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Formulation of the problem. The acceleration of
scientific and technological progress, increased compe-
tition in the market environment led to increased re-
quirements of modern production to the quality of the
workforce. Currently, the process of solving most prob-
lems facing the enterprise requires from its employees a
continuous updating of knowledge, ability to gain
knowledge and to use them in practice.

The necessity of updating theoretical knowledge
and practical skills of employees is due, in the first
place, their rapid «aging»: annually depreciated 20-30%
knowledge. The rate of obsolescence of professions in
industrialized countries is about 8 years, and in some
countries - 5 years (including in metallurgy — 3,9 years,
mechanical engineering — 5,2 years, chemical industry —
4,8 years) [1].

It is believed that each qualified employee for the
entire period of his employment (40-45 years) on ave-
rage 4-5 times needs to update their knowledge (to pass
retraining, to improve their skills). In industry, espe-
cially in engineering, upgrade qualification for develop-
ment of new technology now accounts for an average of
6-8 times, changing 3-4 times specialization [2].

Thus, the increasing role of knowledge, skills and
abilities of employees, the need for their constant re-
newal determine the priority and relevance professional
staff development of the enterprises in modern condi-
tions of managing.

Analysis of recent publications. Many scientists
are conducting research to problems of professional de-
velopment of staff. Among them are: V. Savchenko [3],
F. Khmil [4], N. Samolyuk [5], V. Radkevich [6],
S. Timchenko [7], A. Tkachenko [8].

Despite numerous studies, most of the problems of
professional development of the personnel of domestic
enterprises remain unsolved.

According to the latest research of the State statis-
tics service [9], the average for Ukraine professional
training covered only 11,2% of full-time employees.

The total number of workers professional training
and retraining receive about 1.8% of full-time emplo-
yees. In most cases, it is the workers of industrial enter-
prises (68.1% of all the trained for new jobs) and
transport, warehousing, postal and courier activities.
The main form of training of workers was their profes-
sional retraining directly at the «on the job».

Improved skills on different forms of training (on
the production-technical courses, courses with the pur-

pose, through probation, specialization, long-term and
short-term training) of approximately 9,4% of full-time
employees.

In health care and social assistance, education,
public administration and defence, compulsory social
insurance the staff development occurs primarily in
educational institutions of various types.

Often «on the job» increase the skills of workers
employed in enterprises of industry, in the field of sci-
entific research and development, financial and insu-
rance activities, information and telecommunications.

The periodicity of improved skills in Ukraine is 8
to 10 years, whereas in most industries it is recom-
mended to improve the skills at least once in five years.
For comparison, the periodicity of improved skills in
economically developed countries is a once in 3-5 years
(in Japan, of 1-1,5 years). In the US learn (in nonwork-
ing time) from 26 to 43% of employees according to
qualification level, in the European Union —not less than
20 % of employees, and in Japan — 80% [2].

Thus, currently, the level of performance profes-
sional development the majority of employees of the en-
terprises of Ukraine does not meet the requirements of
modern production and significantly behind the perfor-
mance of enterprises in developed countries.

The purpose of the article. Research of factors
impeding professional development of the personnel of
domestic enterprises.

Statement of the base material. The results of the
sample studies allowed to identify the main factors hin-
dering professional development of staff in most enter-
prises of Ukraine [3]:

1. The lack of sufficient funds for the organization
and implementation of professional training of the staff
directly «on the job» or «off the job» (38,8% of all
respondents indicated this as a reason).

2. The economic benefits of hiring highly skilled
workers from the outside, not directing their own invest-
ment in training (for this essential reason stated 38,8%
of respondents).

3. The risk of losing money to the professional
training of the personnel, due to the «fluidity» of frames
or the enticement of skilled workers by competitors (this
opinion was expressed by 32,6% of the respondents).

4. Lack of employee interest in professional deve-
lopment (think so 20,2% of respondents).
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5. There is no possibility to achieve the expected
productivity from trained workers (think of 13,3% of the
respondents).

