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THE DEVELOPMENT OF A PROFESSIONAL COMMUNITY
AS A MECHANISM FOR ATTRACTING, MOTIVATING AND
ENGAGING ACADEMIC STAFF IN ACADEMIC
ENTREPRENEURSHIP

Helzhynska T. Ya.

INTRODUCTION

The relevance of the issue of entrepreneurship and the utilisation of its
potential in the educational sphere necessitates an interdisciplinary
approach that defines its role in ensuring the socio-economic advancement
of society. Among the key factors driving contemporary universities to
foster academic entrepreneurship and to establish it as one of their
fundamental institutional values are the following: the orientation toward
introducing innovation across all areas of university activity; the
positioning of the university before internal and external stakeholders as a
centre for societal development and the knowledge economy; the increase
of financial revenues through the commercialization of research outcomes,
the transfer of knowledge, technologies, and inventions; the strengthening
of competitive advantages in the educational services market by attracting
talented students and highly qualified academic and research staff; the
improvement of processes for developing key competencies among
students, essential for successful professional and social realization
regardless of the specific occupational environment or chosen field; and
the alignment of educational and research activities with the current
demands of the labour market and the expectations of employers®.

The modern university is conceived as an educational, social, cultural,
scientific, and innovative centre that directs its resources toward the
development of human capital, the nurturing of talent, and the preparation of
future leaders and highly qualified specialists in accordance with labour
market demands, societal expectations, and the needs of consumers of
educational services. A decisive role in the functioning of universities as
multifunctional institutions belongs to academic staff, who carry out a wide
range of professional tasks, thereby necessitating their continuous professional
development and readiness to meet new challenges of the professional
environment. In this context, the professional advancement of academic staff,

' Meyers A. D., Pruthi S. Academic entrepreneurship, entrepreneurial universities and
biotechnology. Journal of Commercial Biotechnology. 2011. Ne 17. P. 349-357.
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the renewal of their knowledge in line with trends in the international higher
education space, and their preparation for contemporary challenges emerge as
one of the key issues in the development of universities.

Within the framework of our study, emphasis is placed on the system of
professional development, which creates conditions for preparing academic
staff for the implementation of academic entrepreneurship. It is significant to
highlight that current Ukrainian legislation defines the content and specific
features of professional development for academic staff. The Law of Ukraine
“On Professional Development of Employees” stipulates that “state policy in
the field of professional development of employees is formed according to
the principles of accessibility of professional development for employees;
free choice by the employer of forms and methods of ensuring professional
development of employees, taking into account the specifics of their work;
observance of the interests of both employer and employee; and continuity
of the professional development process™. Article 59 of the Law of Ukraine
“On Education” specifies that “the professional development of academic
staff involves continuous self-education, participation in professional
training programs, and any other types and forms of professional growth.
Educational institutions employing pedagogical and academic staff
facilitate their professional development and qualification enhancement™.
The Professional Standard “Lecturer of Higher Education Institution”
states that the purpose of the activity of academic staff in higher education
institutions is “the formation of professional, worldview, and -civic
competencies, as well as moral and ethical values among students of higher
education™. This document defines and characterises the labour functions,
competencies, knowledge, skills, communication, responsibility, and
autonomy of a higher education lecturer®.

The system of professional development within the modern university
encompasses a wide range of opportunities, resources, instruments, and
technologies, the effective utilisation of which determines the quality of
academic staff preparation for fulfilling their professional functions in the
academic environment. At the same time, this system facilitates their

2 TIpo mpodeciitumii posuToK TpaniBHEKiB: 3akoH Ykpainu Bix 12.01.2012 Ne 4312-VI.
URL.: https://zakon.rada.gov.ua/laws/show/4312-17#Text

® TIpo ocsity: 3axon Vkpainn Bim 05.09.2017 Ne 2145-VIII. URL: https://zakon.rada.gov.ua/
laws/show/2145-19#Text

* Mpodeciiinmii crangapr «Bukiagay 3aknany Bumoi ocsiti». Hakas Minictepctsa ocith
i Hayku Ykpaiau Ne 1466 Bix 16.10.2024 p. URL: https://mon.gov.ua/npa/pro—zatverdzhennia—
profesiinoho-standartu-vykladach-zakladu—vyshchoi—osvity1466
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professional and personal advancement, which significantly influences the
overall development of the university as well as the effectiveness of its
educational, scientific, and innovative activities.

The issue of professional development of academic staff remains at the
centre of ongoing scholarly debates, encompassing its various dimensions.
Researchers highlight the specific theoretical, methodological, comparative,
organizational, and methodological aspects of academic staff development® ’
8910 Theoretical and methodological contributions of scholars in this field,
together with the practical experience of higher education institutions,
provide the foundation for identifying effective tools necessary for building
a coherent system of professional development. Within such a system, the
preparation of academic staff for the implementation of academic
entrepreneurship is ensured.

1. The use of community of practice principles in developing
a professional community for the involvement of academic staff
in academic entrepreneurship

At the beginning of the 21st century, particular attention of the scholarly
community has been directed toward the issue of ensuring and improving the
practice of professional development. Various forms, models, and methods
of professional training for employees in the educational sector are examined
and analysed, often in their integrated application, with the aim of enhancing
the competitiveness of academic staff in the educational services market
through the updating of knowledge, the improvement of existing skills, and
the development of new ones. Within the framework of this study, which
focuses on the preparation of academic staff in modern universities for
academic entrepreneurship, it is considered essential to explore the
development of a professional community designed to attract, motivate, and

® Pham D. H. The professional development of academic staff in higher education
institution. Journal of Teacher Education for Sustainability. 2021. VVol. 23, no 1. P. 115-131.

" Cucko H. M. Cucremumii mimxiz g0 mpodeciiiHoro po3BHTKy BHKJIajadiB 3aKiajiB
npodeciiiHoi (mpodeciiiHo—TexHiuHOT) ocBiTH. Haykosuii icHux Mykauiscbko2o 0epicasHo2o
yuieepcumemy. Cepis: Iledacozixa ma ncuxonoeis. 2019. Ne 1. C. 107-110.

