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Abstract. This contribution presents an analysis of the transformational changes in the global environment 

on the content of modern models of managerial competencies. Theoretical approaches to the definition of 

managerial competencies according to international standards are studied, and on this basis a hierarchy of 

competencies, within the context of their acquisition through professional training, is determined. The 

predictions and changes in the basic competencies of managers in the near future (2025) are analysed. Sets 

of general managerial (organizational) competencies (hard skills) and non-specialized supra-professional 

competencies (soft skills) are defined and compared. Digital competences and intercultural competences are 

defined as conceptually new skills required by a modern effective manager.  
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1 Introduction  

The process of the high-quality professional training of future managers within the context of the latest global 

challenges, including COVID-19, requires a thorough rethink of the competency model of a successful manager. The 

transformation of the global environment has affected various areas of business and requires urgent critical analysis and 

the search for additional supra-professional skills for modern leaders, providing them with self-development, cognitive 

thinking, the ability to adapt to market turbulence and digitalization. 

A systematic analysis of scientific papers reveals the defocus and one-sidedness of the research into the topic of this 

study. This includes analyses of the theoretical models of a successful manager [1, 2], predictions about future managerial 

skills [3-5], consideration of the impact on businesses and management structures of the post COVID-19 era, the 

requirements being placed on managers in the era of intellectual development under Industry 4.0 [6-8], and the 

determination and attempted definition of the essence of digital literacy and digitalization of the global economy [9-11]. 

In our opinion, digital and intercultural competencies are conceptually new managerial skills that are required to 

overcome the above challenges due to global economic developments. The digital competencies of managers should be 

considered from at least three vantage points: the ability to perceive new technologies; the ability to utilise them at work; 

and the ability to transfer these technologies when training staff and stakeholders. Acquiring the competence of cultural 

self-awareness is a fundamental skill that helps prevent cultural conflicts and helps managers to understand the impact of 

their own cultural beliefs (personal self-awareness) and values on stakeholders, taking into account management practices 

in different cultures. 

However, despite the large number of scientific papers, and given the recent challenges of globalization, the system 

of competencies of a modern successful manager has yet to be generalized; there are no definitions of the new supra -

professional skills managers should acquire and possess and which should be incorporated into managerial training 

programmes. The purpose of this study is therefore to clarify and define the competencies of a successful manager, thereby 

setting clear priorities for the training of a competitive manager in the face of recent global challenges. 

2 Methodology  

For the purpose of the research, the main stages of the study were set as follows: 1) systematic and structural analysis 

of the theoretical approaches for determining the competencies of managers according to international standards, and 

determination of the hierarchy of managerial competencies required within the context of their acquisition during training; 

2) analysis of predictions and changes in basic managerial competencies in the near future (2025) to determine the 

priorities for the professional training of competitive managers; 3) analysis of "post COVID-19" analytical reviews by 
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top international consultancy firms and other organizations to identify new managerial competencies and determine the 

content thereof. 

For each of these stages, the following research methods were used: system analysis method (competency models 

were considered as a complex system of interrelated skills that together ensure the success of a leader in practice); abstract-

and-logical analysis (the formation of hypotheses, conclusions based on evidence, confirmation of the author's opinions 

by other authors, analytical and empirical research results, which reduce the probable level of subjectivity of the research 

results); and the abstraction method (i.e. distraction from additional related information in order to determine the top key 

competencies of a manager in the "post COVID-19" era). In addition to this systematic approach, general scientific 

approaches were also used: chronological (while studying the changes in the skills of a successful manager over time, 

from the initial class models to predictive models); and terminological (while clarifying the essence of digital 

competencies and cultural identity). 

The information basis of the study consisted of scientific papers, theoretical models of managerial competencies, 

empirical research, analytical reviews and predictions by international organizations and companies. To obtain objective 

and reliable results from the scientific research and to confirm the hypotheses, the following criteria were used to select 

the source base: representativeness, time, and the level of generalization of information based on empirical data. 

