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Abstract

The urgency of the studied problem is conditioned by the level and pace of the modern business
development that have fundamentally changed the attitude to the training system as a service and
an integral part of the personnel development process. The absolute imperative of the modern socio-
economic development of society is the continuous growth of the intellectual and creative potential of
a man. One of the main factors of this growth is the effective modernization of Russian education in
general and corporate education in particular. The purpose of the study is to assess the effectiveness
of corporate training: planning, identifying and structuring the factors of the company's external and
internal environment, directly or indirectly related to training the company's employees (identifying the
untapped, not fully utilized resources of the corporate training capacity, as well as economic security,
risks, explicit and hidden threats to the corporate training effectiveness increase). The article is aimed
at searching the ways to further develop corporate training, meet its modern requirements of a market
economy, working ahead of its competitors, and also change the attitude of specialists to their work
on the basis of optimally planned (developed) programs, involving the hidden resources of the
company and the individual. The leading approach to the study of this problem is an analytical method
that allows analyzing the works of Russian and foreign scientists in the field of management in
education, from identifying the essence of this category to the study of the corporate training state in
corporations. The study of this problem is impossible without the use of scientific methods such as
analysis and synthesis, as well as systematization and typology, since education appears as a system
object, the study of which involves not only the analysis of education as a specific socio-economic
phenomenon but also as a type of entrepreneurial activity.
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Introduction

The formation of commodity-money relations in Russia at the end of the twentieth
century was closely connected with the study and adoption (often formal and literal) of
management technologies of the US and Western European countries?.

Leading countries already in the 70-80s of the XX century realized that successful
competition in the world market, high rates of scientific and technical progress are impossible
without constant training of personnel?.

The coming XXI century suggests that a significant investment in the development
of personnel is needed for maximum productivity and quality. The work on the development
of corporate training in large industrial corporations evolved into a continuous, carefully
planned and controlled process. The idea of advanced education largely corresponds to the
concept of education throughout the life of a person and promotes the fulfillment of the social
role of a specialist in the company life3.

It is obvious that in the continuously updated Russian educational system, corporate
educational systems, including the "Company Training Center", should provide the company
with professional personnel capable of effectively solving the tasks of corporations in market
conditions.

Like in other leading countries of the world, the transfer of the Russian economy to
an innovation type model, based on the "knowledge economy", requires a rethinking of
almost all schemes and management methods by corporations in general and especially by
corporate educational systems* .

To achieve these goals, in our opinion, it is necessary to solve two major tasks:

1. Identify features of corporate training, directly affecting the state of corporations’
competitiveness in a commercial environment.

2. To propose a planning scheme and to consider the assessment of the corporate
training effectiveness, aimed at the market and solving problems that ensure the effective
operation of the corporation.

L A. P. Egorshin, Personnel Management: a textbook for universities (NIMB: N. Novgorod, 2003) y |I.
Durakova, Human resource management: a textbook (INFRA-M: Moscow, 2009).
2 L. N. lvanova-Shvets; A. A. Korsakov & S. L. Tarasova, Personnel management: a study guide
(EAQI Publishing Center: Moscow, 2008).
3 “Transformation of education in the modern world: causes, problems and new opportunities. X
International Conference of the Russian Association of Business Education”, Russian Journal of
Management, num 1 (2005).
5. A. Y. Kibanov & E. V. Kashtanova, Management of a business career, professional advancement
and personnel reserve (Prospekt: Moscow, 2014).
6. S. D. Furta, “Corporate training programs as a tool for solving complex problems of staff
development’. Personnel development management, num 4 (2014): 308-314.
4 B. Z. Milner, Theory of organization (INFRA-M: Moscow, 2009) y G. Mintsberg, The structure in the
fist: the creation of an effective organization (Piter: Saint-Petersbourg, 2011).
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The carried-out analysis reveals the main approaches to planning corporate training
and assessing its effectiveness in the conditions of modern Russia®. At the stage of the
Russian economy transition to an innovative development model, it is objectively beneficial
and necessary to develop corporate training that influences the development of the
companies’ personnel, clearly articulating their role and place in the educational system that
is being formed in Russia.

