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I[MEPCOHAUJI, YIIPABJIIHHA ITEPCOHAJIOM, YIIPABJIIHHSA PO3BUTKOM,
VIIPABJIIHHA PO3BUTKOM IIEPCOHAIJIY, CUCTEMA VIIPABJIIHHA
PO3BUTKOM IMEPCOHAJY HIAITPUEMCTBA

Metoro naHOi IUIIOMHOT POOOTH € IOCTIKEHHS TEOPEeTUYHUX 3acani 1
pO3p00OKa MPAKTUIHUX PEKOMEHAIN 1010 YIIPaBIiHHSI PO3BUTKOM MEpCOHANy Ha
nignpueMctBl TOB « XMenbHUIIBKXITI0.

OOG’ekTOM  JOCHIIKEHHS BHUCTYIA€ TMPOLIEC YNPaBIiHHA PO3BUTKOM
nepconainy Ha TOB «XmenbHULIBKXT10%.

[IpenMer nOCHIIKEHHS OXOIUTIOE TIPOIECH, METOAM Ta IHCTPYMEHTH
yOpaBJIiHHS PO3BUTKOM TIEPCOHANY Ta iX BIUIMB Ha pe3yJbTaTH HisTIHOCTI
HiATPUEMCTBA.
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JUIsS.  TIOKpalleHHS KaJpoBOi TMOJITUKH, MIABUIIEHHS MpodeciiHoro piBHS

NpalliBHUKIB Ta 3a0€3MEUEHHS CTaTUX KOHKYPEHTHUX TepeBar miAnpHeMCTBa.



ABSTRACT

Explanatory note contains: 83 pages, 2 figureis, 19 tables, 30 references
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The purpose of this thesis is to study the theoretical foundations and develop
practical recommendations for managing personnel development at the enterprise
LLC “Khmelnytskkhlib”.

The object of the study is the personnel development management process at
LLC “Khmelnytskkhlib™.

The subject of the study includes the processes, methods, and tools of
managing personnel development and their impact on the enterprise’s performance.

This research employs both general scientific and specialized methods,
including analysis and synthesis, statistical and financial analysis, comparative
analysis, systems approach, graphical methods, and expert evaluations.

The practical significance of the thesis lies in the development of concrete
recommendations for improving the personnel development management system at
LLC “Khmelnytskkhlib.” The results of this research can be used to enhance human
resource policies, raise the professional level of employees, and secure a sustainable

competitive advantage for the enterprise.
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INTRODUCTION

In the context of today’s dynamic economic development, constant changes
in the labor market, and intensifying competition at the global level, personnel
development management has acquired strategic importance for enterprises. Human
capital has become the foundation of innovative transformation, ensuring an
enterprise’s competitiveness, adaptability to change, and resilience in uncertain
environments. Effective management of personnel development not only enhances
employees’ professional competencies but also cultivates motivation, loyalty, and
engagement in achieving the organization’s goals.

The issue of human resources development has been addressed by numerous
scholars, including [1-27] Popel S. A., Zbrytska T. P., Savchenko H. O., Tatarevska
M. S., Vasiliuk S. V., Slyvka O. A., Pluhina Yu. A., Havryliuk I. V., Krushelnytska
O. V., Melnychuk D. P., Bazaliiska N. P., Pylypchuk U. O., Shubalii O. M., Markova
S. V., Oliinyk O. M., Hetman O. O., Bilodid A. O., Sochynska-Sybirceva l. M., and
others. These researchers emphasize the importance of a comprehensive approach
to human resource management and highlight the need to align personnel
development strategies with organizational goals.

The purpose of this thesis is to study the theoretical foundations and develop
practical recommendations for managing personnel development at the enterprise
LLC “Khmelnytskkhlib™.

The objectives of the thesis are as follows:

— to analyze the theoretical foundations of personnel development
management at the enterprise;

—to provide a general overview of the operations of LLC “Khmelnytskkhlib™;

— 1o assess the external environment affecting the company’s HR policy;

—to evaluate the current personnel management system at the enterprise;

— to justify directions for improving the personnel development management
system at LLC “Khmelnytskkhlib.”
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The object of the study is the personnel development management process at

LLC “Khmelnytskkhlib™.

The subject of the study includes the processes, methods, and tools of
managing personnel development and their impact on the enterprise’s performance.

This research employs both general scientific and specialized methods,
including analysis and synthesis, statistical and financial analysis, comparative
analysis, systems approach, graphical methods, and expert evaluations.

The information base of the study consists of internal data on the operations
of LLC “Khmelnytskkhlib,” corporate reports, analytical materials, results of
employee surveys, and academic literature on personnel development management.

The practical significance of the thesis lies in the development of concrete
recommendations for improving the personnel development management system at
LLC “Khmelnytskkhlib.” The results of this research can be used to enhance human
resource policies, raise the professional level of employees, and secure a sustainable

competitive advantage for the enterprise.



1 THEORETICAL ASPECTS OF PERSONNEL DEVELOPMENT
MANAGEMENT AT THE ENTERPRISE

The modern world is marked by rapid change, including technological
innovations, the swift evolution of consumer preferences, and overall uncertainty in
the business environment. These factors compel companies to adapt to new
conditions and actively improve every aspect of their operations in order to remain
competitive. In this context, personnel development becomes particularly important,
as human capital is the primary driver of innovation, productivity, and sustainable
enterprise growth.

In the face of increasing challenges, companies can no longer focus solely on
technical equipment, automation, or raw material quality. Employee development
becomes a crucial factor, as employees directly implement company strategies, drive
innovation, and ensure the quality of products or services. Modern business
strategies increasingly rely on a comprehensive approach to human resource
management, with a strong emphasis on developing employee competencies, skills,
and personal attributes.

The need to create an effective personnel development system arises from
rapid changes in working conditions, which dictate new requirements for
professional training and personal characteristics. These changes include the
emergence of new technologies, digitalization of processes, automation of routine
tasks, and the need for agile responses to external challenges. In such conditions,
companies with strong personnel development programs gain significant
competitive advantages, as they are better equipped to adapt and remain resilient in
uncertain environments.

The term “personnel development” itself is complex and multifaceted,
encompassing many aspects of human resource management, from professional
training and upskilling to fostering corporate culture and leadership development.
Because of this, there is no universally accepted definition in the literature. Most

approaches to interpreting “personnel development” focus on its key components:
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training, the formation of new competencies, adaptation to change, and creating

opportunities for employee self-realization.

For analytical convenience, the main definitions of “personnel development

29

can be grouped into several conceptual approaches, as presented in Table 1.1.

Table 1.1 — Main Definitions of "Personnel Development"

Author Definition
Popel S.A. [1] "Personnel development is a continuous process of
employee training and qualification improvement in
accordance with the organization’s current demands."
Zbrytska T.P., | "Personnel development is a process of harmoniously
Tatarevska M.S., | improving employees’ knowledge and skills to enhance

Savchenko H.O. [2]

the organization’s performance in both the short and long
term."

Vasyliuk S.V. [3]

"Personnel development is a key condition for ensuring
operational efficiency, competitiveness, and the
fulfillment of the enterprise’s strategic goals."

Slyvka V.A. [4]

"Personnel development is an indicator of the
effectiveness of an organization’s SOCI0O-economic
activity."

Tom N. [5]

"A personnel development system includes training,
upskilling, and other initiatives aimed at improving
professional competencies in alignment with the
organization’s goals."

Pluhina Y.A. [6]

"Personnel development is the transformation of an
employee’s professional and personal traits, contributing
to the achievement of company goals."

Havryliuk 1.V. [7]

"Personnel development is a structured process aimed at
preparing employees for new challenges, enhancing their
knowledge, and building a managerial talent pool."

The concept of “personnel development” encompasses a wide range of tasks

and processes aimed at the targeted and continuous improvement of employees’

knowledge, skills, competencies, and personal qualities. It includes various tools

such as training, workshops, and assessments that support the achievement of the

organization’s strategic goals and strengthen its competitive advantages. The main

goal of personnel development is to provide the company with highly qualified

employees who meet organizational needs and contribute to its sustainable growth.



Personnel development involves addressing the following key tasks:

— implementing a continuous learning system that ensures the transfer of
knowledge and best practices;

— identifying high-potential employees and supporting their growth;

— forming a talent pool for future leadership positions;

— assessing and enhancing the professional potential of staff;

— establishing a system for career advancement and skill development;

— improving personal qualities in line with the corporate culture, including
leadership, communication, adaptability, and teamwork [8]

Employee development management is integrated into the overall HR
management system, creating synergy with other subsystems. For example,
personnel development is closely linked to workforce planning, since information
about current and future vacancies helps define priority areas for training. This
allows new employees to adapt quickly to workflows, while experienced staff can
pursue their career ambitions more effectively.

An effective personnel development system provides a company with
numerous advantages, such as:

— higher professional competence among employees;

— faster adaptation to changes in market conditions;

— more efficient use of employee potential;

—succession planning and leadership continuity;

— strong team cohesion;

—enhanced corporate loyalty [2].

To ensure sustainable enterprise development, it is not enough to implement
isolated upskilling initiatives. It is essential to build a culture of continuous learning
that encourages employees to independently pursue new knowledge and skills. In
the context of modern challenges, particular attention should be given to developing
leadership, teamwork, flexibility, and initiative. Equally important is the support of
employee psychological well-being, which directly affects their productivity and

motivation.
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Managing personnel development in a modern organization includes a range

of measures such as professional education, upskilling, retraining, personal
development, potential assessment, career planning, talent pipeline creation, and
regular performance evaluations. The prioritization of these tools is determined by
the company’s strategic goals, financial capabilities, and staffing needs [9].

At modern enterprises, increasing attention is being paid to employee training
and professional development, as these aspects are directly linked to job
performance and the fulfillment of responsibilities. Professional development is seen
as a process aimed at improving employee competence, effectiveness, adaptability,
and personal attributes such as critical thinking, creativity, leadership, and emotional
intelligence. This process also includes measures such as career planning,
mentoring, and coaching, all of which contribute to long-term workforce
improvement [10].

Professional training, in turn, is a narrowly focused activity designed to
provide employees with specific knowledge, skills, or competencies required for
particular tasks. It plays an essential role in preparing employees for new functions
or positions that arise through promotions, transfers, or replacements.

Professional adaptation involves integrating new employees into the
workplace environment. This includes familiarizing them with corporate culture,
building relationships with colleagues and management, and acquiring the
knowledge and skills necessary for a smooth entry into work processes. This process
boosts employee effectiveness and success in their new roles [10].

Personnel development is the shared responsibility of various stakeholders,
including HR departments, top management, line managers, and the employees
themselves. In most cases, development programs are created collaboratively by line
managers and HR professionals. The personnel development system is governed by
legislation, internal corporate regulations, and quality standards such as the Labor
Code of Ukraine and the Tax Code [2].

An effective personnel development system should be based on the following

principles:
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— scientific approach — all initiatives should be grounded in research and

expert recommendations, involving qualified professionals;

— democratic participation — employees should have the opportunity to
propose training programs and choose those that match their interests and needs;

— continuity — development must be an ongoing process, allowing employees
to acquire up-to-date knowledge and apply it in practice;

— planning — development processes must be well-structured and aligned with
company strategy;

— flexibility — the development system must adapt quickly to changes both
inside the company and in the market;

— practicality — development initiatives should focus on achieving specific
results and delivering competitive advantages;

— adaptability and innovation — using both proven methods and new
approaches to ensure maximum effectiveness;

— transparency — information about development opportunities should be
accessible to all employees;

— independence — an objective assessment of each employee’s needs without
external pressure or bias [11].

Adhering to these principles helps build a system that supports not only the
professional growth of employees but also the overall success of the organization.
Such a system enhances motivation, engagement, and productivity, giving the
company sustainable competitive advantages.

To achieve maximum effectiveness in personnel development, modern
organizations apply a wide range of tools and methods. These initiatives support the
development and growth of human capital, prepare employees for new
responsibilities, and equip them to handle complex workplace situations. Innovative
tools help companies quickly adapt to changes in the business environment by
boosting employee competence.

The concept of personnel development management is based on using diverse

approaches, methods, and tools aimed at organizing, implementing, and analyzing
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the process of human resource enhancement. These tools include both traditional

and innovative techniques that allow organizations to integrate current trends into
employee development.
Methods of personnel development are classified according to various criteria.

The main classification approaches are presented in Table 1.2.

Table 1.2 — Main approaches to the classification of personnel development

methods

Classification
criterion

Personnel development methods

Level of innovation

Traditional approaches, Modern methods

Degree of activity

Passive learning formats (lectures, observation), Active methods
(trainings, workshops, role plays)

Number of | Individual training, Group-based training

participants

Integration  with | Without interruption of production, With partial or full separation from
production production

Duration of training

Long-term programs, Medium-term courses, Short-term trainings

Funding sources

Organization’s internal budget, Public funds and organizations,
International grants or foundations, Enterprise resources, Personal
employee finances

Method of training
delivery

Use of internal company resources, Involvement of external training
providers

The implementation of professional training can also be classified by location
into three main categories: training conducted directly at the workplace, training
conducted outside the work environment, and a blended approach that combines
both methods (see Figure 1.1).

