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The man recognized as the most valuable resource of the organization.
It is connected also with the fact that the personnel — the adaptive kind
of resources. Because of this adaptability organization is able to change
quickly in response to the unexpected demands of the external environ-
ment, to maintain control in conditions of instability of the parameters of
time constraints and lack of other resources.

Thus, the personnel have become a major competitive advantage and
resource companies. And the training is the same investment of capital, as
well as investments in fixed assets. In practice the training begins because
the leaders have decided that it is necessary. A professional approach to
the organization of training considering it as part of an overall personnel
management system. Education directly related to the analysis and de-
sign work, the selection of personnel, organization of the system of com-
pentence, evaluation of staff performance. This article focuses on training,
namely the choice of teaching methods, evaluation of the effectiveness of
training programs.

Key words: training, teaching methods, motivation, learning process,
advantages of training.

AAaM YIMbIMHbIH €H KYHAbI PECYpCbl Aem TaHbiAFaH. EH 6acTbl cebe-
6i, OYA Kbi3MeTKepAep — OGeniMAeAreH pecypctapbiHbiH Typi. OcbiHAAM
TEXHOAOTMSIABIABIFbIH YIbIMHbIH, YaKbITTbIK, LIEKTEYAEp MeH Hacka Aa pe-
CYPCTapAbIH, XeTiCreyLUiAiri napaMmeTpAepiH TyPaKCbI3AbIK, >KaFAQMbIHAQ
6aKblAay KOAAQY YLUIH, CbIPTKbl KOpLUAFaH OpTaHbIH KYTMNereH TaAanta-
pbiHa Te3 e3reptyre kabiaetTi. Ocbiranila, KbiI3METKEPAEP ipi Gaceke-
AECTIK apThIKLIbIAbIFbI XXOHE KOMMaHUSAAAP PEeCYPCbl GOAbIM TabblAaAbl. AA
OKY COA KanuTaAAbIH MHBECTULMSABIK, COHAAM-aK, Heri3ri KanuMTaAFa MH-
BecTUUMsIAap. Toxxipnbeae GaclublAap OA KaXKeT AEr LUELiAreH peTiHAe
OKbITY GOAIri 6acTaraabl. KaArbl NepcoHaAAbl 6ackapy >KyneciHiH, 6eAiri
peTiHAE KapacTbipa OKbITYAb! YIbIMAACTbIPY YLLiH KaCiOn ke3kapac. Taa-
Aay >KoHe X00aAbIK, XKYMbICTap, KAAPAAPAbI IpiKTey, eTemMakbl >KYMeciH
YMbIMAQCTBIPY, KbI3METKEPAEPAIH >KyMbICbiHA 6araAay TikeAei OaiiAa-
HbICTbI BiAIM. ByA Makanaaa OKbITy, OKbITY 8AICTEMECIH, aTan alTkaHAa
TaHAQy, OKbITY OaraapAaMasapbiH TUIMAIAITIH GaFaAay Hasap ayAapaAbl.

TyHiH ce3aep: KbI3METKEPAEP OKbITY, OKbITY 8AiCTEpi, MOTMBALMS,
OKY MPOLLECi, OKbITY apTbIKLIbIAbIKTapbI.

YeAoBEK MPU3HAETCS CaMbiM LIEHHbIM PECYPCOM OpraHm3aumn. ITo
CBSI3aHO B TOM YMCAE U C TEM, YTO KaAPbl — CaMblii AAANTUBHbIN BUA pe-
cypcoB. bAaroaapst Takoi nMpucrnocobASIeMoCT opraHmsaums CrnocobHa
ObICTPO M3MEHATLCS B OTBET Ha HEOXKMAAHHbIE TPeGOBaHMS BHELLHENR cpe-
Abl, COXPaHATb YNPaBASEMOCTb B YCAOBUAX HECTAOMABHOCTM NMapameTpos,
BPEMEHHbIX OrpaHMUEHUiA U MPKU HEAOCTATKE APYrMX BUAOB PECYPCOB.