Methodological framework

The methodological basis of the research was the methodological principles,
theoretical positions and conclusions contained in the works of Russian and foreign authors
on the problems of education and training in corporations®. The methodological basis for
planning corporate training is a systematic and integrated approach that takes into account
the rapidly changing conditions of the external and internal environment of the company's
functioning. The study of corporate training planning was carried out using general scientific
methods, structural analysis of the new knowledge content, based on the methodology of
"portfolio analysis”, system analysis, methods of integrated analysis of the economic
activities, methods of project activities’. The basis of the research methodology is a complex
interdisciplinary approach, including block-modular construction, as a set of structures,
methods, processes and resources that are oriented to the future needs of the corporation.
The methods of research are determined by its object and purpose. A wide range of methods
were used in the conditions of uncertainty at various stages of the work and in the solution
of individual tasks set in the study, forecasting the need for future knowledge through
planning, management, resource provision and improving the quality of the educational
process and ensuring the effectiveness of the corporation in general. Including the methods:
the analysis method, which makes it possible to decompose the studied object into its
constituent parts, and synthesis method, which allows to unite the combination of the parts,
obtained in the analysis, into one piece, as well as including system analysis and prognostic
method. A systematic approach to education is the process of interaction between training,
present and future work in order to provide students, training organizers and company
management with "feedback" that can be used for improvement of education, in order to
further develop and strengthen corporations’ competitive market positions and security. The
information base of the research was made up of data presented in the works of Russian
and foreign researchers, modern scientific works, reviews, analytical and reference
materials for training in large corporations.

All the above mentioned is an integral part of the system approach methodology, on
the basis of which the proposed approach to corporate training planning is built. The
company's personnel corporate training effectiveness evaluation as an important part of the

5 E. Razarenova, “Peculiarities of increasing management effectiveness on the basis of the institution
of self-organization activation”, Problems of management theory and practice, num 9 (2007): 32-38 y
T. A. Soltitskaya, “Personnel Training Policy in Russian Companies”’, Russian Journal of
Management, num 2 (2005): 155-174.

6 M. Armstrong, The practice of human resource management (Piter: Saint-Petersburg, 2005); E.
Becker; M. Huselid & D. Ulrich, Measuring the HR department effectiveness. People, strategy and
productivity (Williams: Moscow, 2007) y J. P. Wayne, Training and development of personnel: the
best examples in the world practice. Electronic resource: www.expo.trainings.ru//conference//archive
" A. P. Paslenov; K. N. Kolmagorov & V. A. Doronichev, “Use of innovative forms and methods in the
development of managerial skills”, The gas industry, num 2 (2008): 48-51 y Y.P. Pokholkov,
“Innovative projects for the training of oil engineers on a new methodological basis”, Oil Industry, num
2 (2007): 100-104.
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corporate educational system is a systematic, clearly organized management process
aimed at measuring the costs directly or indirectly related to the training activities of the
company's employees, with the increase in the work results and the human capital of the
company.

Results

The theory of personnel management includes one of the most important sections
(or part of the general theory of organizations and organizations management) about
methods and tools for flexible integration (cooperation) and targeted change in the human
factor in general and for each employee under the influence of control®. Among the
perspective directions and methods of the personnel development (change) in the
organization is the factor of personnel education. The formation of personnel in the general
case refers to the processes of development and self-development of the individual
(employee, groups of employees) associated with mastering the socially significant
experience of mankind, embodied in knowledge, skills, creative activity and emotional-value
attitude to the surrounding world. The organization's personnel can be trained through two
main forms: training and self-education, or on the basis of a combination of both forms®.

