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Alla Stepanova (Ukraine)

ASSESSING THE EFFICIENCY

OF INVESTMENT IN PERSONNEL
DEVELOPMENT IN THE
TELECOMMUNICATIONS SECTOR
OF UKRAINE

Abstract

The relevance of the study is due to the growing role of human capital development in various

sectors of the country’s economy, where special attention is paid to the role of investment in hu-
man capital as a strategic resource for the development of teleccommunications companies in the

context of digitalization of the economy and rapid technological changes. The purpose is to es-
tablish a theoretical basis and practical tools for assessing the effectiveness of personnel develop-
ment investments at enterprises in the communications sector to increase their competitiveness,
innovation, and the efficiency of their activities. The theoretical basis provides for the substantia-
tion of the theoretical foundations of the formation of a system of investments in professional

training, advanced training, and the development of digital competencies of employees, as well as

the creation of a favorable organizational environment for their professional growth. The practical

toolkit includes the use of modern educational and digital tools to build an effective personnel

development system. The result is the formation of competitive advantages for enterprises in the

communications industry in the domestic telecommunications market through the use of stra-
tegic analysis tools and the transition to systematic personnel development. Problem positions

for investing in the development of enterprise personnel have been outlined, which has led to

the identification of areas for improvement, one of which is implementing the Kirkpatrick model
to eliminate ineffective programs and reallocate the budget to more effective ones. Development
strategies for Vodafone Ukraine have been formulated, aimed at updating the motivation system,
increasing staff loyalty, and strengthening retention measures for key employees. It is argued that
systematic investments in training, competence development, and knowledge management con-
tribute to increasing labor productivity, introducing innovations, and strengthening the market
positions of enterprises in the communications sector.

Keywords investment, personnel, development, efﬁciency,
competitiveness
JEL Classification E22, J24

Amnna CrenaHoBa (Yxpaina)

