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The article is devoted to the study of theoretical and methodological aspects of
employee life cycle management. Regardless of the position and place in the
hierarchical structure, any employee goes through a number of stages during his
work in the companyThe approach to the lifecycle of the employee as a unified
and complex management object is substantiated. The conceptual basics of the
process of employee life cycle management are considered. Emphasis is placed on
the features of HR management, taking into account the impact of investment in
human capital at different stages of the employee life cycle, taking into account
the influence of the manager on the career development of the staff. The entire
cycle and its elements become the object of control, analysis, evaluation and
impact of the organization's management, personnel management service. The
basis for the allocation and positioning of tasks, planning and implementation of
functioning and development is the career cycle of the employee. Cyclicity stands
out as a constructive basis, the principle of construction and mechanism of
operation of the control object. It clearly follows that the procedures for
designing, developing and implementing a targeted impact on the career cycle
should also be formed taking into account the cyclicality. Recommendations are
given to improve the efficiency of the employee life cycle management by stages:
involvement, adaptation, development, retention, and dismissal. The example of
the model "Life cycle of an employee in an organization with regard to his
attitude to his own professional development™ it is examined the effectiveness of
investment in human capital, which will allow management to improve personnel
management and get the maximum return on personnel costs. It is concluded that
to improve personnel management in higher education institutions it is important
to take into account the cyclical development of the scientific and pedagogical
employee.

YIPABJITHHS ’KUTTEBUM IIMKJIOM ITPAIIIBHUKA 3AKJAY BUIIIOI OCBITH
Yepen A.B., I'enbman B.M., Pudaako O.M.

3anopizvruil HayionanbHull yHigepcumem
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KumiouoBi ciioBa:

JKUTTEBUIN UK MPAI[iBHUKA, 3aJTyICHHS,
ajlanrarisi, PO3BUTOK, YTPUMAHHS,
3BUTPHEHHSI, KOMIIETEHIII, Kap'epa,
iHBeCTHUIT B JTIOJACHKAN KamiTal.

CraTTi0O  TPUCBSIYEHO  JOCTHKEHHIO  TEOPETUKO-METOAWYHHUX  ACITIEKTiB
YIpaBIIiHHS KUTTEBUM LUKJIOM TIpalliBHUKa. He3anaexHo Bia mocaau i micls B
iepapxiuHiil CTPyKTYpi, OyAb-SIKUI MPaLiBHUK MPOXOANUTH PAJ CTaAill y mepion
cBoei pobGotu B Kommadii. OOIPYHTYBaHO MiAXiJ JO JKUTTEBOTO LHUKITY
MpaliBHUKA SK 10 €IWHOTO 1 KOMIUIEKCHOTO 00'ekTa ympaBiiHHA. Po3rmsHyTo
KOHIIETITYaJIbHI OCHOBH MpOLECY YNPABIiHHSA XUTTEBUM IIMKJIOM IPAI[iBHUKA.
AKIIEHTOBaHO yBary Ha ocoOnmmBOCTSIX HR-ympaBmiHHS 3 ypaxyBaHHSIM BIUIUBY
iHBECTHUIII y JIFOJCHKHIA KamiTaal Ha pPI3HUX CTAisIX >KUTTEBOTO IIHKIY
MpaliBHAKa, 3 ypaxyBaHHAM BIUIMBY KEpiBHHKAa Ha PO3BHUTOK Kap €pu
HepcoHaNy. YBECh IUKII i HOTO eJIeMEHTH CTaroTh 00'€KTOM KOHTPOJIIO, aHAIII3Y,
OIIIHKU Ta BIUIMBY KEPiBHHUIITBA OpraHi3allii, CIIy>KOHM YIpaBIiHHS IIEPCOHATIOM.
OCHOBOIO BUJIICHHS 1 TO3HMLIOHYBaHHs 3aBIaHb, IUIAHYBaHHS 1 3iHCHEHHS
(YHKIIOHYBaHHS 1 PO3BUTKY € Kap'€epHHH UK MpaniBHUKA. L{UKIi4HICTH
BUIULIETbCS SIK KOHCTPYKTMBHA OCHOBA, NPHHIMI MOOYIOBH 1 MeXaHi3M
(yHKIIOHYBaHHS 00'ekTa YHpaBIiHHA. [3 1BOro TNpsAMO BUIUIMBAE, MIO0
IPOLEYPH MPOESKTYBaHHs, PO3POOKHU 1 3IMCHEHHS LiNECIPSIMOBAHOTO BIUIMBY
Ha Kap'€pHUH UK TaKOX IMOBUHHI (HOpPMyBaTHCS 3 ypaXyBaHHSAM LMKIIYHOCTI.
HagaHo pekoMeHail 11010 MiABUILIEHHS epEeKTUBHOCTI YIPaBIiHHS KUTTEBUM
[OUKJIOM TIpaliBHUKa B poO3pi3i cTamiil: 3aldydeHHs, ajamnTaimis, PO3BUTOK,
yTpUMaHHs Ta BUBiNbHeHHs. Ha mpukiaai Moneni "KUTTEBHN LUKI MpaliBHUKA
B OpraHizamii 3 ypaxyBaHHSM HOTO CTaBJIEHHS JO BIAcHOro mpodeciitHoro
PO3BUTKY" PpO3IIAHYTO e(EKTUBHICTh IHBECTHIIH y IIOACHKMI Kamitani, IO
JIO3BOJINTh MEHE/DKMEHTY MOJIIIINTH YIPABIiHHS I[EPCOHAIOM 1 OTpUMATH
MaKCUMaJIbHY BifJady BiJ BUTpAaT Ha IEPCOHAN. 3pOOIEHO BHUCHOBOK: IS
HOKpAIIEHHsS YNPAaBIiHHA MEPCOHAJIOM Y 3aKiaji BHINOI OCBITH BaXIHUBHUM €
ypaxyBaHHS HUKIIYHOCTI PO3BUTKY HayKOBOTO-TICIArOTiYHOTO MpalliBHUKA.
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Statement of the problem

