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O. Tarasevich. Quality of staff as an imperative to the development of industrial enterprises.

The article shows the necessity of carrying out scientific researches for the assessment of the quality of
the personnel of industrial enterprises as an imperative of its development. The importance of evaluating the
professional quality of the personnel of industrial enterprises is confirmed by the fact that its results should be
the basis for the adoption of appropriate management decisions on the organization of individual vocational
training procedures, the selection of the most cost-effective and methodologically effective external providers of
training programs, the calculation of the planned need for a particular type of vocational training, and
determining its optimal duration, adjusting volumes and directions of directing investment flows for the purpose
the intensification of the processes of accumulation of human capital, the rationale for the loyalty of staff
appointments, the formation of a personnel reserve at industrial enterprises. The paper proposes a methodology
for assessing the quality of the personnel of enterprises. It is concluded that the industrial enterprises should pay
more attention to improving such qualitative characteristics of the process of professional development of the
personnel as availability, practical orientation, progressiveness and effectiveness of the curricula, their
compatibility with production needs, the degree of motivated students to achieve high results during training. It
is proved that on the basis of raising the quality of the personnel, the enterprise will be able to receive
simultaneously two positive effects - personnel development, and increase of indicators of the results of
production and economic activity.

Tapaceeuu O. B. Akicmb nepconany aK imnepamue po3sumky npoMucio8ux RIORPUEMCME.

Y cmami 0osedeno HeobXiOHicmb Npo6edeHHs HAYKOBUX pPO3POOOK Olsi OYIHKU SKOCMI NEPCOHATY
NPOMUCTOBUX RNIONPUEMCME SIK IMRepamugy 1020 po3sumky. Baowcnusicme oyinku npogecitinoi axocmi
NEPCOHANY NPOMUCIOBUX NIONPUEMCME NIOMBEPONCYEMBbCL MUM, WO ii pe3yTbmamu Maroms 6ymu NOKIAOeHi 6
OCHOB8Y NPUUHAMM 8IONOGIOHUX YNPAGIIHCOKUX DIULeHb U000 Op2aHizayii oKpemux npoyeoyp npo@ecitinozo
HABUAHHA, 6UOOPY HAUOLIbUL EKOHOMIYHO e@eKmuGHUX i MemoOoNI02IYHO pPe3yIbMAMUBHUX 306HIULHIX
npoeatioepie HAGUANbHUX NPOSPAM, PO3PAXYHKY NIAHOBOI nompebu y nedHOMY Ui NPoPeciino2o HABYaAHH ma
BU3HAYEHHSl 11020 ONMUMATLHOI MPUBANOCMI, KOPUSYBAHHS 00CA2I8 | HANPAMIE CHPAMYBAHHS THEeCTUYIUHUX
NOMOKI6 i3 Memolo iHmencugikayii npoyecie HazpomMaoN’CceHHs: T00CbKO20 KANIMALy, 00SPYHMY8AHHSA GIPHOCHI
Kaoposux npusHauenvb, @QOpMYS8aHHA KAOPOBO2O pe3epsy HA NPOMUCIO8UX nionpuemcmeax. Y pobomi
3aNPONOHOBAHO MEMOOUKY OYIHKU AKOCMI NepcoHany NIONpUEMcme. 3po0OieHO BUCHOBOK, W0 NPOMUCIOBUM
nionpuemcmeam — 8apmo npudiiamu Oinvuie yeazu NiOBUWEHHIO MAKUX AKICHUX XApaKmepucmux npoyecy
npogeciino2o po3eumKy NepcoHaAny, AK OOCMYNHICMb, NPAKMUYHA CHPAMOBAHICMb, NPOSPECUBHICMb |
Pe3yIbmMamueHIiCIb  HAGUATILHUX — NPO2PAM, IX Y3200%CceHicmb i3 GUPOOHUYUMU nompebamu, CMyniHb
BMOMUBOBAHOCMI CNYXAUI8 HA OOCASHEHHS BUCOKUX pe3yibmamie nio yac Haguauus. /[06edeHo, wo Ha OCHOSI
nioBUWEeHHA AKOCMI NEPCOHANy RIONPUEMCMEO 3MOXCE OMpuMamu OOHOYACHO 084 NO3UMUGHI edexkmu —
PO36UMOK NEPCOHALY MA NIOBUWEHHS NOKAZHUKIG Pe3VAbMAmMié 6UpoOHUY0-20CNO0APCLKOT OisIbHOCHII.