OLIIHIOBAHHS E®EKTMBHOCTI
[HBECTULIIN Y PO3BUTOK
[IEPCOHAY
TEJIEKOMYHIKAIIIVIHOTO
CEKTOPY YKPAIHU

AHoOTauiA

AKTYasnbHICTb JOC/I/PKEHHs 3yMOB/IeHa HAPOCTA/IbHOIO POJITIO PO3BUTKY /IIO[ICHKOTO KalliTany B
PI3HMX CeKTOpax eKOHOMIKI KpaiHWu, e 0coO/MMBa yBara IPUAUIAETHCS PO iIHBECTHIIIN B IO -
CHKMII KalliTa/l AK CTPATEriYHOIO PeCcypcy pPO3SBUTKY TeNIEKOMYHIKalL[iiHMX KOMIIaHill B yMOBax
1 poBisallii eKOHOMIKM 71 CTPIMKMX TEXHOIOTIYHMX 3MiH. MeTa — CTBOPUTH TeOpeTHYHY 6asy
i IpaKTUYHi iHCTPYMEeHTH 1A OlliHIOBaHHA e)eKTMBHOCTI iHBECTHIIilI B PO3BUTOK IIePCOHANTY
Ha MiAIPUEMCTBAX CEKTOPY KOMYHIKallilil 3a/Is Mi[BUIEHHA iXHbOI KOHKYPEHTOCIIPOMOXHO-
cTi, iHHOBaIiit Ta edekTMBHOCTI AiAnbHOCTI. TeopeTnyna 6asa nepedadae OOIPyHTYBaHHA Te-
OpPEeTUYHNUX OCHOB (POPMYBAHHS CUCTEMI iHBECTHIIill y POQeciiiHy MiATOTOBKY, MiiBUIEHHS
kBasidikarii Ta po3BUTOK LMPPOBMX KOMIIETEHIIiil CMiBPOOITHUKIB, a TAKOX CTBOPEHHS CIIPHU-
SIT/IMBOTO OPTaHi3alilffHOroO cepenoBuIna it mpodeciitHoro 3pocTanus. IIpakTudHMil iHCTPY-
MeHTapiil OXOIUII0E BUKOPUCTAHHA CYYaCHMX OCBITHIX i 11npoBUX iHCTPYMEHTIB 1 TO6YIOBI
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edeKTMBHOI CHCTeMI PO3BUTKY IlepcoHany. PedynbraroM € GopMyBaHHA KOHKYPEHTHUX Iepe-
Bar MiJNPUEMCTB Tamysi 3B’A3Ky Ha BiTUM3HAHOMY Te/IeKOMYHIKal[iilHOMY PMHKY BHACIIIOK BY-
KOPMCTAaHHA iHCTPYMEHTIB CTPaTerivHOro aHajIi3y Ta IIePexXoy O CUCTEMHOTO POSBUTKY IepPCO-
Haty. OKpecyeHo po6/IeMHi aCIeKTH /I iHBeCTyBaHHS B PO3BUTOK IIePCOHATY IiIIPMEMCTBA,
IO TIPM3BENIO [0 BU3HaYeHHs cdep LA MOMIMIIEHHS, OHIE0 3 AKUX € BIPOBAKEHHs MO/
Kipknarpika 1 ycyHeHHA Hee(eKTUBHMX MPOTpaM i epeposofiny 61omKeTy Ha 6imbin edek-
tuBHi. Po3po6ieno crparerii possurky Vodafone Ykpaina, cipsMoBaHi Ha OHOB/IEHHS CHCTEMI
MOTUBAii, NiIBUILEHHSA JIOANbHOCTI IIEPCOHATY Ta MOCU/IEHHS 3aXO0/iB 3 yTPMMAHHs K/IIOYOBUX
npaniBHUKiB. CTBEpPKYETHCA, 1110 CUCTeMATUYHi iHBeCTUIii B HABYaHHA, PO3BUTOK KOMIIETEH-
Lifi i ynpaB/liHHA 3HAHHAMM COPUAIOTD IiJIBULIEHHIO IPOAYKTUBHOCTI Ipalli, BIPOBa/)KEHHIO
iHHOBaNiJ1 i 3MIIJTHEHHIO PUHKOBUX ITO3MILIN MiJIPUEMCTB CEKTOPY KOMYHIKaLliil.

iHBecTMIIi, TepCcOHas, PO3BUTOK, e(PEeKTUBHICTb,
KOHKYPEHTOCTIPOMOKHICTh

E22,]24

KawoyoBi cioBa

Knacudikauia JEL

INTRODUCTION

The importance and purpose, place and role of man in the economy are difficult to underestimate.
However, it is human capital, which is a strategic resource for the economic growth of any element of
management, that to this day does not have an effective measurement method, does not have the appro-
priate tools for its preservation, use, and development. It is such human factors as education, creativity,
and intellectual abilities that are considered the basis of human capital.

People occupies a central place in modern concepts of world development. The world community has
reached a compromise in that human capital is a basic factor in the prosperity of both states as a whole and
individual enterprises. The formation of the theory of human capital and the effectiveness of investments
in the development of the enterprise’s personnel began in the 60s-80s of the 20th century and is associated
with the works of foreign economists (Becker, 1962; Schultz, 1961). Around the same period, the discus-
sion about human capital received wide resonance in domestic science, especially at the end of the 20th
century. A significant contribution to its solution was made by Aleksieiev et al. (2024), Balabanova and
Sardak 2006, Bilorus and Filina (2018), Dziamulych and Kopera (2019), and Sytnyk et al. (2023).

In our opinion, further development is required for theoretical and applied aspects of determining the
effectiveness of investments in personnel development at the microeconomic level.

1. THEORETICAL BASIS

Human capital, according to G. Becker, is the stock
of knowledge, skills, abilities and motivations
available to everyone. Investments in it can be ed-
ucation, accumulation of professional experience,
geographical mobility, search for information.

The concept of human capital received interna-
tional recognition after the awarding of two Nobel
Prizes in Economics for their contribution to the
development of the theory of human capital - to T.