® Lourengo M. Internationalizing teacher education curricula: opportunities for academic
staff development. On the Horizon. 2018. Vol. 26, no 2. P. 157-169.

® Asio J. M. R., Jimenez, E. Professional development, organizational climate, supervisory
rapport and overall satisfaction of employees: An attitudinal study. International Journal
of Scientific Research in Multidisciplinary Studies. 2020. Vol. 6, no 4. P. 34-40.
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faculty professional development in higher education. Research and Practice in Technology
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541039-022-00196-w
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engage academic staff in academic entrepreneurship, with its functioning
grounded in a collegial approach.

As Scott observes, “a community can be defined as a set of meaningful
social connections within a group of any size, whose members share
something in common. A community is social. It is a network of certain
types of relationships. A community operates within specific boundaries,
either agreed upon by members, implicit, or formally established. Each
community establishes traditions and patterns of behaviour, which may be
implicit or codified as rules. A community is characterised by the presence
of a particular bond among its members (for example, location, interests,
origin or identity, situations, or experiences). Thus, a community is a social
institution, that is, a stable structure and a coherent set of procedures and
norms that ensure social order and meaning”™. “The essence of community
continues to be debated. A modern community is shaped by cognitive and
symbolic structures that are not necessarily reinforced by interactive spaces
or social proximity. A community may emerge as a result of figurative or
virtual connections™?. It is logical to conclude that “a community is
understood as a group of people united by common social, economic,
political, or professional interests, who share a common history, reside
within a specific territory, or belong to a broader society. In other words, a
community is any group of individuals who share something in common —
this may be their place of residence or work, their identity (external, such as
race, or internal, such as religion), their affinity for certain activities, or their
shared experiences and values™*.

The monograph “Cultivating Communities of Practice: A Guide to
Managing Knowledge” is considered a foundational work in the study of
professional communities. It provides models and strategies for building and
sustaining communities of practice as a key element of organisational and
academic development™. In this work, the authors identify several principles
underlying the construction and development of a community of practice.
These include: the principle of designing the community for sustainable
development; the principle of integrating the internal potential
of the community with external environmental opportunities; the principle

™ Scott W. R. Institutions and organizations. Thousand Oaks: Sage, 2001. 255 p. P. 34.

2 Douglas H. Types of community. International encyclopedia of civil society. Springer,
2010. P. 539-544. P. 541.

¥ Owmenpsnenko B. A., Iligopmuesa 1. 10., Omenbsinenko, O. M. IudpactpykTypHa
CKJIaJI0Ba PO3BHUTKY IHTEIEKTYAJIBHOTO KaIliTally JOKAJIbHUX CIUIBHOT. [{ughposa exonomika ma
exonomiuna 6esnexa. 2024. T. 1, Ne 10. C. 38-45. P. 39.

1 Wenger E., McDermott R., Snyder W. M. Seven principles for cultivating communities
of practice. Cultivating Communities of Practice: a guide to managing knowledge. Harvard
Business School Publishing, 2002. P. 49-64.
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of diversifying participation in community activities; the principle of culti-
vating shared values; the principle of combining the familiar with the exciting;
and the principle of establishing a rhythm for community activities®.

In line with the ideas and principles of existentialism, a community of
practice is characterised by its organic and natural mode of development;
therefore, the principle of designing the community for sustainable growth
entails the possibility of monitoring its progression. Contemporary studies
emphasise that each new member joining a community of practice enriches
it with their own knowledge, ideas, and experience, thereby contributing to
the introduction of change within the community*®. Moreover, when such
a community operates within a particular organisation (in our case, a
university), these changes extend to the organisation’s activities as well.

Scholars emphasize that, according to the principle of designing a
community for sustainable development, such a community evolves on the
basis of existing relationships among employees who have prior experience
of collaboration, share common values, and express a willingness to
continue cooperation within new projects or activities. This involves the
formation of a shared purpose, the organisation of meetings, and the
maintenance of records of these meetings with the documentation of ideas
and outcomes, all of which contribute to the further development of the
community, the strengthening of member cohesion, and collective problem-
solving"’. This approach aligns with the ideas of social constructivism.

Concerning the principle of integrating the internal potential of the
community with the external opportunities of the environment, it is essential to
understand both the advantages and limitations that characterise the commu-
nity, as well as to envision its contribution to the overall development of the
organisation, the university as a whole (theory of academic capitalism). In this
context, Kinakh refers to the environmental approach and its application in the
process of forming professional-pedagogical entrepreneurship among teachers,
noting that “the internal (endogenous) factors of entrepreneurship include:
organisational structure, resources, contractors (suppliers, consumers, compe-
titors, intermediaries, and other contact audiences), interpersonal relations, and
intrapersonal processes. Overall, this level of factors is determined both by an
individual’s readiness for entrepreneurship and by the quality of the
organisational structure built with its resource provision, contractors, and

5 Wenger E., McDermott R., Snyder W. M. Seven principles for cultivating communities
of practice. Cultivating Communities of Practice: a guide to managing knowledge. Harvard
Business School Publishing, 2002. P. 49-64.
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communication networks™®. Extrapolating the author’s findings to the context
of our study, it should be emphasised that the development of academic
entrepreneurship depends significantly on the conditions provided by the
university, as well as on the community’s ability to recognise and utilise
the opportunities available in the environment in which it operates for the
implementation of innovative ideas and the introduction of change.
This implies the application of an integrative approach to achieve a defined
common goal. It encompasses not only infrastructure, material, and financial
resources, but also the possibility of drawing on expert experience through
their involvement at specific stages of collective activity®.

In the process of a community of practice development, it is essential to
take into account the principle of diversification of participation in its
activities. This highlights the idea that participation may vary in terms
of purpose (such as the desire to realize one’s potential, establish relationships
with other members, or improve personal skills), functionality (roles of leader,
assistant, task executor, idea generator, critic, observer, etc.), intensity of
collaboration (proactive, moderate, or peripheral), time frames (short-term or
long-term projects and activities), and regularity of interaction (daily, weekly,
or monthly), among other factors.

