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Abstract: The article describes the problem of personnel development planning 
as one of the components of the personnel planning process and planning of the 
organization as a whole. Definition of personnel development planning in the context of 
knowledge management is provided. The development of personnel is shown as an 
important tool for increasing the company's competitive position on the market. It is 
emphasized that the modern way of achieving business competitiveness is its 
innovative development associated with the personnel development. However, there
are provided other alternative ways of improving the company's competitiveness. 
The emphasized issues with personnel development planning in the current conditions of 
uncertainty due to difficulties with predicting labor behavior, possibility of conflicts, as 
well as dependence of personnel planning on production plans, finance, investments and 
sales. The change in interpretation of the "personnel development" concept from the 
traditional understanding to knowledge economy understanding is described. It is 
noted that the process of personnel development planning should be embedded in 
staff remuneration and knowledge management. The scheme of personnel 
development process in the self-study organization is developed. The principles 
define and propose the terms for the personnel development planning in the 
organization implementing the knowledge management system.
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INTRODUCTION
Economic success largely depends on the continuous improvement of production.

This, in turn, poses certain demands on the staff development. Planning of staff 
development is one of the components of the planning process of the enterprise 
activity as a whole. Only when employees have professional knowledge, skills and 
desire to upscale their abilities in the course of a lifetime, the organization can get 
strong performance. On the other hand, reducing industrial stability due to periodic 
economic crises, the need for its rearrangement and binding a quantum of output 
with demand thereon make it very difficult to plan the staff development, especially 
for the future. When planning the staff development, employees should be self-
confident, interested in the results of personal development and sure of its expediency.
Therefore, such a question comes to the fore from among other problems of 
personnel management as an important tool for the growth of competitive positions 
of companies on the market.
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METHODOLOGY
The object of the research is personnel management in up-to-date organizations. The 

subject of the research is generalization of conceptual frameworks of staff 
development planning within the context of knowledge management. Technique of 
abstract-logical method with elements of analysis and synthesis is applied in the 
work. The research is based on conceptual frameworks of the knowledge-based 
economy as new quality of economic growth on a long-term horizon.

RESULTS
Planning of staff development is one of the areas of staff planning at the 

enterprise along with such areas as providing the enterprise with the necessary 
number of skilled people and staff selection system. Planning of personnel processes as 
contrasted with planning in the field of marketing or investment, has dual aims: 
components of social performance are added here to the system of economic 
purposes. While personnel planning, there are challenges of forming the staff 
composition of the required quantity and quality, the best use of labor potential and 
prediction of changes regarding the quantitative and qualification staff structure. 
Domestic sources on personnel management distinguish the following stages of staff 
planning: (a) Assessment of existing staff and its potential; (b) Assessment of future 
needs; (c) Development of a program for staff development.

Traditionally, staff development provides a package of measures, including 
vocational training, advanced training and retraining of employees. The main forms of 
development realization include the organization of professional training of staff,
personnel's rotation, career growth planning, succession pipeline (Odegov & 
Labadzhyan, 2014). Staff development planning includes the following steps:

1. Analysis of needs in the development of corporate staff by means of identifying
a discrepancy between the actual professional knowledge of the staff and the 
knowledge that it should possess to achieve organizational objectives. Therewith, 
the source of information on the needs for professional development are individual 
development plans; applications and wishes of the employees themselves; business 
development strategy. The employee development plan should include tasks for a 
definite period, aimed at moving to the next stage of rank advancement; activities 
for professional and personal development; advanced training plans for an employee in 
educational institutions; career growth plan.

2. Formation of the organization budget by means of preliminary estimation of 
costs for professional development during the future period and correlation of the 
budget with identified needs with the purpose of prioritizing in training.

3. Defining career goals for each development program.
4. Development of programs and selection of training methods.
5. Assessment of development efficiency with the help of tests for identifying 

new knowledge, observation over the employee performance, assessment of 
efficiency of the training program by employees themselves [ibid].

In the absence of clear long-term guidelines for development of the national 
economy and ambiguous government reforms, it is difficult for employers to conduct 
strategic planning and coordinate short-term needs with long-term plans for the 
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organization. This complicates already complex process of staff planning, and is 
characterized by a high degree of uncertainty conditions by unpredictability of 
employment behavior, the possibility of conflicts, and the dependence of staff 
planning on production, finance, investment and merchandising.

