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Abstract. The relevance of the study is driven by the absence of a unified approach to the economic assessment of
employee development, the fragmentation of indicators used, and insufficient alignment between theoretical models
and practical management tools. The purpose of the article was to systematise and generalise economic approaches to
assessing employee development applied in contemporary re-search, as well as to substantiate the author’s proposals
for improving the economic evaluation of development outcomes. To achieve this purpose, the study analysed the main
approaches, methods, and indicators used in assessing employee development, identified research gaps and problematic
aspects that limit comprehensive economic analysis. As a result, the article generalised the principal economic
approaches to evaluating employee development within the frameworks of labour economics and organisational
economics and established their multilevel nature from the individual to the organisational and macroeconomic
levels. It was determined that most approaches rely on indicators of labour productivity, costs, performance, and the
economic return on investments in employee development. The feasibility of integrating quantitative, analytical, and
behavioural indicators into a unified system of economic evaluation has been substantiated, and a structural-logical
algorithm as well as an economic-analytical model for managerial decision-making have been developed. The practical
testing of the proposed approach, carried out using aggregated data from retail enterprises in Ukraine for 2019-2024,
confirmed its effectiveness. Specifically, an increase in labour productivity by 10-14%, an improvement in employees’
professional competencies by 20-25%, a reduction in the adaptation period by more than 30%, and an increase in
the return on investment in personnel development by over 60% were observed. At the same time, a decrease in staft
turnover by approximately one-quarter and an increase in income per employee by 10-15% were recorded. The results
also demonstrated positive trends in industry-level indicators, including growth in labour productivity, the wage fund,
and employment levels. The practical significance of the results consists in forming an analytical ba-sis to enhance the
soundness of managerial decisions regarding investments in employee development
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Introduction

The economic performance of organisations largely de-
pends on employee development (ED). Growing competi-
tive pressure and a complex economic environment increase
requirements for labour productivity (LP) and efficient
human resource (HR) utilisation. ED is thus not only the
improvement of professional skills but also a key econom-
ic factor for achieving strategic goals and long-term com-
petitiveness. Its effectiveness is reflected in higher LP, cost
optimisation, and better organisational outcomes, requir-
ing economic evaluation to support managerial decisions.
However, the lack of a unified theoretical and methodologi-
cal approach, fragmented indicators, and ambiguous results
hinder comprehensive evaluation. Diverse academic ap-
proaches exist, but the absence of an integrative framework
limits practical application, highlighting the need to system-
atise and generalise economic evaluation methods for ED.

Issues related to personnel management and the eco-
nomic analysis of the outcomes of this process have been
examined in the works of many Ukrainian and internation-
al scholars. V. Miklovda & O. Popovych (2021) in their work
noted that personnel constitute is one of the key factors of
an organisation’s competitiveness, while their development
is a necessary condition for increasing LP. The authors pro-
posed assessing productivity at three levels: first — the level
of social perception, where the employee’s image and so-
cial success are of primary importance; second - the level
of professional development, where performance is deter-
mined by employees’ competitiveness; and third — the level
of work organisation, where efficiency depends on the ap-
plication of appropriate technologies, taking into account
specific conditions and industry characteristics.

According to the position of I. Zastrozhnikova (2022),
contemporary ED is characterised by a complex combina-
tion of interrelated elements, among which training, pro-
fessional adaptation, motivation of work behaviour, and
career management play a key role. Personnel training is
viewed as a fundamental component of the development
system, ensuring the formation and continuous updating
of professional knowledge, skills, and competencies in ac-
cordance with the requirements of organisational activ-
ities. At the same time, professional adaptation facilitates
employees’ integration into the work environment, the
assimilation of organisational norms and standards, and
enhances their ability to perform job functions effectively.
An important element of ED is career management, which
encompasses the planning of professional advancement,
the formation of a talent reserve, and the creation of con-
ditions for employees’ professional growth. Motivation, in
turn, ensures the alignment of employees’ individual inter-
ests with organisational goals and facilitates the realisation
of their potential. At the same time, the author emphasises
that contemporary ED practices face a number of challeng-
es, including an insufficient level of specialised education
and limited proficiency in modern technologies, which ne-
cessitates a systematic approach to the design and imple-
mentation of ED systems.
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Research by O. Chatchenko (2025) indicated that
accounting for employees’ psychological and corporate
well-being is an important prerequisite for increasing LP
and achieving an organisation’s strategic outcomes. In par-
ticular, satisfying employees’ psychological needs, develop-
ing leaders’ emotional intelligence, and fostering a partner-
ship-oriented organisational culture contribute to higher
motivation, stronger team cohesion, and greater work ef-
fectiveness, whereas neglecting these aspects leads to re-
duced productivity, increased staff turnover, and the loss
of competitive advantages. According to I. Shapka (2025),
effective management of ED requires a revision of tradi-
tional approaches in light of globalisation processes, digital
transformation, and changes in the structure of knowledge.
From an economic perspective, ED should be assessed
through the systemic nature of managerial decisions, ad-
aptability to institutional changes, a focus on the formation
of innovative competencies, and support for professional
mobility. The author also noted that increasing require-
ments for digital literacy, interdisciplinary interaction, and
international cooperation necessitate the use of new mod-
els for evaluating ED outcomes, based on the principles of
lifelong learning and the application of digital knowledge
management tools. In this context, the economic evalua-
tion of ED is viewed as a foundation for substantiating HR
policy, enhancing organisational performance, and ensur-
ing innovative capacity.