It is noteworthy that, in accordance with the person-centred approach, each
participant and their contribution to the development of a community of
practice are of great importance. From the standpoint of pragmatism, during
the implementation of various projects or activities, the community may
evolve depending on the degree of interest in the topic, the presence or
absence of relevant knowledge, skills, and competencies, professional
connections, and personal qualities such as courage, initiative, and leadership.
The primary task of the coordinator or facilitator in the process of forming and
developing a community of practice is to recognise the potential of its
members and to engage all participants in interaction, taking into account their
preferences, interests, capacities, expectations, and values®.

The formation of a community of practice is voluntary. Accordingly, the
unification of members within such a community must be grounded in shared
values, which themselves evolve from the initial stage: “the joint resolution
of current problems and needs of its participants to the formation of a corpus

8 Kinax H. B. CepenoBuusmii miaxiz 10 (opMyBaHHs mnpodeciiiHo—Tefaroriunoro
mignpuemMHuuTBa Buntens. Ilepcnexmusu ma innosayii nayku (Cepis «lledacocika», Cepis
«Icuxonoziay, Cepis «Meouyunay). 2022. T. 4, Ne 9. C. 156-166.

19 Wenger E., McDermott R., Snyder W. M. Seven principles for cultivating communities
of practice. Cultivating Communities of Practice: a guide to managing knowledge. Harvard
Business School Publishing, 2002. P. 49-64.
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of knowledge that community members can draw upon when necessary”?..

This process is consistent with the ideas of the axiological approach.

Justifying the principle of combining the familiar with the exciting,
scholars argue that the synthesis fosters the further development of
relationships among members of a community of practice, which are essential
for ensuring stability, while simultaneously cultivating a sense of belonging to
a community engaged in a new venture®®. From the perspective of preparing
academic staff for academic entrepreneurship through the potential of
communities of practice, this principle is one of the key elements, since the
very essence of academic entrepreneurship presupposes the integration of the
knowledge and experience of academic staff, tested concepts and practices,
and a creative approach involving the search for non-standard solutions,
thereby ensuring synergy between reliability and innovativeness.

According to researchers, establishing the rhythm of community activity
is of great importance: “A community is founded on a network of strong
relationships among its members, yet the pace of their interaction largely
depends on the rhythm of community events. Regular meetings, teleconfe-
rences, website activity, and informal gatherings shift in accordance with
the heartbeat of the community. When this rhythm is strong and steady, the
community experiences movement and vitality. If the rhythm is too fast, the
community feels ‘out of breath’, and people stop participating because they
are overloaded. When the rhythm is too slow, the community feels
passive”?, In other words, according to this principle, the functioning of a
community of practice is grounded in the regularity and predictability
of meetings, discussions, and interactions.

As Romanyshyn, who studies innovative models in higher and corporate
education, notes, “the concept of communities of practice views learning as
a social experience (the theory of social learning) and focuses on learners,
employees, and professionals with a shared interest in a topic or problem
under study or consideration. Together they exchange ideas, seek solutions,
and develop skills over an extended period of time. This may involve face-
to-face communication and knowledge exchange, or the organisation
of communities of practice in the form of virtual learning communities

and collaborative work through modern social software tools™.

2 Wenger E., McDermott R., Snyder W. M. Seven principles for cultivating communities
of practice. Cultivating Communities of Practice: a guide to managing knowledge. Harvard
Business School Publishing, 2002. P. 49-64. P. 59.

% Ibid. P. 49-64.
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The analysis of community of practice principles demonstrates their critical
role in shaping professional communities that foster the involvement of
academic staff in academic entrepreneurship. By grounding such communities
in sustainable design, integration with external opportunities, diversified
participation, shared values, the balance of familiarity and novelty, and a
consistent rhythm of interaction, universities can create environments that are
both stable and innovative. These principles highlight the organic and
voluntary nature of communities of practice, where each participant’s
contribution enriches collective knowledge and strengthens cohesion.

Moreover, the integration of existentialist, constructivist, axiological, and
pragmatic perspectives underscores that communities of practice are not
static entities but dynamic structures capable of adapting to changing
organisational and societal contexts. Their effectiveness lies in the ability to
combine tested practices with creative approaches, thereby generating
synergy between reliability and innovation. In the context of academic
entrepreneurship, this means that communities of practice serve not only as
platforms for professional development but also as catalysts for institutional
transformation, enabling universities to harness collective expertise, expand
opportunities, and implement innovative solutions.

Ultimately, the cultivation of communities of practice provides a
collegial and value-driven framework through which academic staff can be
motivated, engaged, and empowered to contribute to entrepreneurial
initiatives. This positions the university as a dynamic learning organisation,
where professional growth, collaborative problem-solving, and academic
entrepreneurship are mutually reinforcing processes.

2. Exploring the potential of the professional learning
community as a model for developing academic staff toward
academic entrepreneurship

For our study, the contributions of theorists and practitioners who examine
the professional learning community are also of great importance. This
concept is viewed from the perspective of social learning theory as one of the
formats of continuous professional development for educators® % 27 %

% Andrews D., Lewis M. Transforming practice from within: The power of the professional
learning community. Professional learning communities: Divergence, depth and dilemmas;
L. Stoll, & K. S. Louis (eds). Maidenhead: Open University Press, 2007. P. 132-148.

% Creating and sustaining effective professional learning communities. Research Report
637 / R. Bolam et al. London: DfES and University of Bristol, 2005. 222 p.

27 Christensen A. A. A global measure of professional learning communities. Professional
development in education. 2025. Vol. 51, no 2. P. 214-230.

% Huyen N. T. T.,, Nga D. T., Thao D. T. P. A Comprehensive Analysis of Teacher
Professional Learning Communities: A Scopus Based Review (2019-2024). International
Journal of Learning, Teaching and Educational Research. 2024. Vol. 23, no 8. P. 158-179.
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The results of the conducted studies confirm that the effectiveness of a
professional learning community is substantiated by the presence and adhe-
rence to shared values and vision, collegial responsibility, the organization of
collaboration, the comprehensive integration of principles of individual and
collective professional learning, the reflexivity of participants’ experiences,
openness and partnership, as well as the establishment of mutual trust, respect,
and support, all of which correspond to the principles of social capital theory®’.
The importance of these communities is manifested not only in ensuring
opportunities for lifelong professional development but also in contributing to
the formation of the corporate culture within educational institutions.