3 Results and Discussion 

Ukraine's integration into the global economy has led to a wide range of changes that have complicated management 

problems, intensified competition, and paved the way for an innovative breakthrough in Ukraine's economy. Ensuring the 

requirements for its successful transition requires the high-quality training of (future) managers who are able to think 

critically, strategically, and are able to implement a modern management philosophy. This includes: 

- providing the conditions for the self-realization of an individual`s creative potential; 

- developing the link between fundamental knowledge and highly professional practical skills and abilities; 

- the adaptation of staff to the environment with constantly changing responsibilities; 

- the reorientation of employees' values and strengthening the role of work ethics; 

- effective problem solving related to global competition and the informatization of innovations [12]; 

- the ability to properly perform duties under the constant pressure of political, social, economic and 

psychological disincentives (stress, pressure, uncertainty in society and in specific groups); 

- increasing the role of the manager and deepening the communication with staff, as well as competence in the 

implementation of management tasks (contributes to a significant improvement in the mental health of all 

employees) [13]; 

- providing behavioural, affective and cognitive dimensions to interpersonal communications [14]; 

- increasing interest in self-education, a high level of self-discipline; 

- the constant strengthening of the business reputation of managers, which requires managerial success, 

extensive experience and deep knowledge of their field of activity, high moral qualities, knowledge of foreign 

languages, etc. 

The competencies approach as a personnel management tool gives a clear definition of the professional and 

behavioural requirements for an employee depending on their managerial level, profession, position and tasks. In both 

Ukrainian and foreign approaches, there is a distinction between the concepts of "competency" and "competence". The 

main difference between them is as follows: competency is a concept that defines the field of professional activity in 

which a person is competent, it is a description of work related tasks or expected results; competence is a concept that 

highlights aspects of human behaviour associated with the performance of work and defines the main characteristics of 

the individual who has achieved or is able to achieve good results within the activity [15]. 

Competency models are a key tool in human resource management systems and practices. Over the past 30 years, 

public administration systems around the world have undergone major reforms, and competency management has already 

been implemented in the public sector in some OECD countries [16]. 

The manager's competency model is a complete set of competencies and indicators of the behaviour necessary for the 

successful performance of functional responsibilities by an employee [17]. 

Recent research on managerial competency models suggests the use of generalized blocks of managerial behaviour, 

which together form a corporate model of their competencies (corporate competencies of the manager). In this regard, 

three options are used for building models of managerial competencies: 

1) universal competency models of the most successful companies; 
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2) universal models of competencies adjusted in accordance with organizational goals and corporate cultural 

values; 

3) building a competency model from scratch based on the development strategy, mission and corporate culture 

of an organization with the help of external consultants or independently [18]. 

Universal (standardized, basic) models of competencies have been published in scientific literature [5, 19-24]. 

Furthermore, a characteristic trend for models of organizational competencies is both the use by companies of only general 

competencies and the development of managerial competencies for managers of different levels or special competencies 

for employees of key departments. 

To identify essential skills, existing models of managerial competencies were analysed, thereby applying the method 

of systematization for the formation of a comprehensive modern model of competencies within the context of global 

challenges (see Table 1). 

Table 1. System analysis of competency models 

(according to international standards; basic skills without consideration for the challenges of the global environment) 

Competency model Highlighted competencies 

 

SHL's "Eight 

Competencies" model 

(international management 

standards - specialist, 

manager, team leader) 

- entrepreneurial qualities (business, creativity, determination, strategy) 

- qualities of the executive (leadership, planning and organization, quality orientation, 

persuasiveness) 

- professional qualities (special knowledge, analysis and problem solving, oral and written 

communication) 

- personal qualities (interpersonal understanding, flexibility, stability, personal motivation) 

  

SHL consultants use the method of direct attributes based on cards with universal competencies 

models for certain categories of staff: UCF model (Universal Competency Framework), IMC model 

(Inventory of Management Competencies), CC model (Customer Contact), WSC model (Work Styles 

Competency), PMC model (Perspectives on Management Competencies), DDA model (Director’s 

Development Audit)  

"20 Facets" model  

(areas of the manager`s 

activity through 

competencies) 

management skills; motivation; decision-making skills; individual traits; interpersonal skills 

Whiddett & Hoolyforde 

model 

(a competency model 

development based on 

company resources) 

- business development (personal development, ideas generation and justification) 

- achievement of results (planning, management clarity, goal setting) 

- analysis - work with information (analysis and decision making) 

- people (teamwork, influence, relationship management) 

SHRM model 

(Society for Human 

Resource Management)  

business knowledge; personal capacity; strategic contribution; practical experience; possession of 

management technologies 

CFT model 

(Corporate Financial 

Technologies) 

system thinking; result orientation; analytical skills; creativity; flexibility; quick and adequate 

response; ability to learn; organizational skills; delegation of powers; ability to time-plan; ability to 

listen to others, maintain feedback; presentation and negotiation skills; ability to retransmit 

knowledge and skills 

Source: Authors. 

