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EMPLOYER’S SOCIAL RESPONSIBILITY FOR STAFF DEVELOPMENT

COIIAABHA BIOIIOBIOAABHICTB POBOTOOABIIA
3A PO3BHUTOK IIEPCOHAAY

COIIHAABHAS OTBETCTBEHHOCTDBb POBOTOIATEAS
3A PASBUTHE ITEPCOHAAA

The article defines the social responsibility of the employer in the field of personnel
development, which covers the definition of training needs in accordance with the
enterprise strategy, the choice of programs, forms and methods of training.

It has been mentioned that social responsibility in the field of personnel development
includes: training and professional development of employees; eleboration of employee
development plans; determining the effectiveness of learning; professional promotion of
workers; career planning; career management (moving to higher positions); the formation
of a skill pool, etc.
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It has been revealed that the employer’s social responsibility implies a rational
combination of principles of economic efficiency, a balance between the interests of
corporate governance, the formation and development of human capital.

It has been established that in present-day innovative enterprises, special attention is
paid to the identification and development of talented employees who have high potential,
and are their key active resource.

For personal and professional development of the employee, considerable investments are
needed both from the employer and the worker. The latter will be socially responsible to
the employer if decent working conditions and decent wages are guaranteed.

The characteristic features of such components of personnel development as training
programs, advanced training, internships and corporate universities have been singled
out and described.

The authors conclude that the staff development programs need to take into account the
effect of training employees in relation to costs based on quantitative, qualitative and
combined methods for assessing the effectiveness of skills training. The employer is
currently interested in securing a skilled and valuable worker enhancing his
professionalism.

Y ecmammi susHaueHo coyianbHy 8idnogidanbHicms pobomooasus y cghepi pozeumKy nep-
COHANY, KA OXONJIOE BUSHAUEHHS. nompebu Yy HagUaHHI 8i0N08i0Ho 00 cmpameeii nionpu-
emecmasa, eubopi npozpam, popm i memooie HagUAHHS. 3a3HAUEHO, WO COUIaNbHA 8I0N08I-
OONbHICMb Y UAPUHI pPO3BUMKY NEPCOHANY BKAoUAE: HOABUAHHS U NiOBUUEHHS
KeaNPiKauii NpayieHUKI8; po3pobaeHHS HOUBIOYANbHUX NJIAHI8 PO3BUMKY NPAUIBHUKIS;
BUSHAUEHHST epeKmu8HOCMI HABUAHHSL, CAYIO080-NPOGeciliHo20 NPOCYBAHHSL NPAUIBHU-
Ki8; NJIAHYBAHHSL KAP €EPU; YNPABAIHHS KAP €POIO; hOPMYBAHHSL KAOPOBO20 pe3ep8y moujo.
Busignerno, wo coyianvbHa 8ionogidanvbHicms pobomodasusi nepedbauae payioHalbHe No-
€OHAHHSL NPUHYUUNI8 EKOHOMIUHOT echeKxmueHOoCmi, 00CsSIZHeHHST 6aNaHCy MK IHmepecamu
KOpPNopamueHo20 YnpasaiHHs, (POPMY8AHHS MA PO38UMKY JH00CbK020 Kanimany.
BcmaHosnieHo, U0 Ha menepillHix IHHO8AaUiliHuxX nionpuememasax ocobiusy ysazy npuoi-
JSUOMb BUSIBNEHHIO Ui PO38UMKY MANAHOBUMUX CNiBPOOIMHUKIB, SIKI 801001I0Mb 8UCOKUM
NOMEHYIANIOM, € X KAIOUOBUM AKMUSHUM PECYPCOM.

[ns pozsumry ocobucmocmi, npogecioHana y ceoili cnpasi HeobXiOHi 3HAUHI THeeCMuyil
aK 3 boky pobomoodasust, mak i camozo npayisHuka. Came ocmaHHili 6yoe coyianbHO 8i0-
nogioanbHUM neped pobomoodasuem, SIKULO 051 Hb020 OYOYmb CMEOPEHI 2I0HI YMO8U NPAUL
ma 2ioHa 3apobimHa naiama.

Asmop doxodumb 00 8UCHOBKY, U0 Y NPOpAMAX PO38UMIKY NepcoHany HeobxiOHO epaxo-
syeamu egpeKm gi0 HABUAHHSL NPAUIBHUKIE | CNIBBIOHOULEHHT 3 8UMPAMAMU HA OCHO8L Ki-
AbKICHUX, SIKICHUX MA KOMOIHO8AHUX Memo0i8 OUIHI8AHHS echeKxmueHocmi npogheciiliHozo
HaguaHHsl. OcKkineku pobomodaseusb Yy OaHUll uac 3auikasieHull 3aKpinirosamu Keanigi-
KOBAHO020 1 UIHHO20 NPAYisHUKA, NidsULLYyoUU 11020 NpohecioHANIZM.