Indeed, the crisis in the economy and, as conse-
quence, reduction of production volumes limited finan-
cial resources of domestic enterprises for vocational
training and personnel development. Most businesses
nowadays can't even provide decent wages to their em-
ployees. In this situation, investment in training and
staff development is seen as a costs and is carried out by
a residual principle. This approach is limited and is as-
sociated with the lack of understanding of the im-
portance and role of professionalism in promoting eco-
nomic growth and development of the enterprise. Cur-
rent research in the field of professional staff deve-
lopment based on human capital theory and the financ-
ing of vocational training and advanced training of em-
ployees is considered as investment in human capital:

- according to prof. F. Khmil [4] investing in hu-
man capital involves the so-called effect of resources is
to increase in the performance measure «produc-
tion/costs». The resulting productivity growth has
longer competitive nature than that which is achieved by
the actions aimed, for example, to reduce the number of
employees;

- according to the american scientist E. Denison
[10], investment in human capital provide a profit in 5-
6 times more than investment in production;

- according to analysts USA [10], the growth of in-
vestment in training by 10% increases productivity by
8%, while increasing investment in manufacturing by
10% increases productivity by 4% (that is, the efficiency
is two times lower).

In recent years, the majority of domestic enter-
prises observed negative trend in the financing of voca-
tional training and development of employees — the
share of expenditures on tuition, which was extremely
low (approximately 1% of payroll), continuing to de-
crease [5, 6]. For comparison, the costs of professional
development staff development of leading global com-
panies ranges from 2 to 10 % of wage fund [2]: the costs
of "IBM" on the professional development of staff con-
stitutes more than 5% of wage fund; the costs of "Sie-
mens" on the training of employees account for over 3%
of wage fund; annual costs of Japanese companies on
training amount to 10-12% of wage fund.

In conditions of limited financial resources, re-
duces the amount of training and advanced training of
employees «off the job» (in educational institutions).

In tabl. 1 shows dynamics of the number of em-
ployees of enterprises that received professional training
and improved skills in vocational-technical educational
institutions of Ukraine [11].

The data in tabl. 1 show that from 2011 to 2016,
there is a steady decrease in the number of workers, who
were trained in vocational and technical educational in-
stitutions of Ukraine:

- the number of employees that have advanced
training, decreased by 16,2%;

- number of employees trained has decreased by
38%.

Table 1
The number of trained skilled workers
(enterprises personnel), person

Direction Period

of training | 2011 | 2012 | 2013 | 2014 | 2015 | 2016
Vocational

training 32052 | 3123929408 | 23382 | 21838 | 19878
Advanced

training 4130 | 4353 | 4203 | 3070 | 3440 | 3463

Most Ukrainian companies prefer the training, re-
training and advanced training of employees «on the
joby». This approach to professional development of staff
has a number of advantages:

- the training is meaningful and fully adapted to the
characteristics of the production and labour processes of
the enterprise, aimed at performing specific tasks. Many
employers say that the professional knowledge and
skills after completion of any educational institution is
insufficient to complete the practical work. Qualifica-
tion requirements for the personnel of most enterprises
often differ from the requirements of educational insti-
tutions to the graduates;

- does not require significant financial costs (e.g.,
mentoring);

- accelerates the period of professional adaptation
of new employees and young professionals.

Training «on the joby is effective for the formation
of knowledge, skills and abilities needed to perform cur-
rent production tasks when the contents of training
adapted to the needs of the specific company. However,
it should be noted that the training «on the job» in many
cases, ineffective for obtaining fundamentally new
knowledge as it does not allow the worker to disengage
from the current situation in the workplace, to identify
and to realize fully its potential. Thus, the predominance
of professional training «on the job» is a constraint to
professional development as individuals and collective
as a whole.

In the absence of the necessary funds to provide
professional development of staff («off the job» and «on
the job») companies use external recruitment of skilled
workers. However, it should be noted that in recent
years, the labour market is unable to meet the growing
needs of employers.

Dynamics of free working places (vacancies) by
type of economic activity and occupational groups from
2011 to 2016 are presented in tabl. 2, 3 [12].