In academic literature, increasing attention is paid to
a new generation of employees (in particular, millennials),
who are characterised by distinct value orientations, expec-
tations regarding professional development, and forms of
interaction within organisations. This necessitates a revi-
sion of traditional approaches to ED and the assessment of
professional growth outcomes. Drawing on the research of
K. Gabrielova & A. Buchko (2021), it is emphasised that
the specific features of motivation, work values, and inter-
action patterns of contemporary employees require more
flexible and adaptive development management tools. In
this context, the authors note that approaches to assessing
ED should take into account not only formal performance
indicators, but also behavioural changes and levels of en-
gagement. This further reinforces the relevance of rethink-
ing classical models of ED assessment.

A. Alexeyev et al. (2024) considered investment in em-
ployees to be an important factor in increasing LP, work
efficiency, and organisational competitiveness. Investments
in ED and health preservation generate long-term econom-
ic effects that depend on the duration of the active working
period, as well as on the systematic nature and social rel-
evance of such investments. The authors emphasised that
investments in employees may both depreciate due to aging
and the obsolescence of knowledge and accumulate over
time, creating a “compounding effect” through the devel-
opment of skills and abilities. According to the approach
proposed by the authors, investments in employees are
classified into intangible investments (financing of science,
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development, and upbringing before working age), tangible
investments embodied in employees (expenditures on ed-
ucation and healthcare), and tangible investments not di-
rectly embodied in employees (costs related to job search,
on-the-job training, migration, and information support),
all of which contribute to professional and social mobility.

Another important aspect of ED is motivation, which
acts as a factor in activating labour activity, increasing en-
gagement in professional growth, and ensuring sustainable
growth in LP. In the study by T. Bondar & A. Krasnon-
0s (2023), considerable attention is devoted to examining
employee motivation methods based on a synthesis of
domestic and international HR management experience.
Summarising the findings of contemporary research, the
authors identified the most effective methods, namely fi-
nancial motivation (bonuses, incentives, and other materi-
al rewards), motivation through training and professional
development, the use of flexible work schedules, recogni-
tion and rewards, as well as the application of modern tech-
nologies as highly effective tools for influencing employee
motivation. The authors also emphasised that effective em-
ployee motivation involves not only the implementation of
individual incentive factors, but also systematic work with
personnel, continuous skills development, improvement of
working conditions, the development of corporate culture,
and the provision of effective communication at all levels of
the organisation. The aim of the article was to systematise
and synthesise economic approaches to the evaluation of
ED within an organisation and to develop a conceptual and
methodological framework for assessing ED across differ-
ent levels of analysis, serving as an analytical basis for the
further substantiation of managerial decisions. Achieving
the stated objective involves analysing and classifying the
main economic approaches, methods, and indicators used
to evaluate ED; identifying methodological limitations and
inconsistencies that complicate the formation of a com-
prehensive system of economic evaluation; generalising
theoretical provisions regarding the interpretation of ED
outcomes; and substantiating directions for improving eco-
nomic evaluation based on an integrative approach.

Materials and Methods

The study was based on a combination of methods, includ-
ing content analysis, systematisation, generalisation, and
an integration approach. Content analysis was applied to
scientific sources, which were analysed to identify existing
approaches to the evaluation of ED. These sources included
academic studies published between 2020 and 2025, ad-
dressing issues of LP, HR development, HR analytics, and
the economic efficiency of personnel utilisation, as well as
analytical reports and statistical data. Sources were select-
ed based on criteria of relevance, scientific reliability, and
methodological significance, with priority given to recent
studies to ensure the timeliness of the findings.

The method of systematisation was used to group ap-
proaches and indicators according to levels of analysis —
individual, organisational, and economic - thus allowing
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for consideration of the multi-level nature of the economic
effects of ED. The generalisation method enabled the for-
mation of an integrated system of indicators combining
performance-based, behavioural, and cost-related charac-
teristics of ED. The integration approach was applied to
ensure consistency across indicators at different levels of
analysis and to form a unified analytical system for eco-
nomic evaluation. In addition, the economic-analytical
method was used to interpret the obtained results and to
establish relationships between ED indicators and the eco-
nomic performance of organisations. The resulting system
of indicators was further structured in accordance with
defined levels and functional purposes. The next step in-
volved the formalisation of indicators through the devel-
opment of analytical relationships suitable for quantitative
analysis and further modelling.

To ensure the practical applicability of the proposed
system, the methodological toolkit was further developed
through the creation of a structural and logical algorithm
for the economic evaluation of ED. The final stage involved
the formation of an economic-analytical framework for
managerial decision-making, ensuring the transforma-
tion of evaluation results into practical managerial actions
aimed at the development of HR potential. The proposed
system is based on principles such as the level-based ap-
proach (micro-, meso-, and macro-levels), functional ori-
entation (performance, efficiency, and resource utilisation),
economic relevance, and measurability. This ensured the
consistency of the indicator system and enabled the inte-
gration of evaluation results into a unified analytical model.

To validate the proposed methodological approach, its
practical application was demonstrated through its testing
using aggregated data from the leading retail chain EVA
(LLC “RUSH?”) for the period 2019-2024. The evaluation in-
volved the calculation of key economic indicators, including
LP, return on investment in human resources (ROI-HR),
employee turnover rate, and revenue per employee. The
obtained results were analysed and interpreted within the
proposed economic-analytical framework, which made it
possible to substantiate managerial decisions aimed at im-
proving the efficiency of HR utilisation and enhancing the
economic performance of the organisation.