Training currently serves as a major factor in mastering knowledge, skills and abilities
under the guidance of managers, teachers, mentors, coaches. The leader (the foreman, the
head of the bureau, etc.) or the lower-level manager in the management hierarchy, directly
and constantly communicating with the employees which subordinate to him, as a rule,
combines the attributes of a leader, mentor and teacher'®. An educational service can be
understood as "purposeful activity, characterized by the interaction of participants in the
educational process and aimed at meeting the educational needs of the individual''!. The
peculiarities of educational services can also be attributed to the fact that there are two
interconnected markets, operating simultaneously: the market of educational services and
the labor market. Summarizing, taking into account the specific features and peculiarities of
educational services, we can say, that an educational service is a complex process aimed
at transferring knowledge, skills and professional competencies to the consumer of services
in order to meet and develop personal, group, corporate and social needs. The self-
education is also possible, mastering the same knowledge, skills and abilities as with a
teacher or mentor, but in the process of independent work. Any actions and processes must
be managed the way, that they do not arise randomly and do not flow spontaneously. Theory
and practice of management are used to respond to these tasks in the domination conditions
of commodity-money or market relations. This trend was also developed in the field of
personnel management, which was reflected in Russian scientific and educational literature,
as well as (though rarely) in the practical work of organizations in a number of foreign
categories (concepts)*?. Human Resource Management (HRM) is a strategic and

8 T. Y. Bazarov, Personnel management: a textbook (Academy: Moscow, 2010).
9 A. D. Chanko, “Management team as a source of dynamic abilities of the company”, Russian Journal
of Management, num 1 (2008).
K. Kyazimov, Internal company training and staff development (MIC: Moscow, 2014).
103, Whitmore, Internal strength of the leader. Coaching as a method of personnel management
(Alpina publishers: Moscow, 2013) y D. A. Clutterbuck, Team coaching in the workplace: the
technology of creating a self-learning organization: textbook (Eksmo: Moscow, 2008).
11 “Transformation of education in the modern world: causes, problems and new opportunities. X
International Conference of the Russian Association of Business Education”, Russian Journal of
Management, num 1 (2005)
2 M. Armstrong, The practice of human resource management (Piter: Saint-Petersburg, 2005)
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operational planning and appropriate management of the organization’s human resources
to achieve the organization's goals by building and maximizing the potential of its human
resources. Human Resource Development (HRD) is an activity aimed at developing the
potential and capabilities of both individual employees and the entire staff of the company
in order to achieve the most rapid and effective development of the company and its strategic
goals. Training is a systematic and continuous educational process in which employees
acquire additional skills or the knowledge, which is necessary to carry out work in order to
achieve the strategic and operational goals of the company and its economic security. In
this situation, labor acts as a means of production, which, like any other, needs to be
continuously developed and updated (through targeted investments in the personnel of the
organization) to increase the effective feedback from it. Therefore, it is necessary to develop
the theory and practice of innovation and personnel management, based on careful attitude
to company employees as real potential developers of new knowledge, to the holders of
previously accumulated and proven knowledge, skills and experience. Obviously, corporate
training through the "Companies Training Centers" (CTC) has the opportunity to take a
serious place in the new corporate educational system. Corporate training involves the
annual development of the training schedule for staff, based on the analysis results of
training needs for employees.

This schedule:

- is obligatory for managers and specialists of all levels;

- establishes the necessary number of training activities;

- provides, on the basis of the company's personnel training, the improvement of its
internal activities and final products;

- is a tool to monitor and evaluate the results of training, their compliance with the
goals and objectives of the company, control the quality of the training forms choice and
improve the skills of employees;

- determines the necessary resources for training specialists (financial, material,
temporary, human, etc.).

The complex plan-schedule is optimized according to three criteria:

- the composition of participants (top managers, managers, technical, economic,
financial, accounting services, etc.);

- the number of trainees in groups (20-25 people);

- duration of training programs (trainings — 1-3 days, workshops — 3-5 days, target
courses — 8-10 days, etc.).