B cmamoee onpedesieHa COUUAIbHASL OMBemMCmeeHHOCMb pabomooamenst 8 cgepe passu-
Mmusi NepcoHANA, KOMOpAsl oxeamwleéaem onpedeseHue nompebHocmu 8 yuebe 8 coomaem-
cmeuu co cmpamezuell npednpusimust, 8blbope npozpamm, hopm U mMemoooe odyueHus.
BbLno ommeueHo, umo CoyUANbHASL OMEEeMCmMeeHHOCMb 8 001acmu pa3eumust NePCoHANA
giouaem: obyueHue U nosblileHue Kealudurayuu pabomHukos; paspabamoleaHue UH-
OuBsUOYANbHBLX NAAHO8 pazsumust pabomHUKO8; onpedeseHue sggexmusHocmu obyue-
HUSL, CYxebHO-NPOdheCCUOHANBbHO20 NPO08UIKeHUS. PABOMHUKO8; NIAHUPOSAHUE KO-
pvepbl; ynpasaeHue Kapbepoll; hopmuposaHue Kaodpogozo pe3epea U momy nooobHoe.
BroisigieHo, umo COUUaIbHas. omeemcmeeHHocms pabomooamens npedycmampusaem pa-
UUOHATbHOE CouemaHiue NPUHYUNO8 sKoHomuueckoll agppexmusHocmu, docmuskeHus b6a-
NaHCa MeHK0Y UHMepecamu KOpnopamueHozo YnpasaeHusl, OPMUPOBaHUsL U pa3eUMuUs
yenoeeuecKozo Kanumand.

YemaroeneHo, umo Ha HblHEWHUX UHHOBAYUOHHBLX NPeONnpusimusix ocobeHHoe 8HUMA-
Hue Yoenstom 6blsi8NeHU0 U Pa3sumuio MAalaHMAUSLIX COMPYOHUKOS8, Komopble 81a-
derom 8blCOKUM NOMEHYUANIOM, €CMb UX KAOUE8biM AKMUBHBIM PECYpPCOM.

[ns pazgumust AUUHOCMU, NPOPECCUOHANA C80e20 0esid HeobX00UMblL 3HauUumMenbHble
UHEeCMUUUU KAK CO CMOpPOHbL pabomodamensi, mak U camozo pabomrura. HmeHHO no-
cnedHull 6ydem coOUUANbHO OmMBemcmeeHHbIM neped pabomooamenem, ecau O Hezo
6yoym co30aHblL 0ocmoliHble ycrosus mpyoa u 0ocmotiHas 3apabomHas niamad.

Aemop Oenaem 8bl80O, UMO & NPOZPAMMOX PA38UMUSL NEepPCoOHANa HeobXxo0umo
yuumoieams s¢ppekm om obyueHuss pabomHUKO8 8 COOMHOULeHUU C pACXo0amu HA OcC-
HOBE KONUUECMBEHHBIX, KAUECMBEeHHbIX U KOMOUHUPOBAHHBLIX Memo008 OUEHUBAHUS
agppexmusHocmu npogeccuoHanbHoz0 obyueHus. ITockonvky pabomooamens 8 0aHHOe
8peMs. 3aUHMEepPecosaH 30Kpenisimeb KeANUGUUUPOBAHHO20 U UEHH020 pabomHuKa,
noewvlulas e2o NPpogheccuUoHANUSM.
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Karo4oBi caoBa. Po3BUTOK IIepCOHaAy, colliaabHa BiJIIOBiOaABHICTb, HaBYAHHS II€PCO-
HaAy, AIOACBKHMHU KalliTas, HaB4YaAbHI IIPOrpaMH.

KaroueBnle caoBa. Pa3BuTHe mepcoHasa, COIIMAABHAs OTBETCTBEHHOCTH, OOyUeHHe IIep-
COHaAa, YeAOBEYECKHH KaITuTaA, IIPOrPaMMbl O0yIeHHsI.

The problem outline and its relevance to important scientific and practical
tasks. The development of the Ukrainian economy in the corporate governance
system necessitates the formation of social responsibility of the employer. When
studying the corporate social responsibility system of a company in a developed
economy countries, one can observe that several areas of companies’ activity may be
singled out:

- salaries and wages: on time payment and provision of decent wages, introduction
of transparent programs for its increase;

- assistance in critical situations (in case of a complicated illness, dismissal, staff
reduction, etc.);

- personnel development: its training, various programs of professional
development, provision of future employment or assistance to it, retraining of
personnel;

- staff motivation: additional health insurance, social benefits, non-material
rewards programs, etc;

- proper working conditions (guarantee of safety and labor protection,
infrastructure of work place, etc.);

- decent attitude to employees (respect for the person, absence of racial, religious,
political or gender discrimination at the time of recruitment).