An analysis of the standardized models in Table 1 shows that most approaches consist of 4-12 competencies, which 

are often focused on ensuring the financial success of a company and team building, which are implemented through 

leadership, organizational skills and communication. Therefore, a general model of managerial competencies should 

include: (1) hard skills; and (2) soft skills [25].  

Hard skills are necessary for the successful achievement of business goals. They are mandatory for management and, 

until recently, occupied key positions in managerial competency models. Management competencies include, for 

example, strategic vision, generation of effective decisions, task formulation and the planning of their implementation 

stages, organization of implementation processes, management of subordinates, professional external and internal 

communication skills, and achieving results. 

Soft skills are important both in professional activities and in everyday life. Soft skills allow managers to be successful 

regardless of the specifics of their activities and the direction of their work. Traditionally, the following types of non-

specialized supra-professional competencies are distinguished: 

- communicative competencies (ability to listen, persuade, argue, conduct presentations and negotiations, 

networking, self-presentation, public speaking, business correspondence); 

- self-management competencies (management of emotions, time, self-development, stress, planning and goal 

setting, feedback use, focus on services); 
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- cognitive competencies (creative and critical thinking, cognitive flexibility, structural and logical thinking, 

decision making, tactical and strategic thinking, information retrieval and analysis, project thinking). 

The higher the professional level of the manager, the greater the role soft skills play. As a result, general professional 

competencies take a back seat. 

Hard skills apply to a specific group of positions. As a rule, they do not play a key role for administrative management 

because the higher the professional level of the manager, the more subordinates and employees can advise him on various 

professional issues. It should be noted that managerial competencies do not become irrelevant [5]. On the contrary, their 

role is still important. However, having non-specialized supra-professional competencies, especially of the cognitive type, 

will allow administrative and crisis management to apply their hard skills more effectively.  

The modern world of business is changing rapidly, so it is important to pay attention not only to the competence of 

employees, but also to predict the competencies that will guarantee success in the future [4]. According to a World 

Economic Forum study, the competencies needed to perform most work will change significantly by 2022, especially for 

managers at all levels of government. It is expected that the average global "skills stability" - the share of core 

competencies that will remain unchanged - will be about 58%. Competencies such as technological design, which 

emphasizes the growing demand for various forms of technological competence, will be in demand. However, along with 

knowledge of the latest technologies, personal competencies (creativity, originality and initiative, critical thinking, 

persuasion and negotiation) will play a significant role [26]. 

According to the previously referenced global prediction of managerial competency models for 2015-2020, 35% of 

key required competencies have already changed [27]. In 2020, instead of managerial competencies, non-specialized 

supra-professional competencies of the cognitive type have come to the fore. Changes in the list of priorities are the result 

of understanding current trends in the business environment. It has become clear that in 2020, competitive advantage and 

leadership will come to those companies with cognitive competencies, namely thinking skills and creativity, because it is 

on these abilities that an organization depends to effectively adapt to change. Consequently, these competencies have 

become a priority in development programmes for modern management (Tab. 2). 

