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ABSTRACT

The article deals with personnel problems of Ukrainian enterprises in the management segment. Reserves
have been determined to increase the professionalism of management personnel in the light of modern challenges.
Much attention is given to the theoretical and methodological aspects of innovative approaches to training of
management personnel. Languages to maximize the effectiveness of curriculum are defined. The article gives a
detailed assessments of current needs for specific management training tools. As a result, the most promising
directions for the implementation of educational technologies, such as trainings, case studies, stretching, business
games, are formulated.
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Formulation of the problem in general. In a
post-industrial society, the activity of individual enter-
prises, industries and the national economy as a whole
increasingly depends on managerial capital, human re-
sources and the competitiveness of management. The
main leverage for success is skillful and competent
management. In such conditions, management person-
nel acts as the main asset of the enterprise, human cap-
ital, which not only affects the efficiency and effective-
ness of economic activity, but also expects a timely and
worthy economic, psychological and career reward for
the result.

The main objective of the introduction of innova-
tive personnel - technologies for training of manage-
ment personnel is the disclosure of his creative poten-
tial, raising the level of professional competences and
the development of the necessary personal qualities.
The result of applying innovative educational technol-
ogies should be to increase the efficiency of manage-
ment staff, improve the level of timeliness and quality
of managerial decisions, and reduce the percentage of
managerial mistakes.

Analysis of recent research and publications.
The problems of optimization of modern personnel
management system are devoted to the work of such
scientists Korolenko, S.M., Kuznetsov, E.A., Tretyak,
0.P. and others. At the same time, studies on the imple-
mentation of training technology personnel have been
reflected by Hugul, O.Ya., Krasnoshapki, V.V., Het-
man, O.0..

The purpose of the article is to analyze the prob-
lems and perspectives of introducing innovative tech-
nologies for the training of management personnel in
the context of raising the professional level and enrich-
ing personal qualities.

Presenting main material. One of the basic prin-
ciples of modern management is the principle of com-
petence. This principle is based on the horizontal divi-
sion of labor. Its use implies that each manager and
manager possesses both practical skills of a specialist
in his field and directly managerial qualities. In addi-
tion, personal professional skills of managers, their
ability to lead and ability to establish internal and ex-
ternal communications are important.

Managers as leaders must strive for individual
challenges and self-improvement. Leaders who set

themselves the task of being in the ongoing process of
professional training are necessary. Accordingly, the
only way an economic organization can create an inno-
vative environment is to rethink old ways of activity
and find new opportunities for innovation development
[9, c. 19].

Unfortunately, the level of training of manage-
ment personnel in most Ukrainian enterprises does not
meet modern requirements. First of all, insufficient at-
tention is paid to the issues of professional development
of the leadership. This is mostly the case for middle and
top level managers. As a result, ordinary managers lack
knowledge in strategic management, psychology, law
and finance. This, in turn, negatively affects the quality
of making managerial decisions. After all, the latter re-
quire managers of high qualifications, appropriate level
of knowledge and emotional maturity, which manifests
itself in the ability to act in difficult and stressful situa-
tions.

In management, most techniques are used to im-
prove professionalism, but their phase-by-stage se-
quence is not available, which in turn leads to a reduc-
tion in efficiency. For example, collective professional
managerial trainings are conducted, most of whose par-
ticipants do not have a sufficient initial knowledge base
in management. Or, in the designated training sessions,
too many specialists attended simultaneously.

Consequently, the main objective of modern man-
agerial technology personnel is to optimize and in-
crease the effectiveness of the managerial process for
staffing through the search and application of more ef-
fective HRM practices that streamline the management
process by eliminating certain types of activities or op-
erations, in particular those that are not are necessary
for the achievement of the set goal and the decision of
managerial tasks [6, c. 391].

Innovative measures in the HR system are usually
divided into the following groups: personnel selection
and adaptation measures, measures aimed at increasing
labor productivity, personnel monitoring and control
system, introduction of modern training technology
personnel, informatization and automation of personnel
management processes, and, finally, the use of out tech-
nologies.
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Fig.1 Groups of innovative measures.

In recent years, the training block has become in-
creasingly important. In turn, the introduction of inno-
vative approaches to learning it is advisable to start
from the very management personnel, because they are
responsible for building an effective system of devel-
opment at all levels.

Under managerial staff, managers, employees of
the management apparatus, specialists of organizations,
enterprises and their structural subdivisions understand
the management. They have the same main features as
the entire staff of the enterprise such as the presence of
labor relations with the employer and possession of cer-
tain qualitative characteristics: skills, abilities, motiva-
tions.

To increase the efficiency of the work of manage-
ment, the methods of its motivation and stimulation are
used. In our time, it is the motivation and stimulation of
labor, the opportunity to be realized as a specialist and
as a person capable of retaining creative and promising
managerial staff at enterprises [7].