There are various perspectives and approaches to interpreting the category
of “professional learning community”. For example, well-known definitions
describe a professional learning community as a dynamic, collective platform
where educators engage collegially in dialogue, reflection, and shared practice
with the dual purpose of improving student learning outcomes and enhancing
their own professional competence®; or as “a group of individuals who share
experiences and critically analyse their own practice on a continuous,
reflective, collegial, inclusive, learning-oriented, and developmental basis™.
These communities are characterised by a spirit of collaboration, the collegial
nature of efforts aimed at achieving results, the interactivity of the professional
environment and the constructive nature of interaction, a focus on attaining
high quality and meeting standards, the promotion of corporate culture, mutual
encouragement and motivation, all of which serve as the foundation for the
formation of professional identity, autonomy, and a sense of belonging to the
professional community.

According to Kesner, “professional networks and communities create an
optimal environment for the development of innovative thinking among
educators, providing conditions for the joint construction of knowledge,
collaborative reflection, mutual learning, and experimentation™ . The author
distinguishes between different types of professional communities,
noting that their effectiveness depends precisely on the type chosen:

# Creating and sustaining effective professional learning communities. Research Report
637 / R. Bolam et al. London: DfES and University of Bristol, 2005. 222 p.

® Huyen, N. T. T., Nga, D. T., & Thao, D. T. P. (2024). A Comprehensive Analysis
of Teacher Professional Learning Communities: A Scopus Based Review (2019-2024).
International Journal of Learning, Teaching and Educational Research, 23(8), 158-179.

® Stoll L., Bolam R., McMahon A., Wallace M., Thomas S. Professional Learning
Communities: a Review of the Literature. Journal of Educational Change. 2006. Vol. 7, no 4.
P. 221-258. P. 223.

* Kecuep 1O. 1. ®opMyBaHHs iHHOBALIIHOrO MHCIEHHs Mearori: npodeciiiti Mepesxi Ta
CHUTBHOTH. VKpaincvke Cycnitbcmeo y NePCneKmueax po3eumky: ICMOPUYHUL, COYIanbHO—
noximuyHull, 0c8imubo-nedazoziynuii acnexmu: marepianmi VI Bceeykp. Mikraiys. HayK.-IIPakT.
onaitH-koH¢. Kui: [ncturyT o6naposanoi murnan HAITH Ykpainy, 2025. C. 644-656. C. 654.
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“The effectiveness of professional communities as an environment
for fostering innovative thinking depends on their type (formal/informal,
offline/online/hybrid,  local/regional/national/international,  disciplinary/
interdisciplinary/problem-based) as well as on the organizational and peda-
gogical conditions of their functioning”.

In exploring the essence of professional learning communities, Masterkova
identifies factors that influence educators’ decisions regarding participation in
such communities. Primarily, these include an interest in acquiring new
knowledge, an awareness of the need to deepen previously obtained know-
ledge or to seek new information for future application, the improvement of
skills and competencies required for the performance of specific professional
tasks, as well as the further development of social skills®.

Participation in a professional learning community opens new opportu-
nities for uniting specialists in the search for effective methods and innovative
ways of overcoming challenges faced by educators in the professional
environment. Equally important is the consolidation of specialists within
professional learning communities for the purpose of reflecting on professional
experience, analysing personal strengths and weaknesses, and receiving
critical feedback and responses in an environment founded on respect for the
individual, the professional, and the human being; the value of knowledge
exchange; constructive professional and social collegial support; and trust.
The author notes that the main tasks achievable through engagement in a
professional learning community include “the generalisation of analytical
approaches to measuring professional achievements in accordance with
professional standards; the identification of existing difficulties in striving for
self-improvement and the search for optimal ways to overcome them; and
the possibility of disseminating one’s own pedagogical experience within
the digital environment”®.

The synthesis of theoretical and empirical perspectives demonstrates that
professional learning communities constitute a vital model for continuous
professional development and for fostering academic entrepreneurship
within educational institutions. Grounded in social learning theory and
aligned with the principles of social capital, these communities derive their
effectiveness from shared values and vision, collegial responsibility,
collaborative organization, reflexivity, openness, and mutual trust.

% Kecnep 0. I1. ®opMyBaHHs iHHOBAI[IHOIO MHCIICHHS TeAaroris: mpodeciitii Mepexi
Ta CHUTBHOTH. VKpaiHcbke CYCRIIbCMBO Y NEPCReKmueax po3gumKy: iCmopuuHull,
coyianbHO—noaimuynull, 0c8imnbo-nedazo2iunuti acnekmu. Matepianu VI Beeykp. mixranys.
HayK.-IIpakT. oHyaiH-koH}. Kuis: IHcTHTYT 0OmapoBanoi mutuan HAITH Vkpainm, 2025.
C. 644-656. C. 654.

¥ Macrepkoa T. JlisbHIiCTh MeAaroriyHux npoQeciiiHux CIiTBHOT: MOMUTHBOCTI Ta
BUKIUKA. Mo100b i purok. 2025. Ne 10/242. C. 181-185.

% Tam camo. C. 181-185. C. 183,
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Definitions offered by scholars highlight their dual purpose: improving
student learning outcomes while simultaneously enhancing educators’ profes-
sional competence. The typological diversity of professional communities
(formal or informal, offline, online, or hybrid, local to international, discip-
linary or interdisciplinary) underscores that their success depends not only on
structural type but also on the organisational and pedagogical conditions under
which they operate.

Additionally, the motivational factors identified by researchers, such as the
pursuit of new knowledge, the deepening of existing expertise, the refinement
of professional skills, and the development of social competencies, reveal why
educators choose to engage in these communities. Participation provides
opportunities for collaborative problem-solving, innovative thinking, and
reflective practice, while also cultivating respect, collegial support, and trust.

Finally, professional learning communities serve as dynamic platforms
that unite educators in the co-construction of knowledge, the dissemination
of pedagogical experience, and the advancement of professional identity.
Their role extends beyond individual growth to the shaping of institutional
culture, thereby positioning them as essential mechanisms for sustaining
innovation, quality, and collective progress in modern education.