On-the-job professional training methods focus on the practical acquisition of
skills, enabling quicker adaptation to the work environment and minimizing training
costs.

Mentorship involves the transfer of practical experience and knowledge from
experienced employees to newcomers.

Instruction consists of providing employees with basic information on how to
perform tasks and follow safety protocols, which is especially relevant for new hires.

Job rotation temporarily changes the employee’s work position, promoting
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flexibility, expanding competencies, and enhancing understanding of organizational

processes.

Methods of professional
training

At the workplace

Outside the workplace

Combination of both groups
of methods

Mentoringas a form of transferringpractical
Experience from more experienced employees tg
newcomers

IAnaly zingtraining situations to practice skills in
a controlled environment

Learning through real experience and
experimentation (experiential learning)

Briefings to clearly explain tasks or rules for
performingcertain actions

Use of modeling to simulate real work
processes.

Practice under the direct supervision ofa
mentor.

Job rotation, which promotes emp loyee
versatility and provides an opportunity to gain
experience in different departments

Case study method to develop analytical
thinking through the analysis of real or fictional
situations

Use of programmed courses for gradual
mastering of the material.

Observation and imitation, when an employ ee
learns new skills by copyingthe actions of
experienced colleagues

Conducting lectures to transfer theoretical
knowledge

and computer technologies (e-learning)

Distance learning through electronic platforms

Delegation of tasks, which allows employees toj
gain new experience by performingmore
responsible functions

Independent learning that promotes individual
growth and development

when employees gain new knowledge in the
process of performingtasks.

Application of the “learningby doing” method,

Internships as on-the-job trainingto help new
employees adapt to the workplace

Role-playinggames to practice communication
skills and behavior in different situations

Participation in project teams, which helps to
gain practical skills through collaboration on

Business games focused on developing
management decisions and business strategies

specific tasks

Figure 1.1 — Methods of professional training

Job shadowing allows employees to emulate the actions of their mentors,

absorbing practical approaches and behaviors.

Delegation of responsibilities contributes to the development of leadership
skills, increases motivation and engagement, as employees are entrusted with more
complex tasks.

Internships offer employees hands-on experience in performing job tasks and
gaining familiarity with the main aspects of their role.

Participation in project groups involves collaboration with other employees to

solve specific problems, supporting the development of teamwork skills.
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Training in the workplace has several advantages, including the integration of

learning into the work process, flexibility, and cost-effectiveness. However, it also
has certain disadvantages, such as the risk of disrupting production processes and
the limited opportunity to acquire knowledge outside a specific specialization.

Training outside the workplace involves temporarily diverting employees
from their duties and usually requires more financial investment. The method of
learning situations is used for employees who already have a basic level of
knowledge and is based on analyzing and discussing specific work scenarios.
Simulation creates hypothetical work situations that allow employees to develop
their skills in a safe environment. The case study method focuses on solving real or
fictional situations to enhance analytical thinking and decision-making skKills.
Lectures are used to deliver large amounts of information but are most effective
when combined with practical activities. Self-directed learning is becoming
increasingly popular due to its minimal costs, but it requires a high level of
motivation and self-discipline from employees. Prominent platforms for self-
learning include Prometheus, Coursera, and Udemy. Role-playing helps employees
expand their competencies by simulating workplace interactions, while business
games help them better understand the organization’s business processes.

Methods that combine on-the-job and off-the-job training include experiential
learning, which emphasizes gaining experience through practice and
experimentation. Practice under the guidance of a mentor provides direct support
and supervision during the learning process. E-learning involves the use of modern
technologies such as online courses and other tools that provide flexible access to
knowledge. The action learning method is based on completing specific projects and
tasks in a real work environment, which contributes to the effective acquisition of
new knowledge and skills [2].

Modern innovative methods of employee training are important tools for
increasing employee qualifications, adapting to changes, and achieving strategic
goals of the company. Among these methods, distance learning stands out. It relies

on digital technologies such as online courses, webinars, and video conferences,
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which provide access to training materials anytime and anywhere. This method is

particularly useful in flexible work conditions.

Training programs allow employees to focus on practical competencies
through interactive formats such as role-plays, discussions, and debates. These
formats help to foster teamwork and increase engagement. Brainstorming promotes
the generation of a large number of ideas to solve complex tasks. Behavioral
modeling helps to develop behavioral strategies for non-standard situations, which
IS important in dynamic business environments.

Storytelling is used for the rapid adaptation of new employees, helping them
integrate into the corporate culture and structure of the company. The basket method
prepares future managers by simulating management situations. Buddying, which is
based on peer partnership, enables employees to receive feedback that is essential
for improving their skills. Master classes conducted by experts allow employees to
learn modern tools and approaches relevant to their professional field.

The use of virtual and augmented reality creates an interactive learning
environment where real work situations can be simulated. Gamification incorporates
game elements into the learning process, which significantly increases motivation
and engagement. Microlearning focuses on short, informative lessons that allow for
effective content absorption without overwhelming employees.

Webinars are gaining popularity due to their accessibility, especially for
companies with geographically distributed teams. Personalized learning focuses on
the specific needs of each employee, ensuring maximum effectiveness in material
comprehension.

The use of artificial intelligence in training promotes a personalized approach,
the creation of adaptive learning programs, and learning analytics, which makes the
training process more flexible and efficient. Corporate universities offer the
possibility to integrate training into a unified system that supports corporate

objectives and contributes to a shared corporate culture.
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Therefore, the implementation of innovative methods of personnel training

enables organizations to adapt effectively to the challenges of the modern world,
improve employee qualifications, and ensure competitive advantages [14].

Personnel assessment plays a key role in the development of human resources
by providing information for decision-making on employee performance, causes of
underperformance, career growth opportunities, and the need for additional training.
Modern approaches to employee evaluation increasingly focus on innovative
methods that make this process more objective, convenient, and transparent.

The 360-degree method is one of the most popular evaluation tools. By
gathering feedback from managers, colleagues, subordinates, and even clients, a
multi-faceted view of an employee’s professional and personal qualities is formed.
This approach takes different perspectives into account and helps minimize bias.

Assessment centers and online testing have become important tools for
evaluating how well employees align with the strategic goals of the company. These
tools help assess both professional and personal competencies. After the assessment
process, it is essential to provide feedback so that employees can better understand
their strengths and areas for improvement.

The integration of artificial intelligence into the evaluation process allows
large companies to analyze personnel performance trends, identify patterns, and
make informed decisions. This is especially relevant for organizations with a large
workforce, where traditional evaluation methods are no longer efficient.

Continuous feedback between managers and subordinates supports the timely
identification and resolution of problems. This approach helps maintain a high level
of employee engagement and productivity.

Gamification is becoming an increasingly popular method to encourage
employee participation in evaluation processes. The use of game elements such as
leaderboards, virtual rewards, and collective goals boosts employee interest and

motivation to achieve better results.
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Situational behavioral interviewing offers deeper insight into how employees

act in real work situations. This interview format assesses not only technical skills
but also adaptability, emotional intelligence, and decision-making ability.

The KPI evaluation methodology makes it possible to see how well the
company’s staff is achieving strategic and tactical goals. This method improves
productivity and helps employees stay focused on measurable outcomes.

In today’s business environment, it is important not only to evaluate but also
to develop the most promising employees. Talent management involves the analysis
and support of staff who have the potential to become future leaders. At the same
time, providing comfortable working conditions, flexible schedules, and a healthy
work-life balance contributes to increased employee loyalty and engagement.

Mentoring and coaching are essential tools for developing talent and
leadership qualities. They offer personalized support, help improve professional
skills, and assist employees in achieving their career goals.

Mentoring is a specific type of guidance that includes not only sharing
professional knowledge but also offering moral support, help in difficult situations,
and motivation for career growth. This approach helps employees master not only
the technical aspects of their roles but also develop the personal qualities necessary
for success. As a result, mentoring becomes an important tool for integrating new
employees into the corporate environment and increasing their productivity.

Coaching is a modern method that combines elements of consulting and
training. Its main goal is to motivate employees toward self-development and
changes that unlock their professional potential. This method is usually applied to
experienced staff who want to enhance their skills in specialized areas. Coaching
improves employee performance and supports the company’s strategic objectives.

In today’s business context, one of the key tools for fostering creative thinking
among employees is corporate art therapy. This method stimulates associative
thinking, helps generate new ideas and approaches to solving tasks, and encourages
innovation. Additionally, art therapy helps reduce stress and fatigue, positively

impacting employee productivity. It also strengthens team spirit and promotes
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effective communication among employees. Leading companies such as Adobe

Systems and Google successfully apply this method, showing its effectiveness in
real business conditions.

Global industry leaders including Google, Microsoft, Procter & Gamble
(P&G), and EPAM Systems are actively implementing innovative approaches to
workforce development. These include the creation of internal learning platforms,
the use of mentoring and coaching, participation in hackathons, and the introduction
of gamified elements to make learning more engaging. These companies operate on
the principle of continuous development, focusing on flexibility, innovation, and
adaptability of their employees.

Modern trends in workforce development prioritize the shift toward online
learning, personalization of learning programs, and the encouragement of self-
education. Special attention is paid to developing leadership and management skills,
enhancing creativity and flexibility, fostering teamwork, and maintaining both
mental and physical well-being. Inclusivity has also become an important aspect of
modern human resource management strategies.

The growing role of artificial intelligence in human resource management
allows for the automation of learning program development, the analysis of learning
effectiveness, the delivery of personalized training solutions, and the creation of
virtual simulations of work situations. This not only improves the effectiveness of
training but also integrates new technologies into the company’s corporate culture.

In summary, modern methods of personnel development do not just improve
employee performance. They also help create a flexible, creative, and competitive
organization that can adapt to rapidly changing environments.

Therefore, staff development is a key component of human resource
management. It promotes both professional and personal growth among employees
and ensures that the company remains competitive in the modern market.
Establishing a culture of continuous learning and implementing an effective staff
development system generate positive outcomes for both the organization and its

people.
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The current range of staff development methods includes a wide array of tools

that span both traditional and innovative approaches. Their combined use ensures
comprehensive improvement in employee competencies and the acquisition of new
skills. Innovative strategies adapted to specific conditions have a major impact on
improving productivity, communication efficiency across all levels of the
organization, employee loyalty and motivation, and reducing costs related to staff
turnover.

Key priorities in personnel development should include a focus on employee
potential, continuity in learning processes, alignment of individual development
goals with company objectives, accessibility of development opportunities, and
regular evaluation of results. Employee feedback helps provide a complete picture
of the effectiveness of the development system and guides its timely improvement.

Combining different approaches and methods for building and evaluating
personnel development systems is essential for success. To do this effectively, it is
advisable to consider best practices from both global and local companies and adapt
them to the specific context of the organization. The selection of development
Initiatives should be based on an analysis of the current situation, the company’s
strategic goals, and its financial capacity in order to ensure maximum effectiveness

of the implemented solutions.
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2 GENERAL CHARACTERISTICS OF LLC “KHMELNYTSKKHLIB”

LLC “Khmelnytskkhlib” is a private enterprise operating in the food industry,

specifically in the production of bakery products. Established in 2019 and officially

registered in the village of Tsvitne, Kirovohrad region, the company specializes in

the manufacture of bread and related goods. The general profile of the enterprise is

presented in Table 2.1.

Table 2.1 - The main characteristics of the enterprise
LLC “Khmelnytskkhlib”
Indicator Value

Company name LLC “Khmelnytskkhlib”

Legal form Limited Liability Company

Ownership form Private

EDRPOU code 42987745

Date of registration 8 May 2019

Registered office
address

27320, Kirovohrad Oblast, Kropyvnytskyi Raion,
Tsvitne village, Berezovskoho St., 1

Director (authorized
person)

Romanenko Valentyn Mykolayovych

Statutory capital

UAH 110 000

Main activity (KVED)

10.71 — Manufacture of bread, bakery, and short-term
confectionery goods

Additional activities
(KVED codes)

10.41,10.72;46.17,46.21,46.39,47.24,68.20

VAT payer status

Active VAT payer since 1 July 2019

Company status

Registered, active (as of early June 2025)

The analysis of the basic characteristics of LLC “Khmelnytskkhlib” reveals

several important conclusions regarding its institutional structure, operational

specialization, and regulatory status. First and foremost, the enterprise functions as

a limited liability company with full private ownership, which indicates a flexible

and entrepreneurially oriented form of governance. This organizational structure

provides the company with legal autonomy and enables it to independently enter into
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contractual relationships, assume obligations, and manage its assets in accordance

with national legislation.

From a locational standpoint, the enterprise is registered in the Kirovohrad
region, which may provide it with certain logistical and market access advantages
within the central part of Ukraine. Its main type of activity, as defined by KVED
10.71, points to a clear specialization in the production of bread and bakery products.
This focus suggests a strategic orientation toward meeting everyday consumer
demand in the food sector, which remains relatively stable even during periods of
macroeconomic uncertainty.