Takum 00pa3soM, KaApbl CTAHOBATCS OCHOBHbIM KOHKYPEHTHbIM
NPEUMYLLIECTBOM M PECYpPCOM KOMMaHmM. A obyyeHue nepcoHasa $B-
ASETCS TaKMM K€ BAOXKEHMEM KanuTaAa, Kak M BAOXKEHME B OCHOBHblEe
cpeacTBa. Ha npakTuke 4acto obyyeHne HauMHAeTCs, NMOCKOAbKY PYKO-
BOAUTEAM PELLUMAM, YTO 3TO HEOOXOANMO. PO eCCHOHAABHDIR MOAXOA K
opraHmsaumm o6ydeHns pacCMaTPMBAET ero Kak COCTaBHYIO YacTb 06Leit
CUCTEMbI YrpaBAeHMS NnepcoHarom. OOyueHre HeNoCPEACTBEHHO CBA3a-
HO C aHaAM30M M MPOEKTMPOBaHMeM paboT, MOAGOPOM KAAPOB, OpraHu-
3aUMen CUCTeMbl KOMMEHCALMIA, OLIEHKOM AEATeAbHOCTM nepcoHara. B
3TOM CTaTbe paccMaTpUBaeTCs 00yUeHue NepcoHana, MMEHHO BbiGop Me-
TOAOB 06yueHms, oueHka 3PMeKTUBHOCTM NPOrpamMm 06yUeHMs.

KAtoueBble cAOBa: 0OyueHMe NepcoHana, METOAbI 06yUeHMs, MOTMBA-
LM, npouecc o6yyeHuns, npemMmyLiectTsa o0yyeHns.
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Like people organizations have a «view» of the meaning of
life and what for them are the people, the staff: the true attitude
of the organization to personnel often do not coincide, it expressed
publicly. For an individual, the meaning of life is a subconscious
psychological evaluation of the relationship of the world to him. For
the organization of the «meaning of life» — especially evaluation of
its relationship to its own employees, in other words, the dominant
perspective of the relations with its own employees (D. Boddy, R.
Paton)

By learning to be understood acquisition of new knowledge and
skills necessary for successful performance. Progressive companies
do not spare money on training. So, leading companies spend on
training: 4% of the total amount of wages instead of the conventional
2.6%. This is perhaps one of the main indicators that the company
is interested in the development of personnel. The company Pfizer,
the leader of the «golden hundred», spends an incredible amount to
improve the skills of their employees — 14% of total wages.

Staff training is an ongoing process involving a number of
interrelated steps.

Determination of training needs. The need for the organization
of training may arise in connection with the need to:

* training of new employees;

* adapt to change;

* increasing productivity and product quality;

* Improving the quality of decisions;

* increase employee satisfaction, reduce turnover;

In some cases, the need for training can occur suddenly, but more
efficiently, you can arrange the work, when the need for training is
planned in advance.

The need for training of staff can be viewed from three aspects:

* the organization as a whole;

* a specific job;

* the employee;

To determine the training needs by the organization as a whole
made analysis of institutional performance (output, product quality,
marriage). The dynamics of changes compared to the previous
period, other digging, normative values.
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To identify training needs in a specific workplace
analyzes the duties and requirements of the artist.
Changing them leads to the need for additional
training.

The need for training for each employee is
determined based on the assessment of his work and
personal qualities.

The decision about who to reach out training
needs assessment is made on the basis of who is
better versed in these matters. It is also important
to take into account who is most interested in
addressing these issues.

To identify the training needs of employees,
along with Human Resources Department should
be involved supervisors, independent experts from
outside. It is also useful to use the results of self-
employees.

Setting specific training objectives. On the
basis of the definition of the training needs of the
contingent it is possible to identify the specific
training objectives of employees of the organization.
They can be classified into five main groups:

* improving performance;

* improving behavior;

* acquisition of new knowledge;

* increasing job satisfaction;

* changes in relation to the company;

Sometimes in the course of training at the same
time it manages to realize not one but several goals.
For example, the acquisition of new knowledge will
certainly affect the outcome. At the same time it can
lead to increased employee satisfaction, increased
sense of loyalty to the organization. However, in
each case, there are priority goals and objectives of
training staff.

Comprehensive study of learning objectives will
then properly assess the effectiveness of training
programs.

