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CUCTEMA CIYKEBHO-IIPO®ECCUOHAJIBHOTO
PA3BUTHNA IIEPCOHAJIA OPTAHU3AIININ KAK OBECITEYEHUE
EE 9®®EKTUBHOCTU B TIOJITOCPOYHOM ITEPCIIEKTUBE
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PaccmoTpeHa akTyanbHOCTb U BaXHOCTb HEMPEPLIBHOTO 06pa3oBaHUs nepcoHana opraHmsaumm, ndyHeHbl OCHOBHbIE
MyTW NOBbILIEHWS KBanuuKaLmMm 1 pasBUTUSi KapbepHoro pocTa. MpeanoxkeHbl HOBble METOALI 0ByYeHUS B MOATOTOBKE
KaapoBoro pesepsa. MNpoaHanuampoBaHa 3apybexHas npakTuka obyyeHVst KaapoB, a Takke BO3MOXHOCTY MOyHeHUs
MHTEPECOB KakK opraHu3auueil, Tak ¥ camMumM COTPYAHMKOM Mpu oBydeHun.

Kntouesble criosa: npoeccroHanbHoe pa3suTue; obydeHve; NoBbILEHE KBanuduKkaLmm; KapbepHbIi POCT; MOTUBa-
Lyst; Ka4ecTBO Tpyaa; athheKTUBHOCTb Tpyaa.

YIOMIVH Y3AK MOOHOTTYY KEJTEUYEKTE HATBIVDKAJTYYIVIVH
KAMCDBI3 KbI/IYY KATAPDBI KbIBMATKEP/IEPIU
KbISMATTBIK-KECUIITUK OHYKTYPYY CUCTEMACBHI
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Byn makanaga yloMAyH Kbl3MaTKepriepuHe y3rynTykcy3 Gunum GepyyHyH akTyangyynyry kaHa MaaHunyynyry ka-
panraH, KecunTuk Gunumay KoropynaTyyHyH HErusrv ongopy »aHa Kapbeparblk ecyLUTy eHYKTYpyy usunpeere
anbiHraH. Kagpnap pesepBuH OaspAoodo OKYTYYHYH aHbl bikManapbl CyHywTanasl. Kagpnapabl oKyTyyHYH YeT an-
OVK Taxpblnbackl, OLIOHAOW ane OKyTyyaa YMAYH Aa, Kbi3MaTKepnepauH Aa Kbi3blKYblbIKTapblH KaHaaTTaHabIpyy
MYMKYHYYITYKTOPY Tangooro anbiHAabl.

TyliyHOyy ce30ep: KECUNTUK BHYTYY; OKYTYY; KECUMTUK BUNMMUH XXOropynaTyy; Kapbepanblk ecyLl; TYPTKy 6epyy; aMrek-
TUH canatbl; 3MIEKTVH HaTbIKanyynyry.

THE SYSTEM OF PROFESSIONAL DEVELOPMENT
OF THE ORGANIZATION’S PERSONNEL
AS ENSURING ITS EFFECTIVENESS IN THE LONG TERM
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The article reviews the relevance and significance of ongoing education of the organization’s staff, the main ways of
improving qualifications and developing career of individuals and groups. The new instruments of education in the
preparation of the human resource have been offered. This paper considers the foreign activity of training personnel,
the ability to extract interests of both the organization and the employee.
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In this highly competitive environment, the con-
ditions of the free market and the absence of person-
nel for valid reasons estimated for the average annual
working time is between 8 and 10 per cent. This means
that every 10th—12th employee is absent from work
every day. Often there is an uneven workload of indi-
vidual managers and specialists. A turnout staff usual-
ly replaces the work of absent employees. At the same