The company’s authorized capital of UAH 110,000 reflects a moderate
financial base that corresponds to the scale of a small or medium-sized enterprise
(SME). While this amount may be considered limited in the context of large-scale
industrial production, it is adequate for regional operations in the bakery segment,
especially if supplemented by reinvested profits or external financing.

The presence of multiple additional KVED codes indicates a diversified
operational model that includes secondary activities such as wholesale trade and real
estate operations. This diversification may serve as a hedge against sector-specific
risks and enhance the enterprise’s long-term financial resilience. Moreover, the
company's active status as a VAT payer since mid-2019 confirms its compliance
with tax regulations and its integration into formal economic circulation.

The appointment of Romanenko Valentyn Mykolayovych as the authorized
person highlights the presence of a defined management structure, which is crucial
for operational accountability and strategic decision-making. Furthermore, the
absence of changes in ownership or legal status reinforces the enterprise's
institutional continuity and administrative stability.

LLC “Khmelnytskkhlib” represents a legally compliant, privately held, and
sector-focused enterprise with potential for steady development in Ukraine’s bakery
industry. Its combination of clear product specialization, diversified activity
portfolio, and stable legal status creates favorable conditions for long-term

competitiveness and sustainable operation in the national market environment.
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The company LLC “Khmelnytskkhlib” was officially established on May 8,

2019, in the village of Tsvitne, Kropyvnytskyi Raion, Kirovohrad Oblast. From the
outset, it was registered as a limited liability company with private ownership and a
statutory capital of 110,000 UAH. Its core specialization was defined under the
classification code KVED 10.71, corresponding to the production of bread and
bakery products. On July 1, 2019, the enterprise was officially registered as a value-
added tax (VAT) payer, marking the start of its fully operational activities under
Ukrainian commercial and tax legislation. Valentyn Mykolayovych Romanenko was
appointed as the director and has remained in that role since the company’s
inception.

During 2020, the company focused on building its production capacity and
introducing product innovations. Although the total annual revenue saw a minor
decrease of approximately four percent compared to the previous year, the company
invested more than 747,000 UAH into the development of new products. This phase
reflected a commitment to improving the quality and diversity of its offerings despite
constraints in financial and technological resources. The staff structure at that time
indicated a labor-intensive operational model, with nearly seventy-five percent of
employees engaged directly in production and the remaining quarter employed in
managerial or technical roles.

In the following years, beginning in late 2021, LLC “Khmelnytskkhlib”
expanded its strategic scope by participating in public procurement tenders through
the national ProZorro system. This move signaled a gradual transition toward
institutional supply, as the company aimed to deliver bread and related products to
schools, hospitals, and other publicly funded organizations. These efforts
complemented the firm’s established presence in the regional consumer market and
indicated a diversification of its distribution strategy.

By 2023, the company had significantly scaled its operations. Annual revenue
reached over 261 million UAH, reflecting broader market penetration and growing
demand for its products. The production line was expanded and standardized, and

the product assortment was optimized for both wholesale and retail partners. As a
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result, LLC “Khmelnytskkhlib” was able to increase its regional influence,
extending supply chains into neighboring oblasts including Vinnytsia and
Dnipropetrovsk.

The year 2024 marked a peak in the company’s financial performance to date.
Reported revenue climbed to 542.9 million UAH, while net profit was estimated at
approximately 2 million UAH. The enterprise maintained a stable workforce of
nearly 300 employees and demonstrated improvements in logistics, supply
management, and compliance. These advancements reflected a shift toward
operational maturity and readiness for long-term scalability.

As of 2025, LLC “Khmelnytskkhlib” remains legally active and financially
stable, with continued participation in state tenders and increasing integration into
the national food production sector. The enterprise has initiated elements of digital
modernization, including improved inventory control and packaging automation.
With a solid foundation, reliable supplier relationships, and growing institutional
partnerships, the company is positioned for further sustainable growth and regional
leadership in the bakery industry.

The core activity of LLC “Khmelnytskkhlib” lies in the industrial production
of bread and bakery goods, a segment categorized under KVED 10.71. The company
operates within the framework of Ukraine’s agro-industrial complex, functioning as
a regional food manufacturer that ensures a steady supply of essential goods to both
consumer and institutional markets. The enterprise specializes in producing a wide
assortment of bread-based products, including traditional rye and wheat loaves,
batons, rolls, and other fresh baked goods that are consumed daily in households and
public institutions.

From its early stages, the company adopted a vertically integrated operational
model where production, packaging, and distribution are managed within a unified
organizational structure. Raw materials such as flour, yeast, salt, and water are
sourced primarily from local agricultural producers and milling partners in
Kirovohrad and neighboring oblasts. Production is carried out using a semi-

automated line adapted to high-volume output while retaining a degree of manual
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handling to preserve traditional baking techniques and flexibility in product

customization.

In addition to standard bread varieties, the company has expanded its product
portfolio to include dietary bread options, long-shelf-life packaged bakery items, and
customized products for institutional clients. These items are produced in
compliance with national food safety standards and undergo regular quality control
procedures, which are integrated into the company’s internal regulatory system.
Packaging practices have also evolved to meet modern retail requirements, including
vacuum-sealed and branded bags with full labeling in accordance with consumer
protection legislation.

The company’s commercial distribution is twofold. On one hand, it supplies
directly to regional retail networks, supermarkets, and small grocery outlets,
maintaining daily delivery schedules across multiple districts. On the other hand, it
is actively engaged in public sector supply via state procurement channels such as
ProZorro. Through these tenders, the enterprise provides baked goods to schools,
hospitals, military units, and other state-funded organizations, adjusting volume and
logistics according to contract specifications.

LLC “Khmelnytskkhlib” operates with a strong emphasis on product
consistency, freshness, and cost-efficiency. Its internal logistics department ensures
a closed delivery loop, minimizing delays and spoilage. Most of the company’s
goods are delivered within hours of production, which is critical in the bread sector
where product lifecycle is extremely short. Furthermore, the company maintains
strong relationships with distributors and wholesalers who extend its market reach
beyond the boundaries of Kirovohrad Oblast.

In recent years, the enterprise has explored opportunities for expanding its
activities through the introduction of modern inventory systems, barcode-based
tracking, and improved warehouse management. These developments aim to reduce
operational losses and increase transparency in supply chains. There are also

preliminary discussions concerning the export of select long-life products to
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neighboring markets in Eastern Europe, although no large-scale export activity has

yet been launched.

At the strategic level, LLC “Khmelnytskkhlib™ positions itself not only as a
traditional food producer but also as a responsive partner for institutions that require
guaranteed volume, consistent quality, and legal compliance. Its operations reflect a
balanced approach between market competitiveness and public sector reliability,
supported by a workforce that is primarily locally recruited and trained on-site.

The strategic positioning of LLC “Khmelnytskkhlib” is underpinned by a
clear mission and vision that reflect both the socio-economic role of the enterprise
and its long-term developmental ambitions. The company’s mission is centered on
ensuring the daily availability of high-quality, safe, and affordable bakery products
to a broad spectrum of consumers, including both private households and public
institutions. This mission is rooted in the recognition of bread as a socially
significant commodity that constitutes a core component of the national food supply.

LLC “Khmelnytskkhlib” views its role not merely as that of a food producer,
but as a contributor to food security, regional economic development, and
sustainable consumption. As such, the enterprise prioritizes production stability,
product freshness, and full regulatory compliance as core pillars of its operational
ethos. In fulfilling this mission, the company applies traditional baking values while
integrating modern production and distribution practices that respond to changing
consumer demands and logistical requirements.

The company’s vision is directed toward establishing itself as a leading
regional producer in the bakery segment, recognized for its consistency, reliability,
and adaptability. This vision includes an aspiration to gradually scale operations
beyond the boundaries of Kirovohrad Oblast through the expansion of distribution
networks, enhancement of product diversification, and eventual access to external
markets, particularly in neighboring Eastern European countries. The vision also
embraces innovation, not in the form of radical technological disruption, but rather
as incremental improvements that reinforce product quality, production efficiency,

and environmental responsibility.
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Strategically, the company aims to maintain a balanced operational model that

leverages both private retail and public institutional contracts, thereby ensuring
revenue diversification and long-term financial resilience. This dual-market
approach enables the enterprise to mitigate risks associated with market volatility
while reinforcing its public reputation as a dependable and socially responsible
manufacturer. Moreover, strategic efforts are directed toward enhancing vertical
integration across the supply chain, reducing dependency on external inputs, and
increasing responsiveness to fluctuations in raw material availability or logistics
conditions.

Corporate values embedded within the enterprise’s philosophy include
product integrity, transparency in business operations, local community
engagement, and long-term commitment to employees. By fostering an inclusive
internal environment and maintaining an open dialogue with regional stakeholders,
LLC “Khmelnytskkhlib” seeks to establish a sustainable business model that aligns
economic goals with broader social interests.

The organizational management structure of LLC “Khmelnytskkhlib™ is
designed to ensure efficient coordination between production, logistics, finance, and
administrative processes. The company employs a linear-functional model of
governance with a clear distribution of responsibilities across key structural units.
Each department operates under the supervision of a designated manager and reports
either directly to the CEO or through intermediary functional directors, depending
on the scope and specificity of operations. The structure supports both vertical
accountability and horizontal integration, which allows the company to maintain
production continuity, monitor financial discipline, and respond flexibly to dynamic
market demands.

The key structural divisions of the enterprise are summarized in Table 2.2.

The analysis of the organizational structure of LLC “Khmelnytskkhlib”
reveals a vertically integrated management system with clearly defined departmental
responsibilities and hierarchical subordination. The presence of specialized units for

production, logistics, procurement, finance, legal affairs, marketing, and human
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resource management reflects a well-established internal governance framework

typical of medium-sized enterprises in the food manufacturing sector.

Table 2.2 — Characteristics of the main structural subdivisions of
LLC “Khmelnytskkhlib”
Department Name Primary Functions Department Head | Subordination
Production Manufacturing of bread and | Production CEO
Department bakery products, quality control, | Manager
technical supervision
Sales Department Customer acquisition, order | Sales Department | CEO
processing, contract management | Manager
Logistics and | Organization of product | Logistics Manager | CEO
Transport distribution, coordination of
Department deliveries, route planning
Warehouse Reception and storage of raw | Warehouse CEO
Department materials and finished products | Manager
Procurement Supply of flour, additives, | Procurement CEO
Department packaging materials, supplier | Manager
negotiations
Financial Budgeting, financial reporting, | Financial Director | CEO
Department cash flow management
Accounting Transactional accounting, | Chief Accountant | Financial
Department payroll, taxation Director
Human Resources | Staff recruitment, onboarding, | HR Manager CEO
Department performance management,
training
Marketing Market analysis, promotion | Marketing CEO
Department strategy, product positioning Manager
Quality and Safety | Product quality assurance, food | Quality  Control | CEO
Department safety  standards, sanitary | Specialist
compliance
Legal Department Legal compliance, contract | Legal Counsel CEO
review, representation in legal
matters
Administrative Office and facility management, | Deputy  Director | CEO
Department administrative support for General Affairs

The central role of the CEO in overseeing most departments directly suggests

a relatively flat structure at the executive level, which facilitates quick decision-

making and operational responsiveness. At the same time, the delegation of financial

and accounting oversight to a financial director creates a parallel financial

management circuit that strengthens internal control mechanisms and reduces risk

exposure in fiscal operations.
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The inclusion of departments such as Quality and Safety, Legal, and HR

indicates that the company operates not only with a focus on output efficiency but
also with attention to compliance, personnel development, and product integrity. The
Quality and Safety Department, in particular, is critical in the context of food
manufacturing, where adherence to sanitary regulations and consumer protection
norms is legally mandated and reputationally sensitive.

Notably, the Procurement Department plays a strategic role in ensuring
continuity of supply for key inputs such as flour and packaging materials. Given the
volatility of commodity markets and logistical challenges in Ukraine, the existence
of a dedicated procurement function contributes directly to production stability and
cost control.

The existence of both a Sales Department and a Marketing Department
illustrates the company’s dual approach to revenue generation. Sales efforts are
oriented toward client acquisition and contract fulfililment, while marketing
functions are focused on market research and long-term brand positioning. This
dual-track system helps the company simultaneously maintain its current customer
base and expand market presence.

The Administrative Department’s function in managing facilities and general
operations under the supervision of a deputy director highlights the importance of
infrastructure maintenance and organizational continuity, especially in an industrial
setting with complex workflows.

In summary, the structural configuration of LLC “Khmelnytskkhlib”
demonstrates a balanced and functionally differentiated management system. The
division of labor across departments is logically aligned with the core operational
needs of a modern bakery enterprise, and the reporting relationships ensure
accountability and coordination across strategic, operational, and support functions.
This structure positions the company to effectively manage growth, respond to
regulatory demands, and deliver consistent value in both private and public market
segments.

Table 2.3 shows the key financial indicators of LLC “Khmelnytskkhlib”.



