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The article investigates the theoretical aspects of personnel development, in
particular, the concept, the main tasks and directions of personnel development in
the enterprise. Development of the personnel of the enterprise is considered as a
change of its qualitative characteristics, including professional, qualification,
moral, ethical, spiritual, physiological parameters. The main objectives of the
development of the company's personnel are: improving the performance of
employees, increasing productivity, increasing the time of the work of specialists,
training of the future management team and the younger generation of employees,
the introduction of new technologies, the achievement of a separate labour
market, the elimination of employee dissatisfaction and the development of their
social qualities. The key elements of the personnel development system include:
personnel training, motivation and stimulation, assessment and certification,
business career development, work with the reserve, resource support for
professional development, management of employee self-development. Attention
is focused on taking into account the levels of development of employees to
improve the efficiency of personnel management. Characteristics of the levels of
professional development of employees, taking into account competencies and
attitudes. The most effective areas of staff development include: the creation of
individual development plans; establishing performance indicators; creating
opportunities for employees to take on new responsibilities and responsibilities
outside of their official functions; providing constructive feedback; removing
barriers to staff development; access to a professional environment; investing in
staff development; having a leadership example, continues to develop personally
and professionally. It is proved that investments in personnel development are
crucial for the success of the enterprise.
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KurouoBi cioBa:

PO3BHTOK MEPCOHANY, 3aBIaHHS PO3BUTKY
[epCoHaNy, CHCTeMa PO3BUTKY IEPCOHAIY,
HanpsIMKH PO3BUTKY MEPCOHAIY, PiBHi
pogecifHOro poO3BUTKY TpaIliBHUKA,
iHBECTHIIT B PO3BUTOK MEPCOHAIY.
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JlocmikeHO TEopeTHYHI aclHeKTH PO3BUTKY IEPCOHANy, 30KpeMa BH3HAYECHO
HOHATTS, OCHOBHI 3aBJaHHA Ta HaNpSAMKA pPO3BUTKY IEPCOHATY Ha
mignpueMcTBi. PO3BUTOK NMepCoHANy MiANPHEMCTBA PO3IJISHYTO K 3MiHY HOTo
SKICHUX XapaKTepUCTUK, 10 BKIIOYAIOTh MpodeciiiHi, Kkpamidikamiiiai,
MOpaNbHi, €THYHI, JyXOBHi, (izionoriuni mapamerpn. OCHOBHUMH 3aBJaHHSIMA
PO3BUTKY  TEpCOHaNy  MiANPUEMCTBA € TOKPAIICHHS  IOKAa3HUKIB
MEePCHEeKTHBHOCTI POOOTH MpAIiBHUKIB, MiJBUIICHHS MPOAYKTUBHOCTI mparli,
30iMbLICHHS TEepMiHIB poOOTH (axiBIiB, MIATOTOBKAa MalOyTHHOTO KEpPiBHOTO
CKJIQJly 1 MOJIOJIOTO TTOKOJIIHHS MPAIiBHUKIB, BIIPOBAKEHHS HOBUX TEXHOJIOTIH,
JOCATHEHHS  BiZJOKPEMJICHOTO PHHKY IMpaili, YCYHCHHS HEBJIOBOJEHHS
MPAIiBHUKIB 1 PO3BHTOK IX COMIalbHUX SKOCTeH. J[0 KIIFOUOBHX EIIEMEHTIB
CHCTEMH DPO3BUTKY MEpPCOHATY BKIIFOYCHO: HABYAHHS MEPCOHATY, MOTHBALIIO i
CTUMYJIIOBaHHS, OLIHKY Ta aTecTallilo, PO3BUTOK MALTOBOi Kap'epH, pobOTy 3
pe3epBoM, pecypcHe 3ale3redeHHss MPOQeciifHOro pO3BUTKY, YIPAaBIiHHS
CaMOPO3BHTKOM TpaIliBHHKA. AKIIEHTOBAaHO YBary Ha BpaxyBaHHI pIBHIB
PO3BUTKY NpaLiBHUKIB JUTS MMiBUIICHHS €()eKTUBHOCTI YIIPaBIiHHS EPCOHATIOM.
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OxapakTepu30BaHO PiBHI MPo(eciHHOro PO3BUTKY NMPAIIBHUKIB 3 ypaxyBaHHIM
KOMIIETEHTHOCTe! 1 ycTaHOBOK. JI0 HaWOiibll [Oi€BUX HampsMiB PO3BHUTKY
MEepPCOHANy  BIHECEHO: CTBOPCHHS IHIMBIAyaJbHUX IUIaHIB  PO3BHUTKY,
YCTaHOBJICHHS TOKAa3HWKIB DPE3yJbTaTUBHOCTI, CTBOPEHHS MOXJIMBOCTCH I
NpaliBHUKIB OpaTu Ha cebc HOBI OOOB'SI3KM Ta BIANOBIJAIBHICTE 1032
ciyk00BUMH (DYHKLISIMH, HaJaHHS KOHCTPYKTHBHOTO 3BOPOTHBOTO 3B'SI3KY,
YCYHEHHS Oap'epiB pO3BUTKY IEPCOHANY, JOCTYII O MpodeciitHOTo cepeoBHIIa,
iHBECTHI[il B PO3BUTOK IMEPCOHANY, HAsIBHICTH MNPHKIANy KEpiBHHITBA, IO
MPOJIOBXKYE PO3BHBATHCSA OCOOHMCTO 1 TmpodeciiitHo. OOrpyHTOBaHO, IO
IHBECTHUIlI B PO3BUTOK IEPCOHATY MAIOTh BHpIIIAIbHE 3HAUYEHHS A YCHIXy
MiAPUEMCTBA.