Schultz in 1979 and to G. Becker in 1992. Despite
the fact that the main contribution to the popular-
ization of the idea of human capital was made by
T. Schultz (Schultz, 1971), the treatise by G. Becker
(Becker, 1962) became a classic of modern econom-
ic thought. He based his analysis on the idea of hu-
man behavior as rational and expedient, applying
such concepts as price, opportunity costs to a wide
variety of aspects of human life, also using those
that were traditionally in the purview of other so-
cial disciplines. The concept he formulated became
the basis for all further research in this area.

Every enterprise that actively invests in human
capital feels the need to choose a method for as-
sessing the economic efficiency of investments
made in order to make informed decisions regard-
ing the efficiency of both already invested funds
and the feasibility of further investment in human
capital. Determining the efficiency of investment
can be carried out using one or more methods for
assessing efficiency, which have been developed in
sufficient quantities by Western theory and prac-
tice of investing in human capital. However, each
of the existing methods for assessing the effective-
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ness of various types of investment in human capi-
tal has a certain scope and specificity of use, which
significantly narrows their application in prac-
tice. In addition, Western methods are not always
adapted to Ukrainian conditions, so an analysis of
their applicability is needed.

One of the most common methods for qualita-
tively assessing the effectiveness of investment in
human capital is the model for determining the
effectiveness of training of enterprise employees
developed by D. Kirkpatrick in the late 50s of the
twentieth century, which consists in assessing and
comparing the knowledge, skills and behavior of
employees before training, during training, im-
mediately after the training process and after a
certain period of time required to master the ma-
terial taught (La Duke, 2017).

The model has four consecutive levels of assessing
the effectiveness of employee training:

Reaction - determining the degree of satis-
faction of students with the training process,
which includes establishing, using a question-
naire, the importance of training goals for the
employee’s personal and professional growth,
assessing the degree of intensity and satura-
tion of classes with practical exercises, deter-
mining the level of accessibility and simplicity
of presenting the material.

Assimilation - determining, using test and
situational tasks, changes in the attitudes,
knowledge and skills of employees that oc-
curred as a result of training as their direct
result. The expected change is determined by
comparing the answers that employees gave to
the tasks before and after training.

Behavior — determining the change in the em-
ployee’s professional behavior that occurred
as a result of professional training. The assess-

Table 1. Methods for assessing the effectiveness of investments in human development

Source: Developed by the author.

i A method of economic analysis that involves a quantitative comparison of all costs and benefits of an investment

Cost-Benefit

i project, including both direct and indirect effects. It allows you to determine the net present value (NPV), internal
; ratio (BCR)

eturn (IRR), and beneﬁt:

Analysis (CBA)

i Itis used to assess the feasibility of investments in education, med

i compare alternative options for human capital development

Cost-Effectiveness i

A comparative assessment method that determines which investment option provides the most significant effect
for the exact cost, or which program achieves the desired result at the least cost. The benefits are expressed not

Analysis (CEA)

i Use
i quantitatively compared

in situations where human development outcomes cannot be adequately monetized, but can be

Social Return on i value of the changes created

A social performance measurement tool that assesses the social, economic, and societal impact generated by
: each invested unit of resource. It converts social outcomes into a monetary equivalent by determining the social

Investment (SROI)

{Itis used to analyze the effectiveness of social programs, community initiatives, youth and educational projects,
where it is essential to consider not only economic but also social consequences

A four-level conceptual model for evaluating the effectiveness of training and personnel development. The

evaluation is carried out at the levels: participant response, acquisition of knowledge and skills, change in

Kirkpatrick model i employee behavior in the workplace, and organizational results

development, and advanced training

{Itis used for a comprehensive analysis of the effectiveness of educational programs, training, professional

i An extension of the Kirkpatrick model that adds a fifth level - calculating the financial return on training and staff

i development (Return on Investment). Allows you to compare training costs with the financial results obtained

i A set of methods aimed at establishing the causal impact of an investment or program. These include randomized