Tapacesuu E. B. Kauecmeo nepconana Kkak umnepamue pa3eumusi nPOMblUL1eHHbIX NPeOnpusmuil.

B cmamve Ookazana HeobXooumocmv npogedeHusi HAYUHbIX paspabomox O/l OYeHKU Kauecmed
NepcoHana NPOMbIUIEHHbIX — NpeonpuAmull KAk umnepamusa e2o paszeumus. Baowcnocmv  oyenxu
npogheccuoHanbHO20 Kauecmea NepCcoHANd NPOMBIUIEHHBIX NPeOnpUamull. HOOMBEEpHCOAemcs mem, Ymo ee
pe3yavmamaol O0NHCHbL OblNb NOJONHCEHbI 8 OCHO8Y NPUHAMUA COOMBEMCMBYIOUUX YAPABIEHYECKUX peuleHUl no
opeanuzayuu  OMOeabHLIX NpPoyeodyp NpPoPdeccUuoHaIbHO20 00yYeHUsl, 6bl0opa HaAuboee IKOHOMUYECKU
IPPEeKMUBHBIX U MEMOO0IOSUYECKU Pe3YTbMAMUBHBIX GHEWHUX NPOBAUOEPO8 YHeOHbIX NPOSPAMM, paciemd
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NAAHOBOU NOMPEOHOCU 8 ONPEOeNeHHOM UOe NPOPECCUOHATLHO20 0DYYEHUSs U OnpedeleHue ONMUMATbHOU
NPOOOIHCUMETLHOCIU, KOPPEKMUPOBKA 00BEMO8 U HANPABIEHUT HANPAGLEHUS UHBECTNUYUOHHBIX NOMOKOG C
Yenvio UHMeHCUDUKAYUU nPoYecco8 HAKONIEHUS. Ye0B8eYeCcK020 Kanumaid, 0O0CHO8aHUe 6EPHOCMU KAOPOBbIX
HasHayenul, hopmuposanusi Kadpoeo2o pe3epea Ha NPOMbIULIEHHbIX npeonpuamusax. B pabome npednoscena
MemoouKa oyeHku xauvecmea nepcouana npeonpusimui. Coeian 61600, 4MO NPOMbIULIEHHBIM NPEONPUSMUAM
cnedyem  yoensimsv 00nbUE BHUMAHUS TNOBLIMUEHUIO MAKUX KAYECTNBEHHbIX XAPAKMEPUCMUK npoyecca
NpoecCUOHAIbHO20  pA36UMUs — NEPCOHANA,  KAK — OOCMIYAHOCHb,  NPAKMUYECKAs — HANpAasieHHOCb,
NPOSPECCUBHOCMb U PE3VIbIMAMUBHOCTb YHeOHbIX NPOSPAMM, UX CO2NACOBAHHOCHb C NPOU3BOOCHEEHHBIMU
HOMPeOHOCMAMU, CHMeneHb MOMUBUPOSAHHOCMU CyUAmenell HaA OOCMUNCEHUEe BbICOKUX Pe3VIbmamos 60
epemst yuebvl. JJoKa3aHO, YMoO HA OCHOBE NOGLIUEHUS] KAYeCmEd NepCOHANa NPeOnpusimue cModicem ROLYYUMb
00HOBPEMEHHO 084  NOJOJNCUMENbHBIX dpexma - pazeumue NEPCOHANA U NOGblULEHUE NOoKaA3amenell
Pe3VIbmManmos npou3800CMEEeHHO-X035UCMEEHHOU OesIMeIbHOCTIU.

Introduction. Under the current conditions of functioning of the Ukrainian economy,
the quality and effectiveness of the professional development of personnel of industrial
enterprises, which, in the absence of sufficient volume and intensity of investment for the
purpose of material and technical and technological upgrading, modernization and re-
equipment of production, are key factors in implementing the strategy of achieving the
efficiency of production activity, quality assurance and competitiveness of products and
growth of final financial and economic s main results of an effective link in ensuring the
stability of the economy - industry. The long-term character and synergetic property of
productive returns from the qualitative process of professional development of personnel
should ensure gradual increase of labor productivity of personnel, the volume of
manufactured and sold products, profitability of the enterprise, which, in turn, should be
accompanied by a social component of the efficiency of investment in human capital - an
increase in the average wage pay and labor motivation.

