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Abstract. The article examines the existing approaches to understanding the theory of professional competences of personnel
as an economic category and a leading component of the entire system of socio-labor relations. The concept of «competence»
and factors that influence the development of competences promoting professional growth of personnel of the bank have been
defined. The proposals as to ensuring perfection of the professional competences of bank personnel in the process of forming
social and labor relations for the normal functioning of subjects of economic activity in today’s competitive environment have
been given. This requires continuous improvement of the complex of knowledge, skills and personal qualities of its personnel in
the field of financial services.
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YAOCKOHANEHHA KOMMETEHTHOCTEX NEPCOHANY
B NPOLECI POPMYBAHHA
COLIAAbHO-TPYAOBUX BIAHOCUH

Aucuua H. M.
Bo#itoBuy H. T.

AHomayif. Po32naHymo HaAeHi nioxodu w000 pPo3yMiHHA meopii KomnemeHmHocmeli nepcoHasny AK eKOHOMIYHOI
Kamezopii ma nposidHoi cknadoesoi sciei cucmemu coyianbHO-mpydosux 8i0HOCUH. BusHayeHo noHAMMA «KomnemeHruyii» ma
haKkmopu, wo 8nausarmMb HA PO3BUMOK KomremeHyil, AKi cripusioms 8UCOKONPOeciliHoMy 3pOCMAHHIO rnepcoHasny b6aH-
Ky. BHeceHo npono3uyii ujo00 3abe3nevyeHHs yOOCKOHAsIeHHA KomnemeHmHocmel nepcoHany 6aHKy 8 npouyeci hopmy8aHHSA
coyianbHO-mpyoosux 8i0HOCUH 0151 MOBHOYIHHO20 (YHKUiOHY8AHHA Ccyb’eKmis 20cro0apcbKoi QifgnbHOCMIi 8 yMOBAX CYy4ACHO20
KOHKypeHmMHo20 cepedosuwya. Lie sumazae nocmiliHo2o 800CKOHAMNEHHA KOMIIAEKCY 3HAHb, yMiH6 ma ocobucmux akocmeli io2o
rnepcoHany y cghepi piHaHcos8o20 06C/1y208Y8AHHA.

Knto4oei cnoea: KommnemeHyii, nepcoHas, npogeciliHa KomnemeHmMHicms, ocobucmicHi KomnemeHmHocmi, Komre-
meHmHicme gipmu, npogeciliHi HaBUKU, MOMUBAYis.
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YCOBEPLUEHCTBOBAHUE KOMIMETEHLUN NEPCOHANA
B MPOLEECCE ®OPMUPOBAHUA
COLMAABHO-TPYAOBbIX OTHOLUEHWUM

Nucuua H. M.
Bo#itoBuy H. T.

AHHOMayusA. PaccmompeHs! cyujecmsytowue nodxo0bl K MOHUMAHUKO Meopuu KomrnemeHmHocmeli nepcoHana Kak
3KOHOMUuYecKol Kamezopuu u sedyweli cocmasnaroweli eceli cucmemsi COyUANbHO-MPYO08bIX OMHouweHul. OnpedeneHo rno-
HAMuUe «KoMIemeHyuu» U hakmopsl, 8AUAOWUE HA pa3eumue KomremeHyuli, cnocobcmeyroujux 8bICOKOMPOpeCcCUOHANbHOMY
pocmy nepcoHana 6aHKa. BHeceHbl npedsaoxeHus no obecrnevyeHuro co8epweHcmeo8aHus KomnemeHmHocmel nepcoHana
6aHKa 8 Mpoyecce PopMupo8aHUSA COUUANLHO-MPYO08bix omHoweHUl 018 MOAHOUEHHO20 PYHKUUOHUPOBAHUSA CYObEKMOB XO-
3alicmeeHHoOUl OesmenbHOCMU 8 yC/108UAX COBPeMeHHOU KOHKypeHmHoUl cpedbl. Imo mpebyem MocmosaHHO20 CoO8epuIeHCMao-
8QHUSA KOMAEKCA 3HAHUU, yMeHUl U AIUYHbIX Ka4ecme e20 NepcoHasna 8 ciepe PUHAHC08020 0OCAYHUBAHUS.

Keywords: komnemeHyuu, nepcoHas, npogheccuoHanbHas KOMIemeHmMHOCMb, IUYHOCMHbIE KOMIemeHmMHOCMuU, Komre-
meHmMHOCMb huUPMbl, MPOPECCUOHATbHbBIE HABbIKU, MOMUBALUS.