Results and Discussion

Summarising the findings of scientific studies, devoted to
the evaluation of ED, it can be stated that the correspond-
ing approaches are implemented with consideration of dif-
ferent levels of analysis. Evaluation was carried out at the
level of the individual employee, the organisation, and the
economy as a whole, which is determined by the multidi-
mensional nature of ED outcomes and the varying depth of
their economic effects. Such a division according to levels
of analysis makes it possible to identify the interconnection
between individual ED outcomes, the effectiveness of man-
agerial decisions within organisations, and macroeconom-
ic consequences. The evaluation of ED by levels of analysis
is systematised in Table 1.
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Table 1. Systematisation of economic approaches to the evaluation of ED by levels of analysis

Level Main economic

Object of assessment

Focus of economic .
Expected economic results

of analysis approaches

Professional development,
changes in competencies
and behavioural
characteristics

Employee

Competency-based,
performance-based,
investment-based

evaluation

Economic Increase in LP, reduction
effectiveness of adaptation time costs,
of individual and improvement in the quality

development of task performance

ED system
of the organisation,
workforce potential

based, resource-
based, strategic

Organisation

Cost-performance-

Increase in profitability, cost
optimisation, reduction in employee
turnover, and strengthening
of innovation activity

Economic efficiency
of workforce potential
utilisation

Aggregate development
of employees
and human capital

Macroeconomic,
institutional,
socio-economic

Economy

Macroeconomic return  Growth in overall LR, improvement in
on human capital workforce quality, and strengthening
development of economic competitiveness

Source: developed by the author based on Y. Palamarenko (2020), V. Ushkalyov & M. Martiyanova (2021), A. Church et

al. (2021), O. Panchenko (2024)

The generalisation of economic approaches to evaluat-
ing ED by levels of analysis provides a holistic understand-
ing of the multi-level nature of the economic returns from
workforce potential development. The differentiation of
ED across micro-, meso-, and macro-levels ensures meth-
odological consistency between individual development
outcomes, the efficiency of workforce potential utilisation
within organisations, and macroeconomic effects. Such
systematised structuring forms the basis for integrating
performance, behavioural, and cost indicators into a uni-
fied analytical system, thereby enhancing the substantia-
tion of economic evaluation and the coherence of manage-
rial decisions regarding ED.

At the employee level, development ensures not only
an increase in individual productivity, but also enhances
the employee’s ability to perform job functions effectively
under conditions of change, to master new tasks and tech-
nologies more rapidly, and to reduce the time and resource
costs associated with professional adaptation. From a
methodological perspective, this means that the outcomes
of ED are transformed into economically measurable indi-
cators of performance and the efficiency of the utilisation
of their potential. At the organisational level, the economic
effects of ED are manifested in improved overall perfor-
mance, greater efficiency in the use of labour and financial
resources, and reduced costs related to staff turnover and
the training of new employees. Within the framework of
economic evaluation, these effects are reflected through a
system of coordinated performance and resource efficien-
cy indicators, which makes it possible to link ED with the
achievement of an organisation’s strategic objectives. At the
economic level, ED generates systemic and long-term out-
comes manifested in increased overall LP, improved work-
force quality, and greater adaptability of the labour market
to structural changes. From the perspective of the method-
ology of economic evaluation, this implies the necessity of
considering systemic effects that extend beyond the bound-
aries of an individual organisation and generate macroe-
conomic returns from investments in workforce potential
development. To ensure the effective implementation of
the proposed approach to the economic evaluation of ED,
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its application should be carried out within a sequential
system of interrelated stages. This sequence involves defin-
ing the objectives of the evaluation, selecting a system of
indicators according to the levels of analysis, forming the
information base, calculating integral indicators, and inter-
preting the obtained results for the substantiation of mana-
gerial decisions (Fig. 1).

> Assessment objectives

v

Selecting a system of indicators
by levels of analysis

v

Data collection

v

Calculation

M

Relevance of the No | View metrics
results and update
data
Yes
Economic and analytical interpretation of
the results

Formation of economic and
management decisions

No Monitoring

results
Yes

Re-evaluation ‘

Figure 1. Algorithm for implementing the approach
to the economic evaluation of ED
Source: developed by the author

The cyclical nature of the proposed algorithm for the
economic evaluation of ED enables the timely adjustment of
the system of indicators and managerial decisions, thereby
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enhancing the substantiation of the evaluation and the effi-
ciency of workforce potential utilisation. As noted by E Ros-
si (2020), the economic evaluation of ED requires the use of
indicators with different functional orientations, which ne-
cessitates the formation of a comprehensive system of indi-
cators. Taking this position into account, the study analysed
the scholarly approaches, which present various indicators

for evaluating ED. The generalisation of these approaches
made it possible to systematise the indicators of the eco-
nomic evaluation of ED and group them according to levels
of analysis. The characteristics of the economic evaluation
indicators, the tools for their analysis, and the information
base are presented in Table 2. The formalisation of the spec-
ified indicators for further modelling is presented in Table 3.

Table 2. System of indicators and instruments for the economic evaluation of ED by levels of analysis

Level Key indicators

of economic evaluation

Evaluation tools and methods

Information base

of analysis

LR, ICI, speed of professional
adaptation, task performance
quality indicators, professional
growth coefficient

Employee

Competency assessment, individual
KPI system, evaluation of training
outcomes, surveys, observation,
HR analytics

HR system data, performance
appraisal results, internal
productivity indicators,
training reports

HR ROI, productivity per employee,
employee turnover rate, return
on investment in development,

indicators of payroll fund efficiency

Organisation

Cost-benefit analysis, managerial
analytics, HR process audit,
strategic KPI system, economic
and analytical methods

Financial statements, managerial
reports, HR analytics data, internal
development budgets

Macroeconomic LP, employment
rate, workforce quality indicators,
human capital indices, gross value
added per employee

Economy

Statistical analysis, comparative
analysis, macroeconomic
modelling, index methods

Data from the State Statistics
Service of Ukraine, international
statistical databases, human capital
development indices