Tabl. 2 show a drop in the demand for labor from
2011 to 2015. During this period the need of employers
for workers has decreased by 56.3%. In 2016 there is a
significant increase in the deficit of labour force:

186

Exonomiunuii Bicauk Jlonbacy Ne 4(50), 2017



T. Gitis, S. Klimenko

Table 2
The need of employers in workers for substitution
of free work places (vacancies) by type
of economic activity, thousand person

the number of available jobs (vacancies) reported by
employers, at the end of 2016 amounted to 36,0 thou-
sand people, which is 39.0% more than at the end of
2015. The greatest shortage of personnel is observed in

Types of Period industrial enterprises: from the total number of available
economic jobs every tenth was in industry, and every seventh — in
activity | 2011 | 2012 | 2013 | 2014 | 2015 | 2016 the processing industry.
Total 39,3 | 48,6 | 42,5 | 353 | 259 36 In 2016, increased demand for workers of all occu-
Industry | 16,6 | 13.8 | 108 | 90 | 6.5 10 pational groups. The biggest remains the demand of em-
including ployers for «Skilled Workers With Tools» and «Work-
Eer:s);ing ing in The Maintenance, Operation and Monitoring of
industry | 13,0 | 10,6 | 8,6 7.2 5.1 7.8 Technologlcal Equipment, and Assemblers Equipment
and Machines» (tabl. 3).
Table 3
The need of employers in workers for substitution of free work places (vacancies)
by occupational groups, thousand person
Professional group Period
2011 | 2012 | 2013 | 2014 | 2015 2016
Total 59,3 48,6 42,5 35,3 25,9 36
Managers 5,3 4,3 3,8 2,7 1,9 2,7
Professionals 9,1 9,8 7,2 5,2 3,8 4.7
Technicians and Associate Professionals 7,0 5,9 4.8 4,0 2.8 3.9
Clerical Support Workers 1,7 1,3 1,3 1,4 1,2 1,6
Services and Sales Workers 6,2 5,1 5,4 5,0 4.2 4.8
Skilled Agricultural, Forestry and Fisheries Workers 0,6 0,6 0,4 0,4 0,3 0,4
Skilled Workers With Tools 13,0 9,7 8,3 6,4 5,2 7.9
Working in The Maintenance, Operation and Moni-
toring of Technological Equipment, and Assemblers
Equipment and Machines 79 6,7 5,5 5,2 3,8 5,8
Elementary Occupations 8,5 6,8 5,8 5,0 2.7 4.2

Thus, the worsening situation of labor shortage
limits the capacity of enterprises to meet their needs for
skilled workers by hiring from the outside.

Another factor that hinders the professional deve-
lopment of staff is a risk to lose the funds spent by the
enterprise to vocational training, as a result of staff turn-
over. Its origin is perhaps in the situation of lack of con-
tract on training and of contract on «working off» be-
tween management and employees. Drafting of the con-
tract on «working off» is not the responsibility of the
employer, but the fact his conclusion directly affect the
taxation of the cost of education. Its presence reduces
the risk of loss of funds, which the company aims at vo-
cational training, in the event of termination of the em-
ployment relationship by the employee. In contract on
«working off» must include the following information:
the period «working off» (the exact dates of its begin-
ning and end); the actions of the parties in the case of
dismissal of an employee before the expiry of the period
of «working off»; the actions of the parties if the worker
is prematurely expelled from educational institution.
According to the law of Ukraine «On employment of
population» [13] the duration of «working off)» is deter-
mined by agreement of the parties and may not be more
than 3 years. If the employee is dismissed before the end

of the period of «working off», the employer has the
right to recover from him the full cost of training or part
of it depending on time worked.

Impediments such as lack of employee interest in
professional development and the inability to achieve
the expected productivity from trained workers need to
be considered simultaneously. They arise when the
goals of the enterprise management and individual em-
ployees regarding professional development are not
the same. Managers interested in improving quanti-
tative and qualitative indicators of labour activity of em-
ployees trained. In turn, workers are committed to en-
hancing financial reward and career growth. Currently,
the Ukrainian enterprises, in most cases, vocational
training is not associated with any material incentives or
professional status. For example, workers can change
the skills from the second or third skill category up to
the fourth or sixth skill category, that is, increase your
status by about 3 category. The average tenure of a
worker in the qualifying category of 2-2,5 years. The
higher the skill category, so this is longer (for the second
and third category — less than two years, for the fourth
and fifth — 3 to 4 years). At this rate, in 10 years the
worker reaches the peak of his professional career. The
qualification «ceiling» is reached at the age of 30-
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40 years, when the worker more sensitive to the pro-
spects of further promotion. When using the existing ra-
tios between the qualification level, wage increases by
about 1.5 times over the entire period of employment of
the employee [14]. This is clearly not enough to moti-
vate the professional development and effective em-
ployment of personnel. Thus, to ensure professional
staff development is necessary not only to take measures
to organize continuous professional education, includ-
ing professional training, advanced training and retrain-
ing, but also the development of a motivation system
aimed at increasing the level of professional develop-
ment of employees.