The relevance and practical importance of the formation
of the personnel reserve of the enterprise are due to the
fierce competition for skilled labor in the labor market in
modern conditions of socio-economic development.
Material motivation of staff is no longer the main
argument for retaining professionals. In most cases, the
real reasons for the dismissal of key employees are the
lack of career opportunities, reduced interest in work,
loss of motivation by ordinary employees.

The life cycle of an employee represents a theoretical
model that is often used in the HR sphere. It describes
the wvarious stages a worker goes through when
interacting with an employer company. In order to retain
valuable employees, it is important for the company to
have clear ideas about all these stages, because different
needs and expectations of the employee are dominated at
each of these stages. If this is a valuable specialist, and
the company is interested in long-term cooperation with
him, then the stages must be taken into account.

The life cycle management of an employee is relevant for
the education sector, where aspects such as the duration
of training and high requirements for the qualifications of
specialists, the national importance of the formation and
realization of the labor potential of workers in this field
are most characteristic.

Analysis of recent studies and publications

In researches of scientists-economists there are various
approaches to the description of a life cycle of the
worker, and also quantity of stages of its life cycle of the
worker. The problems of the life cycle management of an
employee has been resolved by scientists as M. Burke
[1], S. Fjell [2], O. Leontiev L. [3], Lyons [4], L. Marson
[5], N. Selley [6], A. Shaw [7], O. Zakharova [8] and
others. But at the same time, personnel management of
higher education institutions, taking into account the
processes of cyclical development of its employees,
remains insufficiently studied. The question of influence
on the efficiency of management of the stages of the life

A

&

Knowledge and skills

ISSN 2414-0287

cycle of development of scientific and training workers
in higher education institutions becomes relevant.

Obijectives of the article

The aim of this work is to substantiate the approach to
the lifecycle of the employee as a unified and complex
management object, to structurize the lifecycle of the
employee, to develop the recommendations to improve
the efficiency of the employee life cycle management on
the example of the employee of the higher education
institution.