Impact Evaluation controlled trials (RCTs), quasi-experimental methods, regression approaches, and difference-in-differences

(RCT and

quasi-experiments)

i Used to assess whether a project has led to fundamental changes in the level of human development - for
ample, improvements in student achievement, health, or employment

i A set of integrated indicators that synthesize data on educational outcomes, health status, life expectancy, labor

Human capital ét‘producﬁvity, and other parameters of human capital. They allow for comparisons at the macro level

indices (HCI, HDI) Used for strategic assessment of human potential, international comparisons, and determining socio-economic

i policy priorities
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ment of the change in the employee’s behavior
is carried out by directly observing his actions
at the workplace in the process of work before
and after training with further comparison of
the obtained number of correct production
actions and work techniques.

4. Result - determination of the economic re-
sult that the enterprise received as a result of
training employees in the form of an increase
in their labor productivity and improvement
of the quality of work.

During the development of the model, the main
attention was focused exclusively on assessing the
effectiveness of training activities, but over time
it was adapted to determine the overall level of ef-
fectiveness of other types of investment in human
capital. The model is designed in such a way that
the assessment at each subsequent stage is more
complex and requires more time than at the previ-
ous level. That is why, in order to prevent cases of
excess of the costs required for the assessment over
the economic effect obtained as a result of train-
ing, it is necessary to justify the feasibility of its
implementation each time the assessment is car-
ried out.

The main advantages of the model proposed by D.
Kirkpatrick are the simplicity of its practical use
and the adoption of the assessment process as one
of the components of the general process of pro-
fessional training of employees instead of the sta-
tus of a separate tool for controlling and determin-
ing the effectiveness of invested funds. The model
can be used both to assess the effectiveness of pro-
fessional training of ordinary employees of the en-
terprise, and to ensure monitoring of the effective-
ness of advanced training of managers.

Along with the use of employee knowledge test-
ing methods, D. Kirkpatrick’s model assumes
conducting a questionnaire survey of students im-
mediately after training, which allows to identify
the actual reaction of the employee to the train-
ing process and obtain an initial subjective assess-
ment of the level of its effectiveness. According to
the model, the main factor in the effectiveness of
a particular training or type of professional train-
ing is considered to be the change in the profes-
sional behavior of employees as a direct result of

4

the training carried out (Deloitte, 2024]. Further
study of behavioral changes allows to determine
the impact of the knowledge and skills acquired
by the employee on the general performance in-
dicators of the enterprise, which can be evaluated
by economic indicators characteristic of the enter-
prise (for example, reducing the material intensity
of products, increasing labor productivity, reduc-
ing unproductive working time costs, increasing
competitiveness, etc.). However, determining the
available economic indicators without a compre-
hensive analysis of changes in employee behavior
is biased and does not allow to clearly distinguish
the effectiveness of the type of professional train-
ing carried out (La Duke, 2017).

Determining the effect of training using the D.
Kirkpatrick model in terms of cost is quite diffi-
cult and time-consuming, and, therefore, it re-
quires additional funds and significant time spent
on research. Given this, D. Kirkpatrick suggests
that it is not always advisable to conduct a final
economic assessment of the effectiveness of train-
ing. Thus, if the assessment of the first level of the
model should be carried out for 80-100% of proj-
ects, the second - for 40-60%, the third — 20-30%,
the fourth — 10%, then the assessment of the fifth
level should be carried out for no more than 5%
of all investment programs (La Duke, 2017). First
of all, this applies to large enterprises, where in-
vestment in human capital covers the vast major-
ity of employees and the programs are long-term.
This circumstance significantly narrows the scope
of use of the model and reduces the objectivity of
the assessment of the effectiveness of investment
in human capital carried out using it.