Note: ICI - Integrated Competency Index, KPI - Key Performance Indicators
Source: developed by the author based on S. Makarenko et al. (2021), T. Halaida & K. Oleshko (2022), M. Nochka (2022),

V. Khudolei et al. (2025)

Table 3. Formalisation of indicators for economic evaluation of ED

of Ia-:‘alﬁ:sis Indicator Formula Description of variables
Lp P, = Qi Q- out[_)ut produced by the i—’-h employee
Ti T. — working time spent by the i-" employee
1cl C=3,w ¢y w, = we.ight of the j-t" competency
Employee J=1 c; — level of the j-" competency of the i-" employee
. Cmax—Clt0) C,., — target c.:o.rr)petency level
Adaptation speed tadapt = 5 —— C(t,) — initial level

t — adaptation period

ROI-HR

ROl = % *100%

E,x — economic effect of HR initiatives
C,,» — HR-related costs

R - total revenue

P==
0 isati Revenue per employee N N - average number of employees
rganisation __L 0 L — number of employees who left
Employee turnover rate Kiyrnover = *100%
avg N,,,— average headcount
Return _ 4p AP - productivity growth
on development investment ¢ Cur Cdev — development costs
LP (macro level) P = 22 GDP - gross domestic product

L — employed population

Employment rate

E=-4%100%
Pop

L — employed population
P,, — total population

Economy

Gross value added F = V4D VAD - gross value added
per employee L L — employed population
Hel HCI = f(education, health, skills) Composite indicator reflecting education, health,

and skills

Note: ROI - return on investment, HCI - Human capital index

Source: developed by the author

The system of indicators and instruments for the
economic evaluation of ED elaborates the multi-lev-
el approach and creates opportunities for its practical
application. The alignment of ED indicators across the
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micro-, meso-, and macro-levels facilitates the integration
of evaluation results into a unified analytical system and
enhances the substantiation of economic and managerial

decisions regarding ED.
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I. Dashko et al. (2022) noted that the evaluation of
ED acquires managerial significance only when it is inte-
grated into the organisation’s strategic management sys-
tem, which highlights its functional and strategic impor-
tance. Understanding the value of evaluation allows this
process to be directed toward aligning ED with organi-
sational strategy and ensuring long-term socio-econom-
ic outcomes. In the absence of such an understanding,

evaluation tends to become formalised and loses its man-
agerial relevance. Thus, the effectiveness of the economic
evaluation of ED is determined not only by the accuracy of
measurement but also by the recognition of its value as a
managerial mechanism for shaping and implementing ED.
For this reason, in order to generalise the characteristics of
such value, they were differentiated according to levels of
analysis, as presented in Table 4.

Table 4. The value of the economic evaluation of ED by levels of analysis

Level of Analysis Characteristics of the value of assessment

Employee

Awareness of the level of professional development, formation of feedback,
increased motivation for self-development, and responsibility for learning outcomes

Organisation

Alignment of ED with the organisation’s strategy, enhancement of the substantiation
of HR decisions, and ensuring the efficient utilisation of workforce potential

Economy

Formation of a competitive workforce, support for innovative development,
and ensuring long-term socio-economic outcomes

Source: developed by the author

The value of the economic evaluation of ED across
different levels of analysis demonstrates that evaluation
results can serve as an analytical basis for substantiating
managerial decisions and shaping the economic outcomes
of workforce potential development. An analysis of con-
temporary scientific studies in the field of ED evaluation
indicates a gradual complication of methodological tools
and a transition from the isolated measurement of individ-
ual indicators to their comprehensive analysis (Nicolaes-
cu et al., 2020; Balakhonova & Pirniak, 2023). Most studies
focus on assessing the economic return on investments in
ED, changes in LP, professional competencies and behav-
ioural characteristics of employees, as well as their impact
on organisational performance. At the same time, modern
scientific approaches demonstrate a tendency toward fur-
ther generalisation of the results of such analyses through
the formation of integral indicators of the economic effects
of ED. Unlike comprehensive evaluation, which involves
analysing a set of indicators, integral evaluation makes it
possible to aggregate them into a composite indicator that
summarises the economic outcome of ED.

Alongside this, the use of analytical research methods
has intensified, which confirmed the growing tendency to-
ward enhancing the evidence-based nature of managerial
decisions in the field of ED. Contemporary studies in the
field of the economic evaluation of ED are characterised by
the use of diverse analytical approaches aimed at generalis-
ing evaluation results and forming integral development in-
dicators based on the aggregation of quantitative parameters
that reflect the level and dynamics of professional growth.
In particular, A. Kotsur et al. (2021) emphasised that in-
dex-based approaches enable the generalisation of evaluation
outcomes and the formation of composite indicators of ED.

At the same time, correlation and regression analy-
ses are applied to identify relationships between ED and
the economic performance of organisations, allowing
the quantitative determination of the strength and direc-
tion of the influence of relevant factors, as demonstrated
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by M. Rameshkumar (2020) and V.A. Tkalac (2021). The
further development of these approaches within the frame-
work of econometric modelling, according to Y. Xu &
A. Li (2020), makes it possible to study the dynamics of ED
and forecast its economic effects. In addition, P. Colnago &
S. Dogliotti (2020) highlighted the importance of cost-ben-
efit analysis for justifying the feasibility of investments
in ED. Furthermore, T. Sagawe et al. (2022) argued that
multicriteria methods allow the integration of economic,
professional, and behavioural characteristics of develop-
ment within a comprehensive evaluation framework, while
O. Parkhomenko-Kutsevil (2025) pointed to the role of
analytical dashboards and monitoring systems in ensuring
the operational tracking of changes and supporting mana-
gerial decision-making based on aggregated data.