The annual corporate training plan for the company's specialists is adjusted in
accordance with the real need, suggestions for improving the work, and changes in the
company's operations and its economic security. The specialists of the management
department of the company, which supervise certain areas of its activities, not only make
their changes in corporate programs, varying the topics, the time of the training, their form,
training methods, duration, but also review the whole subject every year, taking into account
new requirements, changed market conditions and problems of the company. The system
of corporate training services’ organization, as an educational business environment within
the company, focused on the market, is presented in Figure 1.

E. Becker; M. Huselid & D. Ulrich, Measuring the HR department effectiveness. People, strategy and
productivity (Williams: Moscow, 2007)
S.R. Filonovich “HRM area: difficulties and prospects for integration”. Russian Journal of
Management, num 1 (2007).
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1. Setting tasks for training staff through the company's Education | o
Center (the main ideas and objectives of the concept)
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— Education’s annual total cost | < 4. Edut;atlc?n costs . .
determination (Educational Educational programs
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teaching Creation of the lectures, plans of
— Determination of the teaching stuff practical studies, testing materials
— Approval of the program (deadline - 2 weeks
\
7. Preparing the workshop (Educational Center) |—|
— Study of information: collection, accounting and analysis of proposals Deadline - not later than 7 days before
— Choosing the scale of training the date of meeting

— Deciding on the formation of a group (compiling a list of trainees on the
basis of applications)

— Provision of teaching (hiring a teacher)

— Coordination of the time of classes

— Preparation of teaching materials

- —Registration.of the-application and training lessons - - - — - - o __ ] ine -

— Preparation of the training room the date of the meeting
Y
8. Training
v
Training organization: Feedback from: Registration of contracts and
— lessons organization — trainees (questioning) payment for teachers’ work in
— logistics of training — teachers o the Center
_ attendance control — Educational Center specialists
A
A 9. Collection of information on the level of the organization and the |
quality of training (Educational Center)
Y

10. Processing and analysis of the received information, evaluation
of the results (Educational Center)

Deadline - within 7 days Y
after the workshop 11. Determining the effectiveness of training (report to the company
of the Educational Center)

Fig. 1
Development and implementation of the annual training plan for personnel
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Corporate training is organized according to three models (in the long term other
models are possible):

1) the management team undergoes joint training on topical issues, including
internships, in the form of brainstorming and other activities, and finds agreed inter-
professional solutions for key areas of the company's development (for example, when
economists, accountants and lawyers study together);

2) the company's specialists are trained in the relevant functional areas, both with
the involvement of highly professional teachers and the management team (for example,
experts in new technologies);

3) a school of young professionals for young employees of the company, where
problems are discussed, new documents are considered, possible solutions are evaluated.
This is how the reserve of future leading personnel is prepared.

Corporate training on the "1" model is conducted during periodic (1-2 times a year)
long (5-10 days) practical workshops (courses) that enable managers (management staff):

- understand the company's global goals, their impact on business goals, services’
and personal goals;

- identify appropriate operational measures;

- determine the skills and qualifications necessary to strengthen the effective
management system in the company;

- set new goals and determine appropriate skills for the implementation of each type
of work;

- perform an effective analysis of the company's activities and its key problems,
answer topical issues, participate in discussions, and consider the "feedback" of the team.

Preparation and implementation of corporate training programs consists of three
main parts: assessment of training needs, development of the program and evaluation of
the program results. Beginning the development of the program with an assessment of the
company employees’ needs in certain knowledge and skills, then the company conduct
interviews with managers and specialists, discussing previous programs with them, studying
the materials of requests (applications, needs) for participation in them. At the same time,
the most important task is the dissemination of new information about scientific and technical
achievements, advanced production experience, innovations in the economy, management
and organization of work for their application in various professional activities of personnel.

The next stage is the development of goals, the contents of the program, the choice
of methods for conducting training. The content of corporate training programs is determined
by the company's tasks, generally leading to the ultimate goal, strengthening the present
and future positions of the company in the market and its economic security.

