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STAFF DEVELOPMENT OF SMALL FOOD INDUSTRY ENTERPRISES
IN UKRAINE AND THE EUROPEAN UNION: COMPARATIVE ASPECT

The article substantiates the relevance of the research on the personnel development of small enterprises
of the food industry in Ukraine and the countries of the European Union and identifies the main economic
entities that provide the personnel development of small enterprises of the food industry. On the basis of a
comparative analysis of a number of indicators, the author identified from the European countries the leaders
and countries the outsiders in the implementation of measures for the personnel development of small enter-
prises in the food industry. In addition, on the basis of the surveyed statistical data, the trends of the personnel
development of small enterprises of the food industry in Ukraine and the European Union countries were sin-
gled out. The author substantiates the necessity of state regulation in ensuring the development of personnel
of small enterprises of the food industry and proposes the main directions of its implementation.

small enterprises, food industry.

Problem statement. The theory of human capital of
T. Schultz and G. Becker, as well as the theory of intel-
lectual capital of L. Edvinson, justified and proved that
the main competitive advantage of modern enterprises of
any size and type of activity is highly qualified personnel.
This is confirmed by the fact that the economic effect of
investments in personnel development is higher than that
of investments in the means of production: an increase in
the cost of training employees by 10% leads to an increase
in labour productivity by 8.5%, while the same investment
in capital allows you to get only 3.8% growth. In Western
Europe, investments in human capital account for about
75% of the increase in national wealth [2, p. 136].

Thus, the leading role of the high-quality labour force in
providing prospects for the development of domestic small
enterprises of the food industry determines the objective
need for the continuous growth of the qualification level of
personnel, which occurs through the continuous develop-
ment of employees. Investments in personnel development
are one of the main factors in increasing its productivity,
overcoming crisis phenomena, and achieving high rates of
economic growth. At the same time, personnel develop-
ment becomes the basis of enterprise sustainability in the
strategic dimension [7].

Analysis of recent research and publications.
The theoretical substantiation of the problem of person-
nel development found in the writings of representatives
of the Chicago School of the theory of human capital —
T. Schultz, G. Becker, J. Mincer, and E. Denison. Among
the local scientists who have made a significant contribu-
tion to the study of this problem, we can mention V. Anto-
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niuk, O. Hrishnova, 1. Hruzina, I. Hnybidenko, V. Daniuk,
A.Kolot, E. Libanova, I. Petrova, T. Petrova, V. Savchenko,
M. Semykina, A. Tkachenko, L. Shaulska, etc. Theoretical
and applied aspects of personnel development in the field
of agriculture are reflected in the results of the studies of
N. Martyniuk, T. Repich, and D. Cherevko. Features of the
development of the personnel in conditions of innovative
changes were examined by T. Chervinska, and innovative
methods of staff development — by A. Hetman.

Despite the increased attention of scientists to this prob-
lem, the issues of the development of personnel of small
food enterprises in Ukraine and the European Union, as
well as the role of the state in ensuring the development of
personnel of these enterprises still remain out of attention.

Formulation of the objectives of the article. The aim
of our study is a comparative analysis of the personnel
development of small enterprises in the food industry in
Ukraine and in the countries of the European Union.

Presentation of the main material of the study. Today
in the world economic system, the paradigm of develop-
ment and increase of efficiency of public production on
the basis of use of knowledge and innovations is formed
[9, p. 80]. Under these conditions, the development of
personnel is of particular importance, because without the
presence of employees of appropriate quality, it is impos-
sible to effectively use the potential of the latest techni-
cal means, technologies, and management methods. Only
thanks to professional personnel it is possible to provide
qualified management, high level of the organization of
work and production, efficiency of system of motivation of
work, timely and high-quality performance of production
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tasks, innovation in the implementation of production and
marketing strategy, that is all due to what small enterprises
can resist big in the conditions of uneven technical and
technological equipment of production [3, p. 75].