Analysis of recent research and publications. The following scientists, such as
Grishnov O. A., Zakleta-Barestovenko O. S., Derev'yanenko T. A., Kalinina S. P., Kybanov
A.Ya., paid considerable attention to the research and solution of problems of increasing the
professional quality of the personnel of industrial enterprises, Savchenko V. A., Stutman P.
L., Lukina T. O., Merenkova V. 1., Pavlovskaya O. V., Zakharova O. V., Patrusova A.M.,
Pankov V., Efimchuk I. P., Oleinik I. N., Kucherenko A. A. [1-17]

However, in conditions of the current economic crisis in the state, there is a need to
carry out a diagnosis of the quality and effectiveness of the professional development of
personnel of industrial enterprises, which will establish the real state of the existing system of
professional training and advanced training and the possibility of its intensification, which
determines the relevance of this study

The purpose of the article is to justify and develop a methodology for assessing the
quality of professional development of personnel as an imperative for the development of
industrial enterprises.

Research results. The importance of evaluating the professional quality of the
personnel of industrial enterprises is confirmed by the fact that its results should be the basis
for the adoption of appropriate management decisions on the organization of individual
vocational training procedures, the selection of the most cost-effective and methodologically
effective external providers of training programs, the calculation of the planned need for a
particular type of vocational training, and determining its optimal duration, adjusting volumes
and directions of directing investment flows for the purpose the intensification of the
processes of accumulation of human capital, the justification of the loyalty of staff
appointments, the formation of a staff reserve at industrial enterprises, etc.

Modern approaches to assessing the effectiveness and quality of professional
development of staff are based on a set of evaluation indicators that include aspects of the
personal level, the institution and enterprise. Yes ao Grishnow turns to such an analysis of
how cost-benefit analysis, and in accordance with this method, suggests the identification of
costs and benefits, taking into account the time factor, and comparing the size of the benefits
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obtained through professional training with cost and implementation [1, p. 42-45]. O. S.
Zaklekt-Berestovenko substantiated the existence of a correlation between the size of profits
of the investigated enterprises and the cost of training employees on the basis of the use of
statistical methods of research. The method of comparing parallel rows and the Fechner
coefficient was used to determine its strength and direction, and the regressive dependence of
the influence of the trained personnel in the total number of employees on the volume of gross
profits per worker was constructed [2]. And Derevyanko investigated the impact of the costs
of training and staff development on the size of the indicators of financial and operational
activities of the enterprise. The study of cross-correlation functions on an extremum
determined the time lag, which shares the forward-looking costs of training and development
of personnel, and the indicator of late activity of the enterprise and its financial condition. The
maximum values of the coefficients of the pair correlation (numerator) and the corresponding
values of the time lag (denominator) between the estimations of the costs of training and
personnel development and indicators of operational activity (volume of sales, working
capital, fixed assets, profit) and financial condition of the enterprise [3] .

According to A.Ya. Kibanov, the assessment of the quality of personnel training
should be made by drawing up a scheme of income and expenses of the enterprise,
determining the cash flow balance, calculating net discounted income in accordance with the
established norm of discount and further calculation of net present value, average profitability
and payback period of project costs personnel training. The authors are also invited to assess
the impact of additional training of workers on the level of productivity of their work [5]. V.
A. Savchenko defined a system of indicators for assessing the socio-economic efficiency of
vocational training of staff and provided guidance on determining the impact of changes in
the competence of employees and the general results of the activities of business entities [6, p.
131-144].