The development of corporate programs takes into account the professional and
individual characteristics of trainees, the specificity of their activities, the most appropriate
forms and means of instruction are selected (lectures, business games, trainings, computer
courses, etc.). But first of all, we need a differentiated approach to the selection of trainees
in various programs, taking into account the requirements of each position and
specialization. Thus, the subject of lectures for economists should be oriented towards
economics and management in a fuller scope than for technical specialists, based on the
role of economists in implementing the strategy, individual projects and in improving the
company's management system. The management program includes business games for
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training managers of the middle and lower levels of the hierarchy for training command skills.
Lectures on new management technologies are given to develop projects for reforming the
company. In other words, technologies and forms of corporate training organization correlate
(correspond to each other) with the extent of the innovative progress of the company (unity
of form and content).

Defining the objectives and content of corporate training allows to outline the criteria
for the subsequent evaluation of the program (in the form of testing, examination, etc.), which
determine its effectiveness in accordance with the content of the course, timeliness and
economic security. The evaluation of the effectiveness of corporate programs also includes
the collection of information about the skills, knowledge, and the satisfaction degree of the
employees. All these measures help to establish the objective correspondence of the
program to the intended goals. The most important indicator of the effectiveness of
educational programs is the return of investment in training, as evidenced by an increase in
productivity and quality of work, as well as the reliability of personnel.

For the development of corporate training, an annual analysis of the effectiveness of
training programs is required, which results in a review of the content of training courses and
programs with a focus on practice. In the definition of new areas of knowledge necessary
for training specialists (except for the subjects of basic education), the emphasis should shift
to:

- obtaining practical and adapted knowledge of the functional management
peculiarities, meaning: financial management, material, human and temporary resources;

- education of a broader professional culture that goes beyond a narrowly specialized
competence;

- personal in-depth knowledge of the communication system;

- increase competence in a particular field of activity;

- the ability to use all the resources of computerization and modern information
technology.

This is connected to the need of creating a unified system for control and
management of production, economic security, automation of all technological processes in
the company, as well as the need to create and transfer objective information, which,
ultimately, should lead to lower costs and higher profits.

It can be argued that corporate training is particularly effective in short term courses
of a narrow practical focus, where managers, taking part in the round tables, explain:

- key problems of the company;

- prospects and tasks facing the company;

- the differentiation of the global goal into corporate goals and strategic objectives;

- relevant goals at the company level;

- goals and objectives for individual managers and their teams;

- the importance of conducting in the company the analysis of work and the achieved
results.

In addition, leaders (top managers of the company):

- answer questions, facilitate the discussion;

- control the course of the round table, maintaining mutual interest;

- study the feedback received from trainees on the studied issues.
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The proposed project plan reflects the realities and tools of interaction between the
external and internal environment of the company in the organization of corporate training
(Figure 2). This approach allows to productively implement corporate training programs,
forming a unified vision of the company's future and effectively operating teams. The
planned and organized corporate educational system of continuous personnel training
solves this urgent task within the company based on the Center. It is most adapted to the
needs of the company, its economic security, clearly focusing on the latest achievements of
science and technology and the use of innovative and effective educational technologies.

As it was noted, corporate knowledge, skills and experience are the most important
condition for the company's development, strengthening its authority in the market and
increasing competitiveness. The training activities of the administration, the employees' own
work in this direction, a powerful information retrieval system and the development of
innovations, everything works on the idea of constantly improving the corporate knowledge.
Corporate training of personnel in accordance with the modern requirements is a strategic
factor in the development of the corporation.
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The figure 2 is scheme of external and internal processes cooperation during the
corporate training organization

Practice confirms a number of corporate training advantages, which are supported
by qualitative social and economic benefits:

- economic: training within the company is cheaper (due to the short-term separation
of trainees from their jobs);

- organizational and methodological: business contacts are established during the
training, creative cooperation arises;

- pedagogical: real problems are solved in the process of studying, there is a
discussion of specific situations, the professional level is raised, etc.;

- scientific and organizational: the creative potential of the trainees is activated, their
orientation is growing to solve urgent problems, increase their independence in solving
problems.