In addition, the model of D. Kirkpatrick does not
allow comparing the amount of invested funds
with the effect that the enterprise will receive as
a result of professional training of employees. The
presence of limitations creates obstacles to using
the model as a universal and perfect method for
assessing the effectiveness of investing in the pro-
fessional and personal development of employees
of the enterprise. At the same time, the model of D.
Kirkpatrick can be used as an alternative assess-
ment method for establishing the psychological
level of feasibility and effectiveness of investment
from the point of view of employees who have
undergone training. The results of such a study

http://dx.doi.org/10.21511/slrtp.16(1).2026.01
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should be taken into account in further substan-
tiation of the type, program and duration of pro-
fessional training, which will allow to increase the
overall effectiveness of investment.

The goal is to establish a theoretical basis and practi-
cal tools for assessing the effectiveness of personnel
development investments at enterprises in the com-
munications sector to increase their competitive-
ness, innovation, and the efficiency of their activities.

2. RESULTS AND DISCUSSION

The telecommunications sector in Ukraine is well
developed. It includes entities that provide mobile
and fixed communication services and Internet
access, as well as telecommunications operators
and regulatory institutions. The telecommunica-
tions services market is an essential factor in so-
cial development and is an integral element of the
activities of both the population and businesses.
Ensuring stable, high-quality, and uninterrupted
mobile communications and Internet access is of
strategic importance for Ukraine, especially in
conditions of martial law. Citizens must be able
to communicate with each other quickly, receive
reliable, up-to-date information, and, if neces-
sary, quickly seek help. In addition, telecommuni-
cations infrastructure is critical for coordinating
the actions of military units and state administra-
tion bodies. During wartime, the continuity and
efficiency of communications directly affect the
level of security of the population and the effec-
tiveness of defense measures, thereby increasing
the requirements for mobile operators’ activities

to ensure full-fledged communications. Let’s use
Vodafone as a basis for our analysis and consid-
er the specifics of personnel development invest-
ments. To do this, it is worth considering the com-
pany’s market position.

Based on this and the analysis of competitors,
we can highlight Vodafone’s main competitive
advantages:

1. Strong investments in infrastructure, even
during the war:

o Vodafone invested 6.2 billion UAH in 2024 in

the development of telecom infrastructure.

o Over the 3 years of full-scale war, the compa-
ny invested ~ 15.5 billion UAH. Most of the
investments are aimed at increasing the ener-
gy stability of base stations: this is critical dur-
ing frequent power outages.

o Vodafone is also developing fixed Internet
(GPON): by the end of 2024, “home Internet”
will be available to 1.2 million households.

2. Innovations in tariffs and services:

o Vodafone introduced the “GigaCombo” tariff -
a “3-in-1” package: mobile communications +
fixed Internet + television.

o There is also the “Joice” tariff with the
“Roaming Like at Home” principle: subscrib-
ers can use minutes and Internet in EU coun-
tries without additional activations.

Table 2. Vodafone competitors and features of their work

Source: Developed by the author based on Kyivstar (n.d.), Lifecell (n.d.), and Vodafone Ukraine (n.d.).

. Diversification of Customer .
Operators Services . Features of services
services segment
. L Convergent packages: Broad coverage throughout Ukraine,
Mobile communications, : g P g' . Broad mass ) . g . & . )
) . . mobile + fixed + television; including remote regions. Strong financial
Kyivstar 4G/5G, fixed internet, ) . market, corporate . .
) B2B business solutions (loT, ; base, ability to scale infrastructure.
IPTV, cloud services . clients L
cloud services) Reliability and user trust
. - Young people Flexible pricing policy and rapid adaptation
i Mobile communications, i Convergent offers after the ) glp P&, - p E policy p' p.
) : . : ) 1 active internet to digital trends. Focus on innovative
LiveCell 4G, eSIM, loT solutions, i merger with DatagroupVolia : . . .
- . : ) ) h : users, tech- services (eSIM, smart services) — active
digital services (mobile + fixed internet) ) H ) .
i oriented users growth and marketing campaigns
) N o ) ) Budget users, Low price, flexible tariffs. Less coverage and
Mobile communication, Minimal investment in )
) ) ) niche users speed, because they use the MNO network.
MVNO sometimes SMS/internet infrastructure, focus on ) ) )
P (international Focus on users who value savings over
packages, calls abroad specific niches . A
calls, students) communication quality
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o In 2024, Vodafone began actively developing
IoT services, connecting corporate customers
to the NB-IoT network.

o The company is also working on AI solutions:
it has its own AI model that supports contact
center operators, and Vodafone plans to scale
this solution as a business product.