It should be noted that it is impossible to absolutize
the role of personnel in ensuring the competitiveness of
enterprises since the resource, technical and technological
support of enterprises, their functionality, market positions,
location, and other factors are also very important, but most
of them are derived from the influence of the personnel of
the enterprise, including management and organizational
decisions of its management and the results of the entire
team. Another confirmation of the priority of personnel in
ensuring the competitiveness of the enterprise is that the
formation of a kind of set of competencies of personnel,
their constant development, as well as the specifics of the
organization and motivation of labour can become inacces-
sible to competitors. In addition, enterprise-specific collec-
tive knowledge and organizational culture, which form the
so-called non-codification capital, often cannot be copied
or transferred to another enterprise. Thus, the ability of an
enterprise to train and develop its employees faster than its
competitors is a source of its economic, social, and stra-
tegic advantages not only in industry or territory but also
nationwide and internationally. At the same time, it is an
effective means of strengthening and accumulation of per-
sonnel potential of employees of the enterprise, increase of
the general intellectual level of the person that will allow
improving the moral and psychological climate in struc-
tural divisions of the enterprise and reducing staff turnover.

The main subjects that ensure the development of per-
sonnel of small enterprises of the food industry are the state
and the enterprise. Workers and international organizations
play a secondary role. The role of the state is to encourage
small food-processing enterprises to take social responsi-
bility. For example, in a number of countries (Belgium,
Denmark, the Netherlands), with the assistance of the

government, employers and trade unions establish funds
for the development of training, retraining and advanced
training of personnel, the terms of use of which are regu-
lated by collective agreements; in other countries (France,
India, Ireland, Pakistan, Malaysia, Nigeria, Singapore,
Latin American countries), governments have introduced
mandatory staff training schemes for companies, which
mainly provide for a tax to finance the training of employ-
ees; in Germany and Chile, governments have encouraged
companies that provide staff training, primarily through
the introduction of tax incentives [8, p. 32]. However, there
are countries (UK, Canada, Netherlands, USA, Ukraine,
Sweden), whose governments do not control the process of
training and development of personnel at enterprises.

As for the participation of small enterprises of the Euro-
pean Union in personnel development, in 2015 their share
was 69.3% on average, which is 7.2 percentage points
more than in 2010 and 14.4 percentage points more than
in 2005. Latvia (99.9%), Norway (99.0%), and Sweden
(92.0%) were the leading countries for personnel develop-
ment in small enterprises in 2015, Greece (18.6%), Roma-
nia (21.7%), and Bulgaria (38.2%) were outsiders (Fig. 1).

With regard to the development of personnel in enterprises
of the European Union, which work in the field of whole-
sale and retail trade, transport, accommodation, and food,
in 2015 their share increased compared to 2010 in almost
all countries (Fig. 2). The exceptions are Denmark, Greece,
Croatia, Cyprus, and Hungary, where the share of the studied
enterprises in 2015 compared to 2010 decreased by 5.9 p.p.,
5.7 p.p., 0.5 p.p., 1.0 p.p. and 6.9 p.p. respectively.

According to a survey conducted by the Centre for Cor-
porate Social Responsibility’s Development in Ukraine in
2018, 76% of companies which implement corporate
social responsibility, implement a policy of development
and improvement of working conditions of personnel
[4, p. 22]. In addition, the priority areas of CSR imple-
mentation for multinational companies are personnel deve-
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Fig. 1. Share of small enterprises (10-49 persons) of the European Union countries
that were engaged in personnel development in 2015

Source: developed by the author on the basis of 5
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Fig. 2. The share of enterprises of the European Union countries that worked
in the field of wholesale and retail trade, transport, accommodation, and food service activities,
and engaged in personnel development in 2010-2015

Source: developed by the author on the basis of 5

lopment and support (10 out of 11 companies) [4, p. 23].
The latter is also confirmed by the fact that 44.5%' of all
surveyed companies carry out and support professional/
career training of employees, which proves the grad-
ual increase in the share of enterprises in Ukraine that
implement personnel development and support programs
[4, p. 33]. Analysis of the situation on regional distribution
showed that the largest share of companies engaged in per-
sonnel training is located in the East of Ukraine [4, p. 23].