The main tasks of corporate training are strategically solved:

- creation of conditions for realization of the company's specialists' needs in
professional development;

- new thinking formation of trainees in the conditions of company reforming;

- advanced training for managers at all levels of management and specialists in
various areas of the management system;

- dissemination of technical, economic, legal and environmental knowledge among
managers of all levels of management and company specialists;

- organization and holding of permanent scientific and technical exhibitions,
demonstrating new technical achievements obtained with the help of additional knowledge;

- methodical development and promotion of new teaching technologies.

This allows:

- develop a flexible and wide-profile nature of corporate training at the expense of its
organization on the principle of "progressive specialization" (with an accrual outcome);

- involve the company's specialists in the process of organizing corporate training on
a large scale;

- Ensure the quality of educational services through licensing and questioning of
trainees;

- Evaluate the activities of teachers, the quality of training and teaching aids, the use
of modern educational technology.

Based on these concepts, corporate training becomes a lever for implementing the
company's strategy, an effective way of positive changes in personnel, seeking professional
development.

A complex criterion for the effectiveness of corporate training is not only the desire
to maximize the result of investments in the modernization of the company's human capital,
but also the need for the most complete satisfaction of the interests of the company's
management subjects in accordance with the goals and objectives of training. At the same
time, the tasks are to maximize the result, per unit of investment costs, to increase the
intellectual level of employees:
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- reduce financial losses due to errors in making management decisions;

- increase the effectiveness of employees through advanced training;

- reduce the costs of searching, formalizing and adapting specialists accepted from
outside;

- ensure the growth of the company's profit as a result of improving the quality of
structural services’ work).

For the company, the criterion of innovation, which determines its success and the
possibility of implementing the development strategy, structural adjustment, expansion of
production, product quality growth and labor productivity of the company's employees,
acquires special significance.

In the course of innovative training, the formation of effective thinking of employees
is building to solve the problems of the company's activities, the development of skills and
experience, at the same time producing innovative and effective (efficient) work.

In general, the indicators used to assess the effectiveness of corporate training must
meet certain requirements:

— characterize the relevance of learning outcomes to the purpose and objectives of
its formation;

— determine the significance and reliability of scientific and practical learning
outcomes;

— provide an opportunity to monitor and evaluate the effectiveness of training in the
further professional activities of employees.

To evaluate the effectiveness of investments in the modernization of human capital
through corporate training, the following indicator is proposed:

ix Kn X3717X RTPH
P= F6 KHE | 35 RTPE ’ 1)

where P is the productivity of investments in the modernization of human capital
through corporate training, units/thousand rub.;

F — number of operations performed by employees after training, units;
Fs— basic number of operations performed by employees before the training, units;

K,,— number of employees (managers and specialists) who received training this
year, people;

K, — the total number of employees (managers and specialists) of the company,
people;

3,,— the average salary of employees who received training, thousand rubles;

3, — average salary of employees who did not receive training, thousand rubles;

R,»;— the profitability of labor resources after investment in the modernization of
human capital through training (the ratio of profit before taxes, received after training of
employees, to the fund for remuneration of employees), %;
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R, s — the basic profitability of labor resources (the ratio of profit before tax, received

before training of employees, to the fund for remuneration of employees), %;
| — investments in the modernization of human capital through training per
employee, thousand rubles.

The amount of investment in the modernization of human capital through training per
employee is determined by the formula:

|:C><Kn, @
KHB

where C is the average cost of training an employee in a year in current prices,
rubles.

It is worth mentioning that corporate training in any case gives the company a socio-
economic and information-psychological effect (Figure 3).

Based on the above, it can be noted that corporate training enables corporations to
plan a corporate educational system focused on increasing their competitiveness, providing
the best option for quality and highly effective training of personnel.

Discussions

Due to the lack of a proved conception for corporate education planning in the
scientific literature, the attention was not paid to the need for training, its planning, evaluation
of its effectiveness in terms of strategic management?*2,

Increasing the importance of the category of "human education" through corporate
training in the management theory of organizations fully corresponds to the humanistic
approach in science, and in practice corresponds most closely to the views of the japanese
school of management!“. in japan, the organization, including commercial types, is seen,
first of all, as a social structure, a cohesive collective of workers, a kind of working family in
which the relations of cooperation and mutual assistance prevail.

