc. [8, p.16]. This
period of development of the science of personnel
management is characterized by another feature —
the rejection of the dominance of the technocratic
approach to the management of the organization and
the promotion of the “human factor” to the fore [17].

The XX ofbehavioral and situational approaches,
as well as the use of systems analysis, “systems
empiricism” at the end of the twentieth century. As a
bright example of developments of theorists of this
school it is possible to consider model 7C developed
by consulting firm “McKinsey” according to which
seven key elements can be included: strategy,
leadership style, composition of personnel, sum of
skills, joint values, structures and systems. Thus, the
theories of the late twentieth century are systemic
in nature, where human resource management itself
is an element and even a full-fledged subsystem of
a higher order, as well as the basis of the concept of
“human resource management”.

The transition from the concept of “human
resource management” to “human capital
management” is associated with a change in
economic management, when there is a complication
of connections, the volume of information flows is
growing, integration processes are intensifying.
Modern economy is “knowledge economy”,
“information economy”, which makes new
requirements to the personnel, to its qualification,
development and constant self-improvement. The
formation of a full-fledged theory of human capital
can be observed in the works of G. Becker, T. Schultz
and S. Kuznets, where constant investment in the
development of a person, his competences, creation

of a favorable environment for his life activity is
assumed.

Thus, the Western theory of personnel
management has gone through several key periods
in its development, and the historical line of HRM
development represents several main periods, which
are characterized by an intensive change in the role
of a person, a professional in different spheres of the
economy. Thus, the end of the XIX — beginning of
the XX century is characterized by the formation of
the conceptual foundations of HRM in the works
of Frederick Taylor, Frank and William Gilbert,
Elton Mayo and other scientists [19]. Further, with
each decade of the twentieth century, the role of
high-quality human resources has grown and the
gradual transition to the concept of human capital,
which in the 21st century has become the most
relevant definition. In the process of its historical
development, personnel management in the Republic
of Kazakhstan is a process in which the last 50 years
has passed almost all stages at an “accelerated” pace.
If at the beginning of the twentieth century human
resources were quantitative in nature, when numbers
were of paramount importance, then in the period
from the 50s to the 80s of the twentieth century
there is an important turning point when qualitative
characteristics, if not superior, then become as
important as quantitative ones. Since the 90s, an
important period of formation of the national vector
of economic, social and management development
has been coming in the republic. Currently, the
human resource management system has its own
sectoral directions that reflect the distinctive
features of various spheres of the economy, this of
course also applies to tourism, as one of the most
contact areas of professional activity, lying in the
plane of “man — man”, where human resources
represent an important capital that requires constant
investments both at the professional level and at the
level of training specialists. The trends of the last 5
years have been the introduction of the principles of
personnel management into the educational process
in many areas, including in the tourism education of
the republic [20].

Human capital management today is the basis
of'a modern approach to the educational process, the
result of which should be the training of a highly
qualified specialist, i.e., in a higher educational
institution there is a process of formation and
development of “human capital” capable of
management activities. Thus, when training
specialists for the EP “Tourism”, the basic principles
of the human resource management system are
implemented (Figure 2).
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Clear knowledge of professional responsibilities

PRINCIPLES OF THE HRM SYSTEM
3
PRINCIPLES OF MODERN TOURIST
EDUCATION

Provision of materials and equipment (material and technical

base)

The apportunity to do what you do best

Evaluation and encouragement of success in bath the
educational process and professional activities

ﬂ . Caring for students as a person o linanizing education
Encouraging professional growth
Ability to listen to the opinions of students

Training and professional developiment

Teamwaork effect

Figure 2 — Principles of human resource management system in the system of tourism education (compiled by the authors)

Figure 2 shows the basic principles of the human
resource management (HRM) system transformed
into the principles of modern tourism education in
the Republic of Kazakhstan:

- A clear knowledge of professional
responsibilities, formed through a step-by-step
process of acquiring professional competencies and
contributing to the further development of a travel
industry specialist.

- Provision with materials and equipment
(material and technical base), both for mastering
professional competencies, and for their subsequent
implementation in the workplace.

- The opportunity to do what is best done as the
highest manifestation of student-centered education,
pluralism and humanization of education in the
construction of an individual curriculum (IEP), its
vector of professional development.

- Evaluation and encouragement of success
both in the educational process and in professional
activity. When training personnel for the tourism
industry, great importance should be given to the
practice-oriented approach, in which professional.

- Taking care of students as a person or humanizing
education, the ability to self-realize not only
professionally, but also through participation in various
cultural events, interest clubs, master classes, etc.

- Encouraging professional growth through
participation in competitions at various levels,
organizing and conducting master classes, etc.

- Ability to listen to the opinions of students
through several ‘“communication channels”:
online reviews on the official website, meetings
with management; “trust box”, participation in
the professional group for the development and
improvement of educational programs; participation
in commissions, etc.

- Training and professional development
as the basis of a modern training system for
the tourism industry, expressed in a qualitative
approach to the development, coordination and
implementation of EP.

- The effect of work in a team is formed through
the educational process and extracurricular activities,
active types of tourist activities, organization and
participation in mass sports and cultural events,
competitions and conferences, professional and
educational practices, and so on.

The introduction of these principles, transformed
from a human resource management system into
a system of higher tourism education, makes it
possible to train personnel for the tourism industry
that meet international and national standards. Thus,
the modern principles of HR management are not
only interpreted in higher tourism education, but also
should be introduced into the educational process
itself through management-oriented disciplines.
When conducting a professional survey among the
subjects of the tourism market, it was revealed that
human resource management is considered one of
the most important skills for a modern specialist
in the tourism industry, along with knowledge
of marketing, languages of booking systems and
touroperating (Figure 3).

Thus, when analyzing the demands of the
tourist labor market, the competencies necessary
for a modern specialist were identified, namely: The
ability to form, develop and manage professional
human capital; Ability to create multidirectional
tourism products and promote it by means
of marketing; Skills of working with foreign
companies, knowledge of languages, etc.; Ability
to form new tourist offers based on regional tourist
resources.
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PROFESSIONALCOMPETENCIES OF A SPECIALIST

IN THE INDUSTRY OF TOURISM

B Human resource

W Tourism product creation

mEnowledge of languages

Marketing

W CHCTEME GPORRPGEARIA

5 The ability to form. develop and
manage  professional  hwman
capital;

. - Ability o create

multidirectional tourism
products and promoete it by
means of marketing:

5 Skills of working with foreign
companies,  knowledge  of
languages, ete.;

1 Ability to form new fousist
offers based on regional tourist
resources;

Figure 3 — Professional competencies transformed into learning outcomes for EP “Tourism” (compiled by the authors)

These competencies were transformed for the
educational program “Tourism” and adapted for
management-oriented disciplines: “Infrastructure
of tourism”, “Planning, organization, regulatory
basis of tourism business”, “Tourism Management”,
“Professional ethics and etiquette in tourism”, “HR
management in tourism”, “Touroperating”, “Project
management in tourism”, ‘“New information
technologies in tourism”, “Logistics in tourism”,
“Business meetings industry” and other. As a result
of mastering management-oriented disciplines in
the student formed the skills necessary to work with
the formation and promotion of human capital, i.e.
professionals of the tourism industry.

HRM today is not only a professional field of
human resource management, but modern principles
are translated into higher education in tourism. As a
result of the study, the following conclusions were
obtained:

- A retrospective analysis of the historical line
of development of the human resource management
system allowed us to identify key stages in the
formation of a modern approach to HRM and
determine the principles of its further development;
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