As previously noted, the modern way to achieve business competitiveness is its 
innovative nature of development. However, other alternative ways of improving 
competitiveness with more exhaustive resource potential are known in the literature, 
for instance:

- Increase in sales through marketing (however, there is subsequently a certain 
saturation and reduction in the impact of many marketing communications);

- Focus on natural rates of growth in the industry activity (however, the life cycles 
of state-of-the-art goods are declining);

- Cuts in expenditures, implementation of initiatives that improve the efficiency 
(however, it is known that reduction of the number of management levels and 
reduction of staff often lead to short-term improvement of cost indicators, but on a 
long-term horizon, they may result in loss of competence and competitiveness);

- Traditional product expansion at the expense of new products and services (but 
in fact new products and new value propositions are still rare, usually more often 
there are infinite variations on a topic that does not change strategic ones);

- Acquisition and merger of companies (however, as a result, expenditures for 
capital are paid off by no means always).

Today it is understood that innovative activities, that provide competitive 
advantages of the company, are associated with the development of an innovation 
strategy (change of the business model or its essential parts), development and 
introduction of new products to the market within this strategy, innovations in 
processes and technologies (Babenko et al, 2016).

As a matter of fact, this is about creating a system of business renewal in the 
organization, associated with the activities of all key divisions and managers of the 
company. Presently, the employers are very interested in having high qualified and 
competent staff capable of creating goods and services that could defy competition 
with the goods and services of other companies. Training is intended to prepare staff 
for correct solutions of a larger segment of tasks and to ensure the effectiveness of a 
high level at work. At the same time, by means of it, it is possible to form precisely such 
a system of values and attitudes of the workers that corresponds to today's realities 
and supports the market organizational strategy. It is worthwhile noting that the need 
to improve competitiveness and conduct organizational changes requires a higher 
level of professional training of personnel and well-planned, well-organized work 
on training of personnel. Training should not be limited only to nominal transfer of 
particular knowledge to employees and development of the necessary skills. The 
purpose of the training is to provide employees with information about the current 
state of business in the company and to encourage employees to understand the 
organization prospects and implement the principal directions of its strategy, to raise 
the level of motivation, commitment of employees to their organization and 
dedication to its business (Volkova & Vovkodav, 2016).
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Under these difficult conditions, competition for customers becomes more open. 
The novelty and quality of the product are now of paramount importance and more 
important than the price. In view of this, in the contemporary market, the winner is 
the one who will offer better services, forms and selling techniques (Bilyi, 2015). 
This will obviously affect the quality of personnel, which is needed to provide such 
services. As a result, companies need either to hire new, more skilled staff, which is 
often not possible due to lack of personnel, non-competitiveness of the personnel 
remuneration system, or to train their own personnel.

Within the conditions of the knowledge-based economy, the attitude towards 
personnel and the interpretation of staff development are changed. It is possible to 
trace a certain evolution in the interpretation of the concept "staff development". 
Traditionally, staff development means knowledge transfer, acquisition of skills. In 
the transition to the knowledge-based economy stage, the programs of staff 
development are divided into those aimed at the development of certain professional
skills; those that contribute to formation of a certain way of thinking and behavior. 
However, in the knowledge-based economy, the staff development is primarily 
understood as formation of the necessary environment, containing a mechanism 
aimed at encouraging the aspirations of staff to learning and development. In such 
an environment, knowledge is formed on a regular basis and is aimed at creating 
innovations.

Thus, the main process of staff development is not only the organization of 
occupational training, but also motivation to self-training. At the same time, the main 
role is assigned not so much to traditional training programs, but, first and foremost, 
to organizational learning aimed at the development of human capital.

According to the concept of the American psychologist Chris Argyris, the staff 
development stipulates organizational learning, that is, adaptation of the organization
to changing conditions and problematic situations of the environment by means of 
obtaining and processing information necessary for working out and making of 
optimal solutions. In addition, this scientist defined organizational learning as a 
process of detecting and correcting mistakes, and in the process of research, he 
showed the trends of resistance to learning, which made him to assume that people 
are programmed to paradoxical effects. People oppose the transition from an 
automatic, trouble-free, socially inert existence to conscious, reflexive behavior in a 
context of uncertainty and threats. Later, Chris Argyris developed a theory that 
explained this opposition and allowed forming ways of transition to conscious 
constructive practice.

