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PigHencbK020 0epica6H020 2YyMaHimapHozo yHieepcumemy
PERSONNEL DEVELOPMENT MANAGEMENT
YIIPABJIHHA POSBUTKOM ITEPCOHAJIY

ANNOTATION

The article considers the current goals of staff development,
areas of staff development, some principles of staff development,
namely: individuality, interest of the company and employee in
career development, material incentives, moral incentives. com-
pulsory professional growth, social and psychological comfort and
objectivity. The process of personnel development management
has many aspects, as evidenced by the large number of points
of view and different management methods. they include: profes-
sional growth, continuing education in the workplace, staff devel-
opment, renewal of human resource management methods. talent
management and other combinations of these aspects. Particular
attention is paid to staff development strategies. After all, the need
to train staff who are able to qualitatively solve a wide range of
problems, necessitates a strategy of staff development. Situational
and system strategies, as well as their components, as a set of ac-
tions and a sequence of decisions to assess, analyze and develop
the necessary system of influence on staff to ensure the achieve-
ment of the necessary overall competitive potential to implement
the chosen development strategy. Directive, interactive and per-
sonal methods of personnel development are also highlighted.
It is noted that the basis of directive methods is the interaction of
the student with the mentor, instructor, teacher, coach. There are
such methods as: lectures, seminars, mentoring, instruction, train-
ing, secondment. In turn, interactive methods are seen as the par-
ticipation of staff in training, in which a large role is given to modern
technological capabilities. Interactive methods are presented: ad-
aptation of personnel in the organization, distance learning, online
conferences and webinars, video lessons. And personal methods
are based on self-education and self-training of staff. Consider-
able attention is also paid to the types and forms of staff training.
The need to synchronize detailed personnel development pro-
grams with the main business strategy is considered. After all, a
successful program of personnel development management in the

organization starts from the synchronization of personnel develop-
ment strategy and enterprise development strategy.

Key words: personnel development management, personnel
development goals, personnel development directions, personnel
development principles, personnel training methods, personnel
development strategies, personnel development assessment sys-
tem, personnel development trends.

AHOTALIA

Y cTaTTi pO3rnsHYTO CyYacHi Lini po3BUTKY nepcoHany, Hanps-
MW PO3BMTKY NEPCOHany, OKpeMi MPUHLMNK PO3BUTKY NEpPCoHany, a
came: iHQMBIAyanbHICTb, 3aLiKaBneHicTb NiagnpuemMcTea Ta npawis-
HUKa y PO3BUTKY Kap'epu, MaTtepiarnibHe CTUMYMNOBaHHS, MopasibHe
CTUMYNOBaHHA. 060B'A3kOBE NPOCECiiHe 3POCTaHHs, coLliarnbHO-
MCYUXONOri4YHUI KOMAOPT | 06'EKTMBHICTB. MNpoLiec ynpasniHHA po3-
BMTKOM nepcoHany Mae 6arato acnekTis, Npo WO CBiAYMTL BEnuka
KINbKICTb TOYMOK 30pY Ta Pi3HMX METOAIB YNpPaBMiHHA. BOHU BKMHO-
YatoTb: NpodeciiiHe 3pocTaHHsl, B6e3nepepBHy OCBITY Ha po6oyo-
My MiCLi, PO3BUTOK MepPCcoHany, OHOBMEHHSI METOAIB yNpaBniHHS
NOACBKAMU pecypcamn. yrnpaemiHHA TanaHTamu Ta iHWi Kombi-
Hauii umx acnektiB. OcobnuBa yBara nNpuainseTbcs crparerii
poO3BUTKY mepcoHany. Agke HeobOXiaHICTb NiaroToBKWM Kaapis,
30aTHMX SKICHO BUpILLYBaTU LUMPOKWI CNEKTP 3aBAaHb, 3yMOB-
e HeoOXiagHICTb cTpaTerii po3BUTKy nepcoHany. CutyauinHi
Ta CUCTEMHi CTpaTerii, a TaKoX iX KOMMOHEHTU, SK KOMMIEKC
[N i NOCNiQOBHICTb pilleHb ANS OUiHKW, aHanidy Ta po3pobku
HeobXxigHOI cMCTeMU BNAMBY Ha NepcoHan Ans 3abesneyeHHs
[OCSArHEHHS HEODOXiAHOro 3aranbHOrO0 KOHKYPEHTHOrO MOTEHLi-
any ans peanisadii o6paHoi ctparerii po3suTtky. . Takox Bugi-
NEHO AMPEKTUBHI, IHTEPAKTUBHI Ta OCOOMCTICHI MeToan po3Bu-
TKy nepcoHany. 3asHa4yeHo, Lo B OCHOBI AUPEKTUBHNX METOAIB
NEeXUTb B3aEMOZIA CTyAeHTa 3 HACTaBHUKOM, iHCTPYKTOPOM,
BMKIragayem, TpeHepom. Po3pi3HATb Taki MeTogmn sk: nekuii,
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ceMiHapu, HaCTaBHULTBO, IHCTPYKTaX, HaBYaHHS, BiOPSKEH-
HS. Y CBOIO 4epry, iHTepaKTUBHIi MeToAM pOo3rMsSfatoTbCsa K
y4yacTb MepcoHarny B HaBYaHHI, B SIKOMY Benuka porb BifBO-
ONTBCSA Cy4aCHUM TEXHOMOTIYHUM MOXNMBOCTSM. [peacTasne-
Hi IHTEpaKTVMBHI MeToau: aganTauis nepcoHany B opraHisaduii,
OWCTaHLiNHE HaBYaHHs1, OHManH-koHdepeHLii Ta BeGiHapu, Bi-
Aeoypoku. A ocobucTicHi meToan 6a3yoTbca Ha CaMOOCBITI Ta
camoHaBYaHHi nepcoHany. 3HayHa yBara nNpuainaeTbca Takox
BMOaM i hopmam HaB4YaHHsS nepcoHany. Po3rnsgaetsca Heob-
XiOHICTb CMHXpPOHIi3auii geTanbHUX nporpam po3BUTKY Mepco-
Hany 3 OCHOBHOLO Gi3Hec-cTparterieto. Agxe ycnilHa nporpama
ynpaBeriHHA PO3BUTKOM NepcoHany B OpraHisauii NOYMHaeTbCA
3 CUMHXPOHi3auii cTpaTerii po3BUTKY nepcoHany Ta cTparterii
PO3BUTKY MiANprveEMCTBa.