In the majority of innovative training technology
personnel as a basis, a continuous education system is
used that covers a wide range of types, forms and indi-
vidual tools. The implementation of the principle of
continuity implies the transition from the «education
for life» approach to the «life-long learning» approach.
The mechanism of continuous education is defined as a
set of targeted formal and informal actions undertaken
by the subjects continuously in order to improve their
knowledge, skills and competences within the existing
institutional capacity.

In particular, specialization, long-term or short-
term training and internships are used for professional
training of management and specialists. These forms of
advanced training allow you to acquire additional

knowledge, skills and professional skills within the pre-
viously acquired specialty [1].

In this context, the forms of advanced training can
be divided into two groups:

- Provision of appropriate qualifications at the
time of employment, confirmation of the knowledge
and skills necessary to perform certain functions;

- Adaptation of managers to change, that is, train-
ing is aimed at preserving or enhancing the qualifica-
tions obtained in the position and providing the neces-
sary knowledge for skilled work.

Often, the initiator of the learning process is di-
rectly the enterprise, which wants to increase its own
management capital. In addition, since the 70s of the
last century, most corporations' leaders around the
world view training costs as profitable investments, and
staff development departments and corporate training
centers such as entities involved in generating profits.

However, the learning process can take place on
its own initiative. In particular, each specialist can iden-
tify a number of knowledge or skills that, in his opinion,
he lacks and independently attend courses or trainings
that will improve his knowledge on certain issues. The
task of a senior manager or business owner in this case
will only be to reimburse the costs incurred during the
course of such courses [4, p. 163].

However, any professional management training
programs can not be effective unless they are built on
the basis of the results of the study of differentiated and
specialized forms of management process. Knowledge
of certain its specific forms, their structural and func-
tional content, professional adequacy of the future man-
ager's position should be fully determined by modular
training programs. Objective advancement through the
levels of complexity and functional orientation is pos-
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sible only on the basis of sustainable forms of prelimi-
nary training of management personnel and their pro-
ductive practical activities in previous posts or the pre-
liminary range of functions performed [2, p. 40].
According to the requirements of professionaliza-
tion of management activities, training of management

personnel in various spheres of economic activity
should be carried out in the following three stages: pri-
mary vocational education; Adaptive vocational train-
ing for occupation; training for a new level of
knowledge and professional competence.

Three stages of management training in various

spheres of economic activity:

Primary professional education

¢

Adaptive vocational training for occupation

Training for a new level of knowledge and
professional competence

Fig.2 Three stages of management training.

During the last stage, several teaching tools can be
identified that provide stable results for improving the
professional level and qualifications of management
personnel.

First of all, it is about managerial training, as an
opportunity to develop a small group of people. The
concept of training has a generalizing meaning. In the
70's and 80's of the 20th century in the European coun-
tries widespread training on business communication
skills was provided for managers of different levels,
whose success in the performance of official duties is
determined by the high level of developed skills of in-
terpersonal interaction with other people.

Modern managerial training can be considered as
a form of active training for the transfer of knowledge,
a method for creating conditions for self-disclosure of
participants or as a training where there is the formation
of certain skills and competences. In parallel, the train-
ing can be regarded as a set of tools such as business,
role and imitation games, discussions, debates, etc.
During the trainings, a minimum of information,
"cleared"” from unnecessary details, is used. In turn, the
required skills are formed by exercises based on the re-
ceived data.

Business games can be viewed as a separate form
of learning. They take place, as a rule, in the form of a
concerted group mental search, which requires the in-
volvement of all participants in the communication. By
its very nature, business games are a special form of
communication with distributed roles. In particular, one
of the participants is an author who expresses his point
of view. The second participant is the recipient, who,
perceiving the author's text, builds the image of what
he understood to reconstruct the author's point of view.
The third participant in communication within the busi-
ness game can be a critic who, based on the results of
the decision, develops his own point of view, more for-
mal and perfect. The fourth participant is the organizer
of communication who coordinates all kinds of work

and transforms the disparate efforts into a deliberate
movement to improve the author's point of view.

Modular training is one of the main forms of vi-
sion and needs an existing training center. It involves
the use of separate thematic blocks or modules aimed
at achieving a certain result (solving a specific problem
or task, developing certain skills or mental characteris-
tics). The training course should include mastering the
theoretical material, performing practical work, as well
as final projects. The duration of modular training de-
pends on the functions performed by the students, the
amount of knowledge to be learned and the compe-
tences to be acquired.