The status and development trends of personnel in small
enterprises can also be monitored by analysing their costs of
staff development. Thus, in 2015, the average annual costs
of small enterprises in Latvia, which was the leader among
the countries in which most small enterprises are engaged
in training and development of personnel, amounted to
only 51 euros/person, while in Norway — 892 euros/per-
son, Sweden — 834 euros/person, Luxembourg — 680 euros/
person, and the Netherlands — 675 euros/person (Fig. 3).
As for Ukraine, the average monthly costs of all enterprises
for vocational training in 2010 and 2014 amounted to only
6 UAH/person (72 UAH or 3.83 euros per year per person?),
and at the enterprises engaged in the production of food,
beverages and tobacco products 4 UAH/person (24 UAH or
1.28 euros per year per person), at the enterprises of tem-
porary accommodation and catering — only 1 UAH/person
(12 UAH or 0.64 euros per year per person) [5].

In addition, it is worth noting that in all countries,
except the UK, the costs of small enterprises for staff
development are lower than the costs of medium and large
enterprises. The largest differences are observed in Poland

(staff development costs for small enterprises account for
only 27.85% of average staff development costs for all
enterprises), Romania (30.95%), and Denmark (35.02%).
In the UK, the situation is the opposite — the cost of staff
development of small businesses exceeds the average
annual development costs by 22.18%. This indicates that
medium and large enterprises invest much less in person-
nel development.

If we examine the costs of enterprises for the deve-
lopment of personnel who work in the field of wholesale
and retail trade, transport, accommodation, and food ser-
vice activities, in 2015, the leaders among the European
Union countries were Denmark (2079 euros/person, which
is 27.94% higher than the average annual cost of personnel
development in general) and Portugal (272 euros/person,
which is 3.82% higher than the average annual cost of per-
sonnel development in general) (Fig. 4).

Thus, there is a significant difference in the develop-
ment of personnel of small food enterprises in the European
Union and in Ukraine, not in favour of the latter. Therefore,
we believe that at this stage the primary role in the develop-
ment of personnel of the enterprises under study in Ukraine
should belong to the state. This conclusion is also confirmed
by the situation that has developed in the UK: despite the
fact that according to the results of the survey, which was
conducted in 2017 among 2000 small business owners in
the UK, 91% of owners recognize the value of training and
development of personnel, both in terms of increasing the
employee’s contribution to the business and in terms of the
content of employees, only 43% of small business owners

! Distribution of respondents” answers to the question “Which of these activities for the staff is carried out by your company?”’

2The Euro exchange rate as of 01.12.2014 amounted to UAH 18,7949.
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Fig. 3. Costs of small enterprises of the European Union for staff development in 2015, Euro/person
Source: developed by the author on the basis of 5
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Fig. 4. Expenses of enterprises of the European Union countries that worked in the field of wholesale and
retail trade, transport, accommodation, and food service activities for staff development in 2015, Euro/person

Source: developed by the author on the basis of 5

make such investments. The main reasons that small busi-
nesses do not offer their employees training and develop-
ment program are the cost of training (43%) and the lack of
access to suitable training options (34%) [1].

That is why, in our opinion, the main state measures to
ensure the development of personnel of small enterprises
of the food industry should be:

1) development of regulations on staff training and
development;

2) organization of all-Ukrainian and international exhi-
bitions (seminars) of food industry products;

3) development of the qualification system,;

4) development of platforms for training and advanced
training of employees;

5) grants, competitions for free training of employ-
ees (advanced training); vouchers for training; financ-

ing through the system of the public-private partnership;
financing through the system of social partnership; appli-
cation of the system of preferential taxation for enterprises;

6) explanatory work among enterprises on the need to
improve the skills of employees;

7) awareness-raising programmers for companies on
the principles and practices of social responsibility, includ-
ing the use of international experience.