3. The development of a professional community aimed
at fostering academic staff involvement in academic entrepreneurship,
grounded in the integrated framework of communities of practice
and professional learning communities
Drawing upon the scholarly work on the development of communities of
practice®® ¥ ¥ and community of professional learning® * ** * we

substantiate the rationale for establishing a professional community as an

% Douglas H. Types of community. International encyclopedia of civil society. Springer,
2010. P. 539-544.

%7 Scott W. R. Institutions and organizations. Thousand Oaks: Sage, 2001. 255 p.

% Wenger E., McDermott R., Snyder W. M. Seven principles for cultivating communities
of practice. Cultivating Communities of Practice: a guide to managing knowledge. Harvard
Business School Publishing, 2002. P. 49-64.
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onnaiiu-koHd. Kuie: [nctutyT 06maposanoi nutinan HAIIH Ykpainn, 2025. C. 644-656.

% Macrepkoa T. JlisbHICTb IMEAAroriuHuX NpoQeciiiHux CIiTBHOT: MOMIHBOCTI Ta
BUKIHKHA. M0100b i punox. 2025. Ne 10/242. C. 181-185.

“t Andrews D., Lewis M. Transforming practice from within: The power of the professional
learning community. Professional learning communities: Divergence, depth and dilemmas; L.
Stoll, & K. S. Louis (eds). Maidenhead: Open University Press, 2007. P. 132-148.

* Huyen N. T. T., Nga D. T., Thao D. T. P. A Comprehensive Analysis of Teacher
Professional Learning Communities: A Scopus Based Review (2019-2024). International
Journal of Learning, Teaching and Educational Research. 2024. Vol. 23, no 8. P. 158-179.
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association of academic staff who work and learn together in a supportive,
constructive, and positive environment, sharing common visions, values,
responsibilities, and equal participation, with the aim of preparing for
academic entrepreneurship.

Drawing on the reviewed research base, we argue for an algorithm of
professional community formation that, in our conviction, must include
several stages: initiation, development, and sustainable functioning.

At the stage of initiation of a professional community development, it is
essential to define the rules of conduct, norms, and attitudes of all
participants, which are discussed during meetings and may be revised in the
course of its functioning®. Participants engage in dialogue to determine the
overall purpose of the professional community. At this stage, academic staff
involved in the community demonstrate a general awareness of the idea of
academic entrepreneurship and of the learning opportunities that contribute
to readiness for its implementation; however, the exchange of ideas remains
limited. At this stage, academic staff use individual reflection under the
guidance of a coordinator or facilitator, in both written and oral formats,
employing various methods (discussion, conversation, journaling, narrative)
to assess progress in professional learning and readiness to participate in
innovative interdisciplinary projects.

At the stage of a professional community development, professional and
social relationships among participants are formed and strengthened in
accordance with established norms of conduct and professional ethics. These
relationships are grounded in principles of openness, respect, trust, and
expertise, while also taking into account participants’ capacities and
readiness to assume risks™. Members work collaboratively to define long-
term goals and short-term objectives, which justify the selection or design of
tools for assessing and measuring progress in achieving them. ldea exchange
occurs during regular meetings and task performance. At this stage, the
potential of collegial reflection is employed to analyse the interconnections
between science, education, and the economy; to identify promising ideas
and commercialise them; to apply economic models and strategic thinking in
implementing entrepreneurial initiatives; to effectively present start-ups; to
design project roadmaps; to manage risks; to build marketing strategies; and
to scale business activities.

The stage of sustainable functioning of a professional community is
characterised by the consolidation of relationships among its members, the

8 Wilson L., Lowe T. The learning communities handbook. Collective improvement in
complex environments. Newcastle University, 2021. 52 p.

“ DuFour R. Learning by doing: A handbook for professional learning communities at
work TM. Solution Tree Press, 2013. 31 p.
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establishment of behavioural and communicative norms based on trust,
respect, openness, and a developed readiness to accept risk and assume
responsibility for decisions made®. Participants work towards achieving
defined goals and demonstrate readiness to pursue even more complex
objectives. They actively engage in educational activities aimed at building a
system of knowledge about the history and international trends in the
development of academic entrepreneurship, models of its institutionalisation,
the application of classical economic theories, contemporary approaches to
entrepreneurial motivation, sources of funding, mechanisms for supporting
start-ups, intellectual property protection, the use of university infrastructure,
project life cycles, business planning, market analysis, budget management,
effective presentation strategies, and the scaling of innovative projects. The
stage of sustainable functioning of a professional community also
presupposes the continuity of reflection, which is critically important for
further knowledge acquisition and orientation towards continuous
professional development, an aspect significant not only for the systemic
growth of the community itself but also for the university as a whole.

In the context of our study, it is important to address the interpretation of
the concepts of “facilitation” and “facilitator,” since, according to the results of
previous research®, the facilitator plays a significant role in the development
of a professional community. The facilitator is intended to support the creation
of a constructive learning environment in which each participant understands
the goals and tasks of professional learning, performs a coordinating function
in the organisation of learning, and establishes monitoring of progress.
As Trambovetska notes, facilitation is “the accompaniment of a group process
aimed at effective communication, clarification, and the achievement of
established goals. In the facilitation of the learning process, the key elements
are the organisation of the learning space, the involvement and support of
participants in revealing their potential as individuals and as a group, as well as
assisting participants in achieving their learning objectives™’.

According to Volkova and Stepanova, the main tasks of the facilitator
include monitoring the course of educational meetings, events, and activities;
fostering constructive communication and collaboration; making adjustments
to the organisation of the professional community’s activities when necessary;

> Wilson L., Lowe T. The learning communities handbook. Collective improvement in
complex environments. Newcastle University, 2021. 52 p.

% Handbook for Leaders and Facilitators of Professional Learning Communities /
T. B. Shapiro et al. Tel Aviv: The MOFET Institute, 2024. 22 p.