The analysis of the aforementioned approaches shows
that, despite the diversity of analytical tools, most studies
focus either on the application of individual quantitative
measurement methods or on the evaluation of specific eco-
nomic effects of ED. As a result, a certain methodological
fragmentation can be observed, whereby index models,
econometric estimates, and cost analysis are used as inde-
pendent tools and are only partially integrated into a com-
prehensive system for substantiating managerial decisions
regarding ED. A step-by-step approach to forming a com-
prehensive economic evaluation involves identifying the
structural components of an organisation’s economic po-
tential, defining a system of indicators for each component,
conducting their quantitative measurement, and subse-
quently aggregating them into a generalised indicator. This
approach facilitates the systematisation of the parameters
of employee development and enables consideration of in-
terrelations between individual components of workforce
potential. Its advantage lies in its structured nature and in
the possibility of forming an integral indicator that reflects
the overall state of development.

At the same time, a certain methodological limita-
tion of the aforementioned approach can be observed. The




Economic approaches to assessing employee development...

aggregation of indicators into a composite index, while
enabling the generalisation of results, is not accompanied
by a clear mechanism for transforming the obtained values
into appropriate managerial decisions. The focus on struc-
tural components of HR potential does not fully account
for the multi-level nature of the economic effects of ED,
which manifest simultaneously at the micro-, meso-, and
macro-levels. In addition, the lack of systematic considera-
tion of evaluation dynamics restricts the ability to forecast
the long-term consequences of investments in ED. To over-
come these limitations, it is advisable to apply an integra-
tive approach that combines a system of quantitative indi-
cators with mechanisms for their analytical interpretation
and subsequent transformation into managerial decisions.

One of the key methodological problems in evaluating
ED remains the insufficient consideration of the time per-
spective. In HR management practice, the effectiveness of
ED is often assessed only after the completion of training
programmes and is typically limited to verifying the level of
knowledge acquisition or the participants’ satisfaction. Such
an approach narrows the possibilities for a comprehensive
analysis of development outcomes and does not allow for
tracing sustainable behavioural and performance-related
changes in employees’ activities. To overcome this limita-
tion, it is advisable to apply a staged evaluation approach
that involves conducting assessments before the start of
development programmes, during their implementation,
and after their completion. Such a sequence enables track-
ing the dynamics of changes in LP indicators, competency
levels, and the economic efficiency of HR utilisation.

At the same time, a significant challenge remains the
insufficient objectivity of evaluation, which is caused by
the heterogeneity of stakeholders’ interests. Different eval-
uation actors apply diverse criteria for assessing the effec-
tiveness of ED, and in the absence of their alignment this

may reduce the evidential value of the obtained results and
their managerial relevance. One possible way to address
this problem is the formation of a coordinated system of
evaluation indicators that combines individual employee
performance indicators, economic indicators of organisa-
tional performance, and macroeconomic characteristics
of human capital development. The use of such a system
enables the integration of various information sources and
ensures a more objective interpretation of ED outcomes.

Moreover, the practical complexity of applying mul-
ti-level evaluation models often leads to the simplification of
analytical procedures. As a result, evaluation is frequently re-
duced to the use of individual indicators or the identification
of short-term effects, while the long-term economic conse-
quences of ED remain insufficiently considered. Determin-
ing the economic effect of ED is particularly challenging, as
isolating its impact from other factors that simultaneously
influence organisational performance is methodologically
difficult. In this context, the use of integral indicators and
economic-analytical methods is advisable, as they enable
the generalisation of various aspects of ED and the iden-
tification of relationships between investments in devel-
opment and the economic performance of organisations.

To overcome the identified limitations and ensure a
systematic interpretation of evaluation results, the provi-
sions of the proposed structural and logical model are fur-
ther elaborated through the development of an econom-
ic-analytical framework for managerial decision-making.
This framework reflects the interrelationships between the
indicators of ED assessment, the results of their econom-
ic-analytical interpretation, and the corresponding mana-
gerial actions (Table 5). Such a framework ensures the sys-
tematic transformation of economic evaluation results into
consistent managerial decisions aimed at the development
of the organisation’s HR potential.

Functional
evaluation
block

Indicators for evaluating

Table 5. Economic and analytical framework for managerial decisions regarding ED

Methods of data

collection and Economic and analytical

ED interpretation

Managerial decisions

Analytical

(diagnostic)

processing
HR data analysis,
statistical analysis
of productivity, KPI

evaluation

Identification of the gap between
the actual and target levels of
competencies, assessment of

productivity changes

Competence index,
LP per employee, KPI

Determination
of priorities
for training

and adaptation

ROI-HR, training costs per

Financial analysis

of HR expenditures, ROI Decisions

Cost-benefit relationship

Investment - . ) on the feasibility
employee, turnover rate  calculation, employee of investments in ED . -
. of investing in ED
turnover analysis
. I{n.plementatlon of HR ;ystem d"’?ta Segmentation of employees Adjustment
individual development analysis, evaluation of
Program- S by development level, of development
plans, share of employees training programme -
target assessment of training programmes and

participating in training,
training effectiveness index

outcomes, comparative

analysis programme effectiveness

training modules

eNPS, level of employee

Employee surveys, HR Assessment of the relationship

Improvement
of material and non-

Motivational engagement, shgre analytics, cor.relatlon between motivation and LP material motivation
of internal promotions analysis
systems
Workforce Staffing forecast, Sales/ Economet.rlc modelling, Assessment of workforce needs Workforc.e planmng
- analysis of sales S ) and optimisation
planning FTE considering sales dynamics

and LP

of staff numbers

Scientific Bulletin of Mukachevo State University. Series "Economics”, 13(2)