13 A, N. Aleshina & S. V. Shabanov, “Correct organization of corporate training as a condition of its
effectiveness”, Management of staff development, num 4 (2014): 296-303; V. Filianin, “Assessment
of the training effectiveness”, Handbook of personnel management, num 11 (2010): 28-34 y A. Y.
Kibanov, Personnel management: theory and practice. Evaluation of economic and social
effectiveness of the organization’s personnel management. Educational practical guide (Prospekt:
Moscow, 2012).

14 B. Glinsky, “About the Japanese experience of management”, Problems of management theory
and practice, num 4 (2009).
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At the same time, in a number of works?® the educational service in the corporation
is also considered as the process of transferring certain information for mastering, in order
to obtain a definite result. From this point of view, the educational service can be understood
as a set of knowledge, skills, experience and a certain amount of information that is used to
meet the specific needs of the corporate staff for intellectual development and the acquisition
of professional knowledge and skills. Therefore, the educational service is a system of
knowledge, skills and experience that are used to meet the needs of the individual and the
corporation, aimed at increasing human capital.

One of the classic definitions of "knowledge" is'®: "knowledge is comprehended and
classified facts and data, understanding and theoretical concepts, principles and procedures
for obtaining information, examples and methods of explanation. Knowledge is transmitted
in the form of instructions, traditions and structured social information" in any corporation
that organizes corporate training.

Drucker P. and his like-minded people define knowledge as “information that
changes anything, anyone, or causes the action, or creates opportunities (for both
individuals and groups) for different and more effective actions. Knowledge arises and is

15 B. Milner, “The concept of knowledge management in modern organizations”, Russian Journal of
Management, num 1 (2003).
16 B. Milner, “Concept, varieties and sources of knowledge”, Problems of management theory and
practice, num 2 (2008).
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used in the minds of professionals working in organizations. It often settles not only in
documents or storages, but also in everyday work, in processes, methods and norms " 7,

At the same time, knowledge is "a collection of different information and abilities used
by individuals to solve problems ... They are always connected with a certain person, are
constructed by people and represent their expectations of cause-effect relationships"é.

Knowledge today is treated as an effective supplied with sense information, ready
for its productive application. It is a collection of experience, values, contextual information,
and expert understanding that form the basis for evaluating and integrating new experiences
and information®. Such knowledge is a value to the company and is the carrier of
educational services or training services for the company's personnel.

From the studies of Nonaka I. and Takeuchi H. in the work "The company is the
creator of knowledge"?°, two conclusions can be drawn:

- the first (for scientists and researchers in companies) - in each case there is a
certain relationship and a functional relationship between the level of certainty of information
(knowledge) and the degree of its structuredness;

- the second (for researchers and teachers of companies’ Educational Centers) - it
is necessary to improve the structuring degree of any knowledge, if it is necessary to achieve
a greater degree of its assimilation by listeners (trainees). Studies?* show that when
preparing managers, the most effective are:

- own work experience (increase in knowledge, skills, experience and trust (distrust);

- direct training by more experienced managers and specialists, as well as
knowledge gained in the process of "self-education”.

It is believed that the success of vocational training by 80% depends on the level of
preparation (planning) of the program and by 20% on the desire and ability of students.