The main material of the research

The Employee Life Cicle (ELC) is a theoretical model
that describes the stages, through which the employee
passes through, interacting with an employer company.

For the organization, if it wants to retain valuable
employees, it’s important to to have clear ideas about all
these stages, because different needs and expectations of
the employee are dominated at each of these stages. If
this is a valuable specialist, and the company is interested
in long-term cooperation with him, it must take into
account these stages.

Different approaches to the description of the life cycle
of an employee are generalized in the article; they are
adapted to the researchers of Zaporizhzhia national
university.

Management issues always require certainty and
transparency, and in the case of people's development,
when the understanding of what to develop and what to
require from the employee is needed, the life cycle helps
to regulate the employee's growth within a particular
company.

In the process of generalization and analysis of the life
cycle curves of the employee are constructed depending
on the main criterion: knowledge and skills (Fig.1),
competences and self-development (Fig. 2), attitude to
one's own professional development (fig. 3), career
advancement by position (Fig. 4), employee-organization
relationships (Fig. 5) ect.
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Fig. 1 - Curve of life cycle of a scientific and pedagogical employee "Time - Knowledge and skills"
Sourse: developed by the author (Leontiev)
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Fig. 2 - Curve of life cycle of the scientific and pedagogical employee “Competences and self-development™
Sourse: developed by the author (Leontiev)

F'y
Labor Professional Accumidation  Professional Reduction

adaptation growth af prafessional realization af professional

= axperience implementation
e
ol
g
[=]
&
=
a,
Ty
o
s
o
-

Life cycle stages
>
Desire for Desire for Aspirvation to Reducing the Lackof
development, development and  development and desire for commitment to
uncertainty of the  awareness of the ways gf development and  development and
necessary plans necessary plans realization implementation implementation

Fig. 3 - Curve of the life cycle of an employee in an organization, taking into account his attitude to his own =

professional development

Sowrse: developed by the author (Zakharova)
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Fig. 5 - Employee life cycle model "Employee-organization relationships"
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Fig. 5 presents the most common model of the employee
life cycle (ELC), which describes the employee-
organization relationship. Scientists emphasize that
different stages of the employee's life cycle require the
use of personnel management techniques for that
particular employee.

In order to achieve high productivity, it is important for
top executives and line managers to take into account the
impact on the personnel life cycle of the enterprise life
cycle.

Let us dwell in more detail on the latest model of ELC,
this model describes the relationship "employee-
organization" in 5 chronologically constructed stages
(stages), taking into account the role that the personnel
service plays in each of the stages: «involvement-
adaptation-development-retention-maintenance. We
consider the features of management at each stage.

The first stage of the employee's life cycle is the
involvement of the employee. Engaging talented
professionals is crucial meaning in the organization's
Growth Strategy. These processes are influenced by the
employer brand. Employer brand - the image of the
organization as a great place to work in the minds of
employees and key stakeholders in the external market
(active and passive candidates, customers, customers and
other stakeholders.

Adaptation is the second stage of an employee's life
cycle. This is the process by which new employees learn
the attitudes, knowledge, skills, and behaviors required to
function effectively within the organization.

The third stage of the employee's life cycle is the stage of
development. Constantly encouraging professional
development among the team, the professionalism of
team members increases, which ensures their future
career growth.

Retention is the fourth stage of an employee’s life cycle.
Management needs to focus on retaining their best
employees and ensuring that they are comfortable with
the company and understand the important role within
the team.

For most employees, the moment comes when the life
cycle is over. A person may leave because of retirement,
job creation, family or personal reasons. Despite the
numerous bonuses and high salaries, people go even
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from companies that have been recognized as the best
employers.

It is important that the release process is strategic. For
example, some ways to maintain employee loyalty in a
situation where there is a reduction in the organization
[0l

At each stage there are possible crises, and the success of
overcoming them depends on three components: the
employee, cooperation in the team, the assistance of the
head.

In addition, for "extending" the working cycle of
employees at higher education institution:

- it is necessary to set and control work goals, clearly
formulate expectations;

- it is necessary to stimulate the initiative;

- taking into account the individual characteristics and
needs of their subordinates;

- using understanding of the needs of their subordinates
to choose ways of individual motivation;

- providing constructive feedback: delivering clear
information about development zones, encouraging
success and effort.