time, there is a possibility of sudden dismissal of some
employees. In order to stabilize this issue and ensure
the smooth operation of the organization, a certain part
of employees must be prepared for their replacement,
for which they are trained that allow them to replace
absent colleagues in a timely manner. Moreover, with
timely and proper personnel management, the work
will be done more efficiently.
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On the other hand, firms need to respond quickly
to changes in the environment and at the same time
understand that due to STP and R & D, many profes-
sional skills of employees quickly become obsolete.
That is why, simultaneously with the modernization
of old knowledge, it is necessary to master completely
new professional skills. Today the availability or ob-
taining of financial and material resources in the glo-
balized economy cannot serve as an advantage over
competitors. At the same time, it becomes difficult to
use the organization’s Information resource to create
any advantages. There are two resources that can be
changed: people and time. There is a high probability
that competition will be based on the speed at which
people will develop (change), which will gradually
change the organization itself. Following this logic,
we can conclude that the “speed of personnel develop-
ment” will determine the success of this organization.
In our country, the education system is too slow to re-
spond to changes in the economy, and even more so in
the world. Education in higher Education institutions
is conducted according to programs that are compiled
and approved the old-fashioned way for 2 years or

more. Academic programs are very slowly being
modernized, and while they are being created, the de-
mand for them begins to fall. This means that there
will always be a gap in the education system. Current-
ly, many managers who are 45-50 or more years old
do not use computer technology in their work. They
subconsciously block their use in management. It is
also important to consider that 80 % of existing
professions appeared in the last 20 years, which also
implies the relevance and need for regular develop-

ment of personnel [1, p. 17].

Improving the quality of personnel (indicators),
the level of its development, provides the organization
with new benefits:

» allows you to more successfully solve the
problems associated with the new environment
and maintain the necessary competitiveness in
the market;

» increases the quality and productivity (efficiency)
of staff work, which leads to a reduction in various
costs, cost reduction, reduction of injuries, etc.;

» increases the value of personnel, their ability to

adapt faster to rapidly changing conditions and

market requirements;

increases commitment to the organization and

reduces staff turnover;

allows you to remove the financial burden from

other educational institutions;

saves the organization money and time;

allows you to maintain and spread your values

and priorities of corporate culture among the staff,
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promote new standards of behavior designed to

maintain a favorable climate.

The final success of an organization depends on
the ability of its employees to perform their current
duties efficiently, so the importance of continuous staff
development increases.

In HR management, personnel development re-
fers to a set of activities aimed at improving personal
skills, developing internal potential, and obtaining
new knowledge, ideas, and views. It includes spiritual,
social and physical development, which is especial-
ly important, since the overall development forms
a modern society. Professional development of person-
nel is a planned approach to training, mastering new
knowledge and skills in the profession.

This is the process of changing behavior and mo-
tivation to improve the compliance of personal charac-
teristics of employees with job requirements. It includes
specially designed programs (events), Designed for in-
dividual employees, groups, and organizations [2].

At the disposal of modern teams is a huge num-
ber of forms, methods and methods of employee de-
velopment.

The most common classical forms of professional
development are professional training, career plan-
ning, and training of a reserve of managers.

The system of service and professional training
is understood as a set of many tools and methods of
job training of personnel within the organization
through its own plans (programs) for the development
of employees.

The purpose of training (education) of personnel
is to provide the organization with competent, highly
qualified employees, at the right time, in the right posi-
tion, in the right place and in the right quantity, taking
into account the current movement of personnel.

Modern education is necessary for the following
reasons:

a) education of “new” employees;

b) education during changing the workplace, po-
sition;

c) professional development in the specialty;

d) education when changing production or tech-
nology;

e) education for the growth of a favorable cli-
mate, etc.

Performing employees with professional growth
opportunities will allow the organization to respond
more effectively to market changes, and strengthen
the elements of stability and profitability, both for the
organization and for the employee. The employee re-
ceives new benefits as a result of training:

»  ahigher degree of job satisfaction;
»  aclearer vision of personal professional prospects;
»  ability to plan other aspects of your personal life;
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possibility of career growth, purposeful prepara-
tion for future professional activity;

the possibility of personal to competence growth,
self-esteem, self-affirmation and significance in
the team;

improving personal competitiveness and living
standards.

The organization, in turn, gets new opportunities
and benefits:

highly motivated and loyal professionals;

ability to plan employees® careers based on
their interests;

ensuring the smooth operation of the organization
when employees leave;

strengthens work motivation and discipline;
improves the moral and psychological climate;
trained personnel for the reserve for vacancies.
The slogan is relevant today: “If you think that
education is too expensive, then think about the price
you will have to pay for the ignorance of your employ-
ees” [3, c. 29].