Shapka

Methods of data
collection and
processing
Integral evaluation
of development

Functional
evaluation
block

Indicators
for evaluating ED

Economic and analytical
interpretation

Managerial decisions

Integral index of ED, HR Formation of a

Integrative Comprehensive assessment

potential development

(managerial) index

of HR metrics

indicators, aggregation

portfolio of managerial

of ED and its economic impact decisions regarding ED

Note: eNPS - Employee Net Promoter Score
Source: developed by the author

Thus, the proposed economic-analytical framework
for managerial decision-making enables the identifica-
tion of relationships between ED indicators, the methods
of their analytical processing, and managerial decisions
aimed at improving the efficiency of HR utilisation. The ap-
plication of this approach makes it possible to consider the
evaluation of ED not only as a tool for measuring results
but also as an analytical basis for forming economically
grounded managerial decisions that contribute to increas-
ing LP, improving the efficiency of resource utilisation, and
enhancing the economic performance of organisations.
The practical implementation of the proposed approach is
carried out in accordance with the developed algorithm for
the economic evaluation of ED. The application of this al-
gorithm involves the step-by-step execution of procedures
for data collection and systematisation, calculation of key

economic indicators (in particular LP, ROI-HR, and em-
ployee turnover), their economic and analytical interpre-
tation taking into account the interrelationships between
indicators, and the formation of managerial decisions on
this basis regarding the development of HR potential.

In order to verify the practical implementation of the
proposed methodological approach to the economic evalu-
ation of ED, its testing was conducted using aggregated data
from retail organisations in Ukraine, in particular the lead-
ing retail chain EVA (LLC “RUSH”), for the period 2019-
2024. The evaluation was carried out using a multi-level
system of indicators covering the individual, organisation-
al, and industry levels of analysis, which made it possible
to trace the economic outcomes of ED and their impact on
organisational performance indicators. The results of test-
ing the proposed approach are presented in Table 6.

Table 6. Results of testing the author’s approach to the economic evaluation of ED based
on aggregated data from retail organisations in Ukraine (2019-2024)

Level Before

Indicator

of analysis

implementation implementation

After

Change, % Economic interpretation

LP per employee (Pi),

Increase in individual productivity

thousand UAH 72 82 139 after training
Employee Competence index (Ci) 0.63 0.78 +23.8 Imprg\;sg:gitoc:]faelz?ki?lllc;yees
Adaptation period, ) Faster integration
months (tadapt) 38 2.6 31.6 of new employees
LP, thousand (Pyear), Improved efficiency
UAH/year 720 820 139 of personnel utilisation
Return on investment in Increase in the economic return
- personnel (ROI-HR) 0.42 0.68 +61.9 on investments in ED
Organisation Employee turnover rate
ploy o 28.5 21.0 -26.3 Reduction in recruitment costs
(Kturnover), %
Revenue per employee Improved performance
(Rev), thousand UAH 310 355 *14.5 of the retail network
LP in retail (Pretail), .
cconomy thousand UAH/employee 640 710 +10.9 Impact of ED on the industry
(industry Payr0|lt)];;|1ir:)(:1 |S'£eli|tall (F), 182 205 +12.6 Growth in erlrg)llé)lyslees income
level) - -
Employment rate in the 58.4 60.1 +29 Expansion of employment

sector (E), %

in the retail sector

Source: developed by the author

To provide a clearer presentation of the testing results
and to compare the dynamics of key indicators before
and after the implementation of the proposed approach,
the corresponding data are visualised in the form of a bar
chart (Fig. 2). The results of the testing indicate an over-
all positive dynamic in ED indicators and their economic
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performance. In particular, during the analysed period, LP
increased on average by 10-14%, the level of professional
competencies rose by approximately 20-25%, and the ad-
aptation period of employees decreased by more than 30%.
At the same time, a significant increase in the economic
return on investments in ED was observed, exceeding 60%,

o
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accompanied by a reduction in employee turnover by about
one quarter and an increase in revenue per employee by
approximately 10-15%. The aggregated results also demon-
strate positive changes in industry-level indicators, including

<
o
«®

growth in LP, the payroll fund, and the employment rate.
Overall, the obtained results confirm the presence of a pos-
itive economic effect of ED and its contribution to improv-
ing the efficiency of HR utilisation.
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Figure 2. Dynamics of key indicators of ED before and after the implementation of the proposed approach

Source: developed by the author

The results of the study confirm the feasibility of apply-
ing an economic approach to the evaluation of ED, which
involves analysing indicators at different levels of the eco-
nomic system. The use of an economic-analytical frame-
work for managerial decision-making regarding ED made
it possible to align the results of economic evaluation with
the process of managerial decision-making in the field of
HR development. The application of a system of interre-
lated indicators enabled the identification of the economic
outcomes of ED not only at the individual level but also
within the organisation and the industry, which confirms
the existence of a multi-level economic effect of employee
competence development.

Discussion

Similar findings were reflected in the study by C. Gebara et
al. (2023), which emphasised the importance of using eco-
nomic indicators to evaluate the outcomes of ED and to
substantiate managerial decisions in the field of HR man-
agement. The authors stressed that the evaluation of ED
should take into account not only changes in professional
competencies but also the economic performance of organ-
isations. In the present study, this idea is further developed
through the formation of an economic-analytical frame-
work that integrates the results of ED evaluation into the
managerial decision-making system.