3. Stable subscriber base + growing ARPU:

o As of the end of Q32024, Vodafone had ap-
proximately 15.9 million subscribers.

o In 2024, average revenue per subscriber
(ARPU) grew by ~ 10% to 118.4 2.

4. Social responsibility and investment in hu-
man capital:

o In the first half of 2025, Vodafone invest-
ed 10 million 2 in educational initiatives:
Engineering School at the Kyiv School of
Economics.

o The company also supports veterans: it buys
veteran bonds and cooperates with social in-
tegration programs.

o Vodafone has implemented “Powerstar2.0”
technology — an Al-based energy-saving tech-
nology for base stations that reduces electric-
ity consumption.

5. Network reliability during energy crises:

o The company has significantly strengthened
the network’s resilience to power outages: in
QI 2025, it increased the number of base sta-
tions capable of operating during prolonged
blackouts.

o Thanks to these efforts, Vodafone can provide
more stable connectivity at critical moments —
a strong competitive advantage in the con-
ditions of unstable energy infrastructure in
Ukraine (Vodafone Ukraine, n.d.).

So, in our opinion, Vodafone Ukraine has been

demonstrating strategic courage in recent years:
it not only maintains its business during wartime,

6

but also actively invests in its network, strength-
ens innovation, and prepares for the future - in
particular, in the context of 5G/6G. Thanks to a
combination of innovative tariffs, IoT solutions,
infrastructure investments, and social initiatives.

In general, the changes indicate that the compa-
ny is moving into the stage of systematic person-
nel development, creating favorable conditions
for conducting a SWOT analysis of its personnel
policy. It is this stabilization that enables a deep-
er assessment of the HR system’s strengths and
weaknesses, identifies opportunities to improve
personnel management efficiency, and lays the
groundwork for a long-term strategy to develop
Vodafone Ukraine’s labor potential. The conduct-
ed SWOT analysis of Vodafone Ukraine’s person-
nel policy shows that the company has significant
strengths: a high level of personnel qualification, a
strong employer brand, and a young, innovative
workforce that quickly adapts to technological
changes. At the same time, weaknesses were iden-
tified — an uneven workload on technical teams,
a shortage of experienced employees, and a mod-
erate level of voluntary dismissals. The company’s
opportunities include 5G development, university
collaborations, and growing demand for digital
professionals, while threats stem from competi-
tion for qualified personnel, migration risks, and
rapid technological change.

The SWOT matrix analysis (TOWS) allowed us
to specify the directions for using these factors:
strengths can serve as a basis for active involve-
ment of young specialists, rapid mastery of new
technologies, and expansion of professional train-
ing programs. Market opportunities can help
compensate for weaknesses, in particular the
shortage of highly specialized personnel, through
partnerships and training programs. At the same
time, the resulting strategies demonstrate that the
combination of weaknesses and external threats
requires updating the motivation system, increas-
ing staff loyalty, and strengthening retention mea-
sures for key employees.

Overall, the results of the SWOT and TOWS anal-
yses indicate that Vodafone Ukraine has signifi-
cant potential to strengthen its HR policy further
and build a sustainable HR management system.
The use of the proposed areas of improvement will
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Table 3. SWOT analysis of Vodafone Ukraine’s human resources policy

Source: Developed by the author.

S — strengths

W - weaknesses

e High proportion of employees with higher education (75%+)

e Stable core of staff with 1-5 years of experience (60% of staff

e Powerful training and development programs (Vodafonei
Academy, technical certifications). :

e Strong employer brand in the telecommunications market.
e Low proportion of disciplinary dismissals.

e Young staff (main group: 21-40 years old).