The choice of teaching methods. Foreign
and domestic problems the researchers training
unanimously agree that there are two basic forms of
training;:

1) being discontinued;

2) on the job;

Training on the job. The most common form of
training on the job — coaching, mentoring and job
rotation.

The advantages of training on the job in the first
place is that it is directly linked to the requirements
of a particular job. The employee should not be
distracted from work. A person who conducts
training, knows the content of the work and the
characteristics of the organization. However, for the
successful implementation of this form of training

should be set up certain conditions. This fact is
often overlooked that reduces the effectiveness of
its implementation in practice. It is important that
all parties involved in the learning process, were
interested in its effectiveness. The employee must
be explained that the skills and knowledge acquired
impact on improving the quantitative and qualitative
performance, and therefore on earnings. In this
connection, it is expedient to provide additional
incentives to interest in the effective implementation
of this work.

It should also be born in mind that you need
to train your staff time required to allocate for this
purpose (taking the time from their main activities).
Another major factor that is often ignored in
practice — an instructor, a mentor should not only be
interested to teach others and to have time for this,
but to be able to do it. Because it’s one thing to be
able to do something very good, and the other — to
teach it. Here, in addition to knowledge and skills in a
particular area of the organization, also need certain
personal qualities and an understanding of the basic
principles of effective teaching. Among them, for
example, such as: compliance with certain sequence
of learning (from the general to the particular, from
the simple to the complex), the use of the acquired
knowledge into practice, encouraging progress and
others.

Education being discontinued. The most
commonly used in our country and abroad teaching
methods being discontinued are shown in Table. 4.1.

Each of these methods has its advantages and
disadvantages. The problem lies in choosing the
most appropriate in each case, the methods of
training of personnel. A good result is achieved by
combining a variety of teaching methods.

Although universal teaching methods do not
exist, there are a number of general rules that should
be the basis for effective learning.

1. Give students a holistic view of the subject
in the first introductory lessons, showing how all
the parts are interconnected with other disciplines
and areas of knowledge. The value of a complete
picture of the process makes it easier to understand
and remember the material.

2. It is known that people remember best stuff
when «pass it through itself,» applying it in a
particular situation. In this regard, it is appropriate
to introduce in the educational process greater
practical tasks (business games, role-based
participation, exercises, allows to fix knowledge in
practice, preparation of reports summarizing specific
materials, discussion of case studies, writing their
own case studies, etc.).
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3. It is important to give as much as possible
real-life examples that are well understood and
familiar to the audience.

4. The use of visual aids (slides, posters, board,
handouts) facilitates the perception of the material.

5. It is necessary to remember the motivation of
students to set specific targets, to encourage their
implementation. All mandatory assignments must
be known to students in advance (preferably at the
beginning of Buchan), as well as will be encouraged
to perform these tasks. This will allow students to
plan and will contribute to the development of self-
control and skills of independent work.

6. An effective means is to implement constant
feedback between learners and teachers. It can be
done in three ways:

* from teachers to students (in the form
of examinations and tests, evaluation of the
implementation of case studies, reports and
presentations);

* from students to the teacher (in the form of
evaluation of the content of the resulting material,
the extent of its usefulness for solving practical
problems, training methods). Analysis of the
received information, such as specific questionnaires
completed at the end of study, will determine the
direction of further improvement of the educational
process. At the same time students themselves
become active participants;

* between those who are trained (evaluation
and presentation of reports, recommendations on
improving communication skills, such as analysis
of the behavior of participants in the role-play, etc.).

7. It is important to teach students how to give
criticism and to take criticism. This not only helps
in the study of a particular subject, but also useful in
their future practice.

8. It is advisable to make greater use of
collective forms of assignments to develop the skills
of teamwork, which can also be very useful for the
students in their future activities (practical exercises
in groups, preparation of collective tasks and group
presentations).

Evaluating the effectiveness of training
programs. Evaluating the effectiveness of training
programs, in many cases of importance. Experts note
the complexity of its implementation in practice.

The modern concept of management is
considering management as a process consisting
of several interrelated functions. At present,
significantly increased interest in man as the main
factor of production, revenue, productivity pile
as a valuable resource in the organization of the
competition.

And to be ahead of the competition you need
to take care of its employees, it is to develop and
improve their competence. Choosing a specific
training program.
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