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FEEDBACK WITH EMPLOYERS AS AN EFFECTIVE TOOL
FOR IMPROVING THE TRAINING OF SPECIALISTS
IN THE UNIVERSITY

The results of employers questioning and their feedback on the quality of
training specialists at the Nikopol faculty and at the College of the National
Metallurgical Academy of Ukraine are considered. Generalized the main
problems in the training of specialists and considered ways for improve of
the current situation.
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Introduction. This article is a continuation of the work on the
problem, partially covered by the authors in previous publications [1; 2].
The essence of the problem lies in the insufficient level of theoretical and
practical training of university graduates to work at enterprises, which
causes justifiable complaints from employers. Another aspect of the
problem is the development of an effective mechanism for interaction
between the university and employers, taking into account the prevailing
realities, which would, if not solve the problem, at least significantly
improve the situation.

The purpose of the work carried out in recent years by the team of
the Nikopol Faculty of NMetAU, the College of NMetAU and the authors
of this article is to find ways for improve the quality of training specialists
in the university to a level that would meet the requirements of employers
for the qualification of personnel.

Materials and methods. Today, there are many approaches to the
organization of training specialists who can work effectively immediately
after graduation, as evidenced by the positive experience of international
corporations and some universities in Europe. In Ukraine, there are also
some examples of successful interaction of universities with employers,
where the time for adaptation of graduates in metallurgical company can be
significantly reduced, thereby reducing the employer's costs for additional
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training or professional development. Unfortunately, these are only isolated
examples so far. Problems identified by the authors as a result of the
questionnaire of employers (discussed below) are typical for most sectors of
the economy, which adversely affects both the development of some
enterprises and the economy as a whole. Considering that NMetAU
prepares specialists for metallurgy — one of the leading branches of the
Ukrainian economy, the search for solutions to these problems is an
important task for the near future.

Results. In the Nikopol region (Dnepropetrovsk region, Ukraine)
there are 14 large mining and metallurgical and pipe plants, among which
Nikopol Ferroalloys Plant and the pipe corporation «Interpipe» are known
far beyond Ukraine. If we take into account other metallurgical enterprises
(iron foundries and steel mills and plots), the total number of potential
employers for NMetAU graduates will be more than 30. NMetAU has
concluded agreements on social partnership with almost all large
enterprises, which provide for a number of aspects aimed at improving the
situation with training of personnel [3]. First of all, it is an opportunity to
provide students with graduate courses with places to practice (in some
cases, even with the student paying for the work of the student in practice),
the opportunity for teachers to undergo internships and advanced training at
enterprises, as well as the possibility of conducting research on the
applications of enterprises.

During 2017, the Nikopol Faculty of NMetAU conducted a survey of
employers to clarify their views on the quality of graduate training. The
questionnaire included 12 questions addressed to personnel services and
personnel managers. The most important questions were:

- An overall assessment of the quality of specialist training;

- What kind of knowledge does young professionals lack?

- What qualities (practical skills) do young professionals lack?

- How does the company train (improve) the staff?

- What needs to be done (according to the employer) to improve the
quality of graduate training?

The main shortcomings of graduates, which were noted by the
majority of employers, are as follows (table 1).

The results of the questionnaire were summarized by the authors and
used in the preparation of agreements on social partnership with enterprises.
As one of the measures to improve the situation, recommendations on the
organization of student's pre-diploma practice at enterprises with parallel in-
depth excursions of teachers — heads of diploma projects for these
enterprises have been developed. Consideration is also given to proposals
on the introduction in the last semester of the discipline «management of
communications in professional activities».
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Table 1
The main shortcomings of graduates, identified by employers in the first
year of their work in enterprises

Stages The most common shortcomings

When hiring | There is not enough theoretical knowledge and practical
skills to ensure high labor productivity, which entails an
increase in the company's expenses for «post-training» and
retraining of personnel.

Overestimated ambitions of graduates in terms of wages (the
desire for high wages, without lack of experience).