KntoyoBi cnoBa: ynpasniHHS po3BUTKOM NepcoHany, Wini pos-
BUTKY NEPCOHany, HanpsiMKu po3BUTKY NepcoHany, NPUHLMIN po3-
BUTKY NepcoHany, MeEToAuKa HaB4aHHS nepcoHarny, cTparterii pos-
BUTKY MEpPCOHasy, CUCTEMA OLLiHKM PO3BUTKY MepcoHarsy, TpeHau
PO3BUTKY MepcoHany.

Formulation of the problem. Today, special
attention should be paid to adequate methods
of personnel development management because
of the introduction of new technologies into
production becomes especially important. They
should be based on progressive approaches to
personnel development management and take
into account the possibilities of expanding staff
competencies. Of course, the issue of personnel
development management is an issue that did
not arise today. Professional training was born
in the Middle Ages, when the entrepreneurs
made the first attempts to ensure staff growth.
At that stage it was carried out through mentors
and in-house schools. In the second stage, in
the 19th century, factory owners were forced to
hire specialists who improved team relations and
motivated people to work more efficiently, as their
production met with a shortage of well-trained and
motivated workers. However, the scientific basis
of personnel development management received
only in the early twentieth century. It is usually
associated with the theory of F. Taylor "Scientific
Organization of Labor”, which set out advice to
increase productivity several times. To date,
there are at least four theories: Taylor's classical
theory, Mayo's school of relations, Woodward's
theory of chance, and Wiener's systems approach.

Modern companies are forced to develop their
employees if they are focused on growth and
efficiency. After all, it is known that if this is
not done, people quickly "burn out”, cease to be
interested in the results of work and often look
for a new job. That is why it is so important to
competently organize the process of personnel
development management, that is why this article
is devoted to personnel development management.

Analysis of recent research and publications.
In our opinion, the main scientific achievements
that have become the foundation of the formation
of the theory of personnel development, as well
as the study of aspects of personnel development
management are the works of Ukrainian and
foreign scientists, such as: Amosova O.Yu.,
Grishnova O.A., Denisova A.V., Zhuravlyova I.V.,
Kibanova A.Ya., Kolota A.M., Libanova E.M.,

Melnichuk D.P., Novikova O.F., Petrova I.L.,
Romanyuk M.D., Savchenko V.A., Shushpanov D.G.
But despite the fact that the issue of personnel
development management is under the scrutiny
of scientists, many theoretical issues are still in
their infancy and require further resolution and
comprehensive research.

Formulation of the purposes of the article.
To substantiate the need for personnel develop-
ment management, to conduct a theoretical
analysis of the essence of personnel development
management in modern conditions, to determine
methodological approaches to strategy formation,
to outline the plan of personnel development
management program in the organization.

Presentation of the main research material.
The concept of "staff development” is used to
define as a set of measures of government and the
actions of officials aimed at achieving qualitative
and quantitative changes in staff.

Staff development is also a set of measures,
which includes professional training of school
graduates, retraining and advanced training, career
planning of the organization's staff. the purpose
of staff development is to ensure the organization
of well-trained employees in accordance with its
goals and development strategy.

Staff development is a process that requires
employees and the organization to interact,
expanding the knowledge, skills, abilities and
guidance needed to address current and strategic

challenges.
In turn, staff development involves the
expansion of individual -capabilities and

inclinations of employees, taking into account
changes in the nature of activities, individual and
production goals. Professional development of
staff is a process aimed at achieving the set goals,
first of all, to improve the production potential of
the team.

Highlight the main objectives of the personnel
development management process:

— providing the training that is necessary
for the employee to perform well at the level of
competencies in current and future assignments.