Conclusions. Thus, a critical analysis of the deve-
lopment of the personnel of small enterprises of the food
industry in Ukraine and countries of the European Union
in 2010-2015 has allowed identifying some trends: 1) the
share of small enterprises in the EU that are engaged in the
development of personnel is growing every year (in 2015,
on average, their share was 69.3%, which is 7.2 p.p. more
than in 2010 and 14.4 p.p. than in 2005); 2) the share of
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enterprises in the European Union that have worked in the
field of wholesale and retail trade, transport, accommoda-
tion, and food service activities, and engaged in personnel
development is also growing annually; 3) in all countries,
except the UK in 2015, the cost of small enterprises for per-
sonnel development is lower than the cost of medium and
large enterprises (in Poland, the cost of personnel develop-
ment of small enterprises is only 27.85% of the average
cost of all enterprises for personnel development); 4) every
year in Ukraine, the number of enterprises engaged in cor-

porate social responsibility is growing, 76.0% of which in
2018 implemented a policy of personnel development and
working conditions, although the average monthly costs
of enterprises for personnel development remain scanty;
5) in most countries, the main role in personnel develop-
ment belongs to the state and enterprises. Despite the latter,
it should be remembered that market relations require the
support of competitiveness in relations between employees,
which, in turn, should encourage them to self-education. Our
further publications will be devoted to this problem.
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PO3BUTOK IMEPCOHAJTY MAJIUX MIAITPUEMCTB XAPYOBOI IPOMHUCJIOBOCTI
B YKPATHI TA KPATHAX €BPOIIEMCBKOI'O COIO3Y

Y emammi obrpynmosana akmyanvnicms 00Cniodcenta po3eumKy nepCoHaLy MAaaux NiONpUEMCms Xapio6oi npomuc-
nosocmi 6 Ykpaini ma kpainax €sponeticokoeco Coro3y ma 6usHaueHi OCHOBHI eKOHOMIYHI cyd ‘exmu, sKi 3abe3neuyioms
PO3BUIMOK NEPCOHATY MANUX NIONPUEMCIE Xapu080i npomuciosocmi. Ha ocnosi nopienanviozo ananizy psaoy nokasHukie
(vacmku manux niONPUEMCME, AKI 3AUMANUCA POZGUIMKOM NEPCOHALY, HACMKU NIONPUEMCMG, SKI NPAYI0GANU Y 2431
Xapuo6oi NPOMUCIOB0CII, MA 3AUMATUCS PO3GUMKOM NEPCOHANLY, GUMPAI MAUX NIONPUEMCING HA NIOBUWEHHS KEANIi-
Kayii nepconany, sumpam nionpuemMcma, sSKi npayro8anu y 2aiy3i Xapio8oi npomMucio8ocmi, Ha nioguueHHs Keanigikayii
NEePCoHAy) a8mopom ceped €8PONEUCbKUX Kpain Oyau eusHaueni Kpainu-iioepu ma Kpainu-aymcatioepu y 30iUCHeHHT
3ax00i6 3 pO3GUMKY NEPCOHANY MATUX NIONPUEMCING Xap4o8oi npomuciosocmi. Kpim moeo, na ocnogi 0ocrioxcenux cma-
MucmuyHUx 0anux OYIu 6UOKpeMIeHi meHOeHYii pO36UMKY NePCOHATY MAUX NIONPUEMCIE XAPYOBOT NPOMUCIOBOCTI &
Ykpaini ma kpainax €sponeiicokoeo Cow3zy. Kpumuunuii ananiz 0oceioy €sponeticbkux Kpain wooo empyuants ypsaoy y
npoyecu po3eUmKy nepcoHay NIONPUEMCME, A MAKOIC 8Ulje UOKPEMIEHT MeHOeHYii PO3GUMKY NePCOHALY, O0360NUNU
3p0OUMU BUCHOBOK U000 HEOOXIOHOCTT 0ePHCABHO20 Pe2Y08ANHI O3HAYEHUX NPOYECi8 WIAXOM: PO3pOOKU naamegopm
3 HABUAHHS MA NIOBUUEeHHSL KEANIQIKayil npayieHuKis, QIHAHCYS8ANHS HAGUAHHS NPAYIBHUKIE (Ni08UWeHHS K8aiiKkayil)
yepes cucmemy 0epiHcasHO-NPUSAMHO20 A COYIATbHO20 NAPMHEPCMSA, 3ACMOCY8AHNS CUCTEMU NITbE0B020 ONOOAMK)-
8aHH5 0151 NIONPUEMCINS, K] 30TTICHIOIOMb PO3GUINOK NEPCOHATLY, PO3POOKU A 6NPOBAOIHCEHHS NPOCEIMHUYLKUX NPOSPAM
3 NUMAHb NIOBUULEHHS 00I3HAHOCMI KOMIAHIT NPO NPUHYUNU | NPAKMUKY 8NPOBAONCEHHS COYIANbHOI 8IONOBIOATIbHOCMI.
Paszom 3 mum, 6 cmammi 3a3Hauaemvcs, wo HenOMpIOHO adCONOMU3Y8AMU POIb 0epIHCABU V NiO8UWeHHI Keanigikayii
nepCcoHany, OCKibKU 6 YMOBAX NiOGUWEHOT KOHKYPeHYII Ha MOBAPHUX PUHKAX 61ACHe NIONPUEMCIEA Maloms Oymu 3ayi-
KagneHi y 30iUCHeHH] PO3GUMKY NEePCOHANY, d MAKOIC KOHKYPEHYIs MidC NOMEHYIUHUMU NPAYIBHUKAMU HA PUHKY Npayi
CMUMYTIIOE IX 00 CamMopO36UMKY.