Table 2.3 — Key financial indicators of LLC “Khmelnytskkhlib”
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Indicator 2022 2023 2024
Revenue from sales of products (goods, works, services), 304.432 | 260927 | 542,879
ths UAH
Sales growth rate 0 0 0
(Revenue, — Revenue.1) / Revenue -7.21% | -33.85% | +108.06%
Cost of goods sold (COGS), ths UAH 311,092 | 191,506 | 433,407
Gross profit, ths UAH 83,340 69,421 109,472
Net profit, ths UAH 5,107 339 2,009
Net profitgrowth o | 0 0
(Net profit,— Net profit1) / Net profit.: +183.54% | -93.36% | +492.63%
Total assets 495,186 | 332,000 | 483,623
Return on assets (ROA)
Net profit/ Total assets 0.0103 0,0010 0.0042
Net profit margin
Net profit/ Revenue 0.0130 0,0013 0.0037
Current ratio
Current assets / Current liabilities 0.9642 0.9490 0.9523

The financial dynamics of LLC “Khmelnytskkhlib” over the 2022-2024

period demonstrate a volatile yet ultimately positive trend in operational
performance. In 2022, revenue from sales amounted to 394,432 thousand UAH.
However, in 2023 the company experienced a sharp decline to 260,927 thousand
UAH, which corresponds to a negative growth rate of -33.85%. This significant
contraction may reflect external disruptions, loss of institutional contracts, or
production constraints. Despite this downturn, in 2024 the company achieved a
strong recovery, reaching 542,879 thousand UAH in revenue, representing a year-
on-year growth rate of 108.06%. This more than twofold increase demonstrates the
firm’s capacity to rebound and potentially expand its market share under favorable
conditions.

The cost of goods sold (COGS) followed a similar pattern, declining from
311,092 thousand UAH in 2022 to 191,506 thousand UAH in 2023, then increasing
sharply to 433,407 thousand UAH in 2024. The gross profit decreased from 83,340
thousand UAH in 2022 to 69,421 thousand UAH in 2023 but improved to 109,472
thousand UAH in 2024. Although gross profit in 2024 was the highest in the three-
year period, the growth in COGS alongside revenue indicates that the margin gains

were limited and production efficiency may not have improved proportionally.
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Net profit dynamics were highly unstable. In 2022, net profit totaled 5,107

thousand UAH. In 2023 it dropped drastically to only 339 thousand UAH, indicating
a near-total loss of profitability. However, in 2024 net profit rose to 2,009 thousand
UAH. While this represents a recovery of 492.63% compared to the prior year, the
absolute value of profit remains relatively modest in proportion to total revenue,
suggesting high overhead costs or limited financial leverage in terms of pricing and
cost control.

Total assets also displayed fluctuations. From 495,186 thousand UAH in
2022, total assets decreased to 332,000 thousand UAH in 2023, likely due to asset
optimization or partial liquidation during a period of contraction. In 2024, total assets
returned to 483,623 thousand UAH, approaching pre-decline levels and signaling
restored production or inventory capacity. However, despite the recovery in assets,
the return on assets (ROA) remained low across the period. In 2022, ROA was
0.0103; in 2023, it decreased sharply to 0.0010; and in 2024, it improved only to
0.0042. These figures indicate that the company’s ability to generate profit from its
asset base is consistently weak and has not returned to pre-decline efficiency levels.

A similar conclusion can be drawn from the net profit margin. In 2022, the
margin stood at 0.0130, which fell to a minimal 0.0013 in 2023. The subsequent
increase to 0.0037 in 2024 demonstrates partial recovery but still suggests that the
majority of revenue is consumed by costs, with little room for net income retention.

The currentratio, reflecting short-term liquidity, remained below 1 throughout
the analyzed period: 0.9642 in 2022, 0.9490 in 2023, and 0.9523 in 2024. These
values indicate that current assets are insufficient to fully cover current liabilities,
which may result in potential liquidity stress or reduced creditworthiness in the event
of delayed receivables or unexpected operational costs.

In summary, while the company successfully recovered revenue and gross
profit levels in 2024, the financial indicators suggest persistent structural challenges
in profitability, asset efficiency, and liquidity. The enterprise should focus on
improving cost control, enhancing return on assets, and increasing working capital

reserves to achieve financial sustainability. The 2024 rebound presents a strategic
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window for implementing reforms before external conditions change unfavorably

again.

To assess the internal potential and development prospects of LLC
“Khmelnytskkhlib,” it is appropriate to apply the SN'W analysis methodology. This
diagnostic tool allows for the identification and classification of the company’s
strengths (S), neutral characteristics (N), and weaknesses (W) in key functional areas
such as finance, personnel management, production, and marketing. The assessment
Is based on the results of financial analysis, organizational diagnostics, and the
evaluation of human resource development practices. The results of the SNW

analysis are presented in Table 2.4.

Table 2.4 — SNW Analysis of LLC “Khmelnytskkhlib”

Strategic Factor | Assessment Detailed Commentary
Product Quality S The company ensures stable quality in its bread and bakery
(Strength) | products, meeting food safety regulations and preserving

traditional standards.

Production S The enterprise operates a semi-automated production line

Infrastructure capable of consistent regional-scale output.

Procurementand S Long-term cooperation with suppliers ensures reliable access

Supply Chain to raw materials and protects against supply disruptions.

Resilience

Participationin S Active engagement in state tenders through ProZorro reflects

Public the company’s compliance, pricing competitiveness, and

Procurement operational reliability.

Distribution N (Neutral) | The company maintains stable local delivery routes but lacks

Network the infrastructure for national or cross-regional expansion.

Market Position N The enterprise holds a firm regional presence but lacks
national market penetration or brand visibility.

Financial N Despite revenue growth in 2024, net profit remains low,

Stability ROA and net margin are weak, and the current ratio is below
1, indicating liquidity risks and low return efficiency.

Strategic N The company demonstrated recovery capacity in 2024, but

Flexibility long-term flexibility is constrained by financial inefficiencies
and underdeveloped strategic planning.

Innovation and wW Investments in modern technology, automation, and digital

Technology (Weakness) | infrastructure remain minimal, limiting productivity and
flexibility.

Marketing and wW The enterprise lacks a cohesive brand identity and

Brand underinvests in marketing, both online and offline, reducing

Development visibility and differentiation.

Human Resource w Personnel training, motivation, and internal development

Development systems are underdeveloped, limiting the company’s
adaptive capacity.




30
SNW analysis of LLC “Khmelnytskkhlib” provides a nuanced picture of the

company’s internal environment and highlights the evolving balance between
operational strengths, financial limitations, and structural weaknesses.

One of the key sustained strengths lies in the company’s product quality and
production infrastructure. These dimensions continue to form the operational
backbone of the enterprise. The production facilities enable consistent regional-scale
output, while the company adheres to national food safety standards, thereby
ensuring trust among institutional and consumer clients. In addition, the company
demonstrates strong procurement resilience through its long-term relationships with
local suppliers, allowing it to minimize disruptions and maintain continuity in raw
material sourcing. This procurement model has proven especially effective during
economic volatility, contributing to stable production cycles.

Participation in public procurement remains another core advantage. The
company has positioned itself as a reliable vendor within Ukraine’s state tender
system (ProZorro), regularly securing contracts and delivering large volumes of
product to public institutions. This not only diversifies the company’s revenue base
but also enhances its reputational profile as a compliant and dependable enterprise.

However, the revision of the financial stability factor from a strength to a
neutral attribute reflects critical concerns arising from the recent financial analysis.
Despite a significant increase in revenue in 2024, the company continues to operate
with low profitability. Net profit margins and return on assets remain below industry
benchmarks, and the current ratio has consistently stayed under 1. This indicates
short-term liquidity risk and underperformance in terms of capital efficiency. These
weaknesses suggest that financial management structures, cost control mechanisms,
or pricing strategies require immediate reassessment.

The company also continues to exhibit strategic weaknesses in three
interrelated areas: innovation, human resource development, and marketing. In
terms of technology and innovation, the enterprise remains heavily reliant on

traditional practices and has not adopted advanced automation, digitized inventory,
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or data-driven production monitoring. This limits its ability to scale efficiently or

pivot quickly in response to market fluctuations.

Human resource development represents a notable structural deficiency.
While the enterprise maintains an adequate workforce, there is a lack of systematic
training programs, motivation frameworks, or career development initiatives. This
stagnation in internal capacity-building undermines not only productivity but also
institutional resilience, especially in environments where labor quality and
engagement are critical to operational performance.

Similarly, marketing and brand development remain underprioritized. The
company’s limited engagement with digital channels, lack of a distinct brand
identity, and passive approach to market positioning restrict its growth potential in
consumer markets and reduce competitiveness in bidding scenarios where brand
reputation matters.

Strategic flexibility remains neutral. Although the company demonstrated the
ability to rebound operationally in 2024, the lack of deeper systemic reform,
combined with low profitability and weak internal capabilities, limits its long-term
responsiveness and adaptability. In this context, flexibility appears reactive rather
than proactive.

LLC “Khmelnytskkhlib” maintains a solid base of production and
procurement competence, alongside operational reliability in the public procurement
segment. However, structural weaknesses in finance, human capital, innovation, and
marketing must be addressed to convert this base into a platform for sustained and
scalable growth. The company’s immediate strategic priority should be the
transformation of its internal systems (particularly financial control, personnel
development, and technological modernization) to ensure that operational strengths
can translate into lasting competitive advantages.

In conclusion, LLC “Khmelnytskkhlib” is a regional Ukrainian food industry
enterprise specializing in the production of bread and bakery goods. The company
operates as a limited liability entity with private ownership and is integrated into

both commercial and public procurement markets. The internal analysis of
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LLC “Khmelnytskkhlib” has revealed a complex organizational profile that

combines operational reliability with systemic limitations. The financial review
confirmed the company’s ability to recover sales volumes, yet highlighted persistent
weaknesses in profitability, asset efficiency, and liquidity. SNW analysis further
emphasized the dual nature of the company’s strategic position, with clear strengths
in production, procurement, and institutional engagement, counterbalanced by
weaknesses in innovation, personnel development, and brand strategy. These
findings indicate that while the enterprise is functionally stable, it requires structural
transformation to secure long-term competitiveness and achieve strategic resilience

in a dynamic food industry environment.
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3 ANALYSIS OF THE EXTERNAL ENVIRONMENT

To assess the external factors influencing the strategic position and
development potential of LLC “Khmelnytskkhlib,” a comprehensive analysis of the
macroenvironment is required. The PESTEL framework offers a structured
approach for evaluating the political, economic, social, technological,
environmental, and legal conditions that shape the broader operating landscape of
the enterprise. This analysis provides insights into external risks and opportunities,
helping to identify how macro-level trends may affect the company’s stability,

competitiveness, and long-term strategic planning.

Table 3.1 — PESTEL-analysis of the macroenvironment impacting
LLC “Khmelnytskkhlib”
Factor Impact Detailed Commentary
Evaluation
Political factors
Government participation +3 The company benefits from access to ProZorro
in public procurement tenders, which ensures a stable demand from public
sector clients.
Political  stability at -2 Ongoing geopolitical tensions and martial law create
national level risks for logistics, finance, and investor confidence.
Regional administrative +1 Local authorities are moderately supportive of
support regional producers, especially in the food sector.
State regulation of bread -3 Government-imposed price ceilings or controls on
pricing (if introduced or socially significant goods could limit profitability.
tightened)
Military mobilization and -2 Partial mobilization policies may reduce the
labor force pressure availability of skilled or general labor.
Stability of public policies +2 Despite the conflict, agricultural policy remains
in the agricultural and relatively consistent, supporting raw material flow.
food sector
State inspections and -1 Random inspections and bureaucratic complexity
administrative pressure sometimes burden small and medium enterprises.
Economic factors
Inflation rate and _3 PedrS|stent inflation lncreahses_ production co;;[s ?nd
consumer price growth reduces consumer purchasing power, affecting
margins.
Fluctuation in energy Volatile and rising energy costs significantly increase
prices (gas, electricity, —4 operational expenses, especially in baking and
fuel) logistics.
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Factor Impact Detailed Commentary
Evaluation
f;z(é?fs 3 r;[c? i?]f\fggtd rzz:i ) Limited access to long-term credit restricts capital
financing investment and modernization initiatives.
Currency instability affects prices of imported
Exchange rate volatility -2 materials (e.g., equipment, packaging) and financial
planning.
. High local unemployment ensures a stable supply of
rﬁglonal unemployment +2 Iabo_r at moderate cost, supporting workforce
continuity.
Household income Slow recovery of real incomgs Iimits.consumer
q . -1 demand, particularly for non-basic or premium bakery
ynamics

products.

