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PERSONNEL TRAINING AND DEVELOPMENT PRACTICES AS AN
INNOVATIVE DEVELOPMENT FACTOR OF AN ORGANIZATION

The need to develop the national economy following the direction of trends
common to all mankind forces the researchers and practitioners in the field of
management to find new technologies, the use of which might be useful to achieve
the goals set. In this context, stimulating the innovative activity of a company can be
considered as one of the important goals. Innovation is a driving force of modern
economic development, but innovations do not arise out of nowhere, on their own,
but are generated and put into practice by individual employees or groups of employees.

Human resources are considered to be the main sources of values, economic
growth and sustainable competitive advantage [Praha—lad, Hamel, 1990; Barney,
1991; Pfeffer, 1994]. Today, ideas, innovations and creativity are recognized as the
most important economic resources, because, eventually, creativity is what is
intended to increase productivity and, consequently, the standard of living.
Therefore, to survive, adapt, and gain competitive advantage, organizations need to
unleash their employees’ innate creative potential because employees’ creative ideas
can be used as building blocks for organizational innovation, change, and
competitiveness [Amabile, 1988; Woodman, Sawyer, Griffin, 1993; Zhou, George, 2003].

The ability of an organization to create, manage, and maintain knowledge
inside the organization leads to the generation of innovations [Nonaka, Takeuchi,
1995].Thus, enhancing the level of knowledge of employees, as well as the
conditions created for the enhancement, is a factor of innovative activity. The
knowledge of employees is mainly enhanced through the personnel training system.
The question that has to be answered is: are all methods and programs effective in
innovatively active companies? We think that not all approaches to teaching are
equally effective.
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Theliterature on management presents two approaches to employee training
anddevelopment.The firstone - the narrow-based approach in this field is attributed to
traditional teaching practices - lectures, seminars and trainings. This direction is
characterized by the following key terms - “education”, “training”, ‘“knowledge
acquisition”. The second approach is systemic in nature and considers the issues of
personnel training and development from the perspective of a comprehensive
understanding of employee awareness and behavior change using various methods
and tools [JIxxoit--Metthio3, Merruncon, Cropte, 2006]. The key definitions used
include: "releasing hidden capabilities and potential”, "perfection and enhancement
of the way an object is organized", "putting into practice the potential capabilities",
"consistent movement towards a more perfect, complex and developed state" [ JI>koii-
Merthio3, Merruacon, Cro—p—re, 2006]. In addition, the innovative activity of
employees is a manifestation of individual abilities. Its activation, implementation
and directing into the final product or service is a function of the work environment
or contextual variables that can participate in stimulating and supporting innovative
activity [Amabile et al., 1996; Lubar, 1999; Shalley, Zhou, Oldham, 2004]. Thus, the
training system, according to a broad-based approach, is able to influence the
creativity of employees by changing the organizational culture and climate,
promoting leadership in the field of innovative development, work planning,
contributing to a strategy of maximum involvement of staff in the organization and
its innovative development.

It is clear that it is the latter approach that meets the requirements of
management in a modern knowledge-based innovative economy.

The philosophy of a broad-based approach to the learning system in an
organization is similar to that of a learning organization, i.e. an organization in which
continuous learning takes place at the system level to create and manage knowledge,
resulting in improvements in the organization's performance as measured by
financial and non-financial intellectual indicators| Watkins, Marsick, 1996; 1997].

The purpose of this study is to develop a model of the relationship between the
practices of personnel training and innovative activity of companies on the basis of
theoretical analysis of characteristics of a learning organization and the own pilot
empirical study.
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Kapnenko A. B.

JOKTOpP EKOHOMIYHUX HAYK, JOLIEHT

HamionaneHuii yHiBEpCUTET «3anopi3bKa MOTITEXHIKA
M. 3anopixoks, YKpaiHa

JIOJICBKUHA MMOTEHIIAJI B YMOBAX CYYACHUX BUKJIUKIB

TpanchopMmairiitHi 3MiHM CBITOBOi E€KOHOMIKM BHM3HAYalOThCA CHOTOJIHI
IHTEJIEKTYaJIbHOIO aKTUBHICTIO 1HJIUBI/IB, BEJIUKUX Ta MAJIMX KOMIIaHIH, JepxkKaB, sKi
3a0€3MeuyoTh MNPOAYKYBAHHS HOBHUX 1JIeH, 10 KOMEPIiami3yloThCsi B 1HHOBAIIII.
[lepexin 10 €KOHOMIKM 3HaHb Ta 1H()OPMALIHHOTO CyCHUIbCTBA, CTPIMKE MOIIUPEHHS
MPOIECIB HEBU3HAYEHOCTI Ta BOJIATWJIBHOCTI 3MIHIOE LIHHICTH pECypciB Ta
TEXHOJIOT1i, BUBHAYA€ HOB1 BEKTOPH YIPABIIHHS U 3a0€3MeUy€ThCS 3pOCTAaHHSIM POJIi
JIOJICBKOTO TMOTEHIlaly Ta HWOro akTUBIB, SIKI € IPYHTOBHOIO OCHOBOIO CY4YacHUX
1HHOBAIIHUX 3MiH. JIFOICHKHAI ITOTEHIIAT € OJHUM 13 BU3HAYAIBLHUX €JIEMEHTIB
PO3BUTKY HAIIOHAJIBHOT EKOHOMIKM Ta SIKICHOIO NEPEeIyMOBOIO TEpexody 10 ii
1HHOBALIMHOI MOJIEN1, OCKIJIbKH 3a0€e31euye reHepyBaHHs 3HaHb, TpaHC(HOpMALIito iX
y 1HHOBallii, iX KamiTami3auilo ¥ Komepuianizamito. Came ToMy 0Oe33alepedyHuM €
NpIOPUTETHE MICUE JIIOJAUHM B CHUCTEMI CYYaCHOIO COLIAJIbHO-€KOHOMIYHOIO
PO3BUTKY, TPHUEAWHA POJb SKOI BU3HAYAETHCS SIK JDHKEPENO HAI[lOHAJbHOTO
OararcTBa, MOro 4YacTMHAa 1 METa CYCHUIBHOIO PO3BHUTKY. BaIMBOIO TakoX €
BUpIIIAJIbHA Ta 3pOCTar04a PoJib JIIOJAUHU K HOCIS TBOPYOCTI 1 KpEaTUBY B KOHTEKCTI
IPOJIyKYBaHHs 1HHOBAIIH [1].

[Togatox 2020 pokKy oO3HaAMEHYBaBCS TOSIBOIO HOBOI 3arpo3u CBITOBIM
€KOHOMIIIi, SIKi MPOPOKYBaJIM YEProBYy KpH3y Ie B Iepediry momepeaHix ABOX
pOKIB. butblIicTe KpaiH cBiTYy Biquyau Ha coO1 3ryOHuid BimmuB COVID-19. Crpimke
NOIIMPEHHA TMaHJIeMIi OJHY 3a OJHOK CTald Mapajgi30ByBaTH HaIlOHAJbHI
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