— creating an atmosphere conducive to
personal self-realization, efficiency and creativity.

— economys, which provide an opportunity for
employees to develop, because it is very expensive
for the company to hire employees who will not
cope, and then lay them off. It is just as expensive
to lose good employees due to the impossibility of
career and professional growth.

— the development of viable and meaningful
staff development programs allows staff to work
to achieve company goals and personal goals [1].

There are several staff development options:

a) work in a new position with expanded
responsibilities;

b) distribution of responsibility for the end
result between the maximum number of jobs;

c) complete reorganization of what
employee manages;

the
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d) work abroad;

i) participation in a large-scale project.

There are some principles of staff development.

Individuality. It is characterized by ingenuity in
career development planning, as not all managers
and professionals can meet the requirements.

The interest of the company and the employee
in career development. perspective development
of production, motivation for career development
and other factors.

Material and moral stimulation. Financing the
career development of employees.

Mandatory professional growth. Advanced
training, growth of professionalism, appropriate
planning.

Socio-psychological comfort. Social recognition
and growth.

Objectivity. Elimination of the influence of
subjective factors on the part of management,
which plans and controls career development.

Personnel development management and
personnel development itself requires constant
attention and constant improvement of business
and personal qualities of employees. To do this,
it is customary to implement certain actions and
one of the first is to develop a strategy for staff
development.

At the stage of strategy development, the
manager must determine what results he expects
from employees and what professional and
personal qualities need to be developed.

After all, the staff development strategy
can be situational and systemic. Situational
strategy is tied to a specific business task and
for its implementation it is customary to conduct
external training. To do this, for example, involve
a coach — a freelancer, or a consulting company.
The advantage of hiring a coach is usually cost
savings, but there are no guarantees of the
quality of services provided. In the second case, a
contract is signed with the consulting company,
which guarantees the quality of services, but this
involves high costs.

The system strategy uses the direction of
continuous training and development of personnel
within the company. Thanks to this strategy,
employees gain in-service skills. The training is
organized by the human resources department or
is a consulting company. in the first case, rely on
an individual approach, but it requires material
resources. the second option involves high costs,
relying on the professionalism of coaches and new
methods of development.

For example, specialists need to analyze a huge
array of data to calculate how many employees
the company needs: company plans, staff
training costs and salaries, staff turnover, the
state of affairs in all departments, and others.
Determining the need for staff quantity and
quality is a complex mathematical problem that
can be solved in a variety of ways, including by
involving experts or using a variety of computer
models.

So the main types of staff training are:

1) staff training;

2) staff retraining;

3) professional growth of staff.

All of them can be both short-term and long-
term, individual or group [2].

Short-term forms have their advantages: cost
and time savings. However, the results are not
always what they expected. Long-term training
requires more costs, but also more benefits.
Individual training allows you to pay attention
to each employee individually and give maximum
information based on personal needs. Group —
gives the opportunity to practice teamwork.

Today there are many methods of staff training.
all of them can be divided into active and passive.
Passive include lectures and seminars, where the
perception of information depends on the desire
of the employee. And active methods, such as —
business game, brainstorming require maximum
concentration of each respondent. It is also worth
noting that on-the-job training often helps to
consolidate the material in practice. Also, classes
outside the company allow you to go beyond and
teach to act in unusual situations [2].

There are also directive, interactive and
personal methods of staff development. The
basis of directive methods is the interaction of
the student with the mentor, instructor, teacher,
coach. These are such methods as: lectures,
seminars, mentoring, instruction, training,
secondment. In turn, interactive methods also are
the participation of staff in training, in which
a large role is given to modern technological
capabilities. Interactive methods are presented:
adaptation of personnel in the organization,
distance learning, online conferences and webinars,
video lessons. Personal methods are based on self-
education and self-training of staff [3].

To do this, you must determine the direction
of development of the company to introduce
the development of the team. At the same
time, regardless of the company's development
strategy (conquering a new market, increasing
competitiveness, expanding sales channels...), it
is important to think about how the personnel
development program can support and help
implement it. Most companies have different
directions: the need for staff expansion and
training of personnel; reducing the uniqueness
of personnel; maintaining or creating a corporate
culture; training of new employees; preservation
of knowledge.

Conclusions from the research. I would like
to note once again that the development of any
company depends on the qualifications of the
staff, so you should not save, but the main thing
is to teach people to learn!

Of course, the stage of evaluating efficiency
becomes logical after training. We recommend
to produce this assessment in several stages.
First of all, to evaluate the reaction of students
immediately after the completion of the training
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program. In the second stage — to assess the
level of qualification of staff before and after
the course. Then after a while we suggest to pay
attention to change of behavior of the worker,
namely whether the worker started to use the
received knowledge in practice. the final step is to
evaluate the outcome and draw a conclusion after
observation for at least three months.

With the right approach, training motivates
employees, keeps them from moving to another
company and attracts new employees. At the
same time, the company solves the problem of
insufficient staff literacy, because today each
employee has his own market price, which is
formed based on his education, knowledge and
skills.
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