Leading organizations in the world today allocate
significant funds for the professional development of
their employees, which is from 2 to 10 % of the salary
Fund. For example, at General motors, this amount ex-
ceeds a billion dollars a year.

For comparison, our large organizations allocate
0,5-2 % by creating recruitment, development and re-
location services for employees and future managers
(reserve), while small organizations ignore internal
training altogether.

At this stage of development, corporate training
of personnel is very popular. There are three types of
such training. This is a system of continuing education,
professional training and professional development (re-
training). Despite their similarity, they are not identical.

Training involves the development of the Gene-
ral intelligence of employees throughout their life.
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It is not always limited to training in institutions. This
can be teaching a woman who is ready to become
a mother, young people — etiquette and communica-
tion in society, etc.

According to profession professional training
is the process of directly transferring new skills or
knowledge to employees of an organization.

Retraining of personnel involves the planned
training and release of qualified personnel for all
areas of human activity, who possess a set of special
knowledge and skills for the work performed.

Maintaining a professional level is a pragmatic
and achievable goal when building your own training
system in an organization. Staff training can be aimed
at both business results and employees themselves.
High efficiency of training is achieved mainly by
transferring to the employee knowledge and skills that
are important for a particular position.

Any newly hired employee must have at least pri-
mary skills for their job or position.

There is no point in teaching an employee who
has a good qualification. They should choose a posi-
tion where they will be more useful.

At the same time, it is worth identifying whether
it makes sense to train them and spend money on their
education. The technology of corporate training in-
cludes a full cycle of consistently implemented actions
and procedures, regardless of the type of activity of the
organization (scheme 1).

The classic method of professional development
is to train employees for key management positions,
through the creation of a personnel reserve.

The source of reserve creation is young people
with high leadership skills.

Potential, the so-called “Golden Fund”, the
identification and development of which has become
a priority of the organization. But while performing
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Table 1 — Methodological approaches to the implementation of training goals

Goal

Examples

Provide employees with the knowledge and skills
necessary for effective work

Introduction and adaptation courses.

Mentoring. Studying foreign languages.

Computer literacy training.

Training to work in the environment of the implemented
corporate information system

Maintain the professional level of the staff and
familiarize them with modern technological
developments, changes in the socio-economic
situation and legal conditions

Training in sales skills.

Professional seminars and courses for accountants, lawyers,
auditors, programmers.

Conferences on various business areas.

Attending presentations and exhibitions

Prepare employees for possible replacement of their
colleagues during vacation, illness, business trip, and
in case of dismissal

Technical training in the workplace.
Rotation.
Training of workers in the second profession.

Prepare employees for relocation or promotion.
Among the mass of employees of any company there
is a certain percentage of people

Management training of the reserve for promotion.
Mentoring.

Internship.

Rotation.

Create and maintain a sense of involvement in the or-
ganization’s activities, familiarize employees with the
strategy and structure. Services, technology of activity

Participation of senior management in training events as
teachers and trainees.
Organization of regular management meetings with the team

Maintain a positive attitude to work in employees

Management demonstrates a positive attitude to learning.
Creating favorable conditions for learning.

The promotion of successful employee training.
Promotion based on learning outcomes

Training goals defined by the current legislation

Safety and labor protection.
Training of employees in positions that require licensing and
certification

their duties, they cannot master the skills required

to work in the new position.

For example, for effective HR management,
a Manager needs to be well versed in both special and
general issues related to HR management, logistics,
marketing, psychology, etc.

They must be proficient in these technologies,
taking into account STP and R & D, changes in the
market, which requires training of the reserve from the
moment of its creation on an ongoing basis.

The system of working with the reserve includes
identification, development, monitoring of progress,
for a new position, and assistance in adapting future
managers. In recent years, this area has become an area
of increased attention of top managers, since their sig-
nificant contribution to the overall effectiveness of the
organization is clear.