Thus, we can state that current research in the field of evaluation of various aspects of
the effectiveness of professional development of personnel is characterized by a fairly wide
range of use of the economic and mathematical apparatus, which allows not only to diagnose
the current state of the operation of this process, but also to predict the trends of changes in
the indicators of enterprise performance in the future. subject to the use of initial conditions.
However, the use of all these and other approaches to evaluation does not allow for a
comprehensive analysis of the quality of the process of professional development of personnel
due to a significant number of limitations, both personal and informational and
methodological [6, p. 120; 6, p. 34; 7, p. 22-23; 8]. For example, even if a professional trainee
will be involved in the vocational training program and that he will not be able to find a
common language with the students, the investments made by the enterprise in this
development program will not bring the expected return, and therefore the overall quality of
the completed vocational training procedure will be fairly low. In conditions where the
organization of the process of vocational training is carried out at a rather low level, when the
justification of the planned need for training is not used, and the new knowledge and skills
acquired during the classes received by the students do not find practical use in the further
work of the enterprise, expect high quality of programs of professional development is also
inappropriate and unreasonable. The lack of well-established information support for each of
the processes of professional development of staff and effective methodical apparatus for
evaluating their effectiveness will serve as a restraining factor in achieving the socio-
economic recovery of funds invested in human capital in the near future.

To assess the quality of an individual employee, it is necessary to determine the share
of personal results of each employee. In addition, it is not possible to establish such a share in
all subdivisions. For example, it is rather difficult to quantitatively determine which fraction
of the decrease in the coefficient of fluctuation occurred at the expense of the worker A, and
which at the expense of the employee B. Similar situation in the planning and economic
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department, the resultant indicator for it is the general level and the enterprise) the interest of
staff as completed work.

We propose to evaluate the individual contribution of the employee to these units as
the average for half a year the level of implementation of the personal plan aimed at
improving the value of the result.

For the staffing it is:

- The average half-year's level of implementation of the personal plan to reduce staff
turnover.

- Average for half a year the level of implementation of the personal plan for training
or professional development of employees of the organization.

- The average half-year's level of performance of the personal plan to raise the overall
level of staff quality of the organization.

For planning and economic department:

- Average for half a year the level of execution of the personal plan to increase the
overall level (by the company) the interest of the staff as the work performed.

Simpler, the case with the assessment of the personal contribution of the staff of the
supply department, in which responsibility can be divided by employees according to the
types of materials, customers, suppliers, etc., and, accordingly, the proportion of claims,% of
the total volume of delivery, drawn up by the concrete employee, can be determined.

Also, responsibility can be divided between employees of the production and technical
department by type of works, objects, and executive departments. Accordingly, the share of
the cost of work on elimination of deficiencies from the total volume of work, %, in the area
of responsibility is determined.

The easiest thing to do with the workers, because it provides for the accounting of the
personal scope of work.

A map for assessing the quality of a staff officer to ensure the quality of work is
presented in Table 1.

Column 1 of the table shows the characteristics of employees subjective and objective,
and indicators for assessing the level of individual performance.

Column 2 presents a linguistic change that describes the possible variants of the
qualitative state of the characteristic, and the possible numerical values of the indicators. In
column 3 it is counterbalanced by the corresponding scale in points, in column 4, the weight
of a specific characteristic in the overall assessment. Column 5 shows, in fact, an estimate.
The rating is put by the expert. Moreover, the value of the characteristics of subjective and
objective is determined by the expert, by choosing the linguistic variable that most closely
matches his particular characteristic in his opinion. In the case of scorecards is put by an
expert, but in fact he does not carry out an "assessment". He simply chooses the value of the
indicator that represents the real one value of impression.

Table 1
Card for assessing the quality of an industrial employee of a management company of
an industrial enterprise

Characteristics of the Scoring score in | Weight

. Linguistic change, value of the indicator . Rating
employee, indicator points

1 2 3 4 5

1. General for all unit employees

Category k; Engineer

Engineer II categories
Engineer I categories
Leading engineer

0,05

Work experience k, 0 years

1-3 years
4-5 years
10 years
10-20 years

0,025

WO = O WD =
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more than 20 years

Experience similar
work ks

0 years

1-3 years

4-5 years

6-10 years

10-20 years

more than 20years

0,1

Degree ky

Does not have
PhD
PHD

0,05

The share of the
hospital ks

Hospitals are absent
1-2 week on the river
3-4 week on the river
5-8 week on the river
more than 8 weeks

0,05

Share of
unproductively used
time kg

0-5%
6-10%
11-20%
21-50%
More 50%

0,025

Interests in  quality
work k;

