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КОНЦЕПЦІЯ УПРАВЛІННЯ РОЗВИТКОМ ПЕРСОНАЛУ ЗАКЛАДІВ ВИЩОЇ ОСВІТИ
В УМОВАХ ЦИФРОВОЇ ТРАНСФОРМАЦІЇ ТА ПІДВИЩЕННЯ ЯКОСТІ ОСВІТНІХ ПОСЛУГ

The article substantiates the concept of managing the development of personnel of higher education institutions in
the context of digital transformation and improving the quality of educational services. It is determined that modern
transformation processes in the higher education system lead to a change in the role of personnel, who become a key
carrier of innovations and the main factor in ensuring the competitiveness of educational institutions. It is proven that
the digitalization of education transforms the content of the professional activities of teachers and administrative staff,
actualizing the need for the formation of new competencies, the development of digital culture and the ability to continuous
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GENERAL STATEMENT OF THE PROBLEM
AND ITS CONNECTION WITH IMPORTANT

SCIENTIFIC OR PRACTICAL TASKS
The modern system of higher education is

undergoing profound transformations caused by the
development of digital technologies, changing
educational paradigms and increasing competition in
the market of educational services. In such conditions,
effective management of personnel development,
which acts as a key carrier of innovation and ensures

learning. The essence of personnel development as a continuous, multidimensional process that encompasses the formation
of professional, digital, socio-communicative and innovative competencies is revealed. It is substantiated that effective
management of personnel development should be based on the principles of systematicity, integration and adaptability,
ensuring the coordination of individual trajectories of employee development with the strategic goals of the higher
education institution. A conceptual management model is proposed that combines competency, organizational,
technological, motivational and evaluation components into a single management system. It is established that the quality
of educational services is formed as a result of the interaction of the level of personnel development, technological support
of the educational process and the organizational environment. The feasibility of using analytical models for assessing
the level of personnel development, education quality and management effectiveness is proven, which allows to increase
the validity of management decisions. Special attention is paid to the development of individual educational trajectories,
the implementation of digital platforms, the use of educational analytics and the formation of a culture of continuous
learning. It is substantiated that a multi-level model of personnel development management, which covers the individual,
team, institutional and network levels, ensures the consistency of management influences and increases the effectiveness
of educational activities. It is generalized that the implementation of the proposed concept contributes to improving the
quality of educational services, the development of the innovative potential of higher education institutions and their
adaptation to the conditions of the digital economy. Prospects for further research are related to the development of
tools for quantitative assessment of the effectiveness of personnel development and the analysis of the impact of digital
technologies on the results of educational activities.

У статті обгрунтовано концепцію управління розвитком персоналу закладів вищої освіти в умовах цифрової
трансформації та підвищення якості освітніх послуг. Визначено, що сучасні трансформаційні процеси в системі вищої
освіти зумовлюють зміну ролі персоналу, який стає ключовим носієм інновацій і основним чинником забезпечення
конкурентоспроможності освітніх установ. Доведено, що цифровізація освіти трансформує зміст професійної діяль-
ності викладачів і адміністративного персоналу, актуалізуючи потребу у формуванні нових компетентностей, роз-
витку цифрової культури та здатності до безперервного навчання. Розкрито сутність розвитку персоналу як безпе-
рервного, багатовимірного процесу, що охоплює формування професійних, цифрових, соціально-комунікативних
та інноваційних компетентностей. Обгрунтовано, що ефективне управління розвитком персоналу має базуватися на
принципах системності, інтеграції та адаптивності, забезпечуючи узгодження індивідуальних траєкторій розвитку
працівників зі стратегічними цілями закладу вищої освіти. Запропоновано концептуальну модель управління, яка
поєднує компетентнісний, організаційний, технологічний, мотиваційний та оціночний компоненти в єдину управлі-
нську систему. Встановлено, що якість освітніх послуг формується як результат взаємодії рівня розвитку персоналу,
технологічного забезпечення освітнього процесу та організаційного середовища. Доведено доцільність використан-
ня аналітичних моделей оцінювання рівня розвитку персоналу, якості освіти та ефективності управління, що дозво-
ляє підвищити обгрунтованість управлінських рішень. Особливу увагу приділено розвитку індивідуальних освітніх
траєкторій, впровадженню цифрових платформ, використанню освітньої аналітики та формуванню культури без-
перервного навчання. Обгрунтовано, що багаторівнева модель управління розвитком персоналу, яка охоплює індив-
ідуальний, командний, інституційний та мережевий рівні, забезпечує узгодженість управлінських впливів та підви-
щує ефективність освітньої діяльності. Узагальнено, що реалізація запропонованої концепції сприяє підвищенню
якості освітніх послуг, розвитку інноваційного потенціалу закладів вищої освіти та їх адаптації до умов цифрової
економіки. Перспективи подальших досліджень пов'язані з розробленням інструментів кількісного оцінювання ефек-
тивності розвитку персоналу та аналізом впливу цифрових технологій на результати освітньої діяльності.