Statement of the problem

At the present stage of economic development, the role
of the human factor, which is the leading factor of socio
— economic progress, is increasing. The personnel are
one of the most important economic resources of the
enterprise, a source of its income, competitiveness and
development. It is highly qualified, properly organized
and motivated staff that determines the fate of the
enterprise, taking part in achieving its main goal.

The relevance of this problem is due to the rapid
development of scientific and technological progress,
knowledge-intensive technologies, aging of theoretical
knowledge, knacks and practical skills, and accordingly
the growth of requirements for the professional
qualification level of workers, which involve the regular
updating, expansion and deepening of existing
knowledge of workers, specialists and managers at all
levels.

Human resource management issues are closely related
to understanding the life cycle of an employee. The stage
of personnel development is an important and mandatory
stage in the work of employees. In the modern conditions
of development, the employee must have strategic
thinking, entrepreneurship, broad erudition, high culture,
the ability to adapt to continuous changes in the
environment. Highly qualified staff is a powerful lever to
improve the overall efficiency of the enterprise.

Analysis of recent studies and publications

Issues of staff development are very significant in the
works of such foreign and domestic scientists as L.V.
Balabanova, O.V. Sardak, V.la. Brych, O.la. Gugul, V.R.
Vesnin, O.A. Grishnova, V.M. Daniuk, V.M. Petiuh,
S.0. Tsymbaliuk, D. Joy-Matthews, D. Megginson, M.
Surete, T.P. Zbritsca, G.O. Savchenko, M.S. Tatarevska,
A.l. Kibanov, O.V. Crushelnytska, G. Marr, G. Schmidt,
V.A. Savchenko, N. Tom, F.l. Khmil, L.M. Cherchyk,
P.E. Shlender, P. lung, lu.A. Plugina, N. Barmakova, S.
Olensky, W. Craig etc.
Analysis of publications in this area indicates that the
more deepen study of theoretical and methodological
aspects of personnel development is required for
effective management of personnel development of
modern enterprises.

Objectives of the article

The purpose of the article is the study and generalization
of theoretical aspects of the development of the
enterprise personnel.