Food sector demand 43 Bread remains a necessity good, so demand is
elasticity relatively inelastic even during economic downturns.
Social factors
Consumer loyalty to There is a strong preference among consumers for
traditional Ukrainian- +3 local, familiar brands, especially in staple food

made food products categories.
Population decline due to 3 Reduction in local population decreases demand in
war and migration some regions and limits the availability of workforce.
. . The core demographic in many villages is aging,
';%;29 population in rural -1 Which may reduce long-term demand for variety-
oriented products.
S;gvggnn%:ﬁglgfvngﬂ]hﬁ? +2 Incr_egsed demand for vv_holegrain, low-salt, _a}nd
. additive-free bread opens niche growth opportunities.
bakery options
Urbanization and The company may face logistical challenges in
concentration of -1 accessing more urbanized markets without strong
population in large cities distribution channels.
if(}i)ﬂable S;fapdoaré 3 ba]:i)é 2 Bread is socia_llyyievyed as an essential pt:O(.IIUCt, often
need supported by institutions or targeted subsidies.
Changlng_ househo_ld There is a gradual shift toward pre-packaged, longer-
consumption habits +1 shelf-life products, which the compan itali
(preference for P ’ pany can capitalize
convenience) on.
Technological factors
Limited automation of | 5| nrease fabor inensiy
production processes > ’ :
and reduce efficiency.
gzﬁisoslégierg()dezinmbpa(ﬁ% !—Iigh costs and weak investme_nt capacity hinder t_he
equipment, energy-saving -2 |mplemen_tat|0n of modern baking and energy-saving
’ technologies.
ovens)
's‘e\:slilc;aeblllg] q Oftechln?g:: Bas_ic service support for food _equipment exists
+1 regionally, but complex systemsstill require external

maintenance
infrastructure

contractors.
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Factor Impact Detailed Commentary
Evaluation
Adoption  of  digital The company lacks integrated digital tools for
inventory and warehouse -2 inventory tracking, increasing the risk of
management tools inefficiencies and losses.
Internet  access  and There is potential to improve route planning and
logistics software +2 delivery coordination through digital tools, especially
integration in expanding markets.
. . The company’s packaging remains basic, with limited
;egzglg:;?:];a;ng]?;geﬁtifg -1 investr_nent in shelf-life extension, visual appeal, or
ecological solutions.
. State programs for digital transformation exist but
National - support = for 0 have not yet materially influenced bakery enterprises

industrial digitalization

at the regional level.

Environmental factors

Growing environmental While current enforcement is moderate, future
regulations in the food -1 tightening of waste and emissions standards may
industry require adaptation.
grlématﬁa?t‘/aegtgse ;r:([j)aglto%r; ) Climat_e insta.lb'ility increqses risks'to gr_ain yields,
supply potentially raising flour prices and disrupting supply.
Energy consumption and 1 Rising scrutiny of energy use in manufacturing may
environmental taxation lead to taxation or stricter efficiency requirements.
Pressure to use recyclable Although growing, eco-packaging trends have not yet
or biodegradable 0 become mandatory; adoption is voluntary and cost-
packaging sensitive.
Waste management Insufficient municipal waste processing infrastructure
system efficiency at local -1 increases the company’s burden in handling
level production waste.
Potential for green energy There is emerging potential to integrate renewable
integration (solar, +1 energy into production, but the investment cost is a
biomass) constraint.
Consumer preference for Environmentally conscious consumers  prefer
environmentally +2 companies with sustainability practices, which can
responsible producers improve brand image.

Legal factors
Ukrainian legislation on Clearly defined and stable standards help ensure
food safety and sanitary +2 compliance and product trust among consumers and
control public buyers.
VAT and taxation Tax policies remain manageable, with the company
regulations for small and +1 maintaining active VAT status and proper tax
medium food enterprises compliance.
abor taw and || e T e polcies, and. satety  thel
employment regulations . . poficies, and - satety tha

increase admin burden.
Legal framework for Transparent and accessible system provides fair
public procurement +3 competitionand business opportunities for compliant
(ProZorro) enterprises.
Licensing and 1 Certification of new product types or production lines

certification procedures

remains bureaucratic and time-consuming.
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Factor Impact Detailed Commentary
Evaluation

Regulations on labeling Modern labeling laws promote transparency, which
and consumer information +1 strengthens trust if the company maintains
disclosure compliance.

. Wartime conditions allow for contract delays or
Legal risks of force 5 llati der f : : :
majeure under martial law cancellations under force majeure, increasing

uncertainty in obligations.

The political environment exerts a moderate and mixed influence on the
company's operations. On the one hand, participation in the state procurement
system (ProZorro) offers a clear advantage, securing institutional buyers and a
predictable demand channel. On the other hand, broader instability at the national
level, including martial law, labor mobilization policies, and potential for increased
regulatory pressure (e.g., on bread pricing or inspections), introduces significant
uncertainty. While local administrative support exists, it is not a determining factor
in strategic outcomes. Overall, political factors require continuous monitoring, as
shifts in regulation or war-related decrees can have immediate operational
consequences.

Economic conditions represent one of the most significant challenges for
LLC “Khmelnytskkhlib.” High inflation, rising energy prices, and volatility in raw
material costs (especially flour and fuel) place downward pressure on profitability.
The limited access to affordable financing further constrains investment in
modernization. While demand for bread remains inelastic and unemployment offers
a stable labor pool, these positive factors are not sufficient to compensate for the
broader macroeconomic instability. Exchange rate volatility and weak real income
growth among consumers also limit the company's pricing flexibility. Overall,
economic factors exert a strong negative impact, necessitating strategic cost control
and cautious financial planning.

Social trends offer a moderately positive influence on the company's
development prospects. There is a strong cultural attachment to locally produced

bread, which sustains demand despite economic hardship. Moreover, growing
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awareness of food quality and health trends opens opportunities for product

diversification (e.g., wholegrain or low-salt options). At the same time, demographic
changes such as population decline, urban migration, and rural aging could reduce
demand in certain areas and affect labor availability in the long term. Nonetheless,
the social perception of bread as a basic necessity and continued trust in local
producers remain advantageous.

Technological conditions currently have a negative impact on the enterprise.
The lack of advanced automation, digital inventory management, and integration of
logistics systems limits the company’s productivity, cost efficiency, and ability to
scale. Investment in modern bakery equipment and IT infrastructure is hampered by
restricted financial resources and limited access to support programs. While some
potential exists for improvement via digital logistics tools, the current technological
gap exposes the company to growing competitive pressure from more modernized
producers. Technological underdevelopment is a structural weakness that directly
restricts operational performance and long-term adaptability.

Environmental factors presently exert a slightly negative influence but are
expected to grow in significance. Regulatory pressure on emissions, waste disposal,
and packaging remains relatively low, yet the direction of policy is clearly toward
tightening standards. Climate change introduces medium-term risks to agricultural
supply chains, including fluctuations in grain quality and cost. Furthermore,
consumer interest in eco-friendly practices is gradually increasing. Although the
company does not yet face urgent environmental constraints, lack of readiness for
future ecological compliance may result in reputational or regulatory risks. Proactive
adaptation would provide a competitive edge.

Legal factors exert a moderately positive influence, primarily due to a
relatively stable regulatory framework for food production and public procurement.
The ProZorro system offers a transparent platform for tender participation, while
taxation and food safety rules are clearly defined and manageable. However, legal
complexity surrounding certification and occasional administrative inefficiencies

can delay innovation or expansion. Labor law compliance adds some bureaucratic
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load, but the absence of frequent legal disruptions contributes to operational

stability. Overall, legal conditions supportstructured growth, provided the company
maintains strict documentation and procedural discipline.

Ethical factors currently exert a neutral influence, as the company is not
significantly affected by reputational pressures, NGO scrutiny, or ethical branding
competition. However, trends in consumer expectations suggest that transparency,
labor practices, and environmental responsibility will become more important over
time. At present, the lack of investment in corporate social responsibility or ethical
communication neither harms nor advances the company’s position. This area
represents an untapped opportunity to build trust and differentiate in an increasingly
values-driven market.

The overall influence of the macroenvironment on LLC “Khmelnytskkhlib”
Is characterized by a high degree of volatility and asymmetry. While the enterprise
benefits from favorable legal frameworks, stable consumer demand for staple food
products, and participation in public procurement, it simultaneously operates under
significant economic and technological constraints. Inflation, energy cost escalation,
and limited access to financing exert downward pressure on profitability, while
insufficient technological modernization hampers operational efficiency. Political
and environmental conditions remain unpredictable and pose long-term risks,
especially under the ongoing war-related disruptions. In this context, the
macroenvironment cannot be described as outright favorable or unfavorable, but
rather as strategically challenging, requiring the enterprise to adapt proactively in
order to sustain growth and secure its market position.

One of the most influential elements of the microenvironment for LLC
“Khmelnytskkhlib™ is its network of suppliers. The enterprise operates with a
moderately concentrated supply chain, primarily sourcing raw materials such as
flour, yeast, packaging, and auxiliary baking additives from regional and national
producers. Among the key suppliers is KyivMIlyn Company, a large-scale flour
miller based in the capital. This company ensures high and consistent quality of flour

and offers standardized packaging options, which are critical for maintaining
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production stability and food safety compliance. However, its strong market position

reduces the price negotiation power of smaller buyers like LLC “Khmelnytskkhlib,”
thus posing a financial constraint on cost flexibility.

Another strategic partner is LLC Agroproduct, which supplies Grade-812
wheat flour across several central and eastern regions of Ukraine, including
Kirovohrad Oblast. This supplier is recognized for reliable delivery and responsive
order management. Nevertheless, its price dynamics are closely linked to
fluctuations in grain markets and energy tariffs, exposing the enterprise to rising
procurement costs, especially during periods of inflation and harvest variability.

Roma Commercial Manufacturing Company, based in Kharkiv region, is also
a notable supplier, known for its integrated approach that includes its own transport
fleet. This reduces delivery delays and strengthens short-term logistical efficiency.
However, reliance on a geographically proximate but single-source partner
introduces risk, particularly in the context of regional disruptions or transportation
bottlenecks.

In addition to these larger players, the company collaborates with smaller
mills in Khmelnytskyi and Kropyvnytskyi regions. These local suppliers provide
price flexibility and ensure supply continuity during peak demand periods. At the
same time, they often lack certification for advanced food safety standards or may
be unable to meet high-volume orders on short notice, which limits their role to
supplementary rather than strategic supply partners.

The influence of the supplier group on the enterprise is assessed as moderate
to high. On one hand, the company benefits from regional proximity, established
partnerships, and relatively predictable delivery schedules. On the other hand, it
remains exposed to price instability, limited substitution of inputs, and the
concentration of strategic dependencies on a small number of key suppliers. These
factors affect both operational continuity and financial planning. In order to mitigate
these risks, LLC “Khmelnytskkhlib” should consider supply diversification

strategies, develop long-term fixed contracts with indexed pricing, and explore
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cooperative procurement with other regional food producers to strengthen its

negotiation position.

Intermediaries represent a critical link between LLC “Khmelnytskkhlib” and
its end consumers, ensuring that products reach both retail shelves and institutional
clients efficiently. The company currently operates through a hybrid distribution
system that includes in-house logistics capabilities and collaboration with several
regional wholesale distributors. These intermediaries perform functions related to
transportation, warehousing, and retail-level distribution, particularly within the
boundaries of Kirovohrad Oblast and adjacent regions.

Among the more active intermediaries are local trading platforms and food
distribution firms that supply small grocery outlets, bakeries, and municipal
organizations. These partners provide consistent order volumes and allow the
company to maintain sales outside of direct government contracts. However, the
majority of them operate without engaging in active marketing or brand promotion,
which limits the company’s visibility at the point of sale. While distribution through
such channels ensures physical market presence, it does not significantly contribute
to brand positioning or customer loyalty.

The enterprise has not yet established formal distribution agreements with
national-scale supermarket chains such as ATB, Silpo, or Varus. As a result, its
access to urban and premium retail markets remains limited. This creates a barrier
to brand development and constrains revenue diversification, particularly in periods
when institutional demand fluctuates or public procurement volumes decrease.

In terms of logistics, the company performs part of its transportation
independently, especially for institutional contracts secured via the ProZorro
platform. This allows better control over delivery timelines and quality assurance,
especially for fresh products with a short shelf life. However, this self-managed
model also places additional operational pressure on the company, requiring vehicle
maintenance, route planning, and cost optimization to remain efficient.

The strategic influence of intermediaries on LLC “Khmelnytskkhlib” is

assessed as moderate. On the positive side, they provide reliable access to regional
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consumer markets and reduce the need for costly infrastructure investments in retail

management. On the negative side, the limited capacity of intermediaries to promote
the brand, combined with the absence of partnerships with large distribution
networks, restricts both market expansion and competitive differentiation. To
strengthen this link, the enterprise should pursue structured partnerships with
modern retail chains, invest in co-branded distribution efforts, and explore digital
sales platforms that bypass traditional wholesale channels altogether.

Competition constitutes one of the most influential and structurally sensitive
dimensions of the microenvironment for LLC “Khmelnytskkhlib.” The company
operates in a saturated and price-sensitive segment of the Ukrainian food market,
where both regional and national players exert competitive pressure across multiple
fronts. Within the local sphere, direct competitors include small and medium-sized
bakeries such as Khlib-Oven (based in Vinnytsia region) and private producers
operating under simplified tax schemes. These enterprises often focus on artisanal
bread and baked goods with strong connections to local consumer preferences. Their
flexibility, proximity to customers, and lower overhead costs allow them to compete
aggressively in niche and fresh-product segments.