4" TpamGosempka H. (2017). Tobro. AGerka mHedopManbHOi OCBiTH, acwirarii i
tpeHepcrBa. Kuis: IHma ocsita. 53 c. P. 44.
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providing feedback; and encouraging constructive criticism*®. The key
characteristics of a facilitator are described as “reflection, empathy, sensitivity
to the emotional state of the group, authenticity, striving for self-development
and self-actualisation, assertiveness, attractiveness, tolerance, congruence,
creativity, openness to new ideas, activity, communicative and leadership
qualities. The readiness of a teacher for facilitation is considered a multi-
component construct that integrates various aspects of personality and requires
a qualitatively new system of psychological preparation for educators™*.

When examining the formation and functioning of a professional
community, as well as the use of facilitation in these processes, through the
lens of the concept of lifelong learning and adult education theory, it is
appropriate to refer to Brookfield’s book “Understanding and Facilitating
Adult Learning: A Comprehensive Analysis of Principles and Effective
Practices” (1986)™. In this work, the author rightly emphasises the need to
take into account six principles that ensure its effectiveness. These include
the principles of voluntary participation in learning, respect for participants,
collegiality, practical orientation, reflexivity, and autonomy

Taking into account the results of the reviewed scholarly works, we can
assert that at the stage of initiation of a professional community development,
the facilitator brings together proactive academic staff who demonstrate a high
level of motivation for professional development with the aim of fostering
readiness for the implementation of academic entrepreneurship. These
individuals, in turn, promote the idea of establishing a professional community
to further engage colleagues. At this stage, surveys (questionnaires) are
conducted among the participants of the professional community to identify
their level of motivation, existing knowledge, skills, and competencies, which
provides the foundation for determining the substantive content of preparation
for academic entrepreneurship.

At the stages of development and sustainable functioning of a professional
community, the facilitator performs a number of functions. These include:

— preservation and further development of social capital, encompassing
the establishment of constructive professional and social relationships
among community members, trust, collegial responsibility, and shared
values, all of which are essential both for collective professional learning
and for the advancement and implementation of innovative ideas;

“ Boskoea H. I1., CrenmanoBa A. A. dacuitiTaTop SK BaXJIMBA POJILOBA MO3HIIIS CYy4aCHOTO
BUKIafaya Buly. Bicnux Yuieepcumemy imeni Anvppeoa Hobens. Cepia: Iledacocika i
ncuxonoeia. 2018. Ne 1. C. 228-234.

“ Bepeska C. B. Ilemaroriuna dacwumitamis y 3BO: TeopeTHuHi acmeKTH MiAroTOBKH
ocobucrocrti Buknanada. Teopis i npakmuxa cyuacnoi ncuxonoeii. 2019. T. 4, Ne 2. C. 5-9.

% Brookfield S. Understanding and facilitating adult learning: A comprehensive analysis
of principles and effective practices. McGraw—Hill Education, 1986. 375 p.
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— preservation, strengthening, and development of the personal capital
of each member, reflecting their sense of belonging to the professional
community, their contribution to its development, and the assurance of its
stable functioning;

— facilitating the creation of a constructive environment oriented toward
prioritising the substantive content of professional learning (physical space,
scientific and methodological support, didactic tools) and the achievement of
defined goals;

— ensuring balanced interaction among members of the professional
community, as well as between the professional community and the
academic environment of the university;

— ensuring harmony in the realisation of rights and responsibilities of
community members, coherence, and collegial responsibility for the tasks,
projects, and overall activities of the community®".

The interest of academic staff in participating in a professional
community for the purpose of preparing for academic entrepreneurship may
be driven by the prospects of acquiring the knowledge, skills, and
competencies necessary for generating ideas, initiating start-ups, securing
funding for their implementation, and thereby improving personal well-
being. A significant factor is the opportunity to engage in a professional
community as a form of continuous professional development, with
subsequent recognition of its outcomes, which not only corresponds to the
requirements of the Professional Standard “Lecturer of Higher Education
Institution™?, but also aligns with the current regulatory documents of
modern universities and contributes to further career advancement. For
beginners, the possibility of collaborating with faculty members who have
successful experience in initiating and implementing entrepreneurial ideas
may be of particular interest. For experts, membership in a professional
community opens opportunities to share their own experience and act as
mentors in order to foster the entrepreneurial skills of novices.

Collaboration with representatives of different departments within a
single university, as well as with academic staff working in various higher
education institutions, expands opportunities for participation in diverse
international programs and for the use of infrastructure and resources aimed
at implementing innovative projects. Equally important is the method of
engaging academic staff through public recognition and the dissemination of

' Handbook for Leaders and Facilitators of Professional Learning Communities /
T. B. Shapiro et al. Tel Aviv: The MOFET Institute, 2024. 22 p.

52 Tpodeciitumit cranaapr «Bukmagau 3akmamy BuIoi ocsitw». Hakaz Misictepcrsa
ocith 1 Haykn VYkpaimm Ne 1466 Big 16.10.2024 p. URL: https://mon.gov.ua/npa/pro—
zatverdzhennia—profesiinoho-standartu-vykladach-zakladu—vyshchoi—osvity 1466
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achievements, which becomes possible as a result of active involvement in
the activities of a professional community and the establishment of long-
term relationships with like-minded colleagues. In our view, a significant
factor is the organisation of the professional community’s activities on the
basis of diverse organisational forms of professional learning and correspon-
ding methods. Appropriate formats include lecture-discussions, seminars,
workshops, project-based activities, trainings, as well as teamwork, problem-
based learning, mentoring partnerships, case-study technology, and role-
playing games etc.

In substantiating the problem of a professional community development
with the aim of attracting, motivating, and engaging academic staff in
academic entrepreneurship, it is appropriate to refer to adult learning theory.
Stimulation of professional learning is one of the instruments of influencing
the individual, intended to foster the development of their mental and
psychological states, which in turn encourage the activation of new
knowledge acquisition and the improvement of professional activity through
the use of available resources.

As scholars rightly observe, “external stimulation leads to the
reorientation of a specialist’s motivational and value sphere. Therefore,
through targeted changes in the motivational and value sphere of the teacher,
it is possible to effectively influence the formation of their aspiration for
professional self-improvement™. According to Lanzi, the value of
professional learning is defined as “the sum of instrumental values (salary,
test results, certificates, etc.), intrinsic values (achievement in activity,
autonomy, and well-being), and positional values (stable social relations,
access to positional goods, etc.)”™.

