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The article is devoted to topical issues of the development of the company's employees as an
integral component of the personnel management strategy. The definition of personnel development
was systematized. The components of the management structure of the professional development of
personnel are considered. The task of planning and organization of management of personnel
development of enterprises is outlined. The sequence of the organization of the process of professional
development of personnel was studied. The main tasks of strategic personnel development are defined.
The methods of personnel development and motivation in the system of strategic development of the

company's employees are proposed.
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1. INTRODUCTION

In the modern economic conditions of the
functioning  of  enterprises, which are
characterized by  uncertainty,  riskiness,
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dynamism and increasing intensity  of
competition, the strategy of personnel
management becomes one of the main ones. In
this way, the personnel of the enterprise becomes

M 4,2022



Innovation and Sustainability

the basis of ensuring its competitiveness and the
main prerequisite for the formation of successful
management in the conditions of existing
requirements for ensuring the development of
enterprises. According to specialists in the field
of personnel management, the strategic
development of human resources is aimed at
creating appropriate conditions for training,
development and improvement of professional
knowledge, skills, skills and competencies of
personnel to perform current and potential tasks
in order to increase the level of their
organizational, team and individual efficiency.
Strategic personnel development is based on a
clear vision of the future opportunities and
potential of employees and flows within the
overall strategic model of the enterprise. Note
that the main goal of strategic management is to
ensure innovations in the organizational structure
in such a way that they guarantee the
development of the state authority. Management
of the professional development of the company's
personnel, taking into account the strategic
nature, must meet the goals related, first of all, to
the effective introduction of innovations, rapid
adaptation of the personnel to changes in the
external and internal environment of the
company.

2. ANALYSIS OF RECENT RESEARCH
AND PUBLICATIONS

The management of personnel development
is a very popular topic for both foreign and
domestic scientists who study various aspects of
the use of personnel: Antiptseva O. [1],
Vorobey O. [2], Voronina V. [3], Havkalova N.
[4], Gulyk T. [5], Kovalska K. [6], Maznyk N.
[7], Morozov O. [8], Petrova I. [9].

3. SELECTION OF PREVIOUSLY
UNSOLVED PARTS OF THE GENERAL
PROBLEM TO WHICH THIS ARTICLE IS
DEDICATED

In the conditions of high competition, the
significance of the development and
implementation of the company's personnel
development strategy increases. Organizational
and  methodological  support  for the
implementation of the strategy of professional
development of personnel should not only be
coordinated and correspond to the corporate
strategy, but also be based on the needs,
opportunities and limitations that the enterprise
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has at a certain stage of its operation. For the
successful implementation of the strategy, it is
necessary to apply a comprehensive approach,
which involves the use of a set of appropriate
tools and methods, which led to the need for this
study.

4. FORMULATION OF THE OBJECTIVES
OF THE ARTICLE

To determine the concepts and main features
of the management of personnel development of
domestic enterprises, which is a strategic priority
for the development of Ukraine, which
determines the transition to a human- centered
model of social progress and the transformation
of human resources (its intellectual, innovative
and informational components) into a priority
direction of capital investments.

5. PRESENTATION OF THE MAIN
MATERIAL OF THE RESEARCH WITH
FULL JUSTIFICATION OF THE
OBTAINED SCIENTIFIC RESULTS

It can be noted that there is a significant
diversity of views regarding the interpretation of
the concept of "personnel development” - to
define its essence, various categories are used,
namely: a specific management function, a set of
organizational and economic measures, a
continuous and systematic process, an approach
to improvement of workforce-related knowledge
and behavior [9].

Summarizing the definitions of scientists, we

will formulate the concept of personnel
development as a continuous process of
improving the quality characteristics of

employees from the standpoint of ensuring their
harmonious development, as well as increasing
the efficiency of the enterprise in the long term as
a whole. Usually, staff development creates an
opportunity for employees to acquire new
knowledge and skills for more effective
performance of assigned tasks, and also increases
their motivation in work, commitment to the
organization and interest in its affairs.