Conclusions. Problems of professional develop-
ment of staff due primarily to the undervaluation of the
importance of staff and level of professionalism in sus-
tainable and economic development of domestic enter-
prises. The goals and results of the process of profes-
sional training, in most cases, are not consistent with the
goals and objectives of the management of enterprise
development. As a result, professional development has
a low efficiency, which reduces its priority in the eyes
of management. Ignoring the problem of professional
development of staff in terms of the increasing shortage
of skilled labor in the labor market will have the follow-
ing consequences: will increase the probability of reduc-
ing the quality of performance of employees, their abi-
lity to professionally perform production tasks, which,
of course, affect the economic performance and compe-
titiveness.

References

1. HoaBepoHbIX O. [ToaroroBka padbo4ynx Kajapos:
poib MoTHBanwH [ DnextponHsiid pecype]/ O. [lonsepo-
HbIX // YUenmosek u Tpya. — 2007. — Ne 4. — Pexum j0-
cryna: www.chelt.ru/2007/4-07/verba407.html. 2. I'n-
THc T. I1. IHTEenneKkTyanbHbple METObI YIIPABJICHHUS Ie-
pcoHanoMm npeanpusitust [Monorpadisi] / T. IT. I'mtuc,
B. b. T'utuc. — Kpamaropck: AI'MA, 2014. — 140 c.
3. CaBuenko B. MexaHi3Mu MOCHIICHHS 3aIiKaBJICHO-
cTi poOOTOAABIIIB 1 HAMAaHUX MPAIIBHUKIB MO0 MiJI-
BHIIICHHS TIPO(ECIHHOTO PiBHS IMEPCOHATY OpraHiz3arii /
B.Casuenko // [IpodeciitHe HaB4aHHS HA BUPOOHHUIITBI
Ne 3. - C. 32-42. 4. Xmins ®. 1. Yopasminas nepcoHa-
JIOM: TiIPYYHHK JUTS CTYAEHTIB BUIIMX HABYAIBHUX 3a-
knagis / ®@. 1. Xmine. — K. : AxagemBuzgas, 2006. —
488 c. 5. Camomiok H. M. ®inancyBanus npodeciii-
HOT'O HaBYAaHHS [IEPCOHAITY: CTAaH Ta NEPCIIEKTUBH B YK-
paini [Enextponuii pecypc] / H. M. Camomok // Tpanc-
¢dopmarisi coliabHO-TPYAOBOi cdepu: cydacHi BU-
KIIMKW, TCHJCHIIIi, JOMIHAHTH IHHOBALIHHOTO PO3BH-
TKy: MaTepiajiy MiKHap. HayK.-ipakT. koH(. — KuiB :
KHEY, 2015. — C. 105-108. — Pexum nocrymy:
http://ir.kneu.edu.ua:8080/handle/2010/11838. 6. Pan-
keBuu B. O. IIpodeciiine HaByaHHS KBami(ikoOBaHUX
POOITHHKIB B yMOBaX BHUCOKOTEXHOJOTIYHOTO BHPOO-