Missing
Low
Average
High

0,1

Honesty kg

Unnoticed by dishonesty

He was noted for petty dishonesty 1-2 times

It has been marked by petty dishonesty more
than 2 times

He was marked by a great deal of dishonesty
once

Systematically unfair

N W = OO~ N WROFDNDWERIN,OWMEE WND~—OW

w e

SN

0,04

Stress resistance ko

Absolutely able to work under stress

Can work productively in a state of stress
periatically

Can work productively in a state of systematic
stress

(9]

0,2

Striving for
development kj

Missing (revered by his level of development)
Occurs from time to time
Manifests itself systematically

(=]

0,04

0,5

Communication k;;

Missing
Low
Average
High

N W= O W

0,1

Organizational abilities
k1 2

Able to organize a large number of people to
work in due time. All participants in the
process, organized by the intelligence,
understand their task and the ability to
perform it

Capable of organizing a small number of
people to work in a timely manner. All
participants in the process, organized in a
clear understanding of their task and able to
perform it

Capable of organizing a small number of
people. The work can be performed with a
slight delay from the set deadline. Not all
participants in the process organized by the
intelligence unit understand their task and are

0,1
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able to fulfill it 3
Capable of organizing a small number of
people. Work may be delayed by a significant
amount of time. Not all participants in the
process, which are organized clearly
understand their task and can do it 2
Capable of organizing a small number of
people. Work can be done with a significant
delay from the set time. Most participants in
the process that is organized do not understand
their task or can not fulfill it 1
Not able to organize people 0
Knowledge of Missing 0
normative base of work | Low level 1
ki3 Average 3 0,1
Above average 4
Thorough 5
Possession of | Lack of relevant knowledge 0
assessment methods k4 | Presence of theoretical knowledge, lack of
practical skills 1
The presence of theoretical knowledge, the
availability of practical skills for a limited 0,05
number of techniques 3
Presence of theoretical knowledge, availability
of practical skills in relation to modern cross-
border and domestic methods 5
The average thirty-six | 0% 0
months of the | <30% 1
implementation of a | 31-60% 2 0,05
personal plan to reduce | 61-80% 3
staff turnover k; 5 81-100% 5
The average half-year’s | 0% 0
level of implementation | <30% 1
of a personal plan for | 31-60% 2
training or professional | 61-80% 3 0,05
development of | 81-100% 5
employees  of  the
organization ki
Sedigh for half a year | 0% 0
the level of | <30% 1
performance of a | 31-60% 2
personal plan to raise | 61-80% 3
the overall level of | 81-100% 5
quality of personnel of
the organization k;;
2 0,5
An example of a staff assessment (al a5) by this questionnaire is given in Table 2:
Table 2
Assessment of personnel of the service by the proposed questionnaire
Ki [k |k ks | ks Ke ks kg Ko Kio [ ki [Kkip [kis [ Kkia [Kis | Kig
a |4 3 3 0 4 4 3 5 0 3 3 3 3 3 4 2
a |3 3 3 0 3 3 3 4 3 0 3 3 3 3 4 2
a3 |2 2 2 0 4 3 1 5 0 3 5 4 3 3 4 2
a |1 1 1 0 4 2 3 5 3 3 3 2 2 1 4 2
as | 4 5 5 1 4 4 5 5 5 5 5 5 5 5 4 2

We perform a mathematical interpretation of the estimation using a fuzzy
mathematical logic apparatus. To do this, the estimate in the bales we transform into an
estimation in units of the unit, based on the fact that Iso's maximum possible score in points
corresponds to the estimation 1 (tab. 3):
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Table 3

Evaluation of personnel of the personnel service, fate. Unit

Kl k2 k3 kS k6 k7 k8 k9 klO kll k12 k13 k14 le k16 k17

a |1 0,6 | 0,6 1 1 0,6 |1 0 0,6 {06 |06 |06 |06 |08 |04 |08

a, | 0,75 10,606 0,7510,75 10,6 10,6 |06 |0 0,6 {06 |06 06 [08 |04 |08

a; | 0,5 04104 1 0,75 1021 0 0,6 |1 0,8 106 [06 |08 [04 |08

a; | 0,25 10,2]0,2 1 0,5 1061 0,6 106 [06 |04 04 (02 |08 |04 |08

'—‘OOOOZ\"

as | 1 1 0,5 1 1 1 1 1 1 1 1 1 1 0,8 104 |08

The function of membership of the generalized criterion K, which characterizes the
quality of each staff member of the service, is determined by multiplying each estimate
expressed in units of a person (Table 4) by weight of the criterion.