The analysis of scientific literature allows us
to conclude that, as of today, the development and
training of personnel are allocated as a separate
function of management. Management of
personnel development must be effective, as it is
the main factor in the future success of any
business entity. This is due to the fact that the
growth of the role of scientific knowledge in
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society,
intensive,

the development of knowledge-
intellectual technologies requires

flexible and adaptive use of the personnel
potential of the forensic institution, increasing the
creative and organizational activity of each
employee and the formation of a humanized
organizational culture of the enterprise as a
whole. Taking this into account, the problems of
management

modernizing classic personnel
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systems and introducing new management
models focused on the continuous development
of the intellectual, cultural and creative potential
of employees are of particular importance in the
modern activity of enterprises [1].

Taking into account the above, we believe
that the structure of management of professional
development of personnel should consist of the
following components, presented in fig. 1.

control
for the
implementation of
professional
development, control
of success and
effectiveness of
training

planning and forecasting of
professional
personnel development

Management of
professional
development of
personnel

staff motivation
to the professional
development of personnel

organization of
professional

development at the

enterprise

Fig. 1. Component structures of management of professional development of personnel*

* built by the author based on [8; 1]

It should be noted that the personnel
development system is a set of organizational
structures, methods, processes, and resources
necessary for effective performance of tasks in
the field of personnel development, as well as
optimal satisfaction of employee requests related
to self-realization, professional training, and
career. It should meet the needs of employees in
obtaining and improving professional training
throughout their work at all levels of qualification
and responsibility [8]. An important point in the
study of this issue is the selection of the subject
and the object of the personnel development
system. Regarding the first, these are the
employees of the enterprise, regarding the object,
we believe that these are professional, personal
and other important for the organization
personnel characteristics. We note that an
important issue is the definition of the tasks of
planning and organizing the management of the
development of personnel of enterprises (Fig. 2).

We believe that the organization of the
process of professional development of personnel
should be carried out in a certain sequence (Fig.
3). Thus, the implementation of scientific
principles of personnel development
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management of enterprises will allow to reveal
the hidden capabilities of their employees,
expand the boundaries of their knowledge,
change relationships in the team and, thereby,
increase human capital, which today is the most
valuable resource of any organization, which
determines the level of its competitiveness and
ensures growth of labor productivity indicators.
As mentioned earlier, the process of personnel
development at the enterprise should be
continuous, and the management of the enterprise
should consider the costs of personnel training as
investments in fixed capital that allow the most
efficient and effective use of existing modern
technologies.

Having analyzed a number of literary
sources [4; 5; 6; 3] we will highlight the main
tasks of strategic personnel development (Fig. 4).
We believe that the subject of strategic
management of the professional development of
the enterprise's personnel is the enterprise and the
personnel management department. At the stage
of strategic analysis (I), the company's
management evaluates external factors and the
potential of internal resources (personnel,
financial) of the organization.
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organizational and methodical provision of professional qualification training,
training and retraining of employees, planning of this work taking into account
the needs of the enterprise, sending employees to study to obtain the third
educational and scientific level in relevant institutions of higher education and
internships in leading scientific institutions or institutions of higher education;
training managers of various levels of management of the institution in modern
methods and forms of working with subordinates

monitoring of professional, business and personal qualities of employees based
on certification and wide use of psychological and sociological research;
development of recommendations for the rational use of employees in accordance
with their abilities and inclinations

organization of work on professional orientation of young specialists in mastering
expert specialties; adaptation of new employees to expert activities; development

of the mentoring system in units; analysis of staff turnover and dynamics of
changes in the institution's staff; development of measures to stabilize and
improve its social and demographic structure

The task of personnel development management

ensuring effective use of all forms of material
and moral stimulation of employees in accordance with the performance of their
assigned tasks and improvement of the moral and psychological climate in the
structural divisions of the enterprise

Fig. 2. The task of planning and organizing the management of personnel development of enterprises *

*puilt on the materials given in [7]

Determination of the benchmark of an employee for an enterprise
that meets both the requirements of the external labor market and

the needs of the organization itself

Study of the features of the professional development of the

company's personnel and its reserves

-

N

Implementation of the staff professional development program,
i.e. planned measures for staff professional training

-

N

Encouraging staff to work independently on professional

development

Fig. 3. The sequence of organization of the process of professional development of personnel*

*puilt on the materials given in [7]

Based on this, goals and tasks in the field of
professional development of personnel are
determined. At the second stage of the
development of strategic solutions, the options of
the developed strategies are evaluated, as well as
the selection of the most functional strategy for
the  professional  development of the
organization's personnel, which lays down the
forms and methods of the professional
development of the personnel, and clearly
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outlines the time frame for achieving the set goals
and objectives.