The problem statement and its connection with important scientific and practical tasks. The social and labor
relations play a major role in solving scientific, technical, organizational and economic tasks of management. Effec-
tive performance of any economic agent depends not only on the high level of competitiveness, sufficient economic
potential, but also on professional qualifications of the personnel.

The current reforms undertaken in the banking sector of Ukraine radically change the system of relations
between employers and employees in the market economy in all sectors of the economy including the banking
system. Under these conditions, there is a problem of scientific substantiation of effective development of the
personnel in the banks.

The formation of social and labour relations of the personnel of the organization may be possible through
the implementation of measures promoting the development of the personnel, particularly the improvement of
professional qualifications of enterprise employees.

In this context, the problem of the development of new systems of recruitment and promotion of personnel,
scientific substantiation of personnel planning, their objective training, retraining and continuous formation of
personnel professional qualifications is acquiring great importance.

Analysis of recent research and publications. Modern scientists are increasingly turning to the study and
analysis of professional qualifications in personnel management. The foundations of the theory of profession-
al qualifications were laid in the works of the foreign scientists: I. Ansoff, M. Bomenzat, S. Vorobey, V. Vroom,
T. Decker, G. Dess, K. Divri, G. Kannaka, V. Makelvil, D. McClelland, Y. Perce, K. Prahalad, J. S. Piken, J. Raven,
G Tetenbaum, A. Torre, Friedrich von Hayek, G. Hemel, O. Vankova, S. Shekshnia. The competences of the per-
sonnel are also the subject of scientific studies of native scientists in the sphere of banking management: P. Goh,
O. Grishnova, A. Kibanova, O. Lavrushina, Y. Linchevski, G. Nazarova, A. Nalyvayko, V. Maslova, A. Mendrul,
M. Ozerova, N. Sushko and others.

However, the current problems of improving professional qualifications of the personnel in the process of
social and labor relations have not been disclosed yet and they require further study. However, we can confidently
emphasize that the problem of development of professional qualifications of the bank personnel and their regula-
tion in Ukraine haven’t been studied properly and therefore remains topical.

The aim of the paper is the development of theoretical approaches to understanding of the theory of profes-
sional qualifications of the personnel as the economic category and development of proposals as to the improve-
ment of the professional qualifications of the personnel of the bank in the process of formation of social and labor
relations.

To achieve this goal the work sets the following tasks: 1) to analyze the existing approaches to understand-
ing the theory of professional qualifications of the personnel as the economic category; 2) to clarify the concept
of «competence» and highlight the factors influencing the development of competencies that facilitate the highly
professional growth of the bank workers; 3) to identify the main characteristics of the personnel competences;
4) to make proposals to ensure the improvement of the professional qualifications of the bank workers in the pro-
cess of formation of social and labor relations.

The statement of the research data. Since the moment of emergence of management and to the present time
the conceptual approaches to the management and development of employees have been significantly changing.
«The leading banking institutions of the developed countries of the world came to the conclusion that the most
important resource of production is the human one. Unlike other resources, the value of which is completely or
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partially used in the production process, the value of human resources is not decreasing and even increasing due to
the growth of its professional qualifications, qualifications and the gain of practical experience» [1, p. 38—39].

In the current economic conditions, to assess the ability of the personnel to perform work of any complexity,
that is to put into practice the available knowledge, habits and skills, some scientists use the term «competences»,
«the content of which the modern scholars often define as the characteristics of the personnel required for suc-
cessful work: a combination of knowledge, skills, abilities, applied efforts and stereotypes of behavior» 1, p. 83; 2,
p- 145]. The development of competencies is considered «from positions of comparison of the requirements of the
company (the required quantity and quality of the personnel in accordance with the chosen development strat-
egy) with the available resources (employees with the achieved level of competence) and the choice of forms of
influence to bring them into conformity. In the most general terms, the competence is the knowledge and experi-
ence in that or other area» [2, p. 151; 3, p. 31—32].

In 1982, the American scientist V. Makelvil proved that «a set of competencies of all company’s employees is
the basis of successful work of the organisation» [4, p. 33]. Then the theoretical research of the scientist D. McClel-
land proved the «necessity of an effective building of competence of each employee for the successful work of the
organisation. The personnel management of the company is regarded as the management of professional qualifi-
cations of all employees through the acquisition, stimulation and development of their competences» [5, p. 110].