HUIITBA: Teopis i mpakTuka [MoHorpadis]/B. O. Paake-
Bu4y, B. M. Amnimenko Tta iH. — K.: TOB «HBII
[Momirpadcepsicy, 2014. — 251 c¢. 7. Tumuenko C. O.
CyJacHuil cTaH pO3BUTKY IEPCOHATY HA MAITHHOOYTi-
BHuUX mignpueMctBax Expainu / C. O. Tumuenko // Exo-
HoMiuHui BicHUK JlonOacy. — 2014. — Nel (35). —
C. 198-203. 8. Tkauenko A. M. [Ipodeciiinuii po3Bu-
TOK IMEPCOHATYy — HarajlbHe 3aBJaHHS ChOTOICHHS /
A. M. Tkauenko, K. A. Mapuenko // ExoHomiuHMI
BicHuK [JlonOacy — 2014. — Nel (35). — C. 194-197.
9. [Ipanus Ykpainu y 2014 porti : cTaTUCTUYIHUH 301pHIK
/ Biam. 3a Bum. 1. B. Cenuk. — K.: Jlep>xaBHa ciryx0a cTa-
tuctuku Ykpainu, 2015. —280 c. 10. llontenko B. Ho-
BbIE BO3MOXKHOCTH Ou3Hec-oOpasoBanus / B. Illom-
tenko, JI. Kaiicun, JI. Konanuyk / Menemxkep o nep-
conary. — 2008. — Ne 4. — C. 28-34. 11. IlponoB:keHHsI
HaBYAHHS Ta 3400YTTS Mpodeciid: CTaTUCTHYHHUN OrO-
nerens / Bigm. 3a But. O. O. Kapmasina. — K.: [lep>xaBna
ciayx0a craructuku Ykpainu, 2017. — 26 c. 12. Punok
mpami: gonoBigk [Emextponuit pecypcl/depixaBHa
ciayx0a craTucTUKM YKpainu. — Pexum nocrymy:
http://www.ukrstat.gov.ua/operativ/operativ2012/rp/pre
s-reliz/arh_pr2012.html. 13. «Ilpo 3aiiHfATicTH Hace-
neHHs: 3akoH Ykpaiau Big 05.07.12 p. Ne 5067-V //
Binomocti Bepxoshoi Pagu Ykpaian. —2013. — Ne24. —
C.243.14. Xaer I'. JI. YrpaBneHue MoTHBaIMel Tpyaa
u onrumu3ans ero cpenst / I'. JI. Xaer, A. JI. EcpkoB.
— Houenk: UDIT HAH VYkpaunsl, 2000. — 554 c.

Iitic T., Kimmenko C. Jociaigxenns paxkropis,
10 CTPUMYIOTH NpogeciiiHnii PpO3BUTOK MEPCOHALY
BiTYM3HSIHUX IiANPHEMCTB

OOrpyHTOBaHO aKTyaJbHICTH HpoOJeMH TNpode-
CITHOTO PO3BUTKY MEPCOHAITY MignpueMcTB. HaBeneHo
CTaTHCTUYHI JIaHI, IO JO3BOJIAIOTH OIIHUTH PiBEHb
npoecitHOro po3BUTKY MEPCOHANY B YKpaiHi Ta €Ko-
HOMIYHO PO3BUHYTHX KpaiHax. J[OCHiIeHO OCHOBHI
TEHICHIIIT Ta mpobieMu PogeciitHOrO PO3BUTKY Ipa-
IIBHUKIB BITYU3HSIHUX IIAPUEMCTB: BIJICYTHICTh HE00-
XITHUX KOINTIB Ha OpraHizamilo MpogeciiHOro HaB-
YaHHS IEPCOHATY; EKOHOMIYHI TIepeBary MPUHHSITTS Ha
po0oTy BHCOKOKBaTi(DiKOBaHUX TPAIIBHUKIB 31 CTO-
POHU; PU3UK BTPATUTH KOIITH, IO CIIPSIMOBAHI Ha MPO-
(eciiiHe HaBYaHHS MEPCOHAITY B PE3YJIbTATI TNIMHHOCTI
KaJIpiB; HEIOCTATHS 3alliKaBIICHICTh MPAIliBHUKIB y ITPO-
(eciiiHOMy PO3BHUTKY; HEMOXIIMBICTh JOCAITH OYiKY-
BaHOT e(EeKTHUBHOCTI TMpalli Bif HaBYCHHX IMPAIliB-
HuKiB. [Ipobnemu npodeciitHOro po3BUTKY MEPCOHATY
00yMOBJICHI, B TIEPITY Yepry, 3HIKEHHSIM 3Ha4yIIOCTi
MePCOHAITY Ta PiBHS Horo mpodecioHanizmy y 3abe3me-
YEeHHI CTAJIOTO TOCHOJAPChKOTO Ta €KOHOMIYHOTO PO3-
BHUTKY BITUM3HSHUX MiANPHUEMCTB.