It is the development of staff considered as an urgent need and as a factor in the
success of the enterprise. This is due in large part to the intensive formation of a
knowledge-based economy, the introduction of innovative technologies. Personnel
training, accumulation and development of human capital occupy a special place
among the branches of social responsibility of business.

Social responsibility of businesses in the field of training and staff development
lies in training and retraining of employees; elaboration of individual employee
development plans; choice of forms and methods of employees training; determining
the effectiveness of training; professional promotion of workers; planning a career;
career management (moving to higher positions); the formation of a skill pool, etc. [1,
p. 347].

Analysis of research and publications dealing with a solution of the problem.
The world practice has accumulated some experience in the field. Among the
Ukrainian scientists investigating the problem, it is necessary to mention
O. Hrishnova, A. Hrinenko, A. Kolot, A.Leontenko, V. Petiukh, V. Savchenko,
O. Stelmashenko, H. Sinenko, S. Tsymbaliuk. Taking into account the relevance of
the mentioned topic, it is necessary to deepen scientific research in the field of social
responsibility of the employer regarding the personnel development.

Presentation of the main research material. The social responsibility of the
employer implies a rational combination of the principles of economic efficiency and
responsibility to the society. The activities of the company, thus, are aimed not so
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much at implementing the classic principle of maximizing profits and reducing costs
as at achieving a balance between the interests of corporate governance, the formation
and development of human capital. Social financing instruments are extremely
diverse and directly or partially related to investing in human capital.

By human capital we mean the stock of knowledge and skills necessary for an
individual to maintain competitiveness in the labor market; in other words these are
the knowledge and skills that can bring revenues to their owner.

According to S. Tsymbaliuk, "... many domestic enterprises face a permanent loss
of their human capital as a result of increased staff turnover, increased mobility of
workers, and increased employment opportunities, particularly abroad" [5, p. 149].
Therefore, the important task that faces various subjects of social and labor relations
(owners, managers, labor collectives of enterprises, state authorities) is the upbringing
and development of a socially responsible person.

The peculiarities of the development of national economies in the US and
Europe have made it possible to identify a new form of investment in human capital
at the level of individual companies and corporations. This form of investment is
the basis of the concept of social responsibility, and in modern terms it becomes one
of the ways to achieve competitive advantages in the long run. Along with the
traditional areas of investment in human capital, such as vocational training and
retraining of employees in the context of technological modernization and
investment in other types of continuing education enterprises pay attention to
investments of social importance and those aimed at the preservation of skilled
employees and increase of their level of protection against unforeseen situations in
the labor market.

In modern innovation enterprises, special attention is paid to the discovery and
development of talented employees who have high potential and are their key active
resource. Talented leaders will give their corporations the names that become famous
throughout the world, shaping their philosophy and culture.

This is precisely the importance of timely detection and targeted development of
talented young professionals with a leadership potential at the enterprises. The factors
that encourage talented workers to develop include not only natural qualities
(personality abilities), but also living and social conditions, measures for staff career
management and planning and the formation of a skill pool of the enterprise.
Therefore, the processes of talent management become important, since the
knowledge economy, high technology allocate among the factors of production the
crucial role of the human factor, especially of a talented and intellectual person [3,
p. 419].

At the same time, the formation of such a person requires significant investment. It
is practically impossible to educate an employee who is socially responsible to his
employer, leader, team, and state without ensuring a high quality of life, establishing
conditions for the development of a person as an individuality and a professional in
his sphere [5, p. 149-150].

One of the main areas of social responsibility of the employer is the development
of general and special human capital. Enterprises play a vital role in supporting the
concept of lifelong learning throughout the world, not only by stimulating their
employees to self-education, but also attracting a significant amount of funding for
internal and external qualification programs for advanced training.
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The development of personnel at the enterprise is through training programs,
advanced training, internships, corporate universities, obtaining grants, scientific and
practical developments, introduction of innovative employment through the
"knowledge economy", favorable conditions for workers’ creative potential growth.

In the field of education the most popular forms are advanced training (short-term
training which requires a relatively small amount of financial and organizational
resources) and professional retraining of staff (long-term training) in educational
institutions, for example, universities and colleges.

The urgent issue is what forms and directions of learning make a significant
contribution to support corporate social responsibility.