¢ High workload on technical staff.

e Gradual reduction of the group of employees with 5+ years of
experience (risk of loss of expertise).

¢ Moderate level of voluntary redundancy.

e Qutdated motivation elements in individual departments
(typical for the telecom industry).

e Partial shortage of highly specialized personnel in the digital
direction.

O — opportunities

T —threats

¢ Development of 5G and digital infrastructure = need for ne
technical competencies.

e Expansion of online education and learning platforms. Demand
for digital marketing and product specialists. Opportunity :
to collaborate with universities and technical institutes
Attracting young professionals through internships and traine
programs.

e Competition for personnel from Kyivstar, Lifecell, IT companies.
Migration of qualified workers abroad. High dynamics of
technologies (risk of skills lag).

e Nationwide risks related to the security situation.

e Shortage of engineering specialists in the market.

Table 4. Matrix SWOT analysis (TOWS)

Source: Developed by the author.

Combination Strategy

‘ Combination

Strategy

SO strategies

ST strategies

i Use the high level of staff education to master

i Use the employer’s strong reputation to reduce

S1+01 ‘ ) ; S4+T1 ‘ .
e 0. SEChNOlOgIES qUickly et EMPloyee turnover to competitors

Expand the internal learning platform by Conduct regular professional development to
S3+02 i integrating external courses (Coursera, CISCO S3+7T3 i avoid loss of competence due to technological

‘Academy) _ichanges

| Create a large-scale starter trainee program to : )

i i A strong core of personnel will help reduce the
S4+05 i attract le th hth f th S2+T4 P ) o

;attractyoung people throug € powerotthe i risks posed by external instability

! Involve young professionals in the development { Improve technical personnel training through
S6+ 03 : L . : S1+T5 : ] . . .

i of digital products and services i collaboration with universities

WO strategies WO strategies

: Compensate for the shortage of experienced Elm lement lovalty survevs and sUDDOrt Drograms
W2 + 04 i workers by attracting graduates of technical W3 +T1 ; P yalty 4 pport prog

HE. . ) i to reduce employee turnover

i universities and dual education programs B -

{ Expand the internal learning platform by Consolidate human resources expertise to reduce
W3+ 02 i integrating external courses (Coursera, CISCO W2 +T2 i the risk of losing senior professionals through

iAcademy) _imigraon

Create a large-scale starter trainee program to Undate the motivation svstem so that emplovees
W5 + 03 i attract young people through the power of the W4+ T3 b .y ) ploy

H : adapt to new technologies more quickly

DraNG O S ,

W1 401 i Involve young professionals in the development : W5+ T5 i Introduce STEM internship programs to train our

i of digital products and services

: own reserve of engineers

contribute to increased productivity, reduced staff
turnover, and increased returns on investment in
human capital.

1. Improving the employee adaptation system.
It is proposed to introduce a 90-day adaptation
program, with mentors, task checklists, and reg-

ular feedback. This will reduce early dismissals,
which are the most expensive for the company.

http://dx.doi.org/10.21511/sIrtp.16(1).2026.01

Savings of 1-1.5 million UAH per year due to re-
duced costs for personnel replacement.

2. Optimization of training programs.

Vodafone should switch to competency-based
learning - training aimed at developing specific
competencies that affect productivity indicators.
Expected result: twice as fast application of skills
at work. Productivity increases by 8-12%.
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Table 5. Problems and areas for improvement in Vodafone’s personnel development investments

Source: Developed by the author.