Kmouosi cnosa: nepconan, npodeciiHuii po3BH-
TOK, TiBUILIEHHS KBaiQikarlii, mpodeciiiHa rneperiiaro-
TOBKa, HAaBYaHHA «0e3 BiJJpUBY BiJl BUPOOHHIITBAY, J10-
TOBIp MPO BiANpaIbOBYBaHHS, MOTHBAIIiS.
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I'muc T., Kimumenko C. UccaenoBanue pakro-
POB, TPENSATCTBYIOINX MPodecCHOHATIBLHOMY pa3-
BUTHIO NEPCOHAJIA 0Te4yeCTBEeHHbIX MpeanpUsTHii

O0ocHOBaHa aKTyaJbHOCTh MPOOJIEMBI  MpO-
(heCCHOHANBHOIO Pa3BUTHS MEPCOHANA TPEAMPUSTHH.
[IpuBeneHB! CTaTHCTUYECKHE AAaHHBIC, ITO3BOJIIONINE
OILICHUTH YPOBEHb MPOPECCHOHATBLHOTO Pa3BUTHS IIEp-
COHaNa B YKpanHe ¥ SKOHOMHYECCKH Pa3BUTHIX CTPAHAX.
HVccnenoBansl OCHOBHBIE TEHACHIIMU M ITPOOIEMBI TIPO-
(hecCOHAILHOTO pa3BUTHS PAOOTHUKOB OTECUYECTBCH-
HBIX MPEIIPHUITHI: OTCYTCTBHE HEOOXOAUMBIX CPEICTB
Ha OpPraHU3alUI0 MPOGECCHOHALHOTO 00yYeHUs Tep-
COHAJa; SKOHOMHUYECKUE MPEUMYIIECTBA NMPUHATHI Ha
paboTy BBICOKOKBATH()UIIMPOBAHHBIX PAOOTHUKOB CO
CTOPOHBI; PHCK MOTEPSATh CPEICTBA, HAMIPABICHHBIC HA
npodeccruoHaIbHOEe 00yUYeHHE TIepCcoHalia B Pe3yibTaTe
TEKy4eCTH KaJlpoB; HEJOCTaTOYHAs 3aMHTEPECOBaH-
HOCTh pPaOOTHUKOB B MPO(ECCHOHAIBLHOM Pa3BUTHH;
HEBO3MOXKHOCTh JIOOUTHCS OXHaaeMol 3(h¢EeKTUBHO-
CTH TpyZa OT 00y4eHHBIX pabOoTHUKOB. [Ipobiemsl mpo-
(heCCHOHAIEHOTO Pa3BUTHS IIEPCOHATA O0YCIOBIICHEL, B
MEPBYIO OYepeNb, CHIDKEHHEM 3HAYMMOCTH IIEpcoHaia
U YpOBHSA ero mnpodeccHoHaIM3Ma B OOCCIICUYCHUN
YCTOWYHBOTO XO3SIMCTBEHHOTO U YKOHOMUYECKOTO pas-
BUTHSI OTEYECTBCHHBIX MPEATIPUSTHH.

Kniouesvle cnosa: mnepconan, mpogeccHoHaIEHOE
pa3BUTHE, MOBHIIICHHE KBATU(DUKAINH, MPOPECCHOHA-

JIibHasA TICPEIOAroTOBKaA, 06yqu1/Ie «be3 OTpbIBa OT
Iponu3BOACTBA», JOTOBOP 00 OTpaGOTKC, MOTHBaAL M.

Gitis T., Klimenko S. Research of factors
impeding professional development of the personnel
of domestic enterprises

Justified the wurgency of the problems of
professional development of personnel of enterprises.
Presented the statistical data that enable to evaluate the
level of professional development staff in Ukraine and
in developed countries. Investigated the basic
tendencies and problems of professional development of
employees of domestic enterprises: the lack of sufficient
funds for the organization and implementation of pro-
fessional training of the staff; the economic benefits of
hiring highly skilled workers from the outside; the risk
of losing money to the professional training of the
personnel, due to the «fluidity» of frames; lack of em-
ployee interest in professional development; there is no
possibility to achieve the expected productivity from
trained workers. Problems of professional development
of staff due primarily to the undervaluation of the im-
portance of staff and level of professionalism in sustain-
able and economic development of domestic enter-
prises.

Keywords: personnel, professional development,
advanced training, professional retraining, training «on
the joby», contract on «working off», motivation.
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