First, the content of the training, except for compliance with the strategy of
development of the main activity, should take into account alternative technologies
that would enable employees to effectively apply innovative approaches in the
development of enterprises.

Secondly, training programs, along with special competencies that can be applied
only at this enterprise, should be oriented towards the support of universal human
capital, that is, universal knowledge.

Third, the company must maintain a high culture of teaching through the
transparent positioning of its effectiveness, both at the general organizational level
and at the individual level. This will help not only to increase motivation for learning,
but also to form an idea of the company as a dynamically developing organization.

Fourthly, the enterprise must include in its reports information about the training
programs, and the scope of their application [4, p. 50]. Registration of these
approaches to employee training in the company’s social policy will enable to
implement the principles of social responsibility into human capital management
processes at the basic level.

The high significance of workers’ advanced training is more of a desirable level
for which businesses may strive in future. Employers, lacking personnel, make social
enquiries to the Employment Service and pay tuition fees mainly in the sphere of
trade programs. At the same time, surplus of managers and lawyers at the labour
market is observed nowadays.

It is important to choose the right technology for training personnel, that is,
competently build the process of knowledge formation to develop human
competences. Technology of personnel training is an interconnected set of actions in
the process of learning with the observance of comfortable environment and the use
of modern tools of the pedagogical system to achieve the intended purpose [6]. The
task of a teacher or manager of an enterprise (department), while developing methods
and types of training, is to choose such forms of teaching material that increase the
interest of the audience in obtaining knowledge.

Modern staff teaching methods include:

1. Video training, implemented through the provision of personnel with audio and
video programs, electronic documents and other information resources.

2. Distance learning, the use of telecommunication technology for the training
personnel at a distance3. Modular training, a training program consisting of separate
thematic units (modules), aimed at achieving a certain result (solving a specific
business problem, developing skills). The course can cover theoretical knowledge as
well as practical work, and final projects.
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4. Case study, the analysis of practical situations from the experience of different
enterprises, which involves analysis and group discussion of hypothetical or real
situations. It allows you to develop analytical, diagnostic, and decision-making skills.
This method has best proved itself as a training program for managers of different
levels.

5. Training, teaching focusing on the practical training of skills, theoretical blocks
of material being minimized. It provides for simulation of situations for the purpose
of development or consolidation of certain skills, development of new models of
behavior, changes in attitude to tasks fulfillment, etc.

6. Business game involves working out of educational subjects on the basis of
situations and material modeling certain aspects of professional activity of learners.

7. The metaphorical game is aimed at developing new forms of activity, changes
in attitudes in behavior, and the formation of non-standard approaches to solving
problem situations. It involves choosing a metaphor as a problem situation, finding a
solution and further implementation of effective decisions into practical activity.

8. Role-play, a method that simulates real or typical working situations, with the
definition of the roles of participants to find solutions to a problem situation. It
enables one to get skills of interpersonal communication, hence being useful for
managers and applicants for leadership positions.

9. Brainstorming, a method that helps generate a large number of ideas for solving
the problem situation over a short period of time with further analysis and the choice
of the most appropriate options.

10. Behavioral modeling, a method designed to produce a model of behavior in
standard situations. It teaches specific skills and settings related to the pursuit of
professional activities. The method is realized through the search of an example to
emulate ("behavioral model"), the analysis of this model of behavior, and its
reproduction in practice.

Conclusions. The main element of a well-elaborated program of personnel
development is intellectual resources, that is, employees with their knowledge and
competencies. As the latter become outmoded, they may not be sufficient for a certain
period to achieve strategic goals. Personnel development programs must take into
account the effect of training employees in relation to costs on the basis of
quantitative, qualitative and combined methods for assessing the effectiveness of
expertise training. The assessment of the latter should be based on the qualitative
characteristics of the personnel (creativity, experience, knowledge, maximum
initiative in the creation and implementation of new processes and technologies) [2,
p. 232].

A modern employer is interested in securing a skilled and valuable worker
enhancing his professionalism, however, with a focus on the purposeful acquisition of
special knowledge and skills, thereby limiting the staff labor mobility. Such a policy
affects the limited rational behavior of the employees themselves, due to the
expansion of non-standard forms of labor mobility, which impedes the increase of
labor productivity and the growth of human capital in the region as a whole.

A modern employer is interested in securing a skilled and valuable worker
enhancing his professionalism, however, with a focus on the purposeful acquisition of
special knowledge and skills, thereby limiting the staff labor mobility. Such a policy
affects the limited rational behavior of the employees themselves, due to the
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expansion of non-standard forms of labor mobility, which impedes the increase of
labor productivity and the growth of human capital in the region as a whole.
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