Key words: higher education staff, staff development, digital transformation, quality of education,
competencies, management.

Ключові слова: персонал закладів вищої освіти, розвиток персоналу, цифрова трансформа-
ція, якість освіти, компетентності, управління.

the quality of the educational process, is of particular
importance. The digitalization of education changes
the content of the professional activities of teachers
and administrative staff, requiring new knowledge,
skills and behavioral models from them. At the same
time, there is a growing need for the formation of
flexible management systems capable of ensuring the
adaptation of personnel to rapid changes and
maintaining a high level of quality of educational
services.
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ANALYSIS OF RECENT RESEARCH
AND PUBLICATIONS, IN WHICH THE
SOLUTION OF THIS PROBLEM WAS

INITIATED AND ON WHICH THE AUTHOR
RELIES, HIGHLIGHTING PREVIOUSLY

UNRESOLVED PARTS OF THE GENERAL
PROBLEM, TO WHICH THE SPECIFIED

ARTICLE IS DEVOTED
The issue of personnel development in higher

education institutions is actively researched in the
scientific literature, where attention is focused on
issues of professional training, advanced training
and the formation of competencies [1—15].
Separate studies are devoted to the impact of
digital technologies on the educational process and
the transformation of the role of the teacher, who
is gradually moving from a traditional translator
of knowledge to a facilitator of learning [12—21].
A significant part of scientific works considers the
quality of educational services as an integral
indicator of the effectiveness of the activities of a
higher education institution, which depends on the
level of personnel development and the effecti-
veness of management decisions [19—34]. At the
same time, the conceptualization of a systemic
approach to managing personnel development in
the context of digital transformation requires
further development.

FORMULATION OF THE OBJECTIVES
OF THE ARTICLE (TASK STATEMENT)
The purpose of the study is to substantiate the

concept of managing the development of personnel
in higher education institutions, which takes into
account the challenges of digital transformation
and is aimed at improving the quality of educa-
tional services.

PRESENTATION OF THE MAIN MATERIAL OF
THE STUDY WITH A FULL JUSTIFICATION
OF THE OBTAINED SCIENTIFIC RESULTS

Personnel development in a modern higher
education institution should be considered as a
continuous process that encompasses the forma-
tion of professional, digital and social compe-
tencies. This process is not limited to improving
qualifications, but includes the transformation of

thinking, adaptation to new conditions of activity
and the development of the ability to innovate. The
digital transformation of education changes tra-
ditional approaches to the organization of the edu-
cational process, which, in turn, requires a revision
of personnel management mechanisms. In par-
ticular, the importance of digital platforms, online
education, interactive learning methods and
analytical tools that allow assessing the effec-
tiveness of the educational process is growing. In
this context, personnel development management
should ensure not only the improvement of
professional competence, but also the formation
of a digital culture, which includes the ability to
effectively use information technologies, work in
an online environment and interact in digital teams
[2; 14—19; 22—30]. An important aspect is also
the integration of individual employee develop-
ment with the strategic goals of the educational
institution. This allows to ensure consistency
between the personal goals of employees and the
general strategy of the organization's develop-
ment, which contributes to increasing the effi-
ciency of activities. A significant role in this process
is played by the formation of a motivation system
that stimulates employees to continuous profe-
ssional growth and the implementation of
innovations [1; 3—13; 20—21; 31—34]. Such a
system should take into account both material and
non-material incentives, including career deve-
lopment opportunities, participation in scientific
projects and recognition of achievements. The issue
of assessing the quality of educational services
deserves special attention, which should be based
on an integrated approach that takes into account
learning outcomes, student satisfaction, the
effectiveness of educational programs and the
professional development of teachers.