At the national level, the company competes indirectly with industrial
manufacturers such as Kyivkhlib and Concern Khlibprom, whose products are
present in large retail networks and benefit from established brands, economies of
scale, and advanced logistics. These larger players can offer consistent quality at low
unit costs and invest heavily in marketing, packaging innovation, and brand loyalty.
As a result, they are better positioned in supermarket chains and have higher
visibility in urban areas, making it difficult for smaller enterprises to gain traction
outside their home regions.

In addition to traditional competition, the company faces increasing
challenges from imported long-shelf-life bakery products and private label lines
developed by supermarket chains. These competitors do not always match the
freshness of local producers but attract customers through aggressive pricing and

convenient packaging formats. The growing presence of these substitutes puts
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pressure on LLC “Khmelnytskkhlib” to improve its own production flexibility and

to differentiate its products based on quality, health value, or regional identity.

Another important dynamic is competition within the public procurement
segment. While ProZorro ensures transparency, it also facilitates intense price
competition. Multiple enterprises bid for the same institutional contracts, forcing the
company to offer minimal profit margins in order to win tenders. This form of
competition erodes financial sustainability, especially when operational costs rise
due to inflation or energy price increases.

The overall influence of competitors on LLC “Khmelnytskkhlib” is assessed
as high. Competitive pressure affects pricing strategies, production planning, and the
company’s ability to invest in innovation. To counterbalance this pressure, the
enterprise must adopt more proactive differentiation strategies, such as developing
branded product lines, expanding its presence in premium or dietary niches, and
leveraging its regional heritage as a value proposition. Failure to respond to these
challenges may result in market contraction or marginalization within broader
distribution networks.

Customers are a key driver of strategic decisions and operational priorities for
LLC “Khmelnytskkhlib.” The company’s client base is bifurcated into two principal
segments. The first includes institutional buyers such as schools, hospitals, military
units, and municipal organizations, which are accessed primarily through Ukraine’s
public procurement system (ProZorro). The second consists of private end
consumers, who purchase the company’s products through small retail shops, local
markets, and regional grocery distributors.

Institutional clients form a particularly stable and economically significant
segment. Public tenders typically involve high-volume, long-term supply contracts
that contribute to predictable production planning and revenue generation. Bread,
being a socially significant product, is regularly purchased in bulk by educational
and healthcare institutions, ensuring baseline demand. However, participation in
tenders requires aggressive price competition, strict documentation, and

uninterrupted logistical fulfillment. Margins in this segment are relatively low, and
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compliance pressure is high, but the reliability and visibility it offers make it

strategically important.

Private consumers, on the other hand, demonstrate loyalty to locally produced
bakery products. Many customers prefer familiar, traditional bread types with
known taste and texture. This consumer behavior supports consistent sales through
local retail outlets. However, preferences are slowly shifting due to health
consciousness, urbanization, and exposure to modern packaging and branding.
There is growing interest in wholegrain products, additive-free options, and longer-
shelf-life baked goods. At present, LLC “Khmelnytskkhlib” only partially addresses
these trends, which limits its reach among more progressive or health-oriented
consumer groups.

The company has not yet built strong brand recognition outside its home
region, which reduces customer retention in competitive retail environments.
Furthermore, the absence of a direct-to-consumer channel or digital sales platform
prevents the company from leveraging e-commerce, which has gained relevance in
the post-pandemic context. As consumer behavior evolves toward convenience,
customization, and value-added propositions, the company must enhance its
responsiveness.

The strategic influence of customers on LLC “Khmelnytskkhlib” is high.
Institutional clients secure production volumes and public-sector credibility, while
retail consumers offer diversification and brand-building opportunities. To optimize
performance across both segments, the company should improve product
differentiation, invest in packaging and health-focused innovations, and explore
direct customer engagement strategies. Maintaining flexibility and relevance in
response to customer expectations will be essential to sustain market position and
unlock future growth potential.

The microenvironment analysis of LLC “Khmelnytskkhlib” is summarized in
Table 3.2.

In conclusion, the company operates within a relatively balanced

microenvironment where a stable operational foundation coexists with evident
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strategic limitations. The most influential factors, particularly competitors and

customers, exert both positive and negative pressures that demand adaptive
managerial responses. The company’s long-term success will rely on its capacity to
modernize supply and distribution mechanisms, align with evolving customer
expectations, and secure a competitive position in the context of a rapidly changing

food industry.

Table 3.2 — Microenvironment Analysis of LLC “Khmelnytskkhlib”

Intermediaries

company also handles part of the logisticsin-
house. Intermediaries ensure product reach
but do not actively promote the brand. Large
retail chains are not yet part of the distribution
system.

Element Key Characteristics Strategic Impact on the
Company

The company cooperates with several Moderate to high
regional suppliers of flour, yeast, packaging | Stability in delivery
materials, and additives. Supply is generally | supports operations, but

Suppliers stable, but prices are volatile due to harvest | price fluctuations and low
conditions and energy costs. The firm is | input flexibility increase
moderately dependent on these inputs and has | procurement risk.
limited substitution options.
Distribution partners include local wholesale Moderate
distributors and small retail outlets. The | Intermediaries ensure

market access but offer
limited marketing leverage;
distribution expansion is
needed for national scaling.

Competitors

The enterprise faces regional competition
from both small bakeries and national
manufacturers. Larger competitors have
better equipment and stronger branding, but
LLC “Khmelnytskkhlib” benefits from local
loyalty and participation in state procurement.
Price pressure and product imitation are
present.

High
Competitive pressure limits
pricing  flexibility and

accelerates the need for
modernization and brand
differentiation.

Customers

The client base consists of both institutional
buyers (schools, hospitals via ProZorro) and
individual consumers via local retailers.
Customer preferences are stable, with
moderate growth in demand for healthier or
longer-shelf-life bakery products.

High
Bread remains an inelastic
product, ensuring stable
demand, but evolving
preferences require
innovation and quality
assurance.

To comprehensively assess the strategic position of LLC “Khmelnytskkhlib,”
a SWOT analysis has been prepared. This tool outlines the internal strengths and

weaknesses of the company together with external opportunities and threats that
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shape its operating environment. The analysis reflects the results of macro and

microenvironmental studies as well as the evaluation of internal management

systems with particular attention to personnel development. The detailed findings

are presented in Table 3.3.

Table 3.3 - SWOT-Analysis of LLC “Khmelnytskkhlib”

Strengths

Weaknesses

Stable product quality supported by traditional
baking techniques and local raw materials
Strong  procurement relationships  with
regional flour suppliers

Reliable participation in public procurement
(ProZorro) providing stable institutional
demand

Financial recovery in 2024 with more than
100% sales growth compared to 2023

Loyal regional customer base with preference
for local bread producers

Access to basic transport infrastructure for
local delivery

Clear internal structure
operational departments
Compliance with food safety and VAT
regulations

with  defined

Low technological modernization and limited
automation in production

Weak investment in marketing,
presence, and brand-building
Persistent underperformance in profitability
and low return on assets

Net profit margin remains low despite revenue
growth

No presence in national retail chains or e-
commerce platforms

Lack of strategic flexibility and
adaptation to market change

Outdated personnel management system and
lack of HR development policy

Workforce skill stagnation due to absence of
structured training and motivation programs

digital

slow

Opportunities

Threats

Rising demand for additive-free, health-
oriented bakery products

Development of partnerships with supermarket
chains and digital retail

Potential access to regional export markets
(e.g., Moldova, Romania)

Adoption of warehouse and logistics software
for delivery optimization

Use of social media and regional branding to
attract younger consumer segments
Investment in  energy-efficient
technologies

Public funding or co-financing
modernization and digitization of SMEs
Implementation of in-house training or
cooperation with vocational schools

baking

for

Increasing energy and fuel prices threatening
cost efficiency

Price pressure in public procurement reducing
profit margins

Climate volatility impacting grain supply and
flour price

Intensifying competition from both local
artisanal and national industrial bread
producers

Loss of skilled workers due to migration or
military mobilization

Regulatory tightening in waste, packaging,
and food labeling

Supply disruptions due to geopolitical or
regional instability

Erosion of customer loyalty if innovation and
adaptation lag behind competitors

The SWOT-matrix of LLC “Khmelnytskkhlib” is presented in Table 3.4.
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Table 3.4 — SWOT-matrix of LLC “Khmelnytskkhlib”

SO-Strategies

ST-Strategies

Use stable product quality and local
trust to enter premium market segments
for health-oriented and additive-free
products

Leverage participation in ProZorro and
financial recovery to co-finance digital
sales and marketing initiatives

Build regional brand identity through
social media and emphasize “local
authenticity” to  attract younger
consumers

Utilize procurement partnerships and
compliant structure to initiate cross-
border sales (e.g., Moldova)

Strengthen public procurement
performance by optimizing delivery
logistics  using  existing  transport
infrastructure

Use compliance  reputation  and
predictable institutional orders to secure
long-term public contracts despite rising
competition

Promote energy-efficient production in
tenders to offset cost increases and
distinguish from less-adapted
competitors

Launch internal quality improvement
program to resist customer erosion due
to better-positioned competitors

WO-Strategies

WT-Strategies

Develop in-house HR training system
to support innovation, digitalization,
and packaging improvements

Attract co-financing or EU grants for
SME modernization and use them to
implement basic automation with staff
reskilling

Establish HR partnerships with local
colleges and vocational schools to
prepare a new generation of qualified
workers

Implement  digital inventory and
logistics management systems with
parallel training for relevant staff

Create and implement a structured
personnel development strategy to
address staff turnover and improve
resilience to labor shortages

Introduce a performance-based
motivation system to enhance employee
engagement and reduce skill stagnation
in the face of external disruptions
Diversify supplier base and train
procurement and production staff to deal
with  price shocks and logistical
instability

Reduce dependency on outdated
processes by preparing internal change
agents through cross-functional
leadership training

The SWOT-matrix confirms that one of the most effective levers for

overcoming both internal weaknesses and external threats is the strategic

transformation of human resource development. Across all quadrants, solutions

involving personnel upskilling, motivation, retention, and adaptability consistently

emerge as key enablers of innovation, competitiveness, and operational continuity.

Therefore, investment in the development of a structured HRM system is not
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optional but essential. It should become a central component of the company’s
growth strategy, fully integrated with technological upgrades, market
diversification, and brand repositioning.

Comprehensive analysis of the external and internal environment of LLC
“Khmelnytskkhlib” confirms that the enterprise operates under a complex set of
strategic influences that are both enabling and constraining in nature. The
macroenvironment, as assessed through the PESTEL framework, reveals a
combination of moderately positive and clearly negative forces. Politically and
legally, the enterprise benefits from relatively stable regulatory conditions and
access to institutional procurement mechanisms. Social and legal dimensions also
provide supportive conditions for maintaining demand and compliance. However,
the company faces persistent macroeconomic challenges, including inflationary
pressures, energy cost volatility, and limited access to affordable financing.
Technological stagnation and growing environmental expectations further
complicate long-term operational planning.

The microenvironment, analyzed using the SICC model, reinforces the
dualistic strategic position of the company. Reliable supplier relationships and a
loyal regional customer base ensure continuity of operations and baseline revenue.
At the same time, limited integration with national distribution networks, growing
competition from both artisanal and industrial producers, and evolving customer
preferences introduce significant strategic risks. The enterprise must also address the
structural constraints imposed by its intermediary partners and competitive
dynamics within the public procurement system, where aggressive pricing often
undermines profitability.

SWOT and PESTEL analyses synthesize these insights and underscore a
critical structural weakness: the absence of a coherent and modern approach to
human capital development. While the company possesses a clearly defined internal
organizational structure and a stable labor base, it lacks mechanisms for workforce
training, performance management, and strategic upskilling. As a result, LLC

“Khmelnytskkhlib” is limited in its ability to respond effectively to technological,
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marketing, and organizational challenges. Personnel development, previously

viewed as a support function, has emerged as a strategic bottleneck, with direct
implications for innovation, competitiveness, and long-term sustainability.

In summary, LLC “Khmelnytskkhlib” is a regionally grounded enterprise with
a solid production core and operational reliability. However, to remain competitive
in a shifting external landscape, the company must undergo strategic transformation
centered around personnel development. This transformation should be tightly
integrated with technological modernization, market diversification, and brand
evolution. Only through coordinated investment in human capital and systemic
adaptation can the enterprise successfully navigate environmental uncertainty and

realize its full growth potential.
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4 ANALYSIS OF THE EXISTING PERSONNEL MANAGEMENT

SYSTEM

In the dynamic environment of the modern food industry, a company’s ability
to maintain competitive performance increasingly depends on the quality and
adaptability of its workforce. At LLC “Khmelnytskkhlib,” the human resource
management system is regarded not simply as an administrative function but as a
strategic framework that shapes long-term operational success. This system operates
through a centralized model led by the HR department, which serves as the principal
unit responsible for implementing recruitment, adaptation, development, evaluation,
and retention policies. Alongside the HR team, direct managers and production
supervisors participate in shaping employee development trajectories by identifying
training needs, monitoring progress, and ensuring alignment with production goals.