In 1995 T. Decker offered to understand the competence as the aggregate of the following factors:

1) «the knowledge is the result of education obtained by the individual, in this case we keep in mind the pro-
fessional and cultural knowledge of the person;

2) we understand skills as the experience that the person acquires while applying knowledge in practice;

3) ways of communication - essentially a new factor, without which there is no complete description of the
competence of the person. It is about the ability to behave professionally performing a particular function» [6,
p- 318].

At the same time it is proposed to consider the definition of T. Decker according to which «ways of commu-
nication - is the ability to communicate with people and work in a group» as an inadequate one: in the context of
globalization, the expansion of international ties it is worth speaking about the ability to work in a group and with
the people of other culture [6, p. 320].

By the definition of the scientist J. Raven «the professional qualifications are specific abilities necessary
for effective implementation of a specific action in a particular subject area and that includes highly specialized
knowledge, a special kind of subject skills, ways of thinking and understanding of the responsibility for one’s own
actions» [7, p. 21].

Currently the professional qualifications are usually regarded as a «scope of necessary for work competen-
cies possessed by the specialist or the conformity of the specialist to the requirements of his position or an ability
of the specialist to effectively carry out his/her professional activities» [8, p. 114].

Since the professional qualifications of the worker lie in his/her possession of a number of competencies,
there is a necessity to define the concept of «competence».

The characteristic of O. Grishnova should be taken as a basis for definition of «competence», which states
that «employee’s competence (professionalism) is his/her level of general and vocational training as well as the
breadth of professional outlook allowing him/her to respond adequately to the demands of specific work place or
the work performed which are constantly changing» [2, p. 152].

According to A. Stohantseva «the competence is the set of individual characteristics of the specialist neces-
sary and sufficient for the effective and guaranteed exercise of his professional activity in given conditions and
with a given level of quality» [9, p. 1].

This definition is found in the Dictionary of Economics and Finance: «The competence is the unity of knowl-
edge, professional experience, abilities to act and skills of behavior of an individual which are determined by the
purpose, given situation and position» [10, p. 154].

A. Kibanov defines competence as «the characteristic of the position, which is a set of powers (rights and ob-
ligations), which a certain government body and officials have or should have in accordance with laws, regulatory
acts, statutes and regulations» [11, p. 52].

At the same time, expanding the above mentioned concepts we may define the concept «competence» as a
set of individual characteristics, knowledge and skills of employees, determining the quality of work and is con-
ditioned by the behavior in business circumstances. The presence of more competences determines the level of
professional qualifications of the worker.

By the general classification of Y. Linchevski «the key professional qualifications include: the qualification of
employees; orientation of activities; motivation; erudition; affiliation (sense of belonging to the values of the group
and confidence that you are accepted by the group) and the feeling of self-respect; intuition; the style of activities
and leadership; the conformity of the subject to the system, which is managed (acceptance or non-acceptance of
the subject by the system which is managed)» [12, p. 215].
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S. Vorobey calls such key professional qualifications as «professionalism, quality of work, independence, fo-
cus on the consumer, corporatism, intensity and focus on development» [13, p. 47]. These classifications match and
complement each other. According to the author, the most successful is the classification of the key professional
qualifications made by G. Kovalchuk [14]. However, it is clear that the problem of creating the generally accepted
model of professional qualifications, their varieties for various categories of workers and classification of key pro-
fessional qualifications is still waiting for its further study and solution.

V. Nykyforenko drew attention to such a phenomenon as «the professional qualifications of the company,
representing the rational combination of knowledge and abilities, considered within a small period of time, owned
by workers of the organization» [15, p. 122]. In this case, personnel management can be represented as the man-
agement of professional qualifications of the organization with realization of the practice of its acquisition, stimu-
lation and development in the present and future.

These three main tasks of effective social control as the acquisition, stimulation and development of profes-
sional qualifications are necessary to be solved for the successful management of the improvement of professional
qualifications of the personnel in the process of formation of social and labor relations.

The improvement of personnel professional qualifications integrates the technologies of management by ob-
jectives, determination of production requirements and provides for the adjustment of the personnel in line with
these requirements. That is the competency approach involves assessment of the personnel through the compari-
son of performance, quality and complexity of the work done with standard features for this position.