In the process of implementing the strategy
(the third stage), it is directly implemented [6].

In today's conditions of rapid aging of
theoretical knowledge, skills and practical skills,
the organization's ability to constantly develop its
employees is one of the most important factors in
ensuring its competitiveness in the market,
updating and increasing the volume of production
of goods or provision of services.

M 4,2022



Innovation and Sustainability

Mantur-Chubata Olena, Shelest levgeniia, Danilkova Anastasiia, Zelena Maria

development of individual training strategies, which should determine the need for
training, include planning of personal development and self-study, support individual
—training of employees due to management consulting, mentoring, creation of training
centers, external and internal training programs, courses that are able to meet the needs
of each individual employee , as well as groups of employees

climate in the team

improvement of organizational training and creation of a self-learning enterprise. The
organizational training strategy is aimed at developing the resource capabilities of the
nterprise, forming a clear and integral vision of the strategic development of the

enterprise among employees, supporting the stimulation of learning and an innovative

their innovative qualities

improving adaptive abilities, increasing business activity of employees and developing

information for training)

knowledge management (the strategy of knowledge management considers knowledge
to be a key resource, stimulating the process of sharing it will allow to establish
effective interaction between personnel and provide access to the necessary sources of

strategy)

formation of intellectual capital (the strategy for the development of intellectual capital
should be based on information about existing opportunities and an assessment of future
—Ineeds, then determine the possibilities of developing special abilities and skills of
personnel to meet the future needs of the enterprise and develop an employee training

The main tasks of strategic personnel
development

higher management levels)

improving the quality of management personnel (an important aspect of strategic
| |personnel development is the development of management personnel, i.e. managers of

rational actions

the development of ethical responsibility, competence and "emotional culture” (self-
regulation, self-understanding, social orientation and social skills and skills allow not
only to determine one's own feelings and the feelings of the people around them, but
also help to motivate themselves and those around them to manage their own emotions
—and behavior, attitude towards other people in accordance with moral standards, and
only ethically justified actions of employees express themselves in economically

the development of a strategic opportunity makes it possible to choose the most
expedient strategy for a specific enterprise and the directions of actions necessary for its
[_Isuccessful implementation, including the personnel development strategy

Fig. 4. Main tasks of strategic personnel development*

*built by the author

Considerable experience in the
implementation of personnel development has
been accumulated in such countries as the USA,
Great Britain, France and Japan. Yes, the USA
can rightfully be called the country of birth of
corporate training in the form in which we are
used to seeing it in modern Western companies.
It was in this country in 1961 that the McDonalds
company opened the first corporate university
called Hamburger University.

Corporate training in the USA finds its
implementation mainly in large companies, as it
requires large investments from organizations.
However, other practices are also common, when
enterprises, not having their own corporate
training systems, unite and create intercompany
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training centers for internal training of
employees. This approach is effective because it
enables employees of enterprises of the same
market segment to exchange experience and
solve business cases that are applied in practice,
as well as to minimize training and development
costs without losing quality.

In contrast to Japanese and German
companies in the USA, staff training is not
considered part of the competitive strategy of
organizations. The amount of annual expenses for
corporate training per capita in the USA is half as
much as, for example, in German companies, and
during the training of working personnel is 17
times less. If in France, companies receive tax
benefits from instilling a culture of corporate
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training in their employees, then in the US the
government establishes flexible policies and
strategic recommendations to support personnel
development, but does not participate in the
management of the personnel development
strategy. It is important to note that the practice
of applying the project approach to corporate
education is emerging in the USA.