The main objective of the company’s HR strategy is to ensure that the
qualifications, competencies, and motivation of personnel correspond to current and
future business challenges. The HR approach is designed to enhance operational
efficiency, stabilize workforce dynamics, reduce turnover, and support internal
promotion. These goals are pursued through a structured yet flexible development
model that integrates formal learning initiatives with informal mentorship practices.
Development activities are adapted to the organizational structure and reflect the
evolving demands of the bread and bakery sector, which is sensitive to changes in
technology, logistics, customer preferences, and hygiene regulations.

The company’s approach to employee development is based on the principle
of continuity. New employees undergo onboarding and primary vocational
instruction that facilitates entry into production environments. Experienced
production staff are regularly engaged in skills updating and safety compliance
training. Supervisors and shift leaders are exposed to competency-based training in
quality assurance, logistics coordination, and basic people management. Although

the current system ensures functional reliability and compliance with industry
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standards, advanced developmental mechanisms such as leadership coaching,

behavioral assessment, or innovation-focused training remain underutilized.

Training delivery at LLC “Khmelnytskkhlib” is predominantly internal and
follows standardized schedules approved at the department level. The HR
department coordinates these sessions and collaborates with production units to
ensure workforce coverage without disrupting the production cycle. External
providers are rarely engaged, except for legally mandated certification programsin
workplace safety or food quality management. Digital learning tools are not
systematically integrated, and learning outcomes are tracked manually, limiting
feedback cycles and adaptation speed.

The internal structure of the workforce consists of distinct clusters of
employees whose development needs differ significantly. These include new hires
with no prior experience in the food production sector, skilled line workers with a
technical background, supervisory personnel with operational oversight duties, and
upper-level management who shape strategic priorities. Understanding these groups
Is essential to tailoring development programsand aligning them with organizational
performance metrics.

The overview of personnel clusters and the forms of development currently

applied is summarized in Table 4.1.

Table 4.1 - Functional structure of employee development at
LLC “Khmelnytskkhlib”
Employee Dominant Objective of training Execution pattern
category development forms
New hires Initial instruction and | Facilitate onboarding and | Conducted during the
safety training job readiness first working week
Experienced line | Skills upgrades and | Ensure productivity and | Planned quarterly per
workers safety refreshers compliance unit
Supervisory Task-focused Improve production | Conductedin cycles or
personnel technical instruction | coordinationand oversight | upon promotion
Top management | Strategic ~ planning | Maintain vision alignment | Delivered ad hoc
workshops and regulatory updates based on annual
reviews
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The analysis of the employee training and qualification enhancement system

at LLC “Khmelnytskkhlib” for the years 2023 to 2024 indicates a gradual increase
in investment in professional development. This trend reflects the company’s
commitment to improving the skills of its workforce and strengthening their
professional competencies. The importance of developing human capital in a
competitive market environment cannot be overstated, as it directly influences
productivity, task execution efficiency, and the overall competitiveness of the
enterprise.

Table 4.2 presents a detailed overview of the training and qualification
improvement activities conducted at LLC “Khmelnytskkhlib” during the 2023-2024

period.

Table 4.2 — Analysis of employee training and qualification enhancement at
LLC “Khmelnytskkhlib” in 2023-2024

Number of employees
. covered by professional Change
Type of training development
2023 2024 absolute | relative, %
1 Initial vocational training 11 12 1 9.09
2 Retraining 10 11 1 10
_3 General qualification 12 14 9 16.67
improvement
4 Qualification
improvement for managers 13 13 0 0
and specialists
Total 46 50 4 8.7

According to the data presented in Table 4.2, a total of 46 employees
underwent various types of professional training in 2023, while this number
increased to 50 in 2024. This growth by 4 employees, or 8.7 percent, is a positive
indicator of the company's increasing commitment to employee development
initiatives.

The overall increase of 4 employees (or 8.7 percent) who participated in

training and qualification enhancement programs during the reporting period
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brought the total to 50 individuals in 2024. This change was primarily driven by an

increase of 1 employee in initial vocational training (9.09 percent growth), an
increase of 1 employee in retraining (10 percent growth), and an increase of 2
employees in general qualification improvement (16.67 percent growth). The
number of employees who completed qualification improvement for managers and
specialists remained unchanged.

The number of employees who completed initial vocational training rose from
11 in 2023 to 12 in 2024, reflecting a growth of 9.09 percent. Although this is a
relatively modest increase, it demonstrates a steady trend toward the integration of
new staff members who are undergoing foundational training to acquire essential
skills and adapt to the operational standards of the company. Initial vocational
training typically targets employees who have no prior experience in the specific
field or industry. Therefore, the growth in this category may indicate either
workforce expansion or the implementation of new technologies and processes that
require updated knowledge.

Retraining represents a crucial component of workforce mobility and
adaptability. In 2023, ten employees completed retraining, and this number
increased to eleven in 2024, representing a growth of 10 percent. This reflects a
continued need to refresh knowledge and skills in order to meet new responsibilities
or transition to alternative roles within the company. The increased attention to
retraining may also be associated with the introduction of new technologies or
changes in production systems that necessitate the adjustment of employees to new
working conditions.

Let us now consider the general qualification improvement of personnel. This
category refers to the direct enhancement of skills and competencies among
employees who are already working at the company. In 2023, a total of 12 employees
completed qualification improvement programs, whereas in 2024 this number
increased to 14. This represents a growth of 16.67 percent. Such a significant
increase reflects rising demands for work quality and the necessity to maintain up-

to-date knowledge and competencies at a high level. It may also indicate a strategic
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decision by the company to invest in the development of its personnel in order to

increase their efficiency and ensure the company’s competitiveness in the market.

In both 2023 and 2024, the number of employees who completed qualification
improvement programs specifically designed for managers and specialists remained
unchanged at 13 individuals. The absence of any variation in this indicator may
suggest stability within the company’s managerial structure and a lack of perceived
need for substantial knowledge renewal in this segment. On the other hand, it may
also imply that current managerial staff already possess the required expertise and
competencies to fulfill their responsibilities, and the company does not consider it
necessary to expand development initiatives for this particular group.

Overall, the system of employee training and qualification improvement at
LLC “Khmelnytskkhlib” has demonstrated positive trends. The increase in the
number of employees engaged in professional development indicates that the
company acknowledges the importance of continuous human capital growth and
actively invests in employee learning. The rise in participation in initial vocational
training and retraining programs may also point to business expansion or the
implementation of new technologies that require updated skills and knowledge.

Of particular note is the increase in the number of employees who completed
general qualification improvement. This is a critical factor for sustaining high
standards of productivity across the enterprise. The trend indicates that the company
is making an effort to ensure that employee knowledge and competencies remain
relevant and current.

Nevertheless, the stability in the number of managerial and specialist staff
participating in qualification improvement should be carefully considered. It may
indicate that the company views the existing level of managerial competence as
sufficient. However, for further development of the personnel management system,
more attention could be devoted to the continuous growth of the managerial group.
Ongoing education and professional advancement for specialists, particularly in a
rapidly changing business environment, may be decisive in helping the company

retain its leadership position in the market.
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The analysis confirms that the professional development system at LLC

“Khmelnytskkhlib” functions effectively and is capable of adapting to modern
market demands. The company shows a consistent increase in the number of
employees covered by training and qualification initiatives, which demonstrates its
readiness to invest in human capital. At the same time, for further improvement, it
Is advisable to focus on renewing and expanding knowledge among managerial and
specialist staff, which could further stimulate the company’s growth.

In general, the enterprise is moving in the right direction in terms of
supporting and developing its personnel. However, several enhancements are
possible, particularly in the areas of retraining and leadership development, which
are essential to ensuring long-term organizational stability and competitiveness.

The development system at LLC “Khmelnytskkhlib” has thus evolved into a
stable and procedural framework that maintains operational stability and meets
industry compliance requirements. However it does not yet function as a
transformative tool for unlocking employee potential or proactively adapting to
external shifts. This creates an opportunity to examine the current outcomes more
critically and explore how the system can be enhanced to support deeper and more
dynamic growth pathways.

An effective system of employee development must not exist in isolation but
should demonstrate a measurable influence on organizational outcomes. At LLC
“Khmelnytskkhlib,” the existing training and qualification programs have shown
moderate correlation with improvements in operational performance, particularly in
terms of production continuity, reduction in error rates, and compliance with sanitary
standards. Although these indicators suggest a general positive impact, the
evaluation mechanisms that connect specific development activities to key
performance indicators remain largely informal and underdeveloped.

Performance metrics such as production output per shift, incidence of non-
compliance in quality control audits, and staff turnover rates are tracked regularly.
However, there is no systematic framework for attributing changes in these

indicators to training interventions. The company lacks a formalized post-training
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assessment protocol that would allow for comparative analysis of pre- and post-

intervention results at the individual or team level. Furthermore, employee
satisfaction and feedback are not regularly collected in a structured format, which
significantly limits the organization’s ability to refine its development strategies
based on internal insight.

Despite the absence of integrated performance analytics, observational
evidence indicates that departments with more frequent and targeted skill
refreshment sessions tend to exhibit higher workflow stability and reduced
operational disruptions. For example, production units that underwent safety re-
certification and machinery usage workshops in 2023 showed a measurable decline
in workplace incidents and equipment downtime. Similarly, the onboarding process
for new employees, which includes basic hygiene and safety training, is associated
with faster adaptation rates and fewer compliance breaches during the initial
probation period.

The management team acknowledges the importance of human capital in
maintaining production standards and market competitiveness but expects more
visible and quantifiable outcomes from development initiatives. There is growing
interest in linking personnel growth to strategic business metrics such as product
quality scores, cost efficiency, and innovation readiness. This recognition
underscores the need for enhanced monitoring tools and more granular data
collection regarding employee progress and performance impact.

To address this gap, there is a strong rationale for integrating performance
feedback loops into training cycles. Such loops would allow the HR department and
line managers to identify what works, adjust content and methods accordingly, and
allocate resources where they produce the greatest return on investment. Without
these mechanisms, development programs risk remaining procedural rather than
transformative in nature.

To complement performance metrics with qualitative insight, an internal
employee survey was conducted in 2025 among a sample of fifty staff members

representing various departments and levels of responsibility. The aim of the survey
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was to assess perceptions of the current training system, levels of engagement, and

perceived value of development opportunities. The results, summarized in Table 4.3,
provide additional evidence of the system’s strengths and limitations from the

perspective of its direct beneficiaries.

Table 4.3 — Results of internal employee survey on training and development
at LLC “Khmelnytskkhlib” (2025)

Survey Statement Average Score (1-5
scale)

| consider the current training programs relevant to my job | 4.2
responsibilities
| feel that the company invests adequately in my | 3.8
professional development
I would like to see more opportunities for personal growth | 4.6
and upskilling
| see a clear connection between training and opportunities | 3.4
for promotion
| am satisfied with the overall support | receive for |4.1
professional development

The results of the internal survey summarized in Table 4.3 reveal a complex
but informative picture of how employees perceive the development framework
currently in place at LLC “Khmelnytskkhlib.” On one hand, the generally high
scores across most statements reflect a baseline of confidence in the organization’s
willingness to support professional growth. Respondents largely agree that the
training programs align with their day-to-day responsibilities, suggesting that the
content is not arbitrary but operationally relevant. The score of 4.2 in this area is a
positive signal that training is at least functionally integrated into the work
environment.

However, other findings point to structural weaknesses that may undermine
the long-term effectiveness of the company’s development strategy. The relatively
lower score of 3.4 regarding the connection between training and career
advancement is particularly telling. It indicates that employees do not clearly

perceive how participation in learning activities translates into tangible progress



57
within the company. This lack of perceived linkage may reduce motivation to engage

seriously in development programs, especially among high-potential individuals
seeking upward mobility.

Equally notable is the very high score of 4.6 for the desire for more growth
opportunities. This figure, while superficially positive, in fact signals an unmet
demand for personalized and diversified learning paths. Employees are not rejecting
the system as ineffective, but they are clearly stating that its current form is
insufficient to meet their aspirations. This could reflect the absence of modern
formats such as coaching, cross-functional workshops, or digital learning tools that
enable more autonomous and adaptive development.

The moderate score of 3.8 on perceived investment in professional
development further reinforces this interpretation. It suggests that employees
recognize a degree of institutional support, but view it as limited in scope or
distribution. The relatively strong satisfaction rating of 4.1 regarding overall support
hints that the company has succeeded in creating a supportive environment, even if
the structural components of its development system require refinement.

In sum, the survey results demonstrate that the current training system at LLC
“Khmelnytskkhlib” is broadly accepted and appreciated by the workforce, but lacks
depth, individualization, and career-oriented clarity. These gaps provide a strategic
justification for modernizing the system through targeted initiatives such as
coaching, competency-based assessments, and integrated career path planning.

Despite offering a basic level of functionality, the current employee
development system at LLC “Khmelnytskkhlib” demonstrates structural and
strategic limitations that hinder its capacity to supportlong-term growth, flexibility,
and competitiveness. While the system ensures regulatory compliance and covers
essential operational training, it lacks the dynamism and depth required to unlock
the full potential of the workforce and to prepare the organization for evolving
industry demands.