We know that «the success of personnel management is stipulated by two main factors: the ability of the
organization to clearly define what (what behavior of the employees) is required to achieve its goals and the abil-
ity «to guess» what motives («signals») encourage the employees to the desired behavior. Both tasks are equally
important and complicated, especially in the conditions of constant change of the banking system» [12, p. 217].

O. Grishnova believes that «<under development of professional qualifications of the personnel in the system
of social and labor relations of the modern bank we understand the process of achievement of such indicators of
the level of worker’s qualifications that meet the bank development strategy» 3, p. 33—34].

The competitive potential of the commercial bank is formed mainly by involvement of qualified personnel in
the bank management system ready to use these technologies to solve urgent social tasks.

The Improvement of professional qualifications of the personnel in modern banks is stipulated by the system
of legal, organizational, economic, technical, informational and psychological requirements (tbl. 1).

Table 1
Competencies of the workers of a modern bank [16, p. 17]
Knowledge of Ability to Possession of
— principles of the banking system T — -
principle: 9sy — rationalize his own organization; — significant personal values;
functioning; . . L . .
. . - coordinate and supervise the work of — predisposition and skills for independent
- fundamental basics of work with the .
executors; problem solving;
personnel; . . . . . .
) - toworkin a team; — ingenuity and the desire for innovative
- functional management structure; . . . .
) - implement leading experience of solutions;
- basics of management; S o e
) . management of banking institutions; — ability for administrative work;
- experience of management of banking . . o . .
institutions - to do continuous self-improvement — ability to train and develop subordinates

As the practice of foreign and domestic banking system operation shows, only those banks operate in a com-
petitive environment efficiently that establish their own programs of personnel professional qualifications devel-
opment. The results of the study by McKinsey Global Institute helps to make a conclusion that in Ukraine such
programs are successfully implemented in the majority of modern commercial banks, such as PJSC Platinum
Bank, PJSC Alfa-Bank, PJSC UkrSibbank, PJSC FUIB, PJSC Idea Bank, PJSC VTB Bank, PJSC Universal Bank
and others [17, p. 141—-145].

For example, «<PJSC Platinum Bank provides optimumally comfortable working conditions, develops skills
of employees, helps in unexpected situations, takes part in the program of hiring people with disabilities. The bank
develops the skills and knowledge of employees, pays attention to their development. After all, the success of em-
ployees — Is the success of the bank» [18, p. 28].

In 2015, the bank organized a day of platinum team. This day the large-scale training was organized aimed
at team building. The training was conducted for 50 employees with the participation of top managers of the bank.
In 2014-2015 there were conducted two trainings for the heads of the main office (tbl. 2).

The bank operates mainly in the retail business because a significant number of training courses was or-
ganized for the sales department (tbl. 3). They had such trainings as «The 1st Congress of Hunters for Business
Sharks».
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Trainings for the heads of PJSC Platinum Bank, 2014-2015 [18, p. 29]

Table 2

. Number of trainings Number of trained people
Name of training
2014 2015 2014 2015
Development of value-oriented management in PJSC Platinum Bank 10 14 122 131
Platinum Manager. Module 1 13 16 166 175
Table 3
Trainings for the workers of Sales Department of PJSC Platinum Bank, 2014 - 2015 [18, p. 29]
. Trainings / Coaching, hours Distance learning, hours
Position
2014 2015 2014 2015
Expert 32 8 184 144
Senior Expert 32 16 164 144
Branch Manager 44 16 248 208
Manager 44 184 144
Operator Collection 78 48 48

All in all for 2015 the average number of hours of training per head per year was 32 hours. The tuition fee
was 163 014, 10 UAH. The expenses for external training amounted to 1 307 000, 00 UAH [18, p. 30].

Thus, the development of employees depends on the joint efforts of many people, internal and external
trainers, employees, top management.

There is no doubt that the company focused on development, is interested in deepening and expanding all as-
pects of its activities, and hence, in improvement of professional qualifications of its personnel, which is considered
in modern organizations as a major resource in the process of social and labor relations formation.

The improvement of professional qualifications of the personnel comes to the development and implemen-
tation of complex long-term measures for personnel development (training, corporate training, improvement of
complex of knowledge, skills and personal qualities of employees, adaptation to organizational culture), achieve-
ment of indicators of professional qualifications of employees who meet the requirements of successful strategy
of the bank, leading to improvement of the bank marketing by improvement of professional qualifications of the
personnel.

According to O. Lavrushin, «professional qualifications of the personnel we understand as the qualification
level to perform the functions both in normal and extreme conditions of banking».