It should be noted that the experience of
personnel development in Japan is quite
interesting and somewhat specific to domestic
realities. The approach to staff development has
been quite flexible since ancient times in Japan.
Even the amount of wages in Japan depends on
the professional skills, experience and age of the
employee. Accordingly, for each employee, the
amount of wages is individual and depends on the
three main factors mentioned above. It should be
noted that at Japanese enterprises, on average,
36% of the total monthly earnings of Hitachi
employees are received in the form of basic
payments, 27% - additional payments in
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accordance with professional development, 29%
- additional payments related to the work
performed, 7% - various aids As we can see, in
Japanese enterprises, salary increases and
receiving bonuses are inseparable from the
employee's work experience and qualifications,
so in Japan such conditions are created so that the
worker independently wishes to improve the
level of his own qualifications.

A practical approach to the strategic
management of the professional development of
the company's personnel involves the
implementation of the strategic management
model, which should consist of four main
elements, namely: strategic analysis, strategic
decision-making, implementation of the strategy
and control over the implementation of the
strategy of the professional development of the
company's personnel, as well as auxiliary
elements, such as principles, audit and paradigm
[5]. Table 1 suggests methods of employee
development and motivation.

Table 1

Methods of personnel development and motivation in the system of strategic development of company
employees

Methods of professional training and

Methods of motivation

development

Intangible

Material

Electronic course or training,
where they give step-by-step instructions
for action

and does so

Show that the group is able to defend

The salary system and benefits
system

Competitions, contests, workshops, case | Create

studies

strength

highly competitive situations in
which employees can show their

Contractual
remuneration

Mentoring, during which the mentor will
often supervise his protégé, helping with
advice and tips

price"

Underline the words

"must”, "obliged" and "obligation",
which are part of the system "for
everything you have to pay your

Payments and bonuses
are tied to loyalty to the
company

Trainings, individual coaching as a way of
improving qualifications and status
recognition

Share glory with employees and find
prospects for personal recognition

Link payments to
personal performance

books/articles read or passed

Provide points that count towards
the monthly assessment for

Team trainings, even if they give a small
amount of new knowledge, are hackathons

Define competition as a way to "do
it together as a team"

Payments must be the same across
the group

Find out what the goal is
employee, and depending on the answer,
organize training

motivation

Provide conditions for self-

Put the interests of work before
profit

It should be noted that the use of the
proposed methods will ensure an increase in the
level of motivation and return from the
professional development of specialists and
managers, as well as make it possible to
implement the last priority task of the company's
personnel development strategy [6].
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6. CONCLUSIONS FROM THIS STUDY
AND PROSPECTS FOR FURTHER
INVESTIGATION IN THIS DIRECTION
Personality development, raising the level of
the general and moral culture of the population,
increasing the professional and creative potential,
improving the well-being and strengthening the
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health of the population are the most important
conditions and at the same time a powerful
driving force of scientific, technical and socio-
economic development, and a reliable basis for
the stability and prosperity of society.

Personnel development is a systematic
process focused on the formation of employees
who meet the needs of the enterprise, and at the
same time, on the study and development of the
productive and educational potential of the
enterprise's employees.

However, with limited material, financial
and other resources of the enterprise, as in
particular the enterprise studied by us, preference
should be given to what contributes to the
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employees, which  corresponds to the
improvement of the quality of working life.
Therefore, in conditions of high competition,
the importance of developing and implementing
a company's personnel development strategy
increases. Organizational and methodological
support for the implementation of the strategy of
professional development of personnel should
not only be coordinated and correspond to the
corporate strategy, but also be based on the needs,
opportunities and limitations that the enterprise
has at a certain stage of its operation. For the
successful implementation of the strategy, it is
necessary to apply a comprehensive approach,
which involves the use of a set of appropriate

achievement of the main goals of the | tools and methods.

organization, nourishes the business spirit of
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AHoTanis
MAHTYP-YYbATA Onena Cepeiiena, ILHIEJIECT €Egzenin Onexcanopiena,
JAAHIIKOBA Anacmacia IOpiiena, 3SE/IEHA Mapin leaniena
Po3eumox nepconany sk negio'emna uacmuna cmpamezii ynpaeiinia nepcoHaIom