Organizations use various types of personnel
training in their practice:

1) on-out of training: experience acquisition, coa-
ching, assistance, rotation, internships, mentor-
ing, in project groups;

2) on-the-job training: University — from 4-5 years
(bachelor’s degree), postgraduate education from

1 to 3 years (postgraduate, master’s, doctoral
studies); training at the school of management,
which gives the necessary knowledge when en-
tering a position and forms a career Manager;

3) general training: listening to lectures (pas-
sive learning method, without feedback), pro-
gramming training courses (seminars, practice,
role-playing training, modeling Processes’);

4) self-education without certification;

5) external studies, DIT;

6) training by the Manager in RM;

7) training by external teachers;

8) internships abroad for the exchange of experi-
ence;

9) examinations and certifications of the organiza-
tion’s personnel, etc.

What type of training to apply depends on the
goals and capabilities of the organization?

Training can be full-time and part-time (distance),
internal (on RM) and external.

Training can be carried out in the RM outside the

RM (in-production and out-of-production). The crite-

ria for choosing the type of training are both the or-

ganization’s income and its expenses.
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Training can be group or individual.

Out-of-work training is associated with signifi-
cant changing but fixed costs, since a certain number
of people are employed in the field of training and
there is an appropriate infrastructure.

In organizations with a developed culture of
working with personnel, on-the-job training in RM
is widely used. The development of information
technology has enriched training tools such as Internet
that allowed to break the spatial relationship between
the object and the subject of the learning process, and
also gave the opportunity of self-study.

New methods of training in RM include business
games, solving specific Practical problems, socio-
psychological trainings, program training, analysis of
specific situations, special lectures, discussions, to obtain
new special knowledge and develop optimal solutions.
It is important to determine the purpose of training,
then choose a methodological approach (table 1).

The training method is carried out taking into ac-
count the specifics of the organization.

Knowledge transfer is carried out in a simple
way, the results are easily controlled, it is more
profitable in terms of finances and time. Seminars can
be organized only for its employees (closed or inter-
nal) and are conducted by both the organization’s own
specialists and external (invited) specialists.

In Kazakhstan, the state program of personnel re-
training is carried out by employment centers. Contin-
gent for training: the unemployed and the demobilized
of the Armed Forces. The centers train the unemployed
in scarce or in-demand professions at the request of
citizens. During their studies, they are paid a scholar-
ship, and can, as far as possible, provide employment.

The search for a new professional development
organization has begun, with some features are already
formed. These new programs focus on two-way rela-
tionships, where the employee learns from the compa-
ny and through the company, and the company learns
from the employee.

The program should focus on results, train per-
sonnel to solve a wider range of tasks, ensure high
performance, and a system of values that correspond
to today’s realities. The process of development is
connected with the process of work; the acquisition
of knowledge becomes an integral part of the latter,
and not a separate occupation. There is a gradual shift
in development methods in favor of the trainees. For
example, a new position with a wider range of re-
sponsibilities, project management, individual design
of RM and production tasks, implementation change
programs in the Department, creating a new busi-
ness, employee responsibility for development results,
working in a new culture (country), constant feedback
from the organization (informal communication).

Direct communication with managers is desirable.
Dave Ulrich of the University of Michigan and
Hope Greenfield of DEC have compiled a list of ten
steps to replace the traditional concept of “profes-
sional learning” with the concept of “real learning”:
‘moving from regular classroom activities to a special-
ly designed intelligent learning system; ‘moving from
example learning to real-world learning; ‘shifting the
focus from training individual employees to consoli-
dating organizational skills:
transition from individual to team training;
transition from classroom learning to ubiqui-
tous learning;
transition from knowledge-based classes to strat-
egy-based courses;
transition from external to internal instructors;
transition from time — limited classes to unlimited
classes;
transition from reviewing the activities of
a single company to reviewing activities of the
entire production chain (including suppliers
and customers);
» transition from local learning models to global

models [4-6].

Taking into account the above, we see that the
primary task of any organization should be regular de-
velopment (training) and professional development of
its employees, which will ensure its constant efficien-
cy and long-term success.
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