The main material of the research

The transition to a market-based system of management
in Ukraine puts the enterprise as the most important link
of the economy in the foreground. The modern enterprise

is a complex economic complex, which unites employees
of various specialties and qualifications, the management
of which is the most important task of managers of
functional units [1, p. 173]. Effective management is the
key element to enhance the human factor, which not only
creates the material prerequisites of production, but also
ensures their effective functioning [2, p. 254]. The
professionals involved in the work will allow enterprises
to reach a high level and be competitive in the business
economic world [3, p. 126]. Staff development is
changing its qualitative characteristics, which include
professional qualification, moral, ethical, spiritual,
physiological parameters [4, p.325]. Formation of the
personnel management system is possible with the
ordering of a set of interrelated subsystems, one of which
is the subsystem of development. Staff development is an
important and mandatory stage in the work of employees.
The main objectives of the company’s personnel
development are:

- to improve the performance of employees’ work
prospects in order to solve issues in all areas of the
enterprise;

- to increase productivity;

- to increase the terms of the work of each of the
specialists;

- to prepare the future management team and the
younger generation of employees;

- introduce new technologies;

- to achieve a segmented labour market;

- to eliminate the dissatisfaction of employees and
to develop their social skills [5].

Thus, the main task of personnel development is to form
specialists who fully satisfy the need of the company, to
study and improve their productive and educational
potential.

The personnel development
following key elements:

- personnel training;

- motivation and stimulation;

- evaluation and certification;

- business career development;

- the work of the reserve;

- resource support of professional development;
- management of employee self-development.

t should be noted that the development of personnel
should provide employees not only with new knowledge,
skills and improve their competence, as well as increase
the level of interest in the company and the level of
motivation.

system includes the
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In a thorough study of the development of employees,
there are four professional levels, taking into account the
competencies and attitudes of employees. Competence
there is two measures: portable and non-portable skills.
Portable skills are those that a person has already
accumulated. Nonportable are responsible for what is to
be learned in the future. The purpose also has two
components responsible for confidence and motivation.
Thus, the first level is the stage of specialists beginners
who have started their activity recently. Such employees
have a strong motivation; they are eager to do something
and change. At the same time, they know almost nothing
about the policy of the enterprise, about the staff as a
whole, as, in principle, and about the specifics of the
work. When a person realizes that his skills are minimal
and the importance in the team is not so big, he ceases to
be confident, despite the fact that knowledge has
increased. At this point, the employee moves on to the
next stage.

The second level is a state in which there is almost no
motivation, as well as self-confidence. Managers must
support the employee to move to the next step.

At the third level the employee begins again to be
interested in current affairs, there is a motivation to
achieve goals. At work, a person feels more confident, as
she gained some experience, knows everything about the
internal structure of the organization, communicates
comfortably with colleagues. But at the same time, the
employee's mood and motivation can change, and
therefore the manager should pay attention to the
subordinate and help him move to the final stage.

The fourth level is the most difficult stage for
management. After reaching the fourth level, the
employee is already quite experienced, knows how to
solve certain issues. At the same time, he does not
develop further, because he gave his best. The decision
rests with the boss — whether to raise the requirements
and return the employee to the first step or to deprive him
of the opportunity to improve further, without changing
anything [5].

The level of development of the employee is repeated
regularly, so the leader should be inherent flexibility in
administration to improve the efficiency of personnel
management.

In many ways, the work cycle depends on the
expectations of the person, the level of his education, the
ability to take responsibility, the desire to achieve any
goals, the quality of training and other personal
characteristics.

Thus, a person may not be interested in the development
and career growth due to various circumstances. To take
into account the characteristics of a particular team, it is
desirable to determine the causes of labour behaviour of
workers who are not interested in personal and career
growth, the conquest of new professional heights. The
most common are the following:

1. The worker is happy with everything. A huge value for
any company is an employee who qualitatively performs
his duties and is satisfied with his position, working
conditions and work activities. In this case, the employee
does not agree to expand their responsibilities.