7

Professional qualifications of the bank personnel

N functional | availability of the necessary and sufficient professional knowledge and skills

- “| toimplement them

> situational »| ability to work according to situation

N social | availability of communication skills to work in a group and support of necessary
" | social contacts with other team members

Fig. 1. The types of professional qualifications of the bank personnel [19, p. 146]

Under the management of improvement of professional qualifications of the personnel we understand the
«management of the process of acquisition of knowledge and skills needed for the work according to the specifics
of the bank» (Fig. 1).

The improvement of professional qualifications of the personnel in modern commercial banks is done in
several ways:

— training and improvement of personnel qualifications;

— development of organizational and corporate culture of the bank;

— work with personnel reserve for promotion to management positions.

The key role in the personnel selection system is performed by the model of improvement of professional
qualifications of the personnel. The model of professional qualifications may consist, according to A. Stohantseva,

100
YMPAB/NIHHSA PO3BMTKOM, Ne 3 (185), 2016



(2 £

of the following main elements: «algorithm (technology) of efficient operation; theoretical knowledge; psychologi-
cal settings; habits and skills; personal and professional characteristics; professional experience» [9, p. 2—3].

The overall professional qualifications of the personnel are divided into the following components, thus de-
fining the model of professional qualifications:

1) «professional qualifications (theoretical knowledge, practical application);

2) social qualifications (ability to effectively cooperate and constructively communicate);

3) methodological professional qualifications (ability to independently solve problems, ability to organize the
work);

4) personal professional qualifications (real self-appraisal, responsibility, culture of work, culture of labor;
ability for social and professional adaptation, self-development, self-learning)» [20, p. 74=75].

The advantages of the use of the model of professional qualifications in the personnel selection process:

— «existence of clear selection criteria (competences) and opportunity of accurate assessment by these
criteria (using behavioral indicators) significantly reduce the subjectivity in assessing candidates by the persons
in charge;

— assessment of all candidates by a single model of competences allows for adequate comparison of
candidates based on the basis of the degree of manifestation of specific competencies;

— possibility of objective comparison of internal and external candidates for vacant positions» [21, p. 170].

«Models of professional qualifications that describe the intellectual and professional qualities of the employ-
ee, the level of communication professional qualifications, allowing to direct the development of the company’s
personnel in such strategic areas: mastery of knowledge, habits and skills necessary to succeed in a specialized
professional field activities necessary to achieve the strategic goals of the organization; adaptation to organiza-
tional culture existing at the enterprise» [13, p. 47].

Based on the research of publications of scientists and experience of foreign companies this article offers
the most appropriate in the banking sphere models of professional qualifications that were combined into groups
depending on the category of personnel who will allow us to analyze the existing level of personnel professional
qualifications and based on this analysis, to carry out the adjustment of the degree of development of professional
qualifications in accordance with the process of socio-labor relations formation.

The model of professional qualifications «Employee» includes:

— result orientation — moving aggressively to solving the problem until it is resolved;

— professionalism — demonstrates knowledge of work and professional expertise in their field;

— effective communication — showing the ability to establish and maintain effective relationships with
clients and colleagues;

— client-orientation — showing willingness to focus on identifying customer needs and their meeting these
needs.

The model of professional qualifications «Leader» (in addition to models of professional qualifications
«Employee») includes:

— strategic business vision — defines the opportunities for business development, plans to work in the long
term,;

— team management — creates and develops the effective team targeted at results;

— performance management — manages the productivity of the unit for implementation of the set goals and
tasks;

— the desire for power and result orientation (decision-making, responsibility for the result) — shows the
willingness to make decisions, take responsibility for the result.

The assessment of the personnel by the models of professional qualifications helps to coordinate all elements
of personnel management, provides information to develop a complex system of personnel training and develop-
ment of the personnel of the organization, the system of motivation and incentives, allows us to form the objective
system of material and general remuneration.

As key professional qualifications we may use the models of professional qualifications of bank employees
proposed as a result of the study.

The balance between the professional qualifications and professional skills depends on the position and the
specifics of the bank personnel that are given in tbl. 4.

When assessing a candidate for the vacant position professional qualifications are revealed in the process of
an interview (in some cases we may in addition use professional test). Identification of professional qualifications
in the process of an interview — representatives of the bank conducts a structured interview with the candidate to
determine the degree of compliance with the stated key professional qualifications.