Another effective method for improving the skills
of managerial staff on the basis of interactive technolo-
gies "Case study" or case method. The teaching tasks
of the case-method consist in acquiring the skills of us-
ing theoretical material for the analysis of practical
problems; formation of skills for assessing the situa-
tion, choosing and organizing the search for basic in-
formation; developed skills to formulate questions and
inquiries; development of skills to develop multivariate
approaches to implementation of the action plan; for-
mation of skills to make decisions independently under
conditions of uncertainty; formation of skills and meth-
ods of comprehensive analysis of situations, forecast-
ing ways of developing situations; formation of skills
and competencies of constructive critique [8].

As a result of the development of cases, managers
must learn how to handle a large amount of infor-
mation, to allocate key elements from the information
flow in accordance with the tasks and to identify the
most optimal solution. However, in order to maximize
the effectiveness of the use of the case-method, it is
necessary to create special conditions. These include
the provision of a sufficiently high complexity of prob-
lems with available alternatives for solving, creating a
speaker of a logical set of questions about a cognitive
problem, creating an atmosphere of psychological com-
fort that should facilitate free expression of thought,
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without fear of mistakes; devoting special time to un-
derstanding ways to solve the problem.

Action-training is a method of training to solve
real problems in practice in the organization's activities.
The basis of this method is the creation of a working
group that solves the task. The term of training may last
from a few weeks to a year. With this method, it is pos-
sible to improve the competencies of strategic planning,
the skills of making informed decisions, to solve spe-
cific production tasks [5].

For mid-level managers, high performance results
show stretching. This method involves giving profes-
sionals the opportunity to raise their professional level
by delegating tasks that go beyond their immediate re-
sponsibilities. Due to this, you can go beyond the cur-
rent capabilities, get yourself out of the usual comfort
zone, go to a new, higher professional level, overcome
obstacles that you have not yet trained, gain new
knowledge and skills in related functional areas.

Using stretching is carried out in the following se-
quence:

- definition of stretching object;

- the choice of responsible for stretching (as a rule,
it is the head of the structural unit, which will be the
task);

- drawing up a plan of the task (definition of its
goals, criteria and indicators of successful implementa-
tion);

- task execution;

- summarizing stretching, assessing its impact on
the effectiveness of management of the company in
general and staff in particular;

- discussion of the results.

The greatest effect of stretching is observed when
deciding whether to move to a managerial position or
when rotation of managerial staff within large enter-
prises. In any case, stretching is an effective tool for
staff development, used by progressive enterprises.

To create the appropriate groundwork for psycho-
logical training of managerial staff it is expedient to use
the method of behavioral modeling. His main task is to
work out a model of behavior in the standard and non-
standard situations. This method is based on the search
for an example for imitation (“behavioral model"), its
analysis and reproduction in practice. To achieve max-
imum efficiency, the model must adequately reflect the
real situation. Then there is an opportunity to immedi-
ately apply the knowledge gained in practice.

A generalization tool for effective training of man-
agement can be the creation of a kind of corporate uni-
versity where you can accumulate all training materials,
case studies, business trainings that meet the specifics
of the enterprise. Within it, you can also create a variety
of scripts for beginners.

In addition, a positive result from the introduction
of any training technology personnel can not be
achieved without self-study. The indicated method of
professionalization involves the use of primary media
information: databases, current workflow, job descrip-
tions.

In recent years, significant structural changes have
occurred throughout the world in the educational
sphere due to the development of the Internet and its

growing influence on all spheres of society. Therefore,
given the modern technological capabilities in manage-
ment programs, it is expedient to integrate the e-learn-
ing system, using e-books, situational models, and spe-
cial software.

Distance learning is a new universal humanistic
form of education that is based on information technol-
ogy, which creates conditions for close interaction be-
tween the teacher and the trainees remote in time and
space [10]. Current situational learning can take place
with the help of a career portal, ie a resource on the In-
ternet, which is also a professional community inte-
grated into social networks [3, p. 55].

This allows you to use the entire amount of study
material and provides access to self-education, with the
simultaneous ability to receive speaker's consultations
and monitor the results of work. At the same time, at-
tention should also be paid to the new role of teacher-
tutor, which now lays down coordination, adjustment
of the learning process, provision of advice, manage-
ment of educational projects, etc.

Conclusions. At the Ukrainian enterprises, which
declare the application of an innovative approach in
management activities, the problem of training man-
agement personnel becomes increasingly important.
Modern practice offers a range of tools for training in
the form of measures for advanced training, trainings,
tests. Most of the identified tools are based on the ca-
pabilities of modern IT provision and require profes-
sional lecturers or speakers.

With the use of the specified technology person-
nel, it is possible to increase the effectiveness and effi-
ciency of the management process. This, in turn, should
lead to a general increase in the efficiency of economic
activity of both individual enterprises and the national
economy as a whole.
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