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The world is changed substantially, if in the last century the amount of
knowledge increased twice every thirty years, but now the knowledge is
updated every year, by some estimates to 15% [1]. In this regard, the public
demands for the quality of the professional education are increased, learning
technologies are constantly updated, economic conditions in which higher
educational institutions operate are changed, the competition in the market of
educational and research services escalates, and the attitude of the public in
relation to the higher education is changed. The experts observe such trend: the
more person is educated, the more he needs to update his knowledge regularly.
Such employees are always competitive, mobile, their knowledge and skills
help them to climb the career ladder and to get a higher salary.

Ukraine took the 83-d position among 187 countries in the Human
Development Index, according to the report of United Nations Organisation [2].
Traditionally, such indicators as the duration and quality of life pull down
Ukraine and the level of education supports «afloaty. In our country there is the
dissonance in the increasing of the employees with higher education and
reducing their part in the process of further professional development.

However, the formation of the innovative economic model requires not only
gaining higher education by employees, but also lifelong learning and
permanent professional improvement [3, c. 197].

According to the statistics in Ukraine among employees with higher
education (3684, 8 thousand persons) only 1020.9 thousand persons improved
their qualification in 2014, including 16.4% of executive positions,
professionals and experts in various fields — 47.5%, technical employees —
2.8%, among workers — 33.8% [5]. Unfortunately, only 0,8% of the agricultural
employees improved their skills, professional, scientific and technical activities
— 0.8%, industry — 5.2% [9, c. 96]. Such statistics shows that there is no
professional development and therefore economical one too.

In Ukraine the labour force professional development is underestimated as by
employers so by employees in comparison with the countries of Organisation
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for Economic Cooperation and Development. In this regard, employees are
renovating their professional knowledge not on regularly basis. The frequency
of professional training in Ukraine is still very low, and in some areas there is
no professional development of more than once per 50 years. For example, in
the countries of the European Union the periodicity of training of employees is
about once per three — five years, in Japan — about once a year [7].

The common positions of the majority of economically developed countries,
such as Germany, France, and the United Kingdom in the field of human
potential development are focused on continuous professional development and
lifelong learning generally [6; 8]. This process largely happens, directly, due to
the employers and the employees themselves, but governments facilitate
development of lifelong learning institutional environment to provide
participation in field of the continuous professional development of wide range
of employees.

One more factor which is critical for employees involvement in the process
of vocational development is a level of wage on the labour market. The low
level of remuneration of labour in Ukraine diminishes the personal interest of
employees in own professional development. In Ukraine, the average wages by
the government on March 2015 is 3863 UAH (180 $ USA). According to a new
report of the United Nations Organisation [2] about average salary of
employees in 72 countries, the average monthly salary is 1,480 US dollars,
exceeding the level of wages in Ukraine more than 4 times.

Thus, analysing the general trends of lifelong learning as a factor of
formation of the qualitative characteristics of the human capital in Ukraine and
the European experience we can draw the following conclusions:

- for the decision of coming challenges we need to create a national strategy
in the field of continuous professional development of employees, according to
the European programmes of continuous development of employees;

- to develop the vocational standards for different sector of economy with the
involving wide public of employers, trade unions, experts and specialized
institutions, and moreover, with the initiative of the Ministry of Education and
Science of Ukraine to bring over the European experts to such process;

- the government and employers have to create some favourable conditions to
provide attractiveness for foreign investors and getting modern technologies
with objective to provide both: as to increase labour force quality as to get high
level salary;

- the government have to confesses not only formal education, but also
possible forms, formats and methods of studies. On one hand, the government
facilitates the possibility to gain innovative knowledge from different origins, in
using formal and informal ways, and on the other hand it has to provide a
corresponding opportunity of obtaining a formal qualifications and their
confirmation too.
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JIOJICBKUH KAIIITAJI
SIK ®PAKTOP EKOHOMIYHOT' O 3POCTAHHS

JIroncekuit  KamiTal B yMOBax MEpexoay JO MOCTIHIYCTPIiaIbHOTO
CyCHUIbCTBA BUCTYINA€ OJHUM 13 HAWBaKJIUBINIUX YUHHUKIB €KOHOMIYHOTO
3pOCTaHHS 1 MOro HEOOXITHUM €JIEMEHTOM, IO NPEACTaBJICHHM BIIACTUBUM
JIO/WHI 0araTMM 3amacoM 3HaHb, PO3BHHCHHX 3I10HOCTCH, BH3HAYCHHX
IHTENIeKTyanbHUM 1 TBOp4YMM moreHuianoM. IIpouecu ioro e(beKTHBﬂoro
(YHKIIIOHYBaHHSI Ta MOJICpHI3allisl €KOHOMIKM CTaHOBJATh €JAUHUN MPOIEC
(dbopMyBaHHSI 1HHOBALIIITHOTO CYCHUIbCTBA. SKIIO DKEPEeIoM KOHKYPEHTHHUX
mepeBar KOXHOI KpaiHM y MHHYIOMy Oyad JOCTYI O CHPOBHHH, [CLICBA
poboya cuiia, 3py4Hi TPAHCIOPTHI MapIIPYTH, TO Y COTOJCHHI — IHBECTHUIL y
1HTeJIeKTyaJ1133H1IO BI/IpO6HI/IHTBa o rmnependayae BHCOKY KBam(bu(auuo
MpaIiBHUKIB Ta TocTiiiHe 11 maBumieHHs. Ocpita B XXI cTomiTTI 3100yBa€e HOBI
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