The proposed concept involves the integration of
these components into a single management system
that provides a comprehensive approach to personnel
development. Deepening the proposed approach, it is
advisable to focus on the need to form a culture of
continuous learning, which is becoming a key factor
in the competitiveness of higher education institutions.
In modern conditions, knowledge quickly becomes
obsolete, which requires constant updating of

Component Content Tools Result 

Competency formation of professional and digital skills training, online courses improvement of qualifications 

Organizational coordination of personnel activities strategic planning coordination of actions 

Technological implementation of digital solutions LMS, analytics efficiency of processes 

Motivational stimulation of development incentive system increase in productivity 

Evaluative quality control monitoring, audit improvement in the quality of education 

 

Table 1. Key components of the concept of managing the development of personnel in higher
education institutions

Source: proposed by the authors.
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competencies and adaptation to new requirements. An
important direction is also the development of the
leadership potential of personnel, which allows for
effective change management and the introduction of
innovations. This involves the formation of
management skills, the ability to think strategically and
make decisions in conditions of uncertainty. It is also
necessary to take into account the social aspect of
personnel development, which is associated with the
formation of a favorable psychological climate,
support for teamwork and the development of
corporate culture [5; 16—19; 21—25]. It is these
factors that largely determine the effectiveness of
interaction between employees and affect the quality
of the educational process. In general, it can be noted
that the concept of managing the development of
personnel of higher education institutions should be
based on the principles of systematicity, integration
and adaptability. Its implementation allows to ensure
the improvement of the quality of educational services,
strengthening the competitive positions of educational
institutions and their effective development in the
conditions of digital transformation.

Expanding the concept of managing the deve-
lopment of personnel of higher education institutions,
it is advisable to proceed to the formalization of key
relationships that determine the quality of educational
services in the digital environment. Such formalization
does not replace substantive analysis, but allows to
structure management decisions and increase their
validity [16—19; 22—25; 30; 34]. First of all, it is worth
fixing the integral result of personnel development as
a generalized characteristic that reflects the
combination of professional, digital and pedagogical
components. It can be presented in the form of a
functional dependence:

 (1),
Where Dp — integral level of personnel deve-

lopment;
Kp — professional competencies (specialized

knowledge, pedagogical skills);
Kd — digital competencies (mastery of LMS,

EdTech, analytical tools);
Ks — соціально-комунікативні компетент-

ності (взаємодія, командна робота);
Ki — innovative activity (participation in

projects, development of new courses);
αi — weighting factors reflecting the institu-

tion's strategic priorities.
This model emphasizes that personnel develop-

ment is not a one-dimensional process, but the
result of a balanced growth of several groups of
competencies. At the same time, changing the
weighting coefficients allows you to adapt the
management system to the specifics of the uni-
versity or educational program.

The quality of educational services should be
considered as a derivative of personnel develop-
ment, but taking into account the organizational
and technological environment. This is reflected
in the following relationship:

 (2),
Where Qe — level of quality of educational

services;
Dp — level of personnel development;
Te — technological support of the educational

process;
Se — organizational environment (manage-

ment, support, quality culture);
βi — coefficients of significance of the relevant

factors.
Thus, even a high level of staff competence does

not guarantee the quality of education without
proper digital infrastructure and effective orga-
nizational support. This is especially relevant in the
context of distance and blended learning. The
effectiveness of personnel development management
should be highlighted separately as a process that
links development costs with the results achieved. In
a simplified form, it can be presented as:

(3),

Where Em — effectiveness of personnel
development management;