For each set of professional qualifications the interviewer assesses relevant indicators. An example of indica-
tors of professional qualifications of «result-orientation» is given in tbl. 5.
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Table 4
The relationship between the position, professional skills and personal professional qualifications [22, p. 294]

Position Professional Skills Personal professional qualifications

. . Not very significant, can be trained easil Very important because sales require increased sociabilit
Specialist of customer service YS9 y yimp q y

and quickly and stress resistance
. Very important, i. e. isition requiri Not very significant, i.e. work in less m r nds on

Translator (translations) eryimpo tant, i. e. acquisition requires a .ot ery significa t,i.e.wo ess measure depends o

long time (several years) interaction with other people

Important although we can talk about Very significant i.e. efficiency depends greatly on
Head of Department pe . 9 i Yerysig . y dep greatly

partial training with enough potential interaction with other people
Financial Analyst Very important Not very important

Table 5
The example of indicators to assess the expression of professional qualifications of «focus on results» [23, p. 24]

Negative indicators Positive indicators

1) persistently, stubbornly solves the set tasks, overcomes emerging obstacles;
2) puts intense goals for himself and others;

3) plans and implements measures to achieve these goals;

4) seeks possibilities to solve problems, not the reasons for which they cannot

1) hooses for himself and his subordinates easily
executable tasks;

2) focuses not on success but on avoiding negative
sanctions of the leadership;

be solved; 3) steps back from the set target with emergence of
5) assesses his own progress and successes of others by the results, not by the obstagles 9 9
amount of effort

The models of professional qualifications are used as an applied tool of various HR-functions. Due to the fact
that each bank has its own characteristics, sometimes those that are crucial for their successful performance and
competitiveness in the market, standard models of professional qualifications can be inefficient in use. The profes-
sional qualifications of the workers must be consistent with the strategic plans and adapted to existing corporate
and organizational culture of the bank.

«The implementation of these directions of training requires appropriate pay, which would be interesting for
the employees and become the basis for improving their professional qualifications. That’s why the progressive
system of bonuses depending on the level of professional qualifications of the employees and their contribution to
the implementation of processes of effective increase of professional qualifications of an enterprise is proposed»
[24, p. 274]. To determine the level of professional qualifications, the gradation of the levels of expression of profes-
sional qualifications presented in tbl. 6 are applied.

Table 6
The levels of expression of professional qualifications [24, p. 275]

Leadership level (complementary to the base and a strong level). The employee sets the rules for the
Level 4 team, when not only he, but others begin to reveal these professional qualifications; helps others to reveal the
necessary skills

Strong level (complementary to basic level). Professional qualifications can manifest themselves in difficult

Level 3 iy o .
conditions, especially in solving complex problems

Level 2 Baseline. The professional qualifications are developed normally; the worker shows qualities required for
work

Level 1 Level of understanding. The employee understands the need for these professional qualifications, he tries to

show them, but it does not always work

Thus, there is a need to implement professional qualifications approach to management of bank personnel in
the process of social and labor relations. The corporate training system and especially command methods of orga-
nization of the process are very important in improving professional qualifications of the workers.

To improve the professional qualifications of specialists of the commercial bank we need the activation of
their motives or motivation, which forms the stimulus for its workers to various actions.

«The current system of motivation of employees of the bank should focus on the development of human
capital, increasing of the loyalty of the employees of a particular company through the formation and develop-
ment of professional qualifications and customer loyalty on the basis of providing high quality of financial services
and consulting support» [25, p. 71].
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The presence of professionals with sufficient professional qualifications to interact with current customers
of banks allows us to consider them as «effective intangible asset that provides a consistently high level of return
on shareholders’ invested capital» [16, p. 18]. So the motivation system of the specialists of the bank should be
aimed at ensuring its reliability and competitiveness and reflect the interests of all participants in the market of
banking services, the banks and their counteragents.

«The motivational models directed at increasing the loyalty of employees must be competitive, able to retain
the staff, improve its professional qualifications and focus on creating profitability of oriented at innovation finan-
cial institution. That’s why the system of motivation should include not only financial incentive instruments (high
wages, bonuses, bonuses and other forms of financial encouragement), but also the tools of further professional
career growth, increase of loyalty and self assessment of specialists» [25, p. 80].

To ensure the competitiveness and success of the bank management we need the professional qualifications
approach to improving staff professional qualifications in the process of formation of social and labor relations.