Poszsumox ocobucmocmi, nioguwjenns: pieHs 3a2anbHOi i MOPANLHOI KYIbMYypU HACENeHHs, NiOGUEHHS
npogecitino2o i mMeopyo2o NOMEHYIANY, HOMNUEHHS 000pobymy 1 3MIYHEHHS 300p08's HACeNeHHS €
HAUGANCIUGIULOIO YMOBOIO | GOOHOUAC NOMYICHOI DPYUWIITIHOIO CUNOI0 HAYKOBO-MEXHIYHO20 Md COYIANbHO-
EeKOHOMIYHO020 PO36UMKY, HAOTUHOI OCHOBU cMAbiIbHOCNE Ma npoysimanius cychitbcmea. Pozeumox nepconany
— CUCMeMAMUYHUL Npoyec, OPIEHMOBAHUL HA GHOpMYS8aHHs NpAYI6HUKIE, SKI GIONosioawms nompebam
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nionpuemcmaa, i 600HOHAC HA BUBHEHHS A PO3BUNMOK BUPOOHUYO20 MA OCBIMHbO20 NOMEHYIANY NPAYIBHUKIE
nionpuemcmea. Ilpome 6 ymosax obmedceHOCmi MamepiaibHUX, QIHAHCOBUX MA HWUX pecypcis
nionpuemcmea, nepesazy ciio 8i00asamu momy, wjo CNpusie O0CASHEHHIO OCHOBHUX Ylel Op2aHi3ayil, Hcusums
Oinosuil 0yx npayieHuKis, wo 8i0nosioac 00 Nid8UUeHHs AKOCMI MPY008020 HCUMM. YNpasninHi po36UmKoM
NEePCOHANY NOKAUKAHE GUABUMU NPUXOBAHT 3HANHHS NEPCOHATY, POSUWUPUMU MEJCT YUX 3HAHL, NOOYOYEAmU HOBI
hopmu cninkysanHs 6cepeOuHi KOMAHOU i 3MIHUMU GIOHOCUHU MIJC JHO0bMU, Omdice, 30Ibuumu JH00CbKULL
Kanimai i 11020 KOHKYPEHMOCNPOMONICHICMb Y 36'A3K) 3i 3DOCMAHHAM PiBHA NPOOYKMUBHOCMI Npayi. 3a maKux
VMO8 OOHUM i3 HAUBANCIUBTULUX 3AB80AHb CYUACHUX CUCHEM YRPABIIHHA € PO3GUMOK | MOMUBAYISA PI3HOMAHIMHUX
30iOHOCMeEl NPAYIBHUKIE HA OCHOGI HOGIMHIX eEeKMUSHUX MeXHON02ll, 3acobié | Memooie Ni0GULUEeHHS
Keanighixayii nepconany xomnauii. Cmamms npuceésauena axKmyarbHuM HUMAHHAM PO3GUMKY HEPCOHATY
nionpuemcmea AK Hegio '€MHOI cK1ado8oi cmpamezii ynpasuinHa nepconanom. llpoananizosano eusHaueHHs
po3eumxy nepconany. Posensnymo ckaadosi cmpykmypu YnpaeiiHHs npoQeciuHum po3eumKom HepCoOHATL).
OxpecneHo 3a60aHHs NIAHYBAHMS MA OpP2aHi3ayii YNPAGNIHHA PO3GUMKOM HEPCOHANY NIONPUEMCTNG.
Hocniosxceno nocnioosnicme opeauizayii npoyecy nioguuenHs Keanighikayii nepconany. BusHaueHo OCHOBHI
3A80AHHA CIPAME2IYHO20 PO3BUMKY NEPCOHATY.

Knrouoei cnoesa: nepconan, po3eumox nepcoHany, ynpagints nepCoHaioM, CUCIEMA PO3GUMKY NEePCOHATY,
YNPABNIHHA NPOopecilinuM po38UMKOM NEePCOHAL
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