Problem Proposed direction Expected result . Potential economic impact
Part of the investment does not Optimization of training Increase the relevance of o .
e PRYOM QTS programs training to business goals - STEPrOMEMY
Employee tur;noonvtirsm the first 6 " Enhanced adaptation program Reduce early dismissals Savings of 11.15 million UAH/

Leadership and management
programs

Uneven development of
managers

Improve the quality of

Increased staff retention
management

Insufficient digitalization of HR

processes LMS, e-trainings, analytics

Reduce offline training costs Savings of 10-15% of the budget

Low transparency of learning
outcomes

i Performance assessment system :

Monitor results and payback eeding outinefiective

Need for culture and motivation
development

. . . . e PTOBTAMS
Intangible motivation, flexible Increase engagement and JAluidity—> savings 0.8 — 1.2
conditions loyalty million UAH

3. Development of middle managers.

It is proposed to introduce programs in people
management, performance management, leader-
ship, and coaching to reduce conflict, increase em-
ployee involvement, and strengthen teams. And by
reducing turnover, savings of up to 700 thousand
UAH / year are achieved.

4. Digitalization of training and HR processes.

The introduction of an LMS system will allow
you to transfer part of the training online, create
a course database, and track effectiveness in real
time. Reducing training costs by 10-15%.

5. Non-material motivation system.

The “Recognition of Good Practices” program is
offered, including internal awards, career tracks,
flexible schedules, and the possibility of remote
work. This will lead to increased employee engage-
ment and satisfaction. And a reduction in turn-
over by 0.5-1 million UAH.

6. Training effectiveness assessment model.

Table 6. Vodafone’s investment priorities in human

Implementation of the Kirkpatrick model (4 levels:
reaction > knowledge - behavior - result). This
involves eliminating ineffective programs and re-
allocating the budget to more effective ones.

Forecast of results after the implementation of
measures:

« reduction of turnover by another 0.5-0.8%;

+ increase in productivity by 10-15%;

e increase in economic effect to 13.5-14 million
UAH,;

e increase in ROI to 85-90%;

o full return on investment within 2-3 years.

Therefore, the proposed areas of improvement
will allow Vodafone Ukraine to increase the
economic efficiency of investments in person-
nel development, optimize the use of finan-
cial resources and ensure increased employee
productivity. The implementation of measures
will strengthen the company’s human resourc-
es potential, reduce turnover, and achieve a
stable, long-term effect, which is a key factor
in competitiveness in the telecommunications
market.

resource development

Source: Developed by the author.

Comment

The fastest economic effect

Multiplicative effect

High payback

Needs to be maintained
constantly

Priority Importance Level Expected Impact
Employee Adaptation High Reduced turnover
Leadership Development High Increased team productivity
Digitalization of Learning Average Reduced costs
Motivation System Average Increased loyalty
Evaluation of Training Programs High Performance control

Allows for saving budget

Soft Skills Development Low-medium

Increased communication

.. L -t ffect
efficiency ong-term effec
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Social and Labour Relations: Theory and Practice, Volume 16, Issue 1, 2026

CONCLUSION

The goal is to establish a theoretical basis and practical tools for assessing the effectiveness of personnel
development investments at enterprises in the communications sector to increase their competitiveness,
innovation, and the efficiency of their activities.

Theoretical analysis has shown that personnel development is not only a social function of the enter-
prise, but also an investment process capable of generating tangible economic results. The models of ef-
ficiency assessment considered in the work (ROI, Payback Ratio, Cost-Effectiveness, SROI, Kirkpatrick
model) enable comprehensive measurement of both financial and non-financial effects arising from
training and professional development. In modern market conditions, it is essential to assess not only
direct benefits but also deferred outcomes, such as improving work quality, increasing staft involvement,
and strengthening corporate culture.

Summing up the study’s results, it can be stated that investments in personnel development are among
the most effective mechanisms for strengthening an enterprise’s competitive advantage. The example of
Vodafone Ukraine shows that a systematic approach to human capital development delivers both direct
financial benefits and long-term strategic advantages: the development of highly professional personnel,
increased business sustainability, improved employer reputation, and enhanced management efficiency.
The effectiveness of personnel investments largely depends on the choice of assessment methods, regu-
lar monitoring, program adaptation to employee needs, and the digitalization of HR processes. It is the
combination of these factors that will allow companies to ensure sustainable growth and strengthen
their human resources potential in a competitive environment.
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