Researchers distinguish various types of non-material encouragements
according to social, moral, and psychological methods applied to influence
the individual. Social methods include recognition of the achievements of an
employee who belongs to a particular social group (in our case, to the
academic community of the university, a professional community of
specialists in a specific discipline or field of knowledge, or a professional
community whose activities are aimed at preparing academic staff for
academic entrepreneurship). The group of moral methods of non-material
encouragements is associated with a person’s need for respect from colleagues,

% TTonosa O. B., Kyxkos, B. I1. CtumymoBanHs Bukiagadis 3BO 10 BIOCKOHAJICHHS TXHBOT
npodeciiiHo—Te1aroriyHoi KOMIeTeHTHOCTI. Ocgima dopociux: ceimosi menoenyii, yKpaincoKi
peanii ma nepcnexkmusu. JJo 220-piuus 3 OHA 3aCHY8AHHA YHieepcumemy: 301pHUK MaTepiaiiB
III Mixuap. Hayk.-ipakT. KoHd. XapkiB: XapkiBCbKUH HaiOHAIBHUH ITeJaroriqHMit
yniBepcurert imeni I'. C. CkoBopoau, 2024. C. 133-137. P. 135.

% Lanzi D. Capabilities, human capital and education. The Journal of Socio—Economics.
2007. Vol. 36, no 3. P. 424-435. P. 425-426.

195



for recognition as an employee, and as a morally approved individual.
The primary method of positive recognition is words of gratitude, especially in
the presence of colleagues. Other distinctions and valuable gifts may be used
as supplements. Moral methods of non-material encouragements are more
closely connected than the previous ones with the personal qualities of the
employee and the characteristics of their established system of moral and
ethical values®™. Concerning psychological methods of stimulation, according
to Poplavska and Hamal, these include “a comfortable climate within the
collective, which ensures normal communication and serves as an excellent
stimulus for an employee’s sense of satisfaction with work. The psychological
motivation of employees is largely based on the individual’s aspiration for
self-realisation and is closely connected with the formation of an internal sense
of satisfaction from working within the organisation and with this particular
group of people. Praise is approval, information regarding the correctness of
an action, and a positive evaluation of that action. Criticism is analysis,
evaluation, and judgment of a phenomenon of any human activity”.

Concerning the involvement of academic staff in professional
communities, we extrapolate the findings of researchers in the fields of
economics and public administration who study the development of territorial
communities and emphasise the necessity of applying the principles of the
“C.L.E.A.R” framework. These principles include: “Can do” — the capacity for
participation (the public possesses the resources, knowledge, and skills
required for participation, such as the ability to speak publicly, write, organize
events, encourage support, and confidence in using these skills); “Like to” —
the desire to participate (the public has a sense of community and belonging,
which fosters focus, commitment, and strengthens participation); “Enabled
to” — the creation of opportunities for participation (the public has access to
opportunities; networks of volunteer and civic groups and organizations
operate to support and guide participation); “Asked to” — being invited to
participate (mobilizing individuals to engage, since their contribution is
expected); “Responded to” — response and consideration of viewpoints
(the public sees examples that their opinions are taken into account; they
feel listened to, even if not necessarily agreed with, their perspectives are
acknowledged and considered)®’.

Thus, for the successful engagement of academic staff in professional
communities to prepare them for academic entrepreneurship, it is advisable

% Momnasceka A. I1., Tamans O. T. Tlcuxonoriunuii aHamis MeToiB HeMaTepialbHOTO
CTUMYJIOBAHHS IepCoHaIy. [Ipobnemu cyuacnoi ncuxonoeii. 2016. Ne 2. C. 97-103. P. 99.

% Tam camo.

" Omenbsnenko B. A., Omenbsanenko O. M. Orisy moTeHIiany BHKOPUCTAaHHS Teopiit
IHHOBALITHUX CHUIBHOT AJISI PO3BUTKY TEPUTOpIalIbHUX rpomal. [Ipobaemu exonomixu. 2023.
T. 3, Ne 57. C. 134-141. P. 139.
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to apply the principles of “Asked to” and “Enabled to”. These principles
imply the search for like-minded colleagues, their consolidation, and the
effective management of activities, taking into account the theoretically
grounded characteristics of communities of practice and professional
learning communities, as well as the creation of appropriate conditions for
professional community functioning.

To ensure the sustainable functioning of a professional community and
the use of diverse forms and methods of professional learning aimed at
preparing academic staff for academic entrepreneurship and its
implementation, it is necessary to involve both experts, academic staff with a
certain level of knowledge about academic entrepreneurship, relevant skills
and competencies, and clear convictions, which corresponds to the principle
of “Can do”, and beginners, who demonstrate a desire to explore the new
field of academic entrepreneurship and to realize their own potential, which
aligns with the principle of “Like to”. The final principle, “Responded to”,
within the C.L.E.A.R framework, is synchronised with the concept of
collegial learning, which presupposes the creation of opportunities for all
willing participants to demonstrate initiative and leadership qualities.

In order to ensure the effectiveness of activities related to attracting,
motivating, and engaging academic staff in professional communities for
their subsequent preparation for academic entrepreneurship, it is important to
remember that these processes must take into account various factors. First,
it should be considered that each university teacher is situated at their own
stage of professional development (for example, the stage of entry into the
profession, the manifestation of enthusiasm, the development of
competencies, sustainable activity, or the stage of disillusionment), which
are described in detail in the works of both foreign and domestic scholars®®
%% Second, it is essential to take into account the personal characteristics of
the individual, which reflect their ability to clearly define goals, identify and
utilise resources to introduce positive changes in their personal and
professional life. In other words, to realise intentions for improving their
own future by demonstrating commitment to their chosen path, their
individual educational and professional trajectory. Third, it must be
remembered that an important factor is personal autonomy, which is
grounded in the competence of the academic staff and their confidence in
applying it to achieve success. Fourth, among the factors to be considered is

%8 Guskey T., Huberman M. Professional development in education: new paradigms and
practices. New York: Teachers College Press, 1995. 452 p.