As can be seen from the above discussion, the researchers examined in detail the
issues of corporate knowledge??, but the studied aspect, in previous studies on the problems

17 T. Davenport & L. Prusak, Working Knowledge (Harvard Business School Press, 1998).
18 G. Probst, S. Raub, & K., Romhardt, Wissen Managen. Wie Unternehmen ihre Wervollste resource
Optimal Nutzen (Wiesbaden: Galler Verl, 2006).
19 H. Khilze, “The contribution of corporate universities to knowledge management at enterprises”.
Problems of management theory and practice, num 6 (2001): 88-92 y B. Arutyunov; L. Strekova & S.
Tsyganov, “Innovations and the system of corporate education”, Higher education in Russia, num 1
(2010).
201, Nonaka & H. Takeuchi, The company is the creator of knowledge (Olimp-Biznes: Moscow, 2003)
21 R, R. Shagiev & N. A. Dyakonova, Human resources of oil and gas companies: monograph. 2" ed
(Institute of Oil and Gas Business: Moscow, 2006).
22 L. D. Gitelman & A. P. Isaev, “Corporate University: the concept, conditions and stages of creation”,
Company management, num 7 (2010); A. P. Liferov, “Corporate Universities in the System of
Continuing Professional Education”, Russian Scientific Journal, num 10 (2009).
E. Mitkina, “Corporate University - an inexhaustible resource for the development of a business
leader”, Managing human potential, num 2 (2010); A. A. Adamenko; E. B. Zolotukhina; V. A. Ulanov;
E. S. Samoylova; I. V. Chizhankova & O. V. Mamatelashvili, “Investment management activities of
commercial enterprises”, International Journal of Applied Business and Economic Research, Vol: 15
num 12 (2017): 11-21 y N. R Saenko; A. A. Sozinova; I. S. Karabulatova; E. E. Pismennaya; I. V.
Akhmetov & O. V. Mamatelashvili. “Research in action integrated marketing communications as the
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of planning and the effectiveness of corporate training was not considered. From our point
of view, it became more relevant in connection with the formation of a corporate educational
system in companies, which allows to systematically approach the planning of the entire
corporate training system.

Conclusion

At the first stage of the study, the concept of corporate education and training in
companies was analyzed and a transition to planning and evaluation of corporate training
was recorded. At the second stage, as a result of the above mentioned methodology, it was
necessary to develop a corporate training plan for the company, taking into account the
influence of external and internal processes of training organization and describe the overall
effect of corporate training, based on the social and economic effectiveness of investment
in human capital.

Based on the analysis of identified problems, the need for a systematic approach to
planning corporate learning, based on a long-term plan for the development of the
corporation and the concept of continuing education, is proved, which will allow to implement
educational services in the context of the strategic goals of the corporation. It is shown that
the main emphasis in corporate training of the company's personnel should be made on
innovative continuous (continuous updating of knowledge and development of employees)
and advanced (the development of prospective knowledge and skills in accordance with the
company's development strategy) education of trainees at various levels. Corporate training,
based on research on the practical needs of business, allows us to understand how to make
the business even more successful, how to realize the ideas of management, and then to
see how new knowledge is introduced into practice.

Therefore, it is possible to single out the main directions of the corporate training
influence on the company's economy, assuming that training is focused on customer
satisfaction (performance) due to activity optimization (efficiency):

- achieving of a higher effectiveness level of managerial decisions;

- accelerating of the new ideas formation;

- increasing the creative potential of the staff;

- increasing the skills of specialists and, as a result, the economic returns for each
ruble of invested capital,

- improving the use of production capacity, due to improving the quality of production
preparation and ensuring its rhythmicity;

- improving labor protection, industrial and environmental safety;

- improving the quality of technological production preparation.

Thus, detailed planning of corporate training is a prerequisite for prompt response by
the company's management to changes and requests of the market.

The generalization of the existing features of corporate education (training) shows
that the materials presented in this article will be actual and useful to both the heads of
corporations (companies, enterprises) and the teaching staff of universities, personnel
managers, middle managers, and trainees of the advanced training system.

elements of information and virtualization market relations”, International Review of Management and
Marketing, Vol: 6 num 1 (2016): 267-272.
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The article describes the results of the conducted research aimed at finding and
developing theoretical and methodological approaches for planning corporate training and
determining its effectiveness.

The practical importance of the research results is determined by the ability of any
corporations to use the developed methodological approaches for planning corporate
training and determine its effectiveness in accordance with the requirements of an innovative
economy.
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