The leader in this case acts as a source of quality:

performance  qualities, decision making, team
relationships, etc.
In the current conditions of socio-economic

development, the urgency and practical importance of the
formation of the personnel reserve of the higher
education institution are conditioned by the
intensification in the labor market. Material motivation of
the staff is no longer the main argument for retaining
professionals. The main reasons for the dismissal of key
employees in most cases are the lack of career
opportunities, reduced interest in the work, loss of
motivation of employees.

Organizational leaders must respond promptly to changes
in the external and internal environments and create a
staffing reserve to prevent many personnel management
problems.

Career planning is an important step in the development
of human resources (Table 1).

Table 1 - Organizational, individual and collaborative career planning and executive influence

Organizational processes include:

* appointment process;

* career system / degree;

« planning of the essence, continuity of
career;

« advertising about ways of possible
development;

» workforce planning;

« special quick promotion schemes for
prospective employees (high level)

groups;

plans;

Individual
processes include:

« professional consultations;
« career planning working

» employee self-development

« career discovery centers.

career planning | Common planning processes
include:

« analysis of assessments and
level of development;

» assessment centers for capacity
assessment;

- development centers;

« joint career planning.

The example of the model "Life cycle of an employee in an
organization with regard to his attitude to his own
professional development” (Fig. 3) it is examined the

effectiveness of investment in human capital, which will
allow management to improve personnel management and
get the maximum return on personnel costs (Table 2).
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Table 2 - Impact of investment in human capital at different stages of the life cycle of a researcher

Stage

Recommendation

A life-cycle stage associated with
an employee's work adaptation

The level of mobility of such an employee is much lower than that of a young specialist,
which to some extent increases the likelihood of a quick return on investment from human
capital.

Stage of professional growth

During this period, the professional level of the employee is growing rapidly and investing
not only accelerates its growth, but also enhances the employee's motivation to perform his
professional duties qualitatively. Investing in human capital at this stage creates the
conditions for a real return on investment both at the given and subsequent stages of the life
cycle.

Stage of accumulation of
professional experience of the
employeectanHs

Investments made at this and previous stages in the development of the employee begin to
yield concrete results, which positively affects the results of the enterprise.

Stage of professional realization

Skillfully selected forms of development and investments in human capital can significantly
revitalize an employee's interest in their own professional growth, thus prolonging payback.

Stage of reduction of
professional realization

If this stage of the employee's life cycle coincided with the termination of his or her working
life, then social protection is of the greatest value for him. Such an employee will earn an
economic return by the time of retirement as a result of practical experience accumulated in
the previous stages of the life cycle.

Stage of reduction of
professional realization

Skillfully selected forms of development and investments in human capital can significantly
revitalize an employee's interest in their own professional growth, thus prolonging payback.
If this stage of the employee's life cycle coincided with the termination of his or her working
life, then social protection is of the greatest value for him. Such an employee will earn an
economic return by the time of retirement as a result of practical experience accumulated in
the previous stages of the life cycle.

In all other cases, where an employee reaches the upper limit of his or her professional
development at a given enterprise but has not reached the upper threshold of his or her
potential, there is a high probability that the employee will leave the enterprise. Such an
employee, if desired, can start a new round of individual life cycle at a new enterprise. In
these circumstances, as in the first stage of investing in such an employee is quite risky from
the point of view of the return of invested funds by the enterprise.

Sourse: developed by the author (Zakharova)

Conclusions

In the process of generalization and analysis of the life
cycle curves of the employee are constructed depending
on the main criterion: knowledge and skills, competences
and self-development, attitude to their own professional
development, career advancement by post, employee-
employee relationship. Management needs to focus on

retaining their best employees and ensuring that they are
comfortable with the higher education institution and
understand the important role within the team.
Organizational leaders must respond well-timed to
changes in the external and internal environments and
create a staffing pool to prevent many personnel
management issues.
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