At the current pace of research and technology advancement, the knowledge of 
employees is rapidly becoming obsolete; it becomes necessary to update it significantly.
In the United States, there is the concept of "half-life of competence". Half of the 
acquired knowledge is becoming obsolete for this period. In view of this, in 
companies that are striving for sustainable development, the idea of knowledge 
management, which is being implemented in the creation of a system of continuous 
education of employees (the concept of a "learning organization"), is becoming 
increasingly popular.
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Pacing factor for the economic health of an organization is its ability to adapt to 
the changing conditions of the internal and external environment. In light of this, in 
spite of rather dire financial straits of most Ukrainian organizations, the costs 
associated with training of personnel start to be considered as priority and necessary 
ones. More and more organizations are conducting large-scale training of personnel 
and managers of different levels, realizing that only trained, highly qualified and 
highly motivated personnel will be determinant in the business development and the 
win over competitors.

Modern enterprises today operate in a tough competitive environment, for which 
the issue of competitiveness and knowledge management is not a whim, but a vital 
necessity. The competitiveness of the output product is determined, first of all, by 
the competitiveness of the idea behind. It must be borne in mind that everything at 
present is already outdated, so it is necessary to constantly look for new ideas, open 
new technical directions, create new products (instead of copying the existing 
samples). Only by making the consumer interests a priority, it is possible to excite 
confidence in the products, without which it is not even possible to maintain the level 
achieved, without mentioning implementation of ambitious plans for business 
development. Primary objective of the senior management under new conditions is 
to ensure work organization and increase efficiency of workers' labor "intellectual" 
as the "brain of the company", and in the long view ate a learning organization. In 
the difficult conditions of the economic crisis, only mobilization of the intellect, 
abilities and freedom of each employee will help the enterprise to find new reserves 
and new solutions for survival and further development.

The staff development planning process should be built into systems of personnel
remuneration and knowledge management. After all, formation of motivational 
conditions for activation of staff self-development is one of the characteristics of a 
learning organization. Today, knowledge is the most important asset of a modern 
organization. The ultimate purpose of the knowledge management system is initiation
of self-development processes, that is, the creation of a learning organization, in 
which the staff not only possesses all the necessary up-to-date knowledge, but is also 
included in the in-house knowledge production process in accordance with the needs 
of workers and the goals of the organization itself.

Traditionally, knowledge management system includes subsystems of: (a) Record
keeping and info-support of subdivisions providing for formalization (description), 
accumulation and preservation of accumulated knowledge and experience; (b) Training
and development, which ensures the transfer of knowledge and experience to new 
generations of workers; (c) Organization of innovation and rationalization activity 
of workers, which ensures the creation of new knowledge; (d) External and internal 
corporate communications, which provide access to knowledge (external and internal
sources) and its sharing (Prodan, 2013).

The qualitative work of all subsystems is a compulsory condition for effective 
knowledge management, but its success cannot be achieved without a cardinal 
reconstruction of all personnel management processes. Staff development planning 
within the context of knowledge management shall mean the process of setting goals, 



118

defining tasks and developing organizational and economic activities aimed at 
revealing the personal potential of employees, developing their professional 
behavior and progressive worldview, increasing cognitive, creatively labor-saving 
activity and stimulating self-development for achievement of the strategic objectives
of the organization. Staff development in the organization should be a continuous 
process, which is stipulated by rapid variability of the external environment and staff 
competition on the market. In view of this, essential prerequisite for effective 
performance of any organization is formation of a knowledge management system 
in an organization (Figure 1).

Figure 1: Place of staff development in the knowledge management system
Source: compiled by author

The above knowledge management system reflects the totality of elements that 
reveal the essential importance of knowledge management in the organization and is 
the starting point to identify the nature of staff development as a process and 
component of the knowledge management system of the organization.

Thus, staff development planning within the context of knowledge management is 
a deliberate, conscious extension work of specialists, as well as motivation of 
readiness to use knowledge in work, to make constructive innovative, groundbreaking,
creative ideas, thereby improving the efficiency and organization competitiveness, 
improving the social-and-psychological climate in the labor collective.