Table 2. Changes in key competencies in 2020 and predictions for 2025 

Preliminary prediction for 2020 2020 Prediction for 2025 

1. Complex problem-solving 

 

2. Critical thinking 

 

3. Creativity 

 

4. People management  

 

5. Coordinating with other people 

 

6. Emotional intelligence 

 

7. Expert assessment and decision-

making 

8. Focus on services 

 

9. Negotiating skills 

 

10. Cognitive flexibility 

1. Analytical (critical) thinking and 

analysis 

2. Complex solution of complex  

    problems 

3. Innovative technologies (NEW) 

 

4. Active learning and the latest  

     learning strategies (NEW) 

5. Creativity, originality and initiative 

 

6. Attention to detail, reliability (NEW) 

 

7. Emotional intelligence 

 

8. Thinking, solving problems and ideas 

(NEW) 

9. Leadership and social impact (NEW) 

 

10. Cognitive flexibility 

1. Analytical thinking  

    and innovation (NEW) 

2. Active learning and learning strategies 

 

3. Complex problem-solving 

 

4. Critical thinking and analysis 

 

5. Creativity, originality and initiative 

 

6. Leadership and social influence 

 

7. Technology use, monitoring and 

control (NEW) 

8. Technology design and  

    programming (NEW) 

9. Resilience, stress tolerance and 

flexibility (NEW) 

10. Reasoning, problem-solving and 

ideation (NEW) 

Source: Authors. 

The World Economic Forum 2020 data shows changes in the most popular competencies of future employees over 

the next 5 years [26]. The pandemic-related global recession of 2020 and the shift towards the expected introduction of 

new technologies, automation and further innovations by 2025 will form the core competencies or even skill groups of 

future managers. These include analytical thinking and innovation, integrated problem-solving, prudence, as well as self-

management skills, such as active learning, resilience, flexibility, creativity, originality and initiative (see Table 2). 

In the midst of the pandemic recession, and given the shift to distance working, online learning and training with 

digital tools will increase, thereby presenting a window of opportunity for the (re)training of future managers, with new 

educational technology tools and the use of both formal and informal methods of acquiring professional skills.  

As is evident in Table 2, critical thinking, as predicted, tops the rankings for the most important competency in both 

2020 and 2025. Since the 1990s, critical thinking and the appropriate training skills have become extremely relevant. This 

was due to the urgent need for managers to make informed decisions on various aspects of company management, as well 

as the ability to perceive and analyse the information received. Complicated business processes require non-standard 
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solutions. As a result, creativity, originality and initiative are now becoming key competencies of management and 

companies. These competencies not only enable adaptation to change, but also actively shape new industries and markets. 

Importantly, emotional intelligence and cognitive flexibility have become new to core competencies in 2020. 

Cognitive flexibility is the mental ability to switch from one thought to another, as well as to think about several things 

at once [28]. From the standpoint of administrative management, cognitive flexibility can be a person's ability to adapt 

thinking in the transition from an old situation to a new one, as well as the ability to overcome habitual reactions and 

thoughts in new conditions. Moreover, cognitive flexibility involves the simultaneous consideration of many aspects of 

the phenomenon, such as two parameters of an object or many aspects of a complex situation. In an open, large, and 

highly versatile world, this ability becomes extremely important. With its help, managers are able to apply their creativity 

and solve complex problems. 

It is the shared opinion of the authors that it is advisable to emphasize and develop the emotional competencies of a 

manager in connection with the growing role of emotional intelligence, i.e. the ability to use one´s own behaviour and 

mood to influence the work of subordinates. Under the emotional competencies of a manager is understood: the ability to 

adequately tolerate a stressful situation without getting into a state of stress; the ability to make independent decisions 

regardless of external instructions or orders; the ability to defend their own point of view without violating the rights and 

interests of subordinates; the ability to solve problems of a professional and personal nature, taking into account the 

current situation in the company; the ability to consciously empathize with the experience of the interlocutor, given their 

state of mind; the ability to control impulsivity, i.e. actions without sufficient conscious control, being influenced by 

circumstances or emotions; and the ability to soberly assess reality regardless of the circumstances [3]. 

These theoretical and consistent predictions of a successful manager´s skills have been significantly influenced by the 

COVID 19 pandemic, which on a global scale can be described in one term as a "reset" of the business and global 

economic system as a whole. 

 A report from the Accenture consulting company [8] on the impact of the coronavirus pandemic shows that viable 

business strategies should provide flexible methods of managing employees, creating digital jobs; differentiation and 

stable supply chains for customers; stable IT infrastructure and systems; digital channels and e-commerce platforms. In 

other words, industrial enterprises need to scale their digital innovations across production and all their ecosystems [8]. 