The identification of key professional and personal professional qualifications of an individual employee al-
lows us to make individual programs for his development as a specialist. The program establishes the conformity
of his position to his professional qualifications and also offers one of several options for training.

The obtained results of the assessment of all employees who work in the commercial bank, allows us to build
a strategic map of personnel reserve and efficient use of the personnel with a certain level of professional qualifi-
cations to perform specific tasks to ensure the reliability and competitiveness of the financial institution.

The combination of different programs of improving the professional qualifications, personal and profes-
sional skills enables the complex efficient development of bank employees in the process of formation of social and
labor relations.

The main factor in improving the competitiveness of the commercial bank is the modernization of the system
of personnel professional qualifications to implement customer-oriented strategies. The formation and manage-
ment of professional qualifications of the personnel, the system of motivation and remuneration should be syn-
chronized with indicators of work efficiency of departments or individual employees.

The expansion of production or sphere of financial services activities is a complicated activity of the enter-
prise under conditions of innovative economy (knowledge economy) formation, which requires increasingly high-
er professional qualifications of the employees. The acquisition and improvement of professional qualifications of
employees must be the result of a thorough, scientifically proven strategic approach to planning and management
of the personnel. That’s why the necessity to improve professional qualifications of the staff in the process of for-
mation of social and labor relations becomes clear.

The level of professional qualifications of the personnel significantly affects the overall state of the labor
potential, the potential of the enterprise as a whole, and thus, the competitiveness of the organisation. That’s why
the creation of programs to improve the professional qualifications of the personnel is imperative for successful
development of the company at present stage.

The conclusions and recommendations for further research. The professional qualifications of the personnel
is a leading component of the entire system of social and labor relations and, without exaggeration, form a kind of
«core» of the whole paradigm of social and economic development the personnel, because the degree of formation
of relations between labor and capital directly depends on it character and content. This is because the function-
ing of the bank in today’s competitive environment requires constant improvement of the complex of knowledge,
skills and personal qualities of its staff.

The article further developed the analysis of existing theoretical approaches to understanding the theory of
professional qualifications of the personnel to improve social and labor relations to ensure the full functioning of
the subjects of economic activity as well as the introduction of proposals for improvement of the company work in
the sphere of financial services.

Taking into account the above mentioned it is necessary not to cut spending on training in the condition of
financial difficulties, as it is done in the majority of modern commercial banks, but pay attention to the really use-
ful professional qualifications of the employees.
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AHomayif. Po3213Hymo po38umok i hopmysaHHsA PUHKY npayi 8 YKpaiHi 3a nepiod He3asnexHocmi, AKuUli yMosHo po3dirne-
HO Ha mpu emanu: nepwuli eman (1990-2000 pp.) xapakmepu3yemocsa 3aHeNadom ekoHomiKu,; Opyauli eman (2001-2013 pp.) —
3POCMAHHAM eKOHOMIYHOI cmabinbHOCcMi Oepiasu, HaMNA200XEeHHAM 830EMO38°A3Ki8 i3 KpaiHamu Espocoro3y U iHwumu depica-
8amu cg8imy, NoKPAWeHHAM iHeecmuyiliHo2o Kaimamy ma cmeopeHHAM Hosux pobovux micyb;, mpemil eman (2014-2016 pp.):
ocobnugicme Ybo2o nepiody 3ymosaeHa nosnimuKo-eKOHOMIYHUMU 3MIHAMU, CIIPUYUHEHUMU aHeKciero Kpumy ma nposedeHHAM
aHmumepopucmuy4Hoi onepayii Ha Cxo0i YKkpaiHu. lMposedeHo aHani3 3aliHAMocmi HaceneHHA 3a1exHo 8i0 npogecil i sikosoi
Kameaopil, @ makox 8i0nosidHoCcMi Mix¢ 3aliMaHOK MO0cado Ma ompuUMAHOK 0C8IMOt0 ceped OKpeMux Kamezopill npauyisHuU-
Kig. 3arpornoHo8aHO WAAXU NOKPAWEHHA ma cmabinizayii puHKy npauyi 8 YKpaiHi.

Kntouoei cnoea: po3sumok puHKy npayi 8 YkpaiHi, eKOHOMiYHO aKmMuUBHe HacesneHHA, nonum i mpono3uyisa 3a npogeciliHu-
MU Kamezopiamu, npono3uyii cmabinizauyii puHKy npayi.
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