During the Insufficiently developed personal qualities necessary for
probation work (perseverance, initiative, vigor, organizational skills,
period etc.).

In the Low efficiency of graduates.

course of There is not enough knowledge in the field of building
labor communications in professional activities.

activity

Discussion and conclusions. The task of the authors and the
Nikopol Faculty of NMetAU for the near future is to continue work on
finding the most acceptable forms of cooperation with employers in the
current conditions in terms of harmonizing the training programs and
training of teachers. The ultimate goal is to create an efficient system of
qualified personnel training, demanded by employers and to the maximum
extent possible to meet their requirements.
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Caitinana 3indenko, I'epman Casuenko, FOpiit Ctynak, Jlapuca
Bo6xoBa. 3BoporHiii 3B'si30k 3 pol0oTOonaBUAMH fIK e(eKTHUBHHI
IHCTPYMeHT /ISl MOJMINIIeHHS MATOTOBKH criewianicTiB B yHiBepcHTeTi.
Pozenanymi pesynemamu ankemysanus pobomooasyie ma ix 6i02yKu npo
saxicmeb nioeomosku cneyianicmie Ha Hikononbcokomy ¢haxynememi i 6
konedxci Hayionanonoi memanypeiunoi axademii Vkpainu. Yzacanoheni
OCHOBHI npobneMu npu Rni020Mo8Yi cneyianicmié i pO3SIAHYMI WIISIXU
NOKpawjeH s cumyayii, wo CKIAaaAcs.

Knrwouosi cnosa: eunycknHuxu 6y3y, npogecionanvbha nio2omogra, sKicmb
cneyianicmis, ni02omosKa Kaopie Ousi Memanypeaii.

Cgeriiana 3uHyenko, I'epman Casuyenko, IOpmii Crynak,
Jlapuca bobkoBa. QOOpatHast c¢Bsi3b ¢ paldoTogaTesiMH KAk
3¢)peKTHBHBI HHCTPYMEHT [JIsl COBEPIICEHCTBOBAHHUSI TOATOTOBKH
CIENUATUCTOB B YHUBEPCUTETE.

Paccmompenvl  pesynomamvl  aHKemupogauus pabomodamenei U Ux
om3vl8bl 0 Kauecmee NOO20MOSKU cneyuaiucmog Ha Huxononvckom
Gaxynomeme u 6 xonnedace Hayuonanonoti memannypeuveckou akademuu

Vikpauno.  Obobwenvr  ocnosHvle  npobiemvl  npu  NOO20MOGKe
CReyuanucmos8 U PacCMOMpenvl  Nymu — YAVHWEHUS.  CLONCUBUENICS
cumyayuu.

Kniouesvle cnoea: svinyckHuku 8y3a, NPOPEcCUOHATbHA NOO20MOBKA,
Kauecmeo Cneyuanucmos, no020mosKka Kaopos 0 Memaiypeuu.
Crarrs Haaiiunia 1o penakuiiuoi konerii 31.10.2017

Indopmanisa npo aBTopiB:

3inyenko CaiTiana MuxaijiBHAa — BHKIAJa4-METOAUCT  BHILOL
KBaJiikamiiHol KaTeropii, BIIMIHHUK OCBITH YKpaiHH, KEpPIBHUK BiIILTY
HMetAY, HauionanbHa MeTanypriiiHa akazemist YKpaiHu.

CaBuenko I'epman [@eopriiioBuu — mupekrop komemxy HMerAY,
HarionanbHa MetanypriiiHa akagemist Y KpaiHu.

Crynaxk IOpiii OuiekcaHapoBu4 — KaHIWAAT TexXHIYHUX Hayk, PhD,
JoneHT, HamionansHa MeTamypriiiHa akagemis Y Kpaiau.

Bob6kxoBa Jlapuca OuekciiBHa — cTapmuii BEKIaAad, 3acCTyITHUK JEKaHA
Hixomonscekoro ¢-ty HMetAY, HamionanpHa MeTanmypriiiHa akameMis
VYkpainu.
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