The McKinsey global consultancy brand, in its analytics within the context of COVID-19, and in particular in its 

article "Digital strategy in a time of crisis", notes that every company should: review the strategies of digital 

transformation; form anti-crisis headquarters (or "nerve centres"), which should quickly review the portfolio of value 

proposals and offer new solutions; and build new business models where the most vulnerable or responsible elements 

look different. In practical terms, this refers to supply chains, data security, remote control modes, manpower, and of 

course, larger-scale automation. 

Within this context, McKinsey discusses behavioural change in terms of the courage it takes to propose change and 

quickly revisit old skills and paradigms, as well as in terms of the need to learn quickly, experiment and test hypotheses 

and new solutions, simplify and focus at the same time and constantly [6]. 

The case of the British company KHC emphasizes that today we are not considering the transition to digital 

technology, but already thinking about how to do it faster and scale it up throughout a company. Prior to doing so, KHC 

invested heavily in digital platforms, which provided the necessary flexibility and efficiency in response to COVID-19 

[7]. The company's management emphasizes: “Today you need zero tolerance for previously established systems or 

approaches, and you must constantly ask yourself new, important questions about the future. Be ruthless. Choose a 

technology partner who is willing to invest in technology just like you.” [7].  

In summarizing the analytical reports, it becomes clear that enterprises of all activities are becoming more digital and 

are being reorganized into new flexible structures. Digital transformation or Industry 4.0 in the post-Covid-19 era 

significantly change the essence of business activities. Company managements are being forced into taking this into 

account, and managers must possess digital competencies. Since, in fact, such competencies are new components in the 

model of a successful leader, there are differences in their understanding. Some [11] argue that these competencies are 

closely linked to leadership skills that drive change. Digital leadership is revealed in two ways: digital competencies / 

literacy and strong leadership skills that drive a company's digital transformation. The study hypothesizes that digital 

leadership is the foundation of a manager's psychological well-being [11]. 

According to a survey conducted by the British Computer Association, only 52% of employers believe that their 

employees have digital literacy skills, 42% of students at one Italian university do not know about the dangers of free Wi-

Fi, and 50% of students download files without checking their content and source [10]. 

Summing up, it can be concluded that the digital competencies of a manager include: a technological dimension: 

through which managers are able to explore and solve technical problems in a new way; a cognitive dimension: the ability 

to read, analyse, select and interpret information on the basis of relevance, reliability and suitability; a social dimension: 

the ability to teach and upskill employees in digital literacy, constructively and responsibly, and the ability to be a leader-

motivator and generator of change and innovation based on digital technologies. 
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Analytical reviews on the impact of the coronavirus pandemic also touch on issues of corporate, team and community 

culture as key foundations for the adaptation to change. In addition, a critical analysis of different research papers has 

identified the new competencies of successful managers of global companies, such as intercultural competencies, cultural 

identity, intercultural communication, global thinking, and more. 

International business experts agree that in order to succeed in global business, managers need flexibility and an 

appropriate attitude to practices and values that can be radically different from those to which they are accustomed. Being 

a modern manager with global intercultural competencies is not only where they manage people, but also how they do it. 

[9]. 

As globalization intensifies, managers are confronted with an environment that is becoming more complex, dynamic, 

uncertain, and highly competitive than ever before. The starting point for overcoming these challenges is to acquire the 

competence of cultural self-awareness - an understanding of the impact of one's own cultural conditioning, assessment of 

one's own cultural beliefs, values, and a deep understanding of how companies and management practices differ in 

different cultures [29]. 

In addition, multinational corporations have become one of the most important driving forces of constant globalization 

and development of the world economy. By doing business around the world and across borders in diversified 

environments, they have spawned and emphasized concepts such as "global managers" and intercultural management 

[30]. 

4 Conclusion 

The study presents a systematic vision of the competency model of a successful manager, with clear priorities for their 

training within the context of recent global challenges. As a result of the research, the following results were obtained. 

Global challenges, such as the COVID-19 pandemic, the digital transformation, demographic change, and 

environmental challenges, have had a significant impact on societies and economic systems at all levels. They have 

created both difficulties and new business opportunities and have led to the acknowledgment that the competency needs 

of business leaders are changing, and that outdated standards for the training of managers are no longer effective. 