% Mykan H. B., Taspumox, M. B. Tlpodeciiinnii po3BuTOK Mexarora: eramm Ta ix
xapakTepuctuka. Hayxosi sanucku Incmumymy ncuxonocii imeni I. C. Kocmioxa AITH
Yipainu. 2007. Ne 34. C. 321-328.
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the capacity for reflection, through which the individual critically evaluates
their strengths and challenges, seeks pathways for improvement, and makes
decisions regarding further personal and professional development.

Thus, the development of professional communities in higher education
emerges as a strategic response to the growing need for preparing academic
staff for academic entrepreneurship. Such communities function as supportive,
constructive, and collaborative environments where shared visions, values, and
responsibilities foster equal participation and collective growth. Their
development follows a clear algorithm encompassing initiation, development,
and sustainable functioning, each stage characterised by specific tasks,
relationships, and learning processes.

The facilitator plays a pivotal role throughout these stages, ensuring
effective communication, coordination, and monitoring, while also fostering
reflection, collaboration, and constructive feedback. By uniting proactive
staff at the initiation stage, guiding the consolidation of professional and
social relationships during development, and sustaining trust, openness, and
responsibility in the phase of stable functioning, the facilitator becomes the
cornerstone of community success.

Motivation for participation is driven by both intrinsic and extrinsic
factors: the acquisition of entrepreneurial knowledge and skills,
opportunities for start-up creation and funding, career advancement through
continuous professional development, and recognition of achievements.
Collaboration across departments and institutions further enhances access to
international programs, infrastructure, and resources, while diverse
organisational forms of learning (seminars, workshops, project activities,
mentoring, and role-playing) ensure dynamic engagement.

Adult learning theory provides the conceptual foundation for these
processes, emphasising stimulation as a means of activating knowledge
acquisition and professional improvement. Non-material incentives (social,
moral, and psychological) reinforce motivation, while the C.L.E.AR
framework offers practical principles for engagement: Can do (capacity),
Like to (desire), Enabled to (opportunity), Asked to (invitation), and
Responded to (acknowledgment). Together, these principles ensure
inclusivity, balance between experts and beginners, and the cultivation of
collegial learning that empowers initiative and leadership.

Finally, the effectiveness of professional communities depends on
recognising the diversity of academic staff: their stage of professional
development, personal characteristics, autonomy, and reflective capacity. By
integrating facilitation, motivation, adult learning principles, and structured
engagement frameworks, professional communities can become sustainable
ecosystems that not only prepare staff for academic entrepreneurship but
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also contribute to the systemic growth of universities and the advancement
of innovative educational practices.

CONCLUSIONS

The comprehensive analysis shows that professional community
development in higher education, grounded in the principles of communities
of practice and professional learning communities, plays a decisive role in
preparing academic staff for academic entrepreneurship. This community is
not static association but dynamic, value-driven structure that integrate
principles of social learning, collegial responsibility, and facilitation into
sustainable ecosystems of professional growth. Its strength lies in balancing
tradition and innovation, combining tested practices with creative
approaches, and fostering environments where collaboration, reflection, and
shared responsibility become the foundation for institutional transformation.

The chapter highlights that the success of professional communities
depends on several interconnected dimensions. First, the principles of commu-
nities of practice (voluntariness, shared values, diversified participation, and
rhythm of interaction) ensure cohesion and adaptability. Second, professional
learning communities provide a model for continuous development, grounded
in social capital and reflexivity, while simultaneously enhancing both student
outcomes and educators’ competence. Third, the structured algorithm
of initiation, development, and sustainable functioning, supported by the
facilitator’s pivotal role, guarantees that communities evolve from initial
motivation to long-term stability and innovation.

Motivation emerges as a central factor, driven by intrinsic aspirations
for knowledge, skills, and self-realisation, as well as extrinsic opportunities
for recognition, career advancement, and entrepreneurial success. Adult
learning theory and non-material encouragements reinforce this motivation,
while the C.L.E.A.R framework offers practical principles: Can do, Like to,
Enabled to, Asked to, Responded to, that ensure inclusivity, balance between
experts and beginners, and the cultivation of initiative and leadership.

In due course, professional communities in higher education embody
the essence of a dynamic learning organisation. They unite academic staff in
collegial networks, foster interdisciplinary collaboration, and create
conditions for innovation, entrepreneurship, and institutional growth. By
integrating facilitation, motivation, adult learning principles, and structured
engagement, universities can transform professional communities into
sustainable platforms that not only prepare educators for academic
entrepreneurship but also advance the quality, culture, and competitiveness
of higher education in a rapidly changing global context.
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SUMMARY

This chapter presents a comprehensive analysis of professional commu-
nity development in higher education, emphasising its decisive role in
preparing academic staff for academic entrepreneurship. Grounded in the
principles of communities of practice and professional learning communities,
such communities are conceptualised as dynamic, value-driven structures that
integrate social learning, collegial responsibility, and facilitation into
sustainable ecosystems of professional growth. Their strength lies in balancing
tradition and innovation, combining established practices with creative
approaches, and fostering environments where collaboration, reflection, and
shared responsibility serve as the foundation for institutional transformation.
The study highlights several interconnected dimensions of success:
the principles of communities of practice (voluntariness, shared values,
diversified participation, rhythm of interaction), the model of professional
learning communities (social capital, reflexivity, mutual trust), and the
structured algorithm of initiation, development, and sustainable functioning,
supported by the facilitator’s pivotal role. Motivation is identified as a central
factor, shaped by intrinsic aspirations for knowledge and self-realisation, as
well as extrinsic opportunities for recognition, career advancement, and
entrepreneurial success. Adult learning theory and non-material incentives
reinforce this motivation, while the C.L.E.A.R framework (Can do, Like to,
Enabled to, Asked to, Responded to) ensures inclusivity, balance between
experts and beginners, and the cultivation of initiative and leadership.
Professional communities in higher education are portrayed as dynamic
learning organisations that unite academic staff in collegial networks, foster
interdisciplinary collaboration, and create conditions for innovation, entrepre-
neurship, and institutional growth. By integrating facilitation, motivation, adult
learning principles, and structured engagement, universities can transform
professional communities into sustainable platforms that not only prepare
educators for academic entrepreneurship but also advance the quality, culture,
and competitiveness of higher education in a rapidly changing global context.
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