2. Hobbies are more important than work. Some people
see work only as an opportunity to provide for
themselves. They work perfectly; do well with their
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duties, at the same time not trying to expand them. They
are valuable for the company because they do not
perceive their position as an intermediate stage. At the
same time, they devote all their free time and thoughts to
their favourite hobby.
3. The employee is in the wrong position. If a person is
not interested in work, it is unlikely that career growth in
this area is important for him. Such people are often
unsure of themselves, do not know what they would like
to do in their professional life. Performance of duties is
carried out without much enthusiasm. Perhaps, in a new
area the employee will begin to develop more actively.

4. The company has no conditions for personal

development of the employee. It’s often that after

training a specialist starts to perform new duties, but the
working conditions do not change, the salary does not
increase. A person who is interested in self-development
will have to wonder how to apply new skills

elsewhere [6].

Management of personnel development is a leading

factor in the success and competitiveness of the

enterprise in the market. Staff development is a

multifaceted, complex concept that encompasses a wide

range of diverse issues.

The most effective areas of staff development, support

for employee involvement and increasing the likelihood

that they will remain in the company include the
following:

- creation of individual development plans;

- the establishment of performance indicators;

- creating opportunities for employees to take on
new duties and responsibilities outside their
official functions;

- providing constructive feedback;

- removing barriers to staff development;

- access to the professional environment;

- investments in personnel development;

- the presence of an example of leadership

continues to  develop  personally and
professionally [7].
Such tactics of employee development can be

implemented at any enterprise and will work effectively
to form the future leadership of the company. Regardless
of whether the company uses several or all of these
tactics, it is essential to use them consistently, in a
mutually agreed manner and with the support of
management.

Personnel development is what you need to pay attention
to the company's management in the first place. All costs
required for activities that contribute to the disclosure of
the potential of employees, sooner or later pay off.
Knowledge and abilities recognized as one of the main
forms of wealth, a kind of productive capital, and
investing in its development and management is the
direction of increase of competitiveness of the enterprise
[8, p. 49].

Personnel development strategy is a set of areas of
investment in personnel. The strategy as an approach
affects such areas of employee management: the number
of staff, staff competence, productivity, composition and
level of compensation.

Development and implementation of the main types of
personnel development strategies will help to unite the
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team and improve the quality of the work of the whole
company. If management wants to achieve positive
results from staff development, it defines clearly what
parameters should be included in development
technologies and what qualities of employees should be
developed. Experts advise to pay attention to such
features of employees as interest and curiosity,
discipline, the desire to acquire new knowledge, the
ability to learn. These characteristics are extremely
important for the development of the whole company. In
the process of developing a personnel development
strategy, the company's management should pay attention
to the teamwork of employees [9].

Long-term investments in personnel allow attracting and
retain the best candidates, as well as to create a proper
working atmosphere, introducing innovations and
changes without fear of failure and achieving success.
Employees produce and implement ideas, including
solving problems, not to accumulate them. Thus,
investments in personnel development allow: to attract
and retain valuable employees, to improve the reputation
of the employer, to improve the level of innovative
development and efficiency, to increase the internal

ISSN 2414-0287

mobility of employees in their career development, to see
prospects [10].
Conclusion

The well-being and success of any enterprise depend
entirely on how the development of personnel is carried
out. The tasks of personnel development are different,
but the main one is to form specialists who fully meet the
needs of the enterprise, to study and improve their
productive and educational potential. The process of staff
development should be systematic. During this process, it
is important to take into account the level of professional
development of employees, in particular their
competence and installation. Enterprises need to use
modern tools, implement effective tactics and personnel
development strategies. In the process of development
there are direct investments of the employer in
employees, aimed at improving their competitiveness,
and hence the competitiveness of the enterprise. Based
on this, the issue of rational use of the employer's funds
for these purposes is of particular importance and is a
prospect for further research.
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