As a result of the systematic and structural analysis of theoretical approaches to defining a manager's competencies 

according to international standards, it was determined that most theoretical models contain 4-12 competencies, which 

are often focused on ensuring the financial success of a company and team building, which are implemented through 

leadership, organizational skills and communication. Therefore, for a better perception and effective approach to the 

preparation of training programmes for future managers, competencies are grouped into managerial (organizational) 

competencies (necessary for the successful achievement of business goals), non-specialized supra-professional 

competencies – soft skills (important both in professional activities and in everyday life), and general professional 

competencies – hard skills (applied to a certain group of positions). The higher the professional level of the manager, the 

greater the role played by soft skills, and the further back general professional competencies are pushed into the 

background. 

An analysis of (predicted) changes in basic managerial competencies in the near future in order to determine the 

priorities for the training of competitive managers showed that non-specialized cognitive competencies, i.e. thinking 

skills, creativity, innovativeness, providing effective adaptation to the turbulence of the external global environment, will 

come to the fore in the next 5 years. Critical thinking will become no less important because there is an urgent need for 

managers to make informed decisions on various aspects of company management. Complicated business processes 

require non-standard solutions, so creative thinking will be at the top of the key competencies of company managements. 

Today, many global corporations are investing in the development of the emotional intelligence of their employees, i.e. 

their ability to clearly understand and manage their emotions and the emotions of the interlocutor, and to build the actual 

communication process on this basis. Given these trends in the transition of the dominant role of cognitive skills over 

basic managerial skills, it is advisable to transform training programmes for future managers towards the formation of 

critical thinking skills, innovative technologies, self-development, creativity, emotional intelligence and leadership skills. 

It should be noted that general managerial competencies do not become irrelevant, they only serve as a basis for supra-

professional competencies, especially cognitive ones. 

A study of "post COVID-19" global analytical reports by top international consultancies and other organizations 

identifying new competencies in the model of a successful manager showed that digital and intercultural competencies 

help to overcome and adapt to the challenges of the global economy in today's environment. The digital competencies of 

a manager should be explained on the basis of three dimensions: a technological dimension through which managers are 

able to explore and solve problems with the help of digital technology in a new way; a cognitive dimension (the ability 

to read, analyse, select and interpret information on the basis of relevance, reliability and suitability); and a social 

dimension (the ability to teach and upskill employees in digital literacy, constructively and responsibly, and the ability to 

be a leader-motivator and generator of change and innovation based on digital technologies). In Ukraine, there exists an 

understanding at government level that company managers lack such competencies. It is within this context that the 

Government's project "Digital Education Diia[MVF1][OK2]” was created and implemented, which aims to increase the digital literacy 
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of 6 million citizens. However, the system of training future managers in public universities is far from perfect. This is  

due to outdated human resources, the influence of the philosophy of the classical post-soviet education system, and the 

lack of sufficient funding and access to modern software. However, global analytical reviews have indicated a low level 

of digital competence in many countries around the world, not just in Ukraine. 

Cultural self-awareness is a skill that helps managers prevent cultural conflicts and understand the impact of their own 

cultural beliefs and values on a person, thereby taking into account the practice of management in different cultures, as 

well as the impact of their own managerial and life experience. Acquiring cultural self-awareness skills is enhanced by 

intercultural understanding because managers can learn to recognize how their culturally implicit beliefs and values 

govern their behaviour in the workplace and they can see how their actions affect other workers from different cultures. 

Therefore, cultural self-awareness is primarily a tool for personal development that helps managers adapt their thinking 

and become more learning-oriented through increased interest in sources of cultural diversity, starting with their own 

beliefs, values and understanding of how culturally driven beliefs and values shape leadership behaviour. These two 

groups of skills in the system of competencies of a successful leader can be attributed to the supra-professional. 

Within the framework of this scientific research, an attempt has been made to present a systematic vision of the model 

of a successful manager, thereby taking into account the impact of the latest globalization challenges. However, there is 

a need for further research in terms of empirical confirmation of the impact that the established set of managerial 

competencies has made on the financial and psychological well-being of managers and the financial success of employers. 
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