A similar position is expressed in the study by B. Mustafa
& S. Lleshi (2024), who examined the impact of ED on organ-
isational performance. The authors noted that investments
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in personnel development contribute to increased LP and
more efficient utilisation of organisational resources. Their
study demonstrates that the development of employee
competencies can serve as one of the key factors in improv-
ing the economic performance of enterprises. The results
obtained in the present study support these findings, as
increases in LP and improvements in the efficiency of HR
utilisation are considered economic outcomes of ED.

A number of studies emphasise the need to use a sys-
tem of quantitative indicators to evaluate the outcomes of
ED. In particular, D. Dadd & M. Hinton (2023) highlight-
ed the importance of developing a system of indicators that
makes it possible to assess the economic return on invest-
ments in personnel development. The authors propose the
use of LP indicators, measures of the efficiency of labour
resource utilisation, and financial performance indicators
of enterprises. Compared with these approaches, the pres-
ent study expands the system of indicators by grouping
them according to levels of analysis, which makes it possi-
ble to comprehensively assess the outcomes of ED within
the economic system.

The study by O. Morozova (2025) demonstrates that
the evaluation of ED should be carried out using integral
indicators that allow the results of evaluation to be gener-
alised and a composite assessment of personnel develop-
ment to be formed. The author emphasised the need to
aggregate various indicators of ED into a single indicator,
which simplifies the interpretation of evaluation results. In
the present study, a similar approach to the generalisation
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of evaluation outcomes is applied; however, its distinctive
feature lies in the combination of integral indicators with a
multi-level analysis of the economic outcomes of ED.

At the same time, the study by I. Churkina & M. Ter-
novskyi (2026) examined the relationship between ED and
the innovative activity of organisations. The authors noted
that the development of employee competencies enhances
the ability of organisations to implement innovations and
adapt to changes in the external environment. In compari-
son with these studies, the present research focuses on the
economic dimension of ED, particularly on evaluating the
impact of competency development on the economic per-
formance of organisations.

The study by O. Panchenko (2024) emphasised the
importance of integrating HR analytics into the system of
strategic management of organisations. The author demon-
strates that the use of analytical data on ED contributes to
improving the validity of managerial decisions and the ef-
fectiveness of human capital management. The results ob-
tained in the present study are consistent with this position,
as the proposed economic-analytical framework is specifi-
cally aimed at integrating the results of the economic eval-
uation of ED into the managerial decision-making system.

In turn, H. Koptieva & D. Sanzharov (2025) drew at-
tention to the multidirectional nature of ED, emphasising
its importance primarily for the professional growth of
employees and for improving organisational performance.
The authors noted that ED contributes to increased LP, the
improvement of professional competencies, and better or-
ganisational performance outcomes. Building upon this
approach, the present study substantiates the relevance
of considering ED within a broader economic context. In
particular, it demonstrates that the outcomes of ED should
be evaluated in a multi-level dimension encompassing the
employee, organisational, and economy-wide levels. Such
an approach makes it possible to trace the relationship be-
tween individual professional development, the efficiency
of HR utilisation within organisations, and the formation
of the overall level of LP in the national economy.

At the same time, the study by N. Sablina (2025) em-
phasised the complexity of measuring the economic out-
comes of ED, as organisational performance is influenced
simultaneously by a wide range of factors. The author
noted that isolating the impact of ED on the economic
results of enterprises is methodologically challenging.
In the present study, this problem is partially addressed
through the use of a system of interrelated indicators that
make it possible to evaluate the economic outcomes of ED
in connection with other organisational performance in-
dicators. Thus, the results of the study confirm that the
economic evaluation of ED should be carried out within
a multi-level framework, which makes it possible to com-
prehensively reflect the relationship between ED and the
economic performance of organisations. The proposed
approach ensures the integration of evaluation results into
the managerial decision-making system regarding the de-
velopment of HR potential and expands the possibilities
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of using economic indicators within organisational man-
agement systems.

Conclusions

The conducted study made it possible to generalise con-
temporary economic approaches to the evaluation of ED
and to substantiate the relevance of considering them in
relation to the economic performance of organisations. It
was established that the effectiveness of ED should be as-
sessed using a system of interrelated economic indicators
that make it possible to identify the impact of investments
in ED on LP and the efficiency of HR utilisation. The neces-
sity of integrating the results of the economic evaluation of
ED into the managerial decision-making system has been
substantiated, which contributes to improving the validity
of personnel development management and supports the
achievement of organisational strategic objectives. The re-
sults of the study confirm the feasibility of applying an eco-
nomic-analytical approach to the evaluation of ED, which
enables the integration of HR analytics with economic per-
formance indicators of organisations and enhances the ef-
fectiveness of HR management.

The scientific novelty of the study lies in the devel-
opment of methodological foundations for the economic
evaluation of ED through the integration of performance
indicators, behavioural and cost characteristics within a
unified analytical framework. This approach ensures the
consistency of theoretical provisions and practical eval-
uation tools and expands the possibilities for substanti-
ating managerial decisions regarding the development of
an organisation’s employees. The practical significance of
the obtained results lies in the possibility of applying the
proposed approaches to substantiate managerial decisions
regarding ED and to improve the economic efficiency of
organisational performance.