Table 4
Function of belonging to the generalized criterion K, which characterizes the quality of
each of the personnel of the service

S} Ky S} ks Ky ks Ke ks ks Ko ki
a; 0,02 a; 0,05 0,02 0,06 0 0,05 0,03 0,06 0,04 0 0,02
a 0,02 a 0,04 0,02 0,06 0 0,04 0,02 0,06 0,03 0,01 0
a3 0,01 a; 0,03 0,01 0,04 0 0,05 0,02 0,02 0,04 0 0,02
a4 0,01 ay 0,01 0,01 0,02 0 0,05 0,01 0,06 0,04 0,01 0,02
as 0,03 as 0,05 0,03 0,1 0,03 0,05 0,03 0,01 0,04 0,02 0,04

In our view, the transition from assessing the quality of an individual employee to the
quality of the staff of the unit is possible in two ways:

1. Determination of the average arithmetic for all employees of the unit. In our
example, this estimate is 0.65 (Table 4).

2. Evaluation of the unit as a whole for the averaged values of characteristics, similarly
to how the quality of each employee was assessed separately.

The averaged values of the characteristics for assessing the quality of the unit's staff
are as follows:

1. Category structure of the staff of the department by category number of employees
(in %) having a category engineer who has category engineer Category P ', having category
engineer Category I; who have a category a leading engineer.

2. Work experience structure of employees for work experience.

3. The experience of similar work is the structure of employees on the experience of
similar work.

4. Scientific level of the structure of employees in the presence of scientific degree.

5, The proportion of hospitalized weeks spent on average by hospital staff in the unit.

6. Share of unproductively consumed time average unit by share of unproductively
used time,

7. The interest in the qualitative performance of the work is the average of the unit's
level of interest.

8. Honesty is the average unit level of honesty,

9. Stress resistance, average unit stress level 10. Desire to develop a middle-level unit
of desire for development

11. Communicability average unit level of communication 12. Organizational abilities
average unit level of organizational ability

13. Knowledge of normative base of labor is the average unit level of knowledge of
normative base

14. Possession of the methodology of the assessment of the average unit by the level
of possession of assessment methods

15. Fluxiness of personnel O-1es from the total number of employees; 2-zv of the total
number of employees; 4 - 10% of the total number of employees is more than 10% of the total
number of employees
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16. The share of employees who have completed training or advanced training- O ":
from the total number of employees; 5% of the total number of employees; 10th of the total
number of employees; 15% of the total number of employees; 20th of the total number of
employees

17. The general level of the quality of the personnel of the organization - 0.1% for
each 1 quality, as much as possible estimate to express 100%.

Chestnuts. Consequently, we can conclude that the company should pay more
attention to improving such qualitative characteristics of the process of professional
development of personnel as availability, practical orientation, progressiveness and
effectiveness of curricula, their coherence with production needs, the degree of motivated
students to achieve high results during training. Such measures will significantly increase the
level of assimilation of new knowledge and skills of the students, which gradually, due to the
established system of continuity of best practices, will create conditions for the socio-
economic efficiency of measures for professionally qualified personnel development at the
enterprise. The maximum full implementation of this condition will allow simultaneously
somewhat reduce the intensity of measures for professional development with irreplaceable,
or even greater socio-economic and impact. That is, an enterprise will be able to receive
simultaneously two positive effects - personnel development, and increase of indicators of
results of production and economic activity. At the same time timely diagnosis of imbalances
will help prevent mistakes in managerial decisions on the organization of processes of
professional development of personnel, and, consequently, increase the effectiveness of
training programs and financially economic-efficiency of the enterprise.

The findings, derived from the results of the assessment of the quality of professional
development personnel, should be the basis for the development or adjustment of the strategy
of personnel management of the enterprise. At the same time, when forming a portfolio of
professional development programs for staff and justifying the number of people who have to
undergo a certain type of training or advanced training, the priority directions and activities of
the enterprise must be taken into account first of all. Execution of these conditions will allow
the company to bring the moment of obtaining socio-economic payback from funds aimed at
the accumulation of human capital.
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