Qe — quality of educational services;
Ra — level of personnel adaptability to

changes;
Cd — development costs (training, digital tools,

advanced training).
This dependence demonstrates that mana-

gement effectiveness is not determined only by the
volume of investments in development, but
depends on the extent to which these investments
are transformed into improving quality and
adaptability. From a practical point of view, the
proposed models can be used as an analytical tool
for assessing the current state of personnel and
predicting the results of management decisions.
They allow identifying weaknesses in the develop-
ment system, determining investment priorities
and ensuring more accurate planning of training
activities. In general, it can be noted that the
formalization of personnel development processes
and the quality of educational services opens up
opportunities for the transition from intuitive
management to systematic management based on
analytics. This, in turn, strengthens the ability of
higher education institutions to function effec-
tively in the context of digital transformation and
growing competition in the educational services
market.
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Further deepening the concept of managing the
development of personnel in higher education
institutions is advisable through consideration of the
transformation of employee roles in the digital
educational environment. In modern conditions, a
teacher ceases to be only a carrier of knowledge
and increasingly acts as a moderator of the edu-
cational process, an analyst of learning outcomes
and a developer of digital content [10—15; 21; 25—
28; 30; 33]. This means that staff development should
focus not only on improving qualifications, but also
on the formation of new professional identities that
meet the requirements of digital education.
Management of individual employee development
trajectories is of particular importance. Within such
a model, each employee is considered as a unique
carrier of competencies, requiring a personalized
approach to training, assessment and career growth.
This allows not only to increase the effectiveness of
development, but also to ensure greater invol-
vement of staff in the process of transformation of
an educational institution. At the same time, it is
necessary to take into account that digital trans-
formation creates new challenges associated with
the need for rapid updating of knowledge and
adaptation to constant changes in the technological
environment [3; 12—15; 18; 20—24]. In such
conditions, the development of meta-competences,
such as the ability to self-study, critical thinking and
work with information, becomes key. It is these
qualities that ensure the long-term competitiveness
of personnel and the sustainability of the edu-
cational system as a whole.

An important direction is also the integration
of feedback mechanisms into the personnel
development management system. Systematic
analysis of performance results, assessment of
student satisfaction and the use of educational data
analytics allow for the formation of more informed
management decisions. This contributes to the
transition from formal control to flexible regu-
lation of personnel development, focused on
achieving specific results. In order to generalize
these approaches, it is advisable to present a struc-
tural and functional model of personnel develop-

ment management, which reflects the relationship
between management levels and the results of
educational activities.

The proposed model is fundamentally different
in that it focuses not on management functions, but
on the levels of implementation of personnel
development, which allows for a more flexible
combination of individual and organizational
interests. It demonstrates that the effectiveness of
personnel development depends on the consistency
of actions at all levels, starting from the individual
employee and ending with interaction with the
external environment. In summary, it can be noted
that a modern personnel development mana-
gement system should be open, adaptive and
focused on long-term results. Its key characteristic
is the ability to quickly respond to changes,
integrate new knowledge and create conditions for
continuous professional growth. It is this approach
that ensures an increase in the quality of
educational services and the competitiveness of
higher education institutions in the conditions of
digital transformation.

CONCLUSIONS FROM THIS STUDY
AND PROSPECTS FOR FURTHER
RESEARCH IN THIS DIRECTION

As a result of the study, it was established that
personnel development management is a key
factor in ensuring the quality of educational
services in modern higher education institutions.
It is proven that digital transformation changes
the content and structure of the professional
activities of personnel, which requires the
implementation of new approaches to develop-
ment management. It is substantiated that an
effective concept of personnel development
management should combine competency,
technological, organizational and motivational
approaches, ensuring the comprehensive
development of employees. It is determined that
the implementation of a systemic approach allows
to increase the efficiency of the activities of higher
education institutions and ensure their sustainable
development. Prospects for further research are

Management 
Level 

Key influencer Main tools Nature of interaction Performance indicator 

Individual individual employee personal educational 
trajectories, mentoring 

self-development and self-
assessment 

increase in competencies 

Team department, working 
group 

collective learning, project 
activities 

horizontal interaction effectiveness of teamwork 

Institutional higher education 
institution 

strategic personnel 
development programs 

management coordination improvement in the 
quality of education 

Network partner 
organizations 

academic mobility, 
collaboration 

external integration expanding development 
opportunities 

 

Table 2. Multi-level model of personnel development management in higher education institutions

Source: proposed by the authors.



200

АГРОСВІТ № 9, 2026

ISSN 2306-6792Copyright © The Author(s). This is an open access article distributed under the terms of the Creative
Commons Attribution License 4.0 (https://creativecommons.org/licenses/by/4.0/).

related to the development of tools for assessing
the effectiveness of personnel development and
the impact of digital technologies on the quality
of educational services.
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