At the same time, the results of the study have cer-
tain limitations. In particular, the testing of the proposed
approach was conducted using aggregated data from re-
tail organisations in Ukraine, which may limit the direct
generalisation of the obtained results to other sectors of
the economy. In addition, the economic outcomes of ED
may depend on external factors, including macroeconom-
ic conditions, labour market dynamics, and the organisa-
tional environment of enterprises. Prospects for further
research are associated with improving the methods of
economic evaluation of ED in the context of HR process
digitalisation and expanding the use of analytical tools in
HR management systems.
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EKoHOMIYHI nigxoam A0 oUiHIOBaHHS PO3BUTKY NpaLiBHUKIB opraHisauil

IpuHa Lllanka

AcnipaHT
YKpalHCbKui flep)xaBHuUi yHIBEPCUTET HayKu i TeXHOJTOr N
49010, Byn. JlasapsiHa, 2, M. [JHinpo, YKpaiHa
https://orcid.org/0000-0003-1171-6445

AHoTauif. AKTYa/lbHICTh [OCTIIPKEHHA 3yMOBJI€HA Bi[ICYTHICTIO €IMHOTO MifXOAY JO €KOHOMIYHOTO OIIiHIOBaHHA
PO3BUTKY IIPalliBHMKIB, (parMeHTapHICTIO IOKa3HUKIB i HEOCTATHBOIO Y3TOMKEHICTIO MDK TEOPeTUYHUMY MOZE/LAMU
Ta IPaKTUYHUMY IHCTPYMEHTaMM yIpaBTiHHA. MeTolo cTaTTi Oynmu crucTeMaTn3allid Ta y3araJbHEHHA eKOHOMIYHMX
MiXO/iB IO OLIiHIOBaHHS POSBUTKY IIPALIiBHMKIB OpraHisallii, 110 3aCTOCOBYIOTbCA B Cy4aCHUX HAYKOBUX JOC/I/KEHH X,
a TaKoXX OOIPYHTYBAaHHA aBTOPCHKVX IIPONO3MIIII LIOZO BIOCKOHA/JICHHA €KOHOMIYHOrO OLiHIOBaHHA Ppe3y/IbTaTiB
PO3BUTKY NpaliBHMKIB. [l HOCATHeHHA MeTu OY/I0 IIPOaHaIi30BaHO OCHOBHI IIifXOAM, METORM Ta IIOKa3HUKU
OLI{HIOBaHHA, BUABJIEHO HAyKOBI IpOrajMHU i IPOOJIEMHI acIeKTH, AKi OOMEXYIOTb MOXIMBOCTL KOMIUIEKCHOTO
eKOHOMIYHOTO aHajisy. Y pe3y/ibTari SOCTIKeHHA OYy/IO y3araJbHEHO OCHOBHI eKOHOMIYHI HiXOmy [0 OLIiHIOBaHHA
PO3BUTKY IpaliBHMKIB y Me)kaX eKOHOMIKM IIpalli Ta opraHisaunii, BCTAaHOBJIEHO IX 6GaraTOpiBHEBMil XapaKTep Bin
iHpVBiTyabHOrO MO OpraHi3aliffHOrO Ta MaKpPOeKOHOMIYHOro. BusHadeHo, IM0 IepeBakHa OiNbIIicTh mifxoAiB
I'PYHTYETbHCS Ha BUKOPMCTAHHI IOKa3HUKIB IPOAYKTUMBHOCTI IIPalLli, BUTPAT, pe€3y/IbTaTMBHOCTI Ta EKOHOMIYHOI Bijijlaydi Bif
imBecTHIill y pO3BUTOK NpaliBHNUKIB. OOIPYHTOBAHO JOLIIbHICTD iHTerpamii KiIbKiCHUX, aHa/IITUYHNX 1 HOBEIiHKOBMX
IIOKA3HUKIB Y €UHY CUCTeMy €KOHOMIYHOIO OLIiHIOBAHHSA, & TAKOXX PO3POOJIEHO CTPYKTYPHO-JIOTiYHWII aIrOpPUTM i
eKOHOMIKO-aHa/ITHYHY MOJie/Ib IPUITHATTA YIIPaBIiHChKUX pilleHb. IIpakTuyHa anpobarisa 3alpoOHOBaHOIO IiIXONY,
37iiiCHeHa Ha OCHOBI arperoBaHyX JaHUX MiAIPUEMCTB po3api6HoI Toprisi Ykpainu 3a 2019-2024 pp., nigTBepaya iioro
eeKTUBHICTb. 30KpeMa, BCTAaHOBJICHO 3pOCTaHHA IIPOAYKTUBHOCTI npaui Ha 10-14 %, nigsuieHHs piBHA npodeciiianx
KOMIIETEHTHOCTeJI ITpal[iBHMKIB Ha 20-25 %, CKOpOYeHHA Ilepiofy aganTanil 6inbim Hix Ha 30 %, a TaKoX 30i/1bIIeHHA
peHTabeNbHOCTI iHBecTHIIill y pO3BUTOK IepcoHay 6imbur Hix Ha 60 %. BogHouac 3adikcoBaHO 3HVMDKEHHS IUIMHHOCTI
KafipiB IIpUOIM3HO Ha YBEPTH i 3pOCTaHHA JJOXOMY Ha OFHOrO IpaliBHMKa Ha 10-15 %. OTpuMaHi pe3ynbTaTy TaKoxX
3aCBigYWIN IO3UTHMBHY AMHAMIKY raly3eBUX NOKa3HVKIB, 30KpeMa 3pOCTaHHA NPONYKTUBHOCTI IIpali, GOHAY oIIaTu
mpali Ta piBHA 3aHATOCTL. [IpaKTNYHa 3HAYYINICTD pe3y/NbTaTiB MonArae y GopMyBaHHI aHa/IITMYHOTO MAIPYHTA i
IifIBUIEHHA OOIPyHTOBAHOCT] yIIPaB/IiHCbKUX pillleHb IOfI0 iHBeCTYBaHHA B PO3BUTOK IIPAl|iBHUKIB

KnioyoBi cnoBa: exoHOMiYHa OLiHKa; NPOAYKTUMBHICTb Ipali; pecypcoedeKTMBHICTb; iHBecTMIIl B PO3BMUTOK;
YIPaB/IiHChKi pillleHHA
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