Staff development is a continuous process aimed at achieving corporate objectives
due to enhancing creative abilities, improving the knowledge and skills of employees,
raising the level of organizational culture and, consequentially, raising the level and
quality of labor. In light of this, it seems logical to present the staff development 
from the perspective of the process approach providing for considering the activity 
of the organization as a network of processes that interact and flow in the middle of 
its organizational structure and fulfill a purpose of the enterprise existence. Process 
of staff development in the learning organization is presented in Figure 2.
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Figure 2: Process of staff development in the learning organization
Source: compiled by author based on (Petrovych & Vynnychuk, 2014)

Process of staff development in the learning organization begins with hiring a 
new employee. At initial acquaintance, the employee of the personnel management 
service finds out the core competencies for holding a vacant post by the candidate 
and hereafter makes the first assumptions concerning a possible way of the employee
just accepted in the organization. Immediately after the employee comes to work, 
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Management practice shows that the adaptation period is a period of intensive uptake 
of organizational information. Career planning of an employee in the organization is 
advisable after his/her successful adaptation. Such planning is a process of 
comparing the person's potential opportunities, abilities and objectives with 
requirements of the organization, strategy and plans for its development.

To effectively implement the career plan and make timely adjustments, it is 
necessary to regularly assess the competencies of the employee and compare them 
with the requirements to the positions that he/she holds or plans to hold in the future. 
With any assessment of the level of competencies in a learning organization, the 
employee should have a motivation for self-development (Volkova, 2014).

The process of staff development should flow continuously taking into account 
the influence of external factors, labor market requirements and organizational changes.
If the organization has a knowledge management system, this greatly simplifies the 
process of development and training of personnel. After all, an organization that 
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successfully applies knowledge management as a learning organization that applies 
huge resources to training of staff. While planning the staff development in the 
organization introducing knowledge management system, it is necessary to:

- Develop and implement appraisal and motivation systems that encourage each 
employee to achieve strong performance and continuous advanced training;

- Form organizational culture focused on cooperation and mutual assistance that
encourage initiative, efficiency drive and innovation;

- Remove internal organizational barriers that prevent the exchange of necessary
information and new ideas;

- Create up-to-date information infrastructure, train the personnel in new methods of 
information retrieving and working with it.

CONCLUSIONS
Within the conditions of intellectualization of the economy and increasing 

competition, it is necessary to pay many efforts to develop the skills and knowledge 
required for employees to successfully perform their work, which is a unifying factor 
in achieving main strategic aims of the organization. Knowledge that employees have 
quickly becomes obsolete, outlives its usefulness, which within the conditions of 
staff competition leads to losses of those companies that do not plan and do not 
implement the staff development. Therefore, it is necessary to create conditions for 
gradual staff development, taking into account the abilities and interests of those to 
whom the development activities are directed, to provide for clear goals, tasks, 
principles and methods of development.

In modern dynamic conditions of running the organization, staff development
should be accomplished regularly and systematically and should be directed at training
employees to solve new problems determined by the needs of the organization.
Within the conditions of the formation of knowledge-based economy, systematic 
formalized staff development fades into insignificance, but formation of the motives
for self-development and self-improvement takes center stage. Such a notion as 
learning organization becomes relevant. Precisely these companies are most adaptive
to modern unstable economic conditions. In order for the company to reach such an 
organizational level of development, it is necessary to take measures for staff 
development, to prioritize long-term and constant planning of this development. 
After all, major problem of many companies is loss of information and knowledge 
of key staff, or non-dissemination of this knowledge and lack of an information 
exchange mechanism and lack of personnel training system. Solution to these 
problems lies in creation of a full-fledged knowledge management system, in which
each element will work towards continuous development of employees and the 
organization as a whole.

Planning of staff development should be based on principles of:
- Systematicity: planning of staff development to improve the enterprise's 

efficiency;
- Expediency: compliance of the requirements for staff development with its 

potential;



121

- Embeddedness of staff development process into system of compensation 
management;

- Involving employees in the planning process, taking into account their interests 
and wishes.

Staff development planning within the context of knowledge management 
primarily involves creating the conditions for self-development of staff. Such 
conditions are effective only if they are included in the organizational and economic 
mechanism of reconciliation of compensation package with personal achievements, 
moral-and-business and intellectual-and-creative qualities of the employee. 
Compensation package apart from wages has a significant component for creative 
workers such as programs of professional development, creation of internal 
communications, encouragement with leisure time and flexible work schedule. Such 
compensation package should be periodically reviewed as its motivational potential 
is reduced.
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