Kniouogi cnosa: pozsumox nepconany, sumpamu nionpuemMcme, nioguiyeHHs keanigixayii nepconany, KOpnopamusHa
coyianbHa 8i0N0GIOANIbHICMb, MAI NIONPUEMCMEA, XAPYOBA NPOMUCTOBICHIb.
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PASBUTHUE ITEPCOHAJIA MAJIBIX TIPEANPUATHUI NMUIIEBON MPOMBIIIJIEHHOCTH
B YKPAUMHE U CTPAHAX EBPOIIEMCKOI'O COIO3A

B cmamve obocnosvisaemcs akxmyanbHOCmy UCCIE008AHUA PA3GUMUA MATLIX NPEONPUAULL NULEBOT NPOMbIULITIEH-
Hocmu Yxpaunvl u Eepocoiosa u onpedenenvi 0CHOGHbIE IKOHOMUUECKUE CYObEeKmbl, KOMopble 00ecneuusaiom paszeu-
mue Manvlx npeonpusmutl nuujesou npomvluuieHHocmu. OCHOBbIBASACH HA CPABHUMETLHOM AHANU3e PA0d UHOUKAMOPOS,
a8mopom cpeou e8pOneLiCKUx CIMpaH ObLIU onpeoeiienbl CMpPAHbl-1udepsl i CMPAaHbl-aymceatioepuvl 8 paspadbomre mep no
DPA38UMUIO NEPCOHANA MATBIX NPeOnpuasmull nuwjesoli npomviuinennocmu. Kpove moeo, na ocnose ucciedyemvix cmamu-
CMUYECKUX OAHHBIX ObLIU 6bI0€NIeHbl MeHOeHYUY PA3GUMUA MATbIX NPEONPUAMULL NUWEEOl NPOMBIUTEHHOCTNU YKpauHsl
u cmpan Espocoiosa. Aemop 060cho6an Heobdxo0umocms 20cy0apcmeenno2o pe2yiuposanus 6 obecnevyenuu pasgumus
NePCOHANA MATIX NPEONPUAMULL NULEEOL NPOMBIULTIEHHOCU U NPEONIOANCUL OCHOBHbIE HANPABILEHUS. €20 Peatu3ayul.

Knrouesvie cnosa: pazsumue nepconana, pacxoovi npeonpusmuil, nogululeHue Kearupurayuu nepcoHaid, Kopnopa-
MUBHAS COYUATLHAS OMEETMCIMBEHHOCTIb, MAble NPEONPUAMUSL, NUUeBAS NPOMBIUULEHHOCb.
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