One critical gap is the absence of a structured mentorship framework.

Although new employees receive standard onboarding and safety instruction, there
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Is no sustained mechanism for peer guidance or expert support during the integration

phase. This leads to inconsistent adaptation experiences across departments and
hinders the informal transfer of practical knowledge that is vital in production
environments. Without mentorship, onboarding becomes a purely procedural
activity rather than a strategic cultural investment.

Another limitation is the underdevelopment of leadership competencies
among mid-level managers. Supervisors and team leaders operate without targeted
professional development, career planning, or access to individual coaching. This
leaves promising talent without direction and diminishes the company’s ability to
cultivate future leaders from within. The lack of support in this area creates
stagnation at the managerial level and contributes to internal demotivation over time.

The structure and content of current training activities also present challenges.
Most development efforts rely on pre-designed modules and internal instruction that
prioritize uniformity over relevance. These programs rarely incorporate scenario-
based learning, practical simulations, or real-time problem solving. As a result,
employee engagement with training is limited and the retention of knowledge
remains superficial. A more interactive and adaptive approach is necessary to align
training with operational complexity and employee learning styles.

Moreover, the company does not actively promote or enable self-directed
learning. There is no institutional access to digital platforms or curated online
content that would allow employees to pursue individual upskilling pathways. This
restricts personal initiative and narrows the developmental scope to what is
prescribed internally. In the context of rapid technological change, this lack of
autonomy places the company at risk of falling behind in knowledge-intensive areas.

Finally, the development system lacks any form of structured skills
diagnostics or competency-based assessment. There is no mechanism in place to
identify high-potential individuals, measure learning impact, or monitor gaps in
capabilities. The absence of such evaluation tools prevents the alignment of

workforce strategy with business objectives and undermines succession planning. A
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diagnostic-driven development model would provide the necessary clarity to

prioritize investments and reinforce accountability across all levels.

These issues, taken together, indicate that while the current system maintains
short-term operational readiness, it does not foster long-term adaptability or strategic
workforce alignment. Addressing these limitations is essential for unlocking

untapped human capital and ensuring sustainable organizational performance.

Table 4.4 — Identified weaknesses in the employee development system at
LLC “Khmelnytskkhlib”

Description of the problem
The company does not operate a

Area of deficiency
Lack of structured

Strategic consequence
Inconsistent onboarding

mentorship

formal mentorship model to support
new or transitioning staff

experiencesand loss of tacit
knowledge

Limited leadership
development

Mid-level managers are not offered
coaching or guided professional
growth pathways

Weak internal succession and
stagnation in management
capacity

Standardized and
outdated training

Training programs are generic, lack
engagement, and are not regularly
updated

Reduced effectiveness and
employee disengagement in
learning

Absence of self-
directed learning

No access to curated digital content
or online platforms for independent
upskilling

Low flexibilityand
underutilization of employee
initiative

No competency-
based assessment

There is no system for objectively
evaluating skills or identifying high-

Strategic misalignment between
workforce capacity and business

needs

potential workers

The analysis of the current personnel development system at LLC
“Khmelnytskkhlib” reveals a structure that is functionally operational but
strategically underpowered. The existing HR framework ensures baseline training
and regulatory compliance, particularly in the onboarding of new employees and the
technical upskilling of production staff. Quantitative indicators show modest
improvements in performance following certain training activities, especially in
departments that implemented targeted refreshers or process-specific workshops.
Employee survey data further confirm a generally positive perception of the training
system, with relatively high satisfaction levels and strong appreciation for job-

relevant instruction.
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However, these strengths are largely confined to operational maintenance

rather than future-oriented growth. The system lacks mechanisms that support
advanced capability development, personalized learning, and leadership preparation.
There is no formal mentorship infrastructure, which weakens the onboarding process
and limits the transmission of organizational knowledge. Middle managers and
supervisors are excluded from coaching or structured professional growth programs,
which constrains internal succession planning and inhibits motivation at the
supervisory level.

The training content itself is often repetitive, outdated, and uniform across
departments, failing to account for evolving needs or individual competencies.
Employee demand for more dynamic and engaging training formats remains unmet,
as evidenced by high scores related to the desire for greater learning opportunities.
In addition, the absence of support for self-directed learning or access to digital
platforms limits flexibility, scalability, and initiative within the workforce.

Strategically, one of the most significant omissions is the lack of competency-
based assessment tools. Without structured diagnostics or evaluation frameworks
such as Assessment Centers, the company is unable to identify skill gaps, track
development impact, or align employee potential with long-term business priorities.
This deficiency compromises talent planning and undermines the strategic role of
HR within the broader corporate system.

Consequently, that while the personnel development system at
LLC “Khmelnytskkhlib” fulfills its minimal functional role, it falls short as a
transformative asset capable of driving innovation, internal mobility, and strategic
alignment. The system must evolve beyond compliance and procedural training to
incorporate modern, targeted, and data-driven interventions. Such evolution is
essential if the company is to fully leverage its human capital and remain resilient in

a volatile and competitive market environment.
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S JUSTIFICATION OF THE PROPOSAL FOR IMPROVING THE

EXISTING PERSONNEL DEVELOPMENT MANAGEMENT SYSTEM

LLC “Khmelnytskkhlib” has a well-developed personnel development
management system that nonetheless requires enhancement. At the current stage,
several critical issues must be addressed, including an insufficiently effective
employee motivation system, the absence of progressive training methods, an
extended adaptation process for new staff, and outdated approaches to personnel
development. These factors contribute to workforce instability, limiting employee
potential and the overall efficiency of the enterprise.

To improve the existing system, a set of innovative measures has been
developed. These initiatives aim to modernize the motivation system, increase
employee engagement, enhance team climate, optimize the processes of training and
self-learning, and create a more effective strategy for integrating new employees
while identifying high-potential individuals. Additionally, the measures focus on
refining performance assessment mechanisms to make them more objective and
comprehensive.

The proposed strategic directions include.

1 Optimizing the adaptation process for new employees by making it faster
and more comfortable, reducing stress, and improving the first impression of the
workplace.

2 Developing leadership and managerial skills among middle management by
introducing coaching sessions. These will help managers enhance their ability to
lead teams, communicate effectively, and make strategic decisions.

3 Improving access to self-learning by offering employees curated digital
learning resources. This will promote professional growth and have a positive
impact on job performance.

4 Enhancing training effectiveness by shifting towards practical and

interactive methods such as case studies, role-playing, simulations, and business
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games. These methods will allow employees to apply new skills directly in the

workplace.

5 Introducing a comprehensive and objective personnel evaluation system
using the Assessment Center method. This tool will help identify strengths and
weaknesses, potential for promotion, and align staff capabilities with business needs.

Each of these measures is aimed at developing current staff and integrating
new personnel through modern HR practices. The HR department will need to adopt
new tools and skills to implement this strategy effectively. These improvements are
expected to boost productivity, strengthen corporate culture, and enhance overall
organizational performance.

Two critical focus areas are highlighted below.

1 Employee adaptation through mentorship

Currently, the adaptation mechanism at LLC “Khmelnytskkhlib” is standard
and prolonged, typically lasting from three to six months. The lack of experienced
mentors results in slower onboarding and less effective integration into workflows.
To address this, the introduction of a mentorship system is proposed. A mentor is an
experienced employee who supportsa new hire (mentee), helping them adapt to the
work environment, processes, and expectations. Responsibilities of the mentor
include sharing knowledge and experience, providing emotional support, offering
constructive feedback, and guiding the mentee with an individualized approach.
Mentors will also play a role in transmitting company values and culture.

Mentors will be selected from among the most experienced employees with
at least one year of tenure, leadership potential, and alignment with corporate values.
Special training will be provided to mentors to ensure effective guidance. Financial
incentives will also be introduced to reward successful mentorship outcomes.

Expected results include reducing the adaptation period to one to three
months, lowering stress levels among new hires, improving individual productivity,
and strengthening team cohesion.

2 Development of middle management through coaching
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The talent management approach, although partially present, is not fully

implemented. To bridge this gap, the integration of business coaching is proposed.
Coaching will focus on achieving personal and professional goals, improving
motivation, communication, and decision-making skills.

Candidates for coaching will be selected based on leadership potential,
performance, career goals, and adaptability. Selection tools will include
performance reviews, leadership potential assessments, and motivation interviews
with supervisors.

Coaching programs will last up to six months and are expected to yield
increased managerial efficiency, leadership growth, and readiness for promotion.
This will strengthen internal succession planning and improve long-term
performance.

3 Interactive group training

Employees across all levels will participate in interactive training sessions
involving practical methods such as case studies, role-playing, simulations, and
business games. These formats will enhance analytical thinking, communication,
teamwork, and problem-solving skills. Training will be tailored to roles and
responsibilities, making it applicable and impactful.

Expected outcomes include improved productivity, higher work quality,
increased employee engagement, and reduced turnover due to greater investment in
employee growth.

4 Self-learning via online platforms

To promote continuous learning, employees will gain access to online courses
through platforms like Udemy and Prometheus. This will allow staff to learn flexibly
and independently, improving professional qualifications without disrupting
workflow.

5 Personnel evaluation through Assessment Center

To enhance objectivity in staff evaluation, the Assessment Center method will
be implemented. It involves individual tasks, group discussions, leadership

simulations, and stress scenario evaluations. This approach provides deep insight
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into employee potential, decision-making ability, teamwork, and leadership
readiness.

Benefits include more objective evaluations, better understanding of
individual capabilities, identification of future leaders, and development of tailored
growth plans. These enhancements will significantly improve HR decision-making
and workforce alignment with strategic goals.

Together, these initiatives will increase personnel effectiveness, reduce
turnover, improve employee satisfaction, and create a strong foundation for
sustained growth at LLC “Khmelnytskkhlib”.

Table 5.1 presents the action plan for improving the existing personnel

development management system at LLC “Khmelnytskkhlib”.

Table 5.1 — Measures for Enhancing the Personnel Development System at

LLC “Khmelnytskkhlib”

Measure Description Responsible Timeline
Parties

Mentorship Selection of candidates from various | HR 01.07.2025 —
departments to serve as mentors. | Department, 31.07.2025
Organization of training sessions on | Internal
effective mentoring. Launch of mentorship | Trainers
program for new employees.

Coaching Identification of promising middle-level | HR 18.08.2025 —
managers. Engagement of certified coaches | Department, 15.09.2025
for one-on-one sessions. Development of | External
personalized professional growth plans. Coaches

Interactive Assessment of training needs. Selection of | HR 28.07.2025 —

Training relevant topics. Organization of group | Department, 22.08.2025
sessions  with  professional trainers. | Invited Trainers
Adaptation of programs to employee needs.

Promotion of | Agreements with platforms like Udemy and | HR Department | 01.07.2025 —

Self-Learning | Prometheus. Creation of a corporate 25.07.2025
account. Selection of appropriate learning
programs. Access and progress monitoring.

Assessment Identification of key competencies. | HR 01.07.2025 —

Center Formation of assessor teams. Development | Department, 30.09.2025
of tasks and scenarios. Pilot sessions and | Assessors
permanent implementation of the process.
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As shown in Table 5.1, it is essential for LLC “Khmelnytskkhlib” to

implement several key initiatives aimed at developing its workforce and improving
employee performance across the organization.

1 Mentorship as a strategic development tool

Mentorship is a critical element in strengthening corporate culture and
supporting employee growth. To implement an effective mentorship program, the
company must first identify experienced employees capable of sharing expertise and
motivating newcomers. Representatives from various departments should be
involved to provide well-rounded support.

Mentors should undergo targeted training focused on communication,
motivation, conflict resolution, and integrating new staff into the company’s culture.
Once trained, mentors will regularly meet with new hires to guide them through
adaptation, career development, and challenges. This approach will accelerate
onboarding, build strong relationships, and create a supportive work environment
that fosters engagement and high performance.

2 Coaching for middle management development

Coaching plays a vital role in shaping competent leaders. It enhances both
professional and personal skills necessary for team management and strategic
execution.

The first step is selecting promising mid-level managers based on their
performance, leadership potential, and strategic thinking. Certified external coaches
will then conduct personalized coaching sessions to help participants identify
strengths, address weaknesses, and set individual growth plans aligned with
company goals. The result will be a stronger, more capable leadership team prepared
to take on larger responsibilities and contribute meaningfully to business
development.

3 Interactive training to build practical skills

Interactive training sessions are key to equipping employees with practical,
applicable skills. The process starts with a thorough assessment of learning needs to

identify gaps and target skills required by shifting market or internal conditions.
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Next, relevant topics are chosen, and experienced trainers are broughtin to conduct

engaging group sessions. These sessions should encourage participation, discussion,
and real-world problem-solving. Training programs must be customized for
different staff levels, ensuring each group receives the depth of knowledge
appropriate to their experience.

This model boosts employee confidence, engagement, and adaptability,
essential for maintaining competitiveness in a rapidly evolving market.

4 Encouraging self-learning through online platforms

Self-learning is a vital part of a modern development strategy. LLC
“Khmelnytskkhlib” will establish partnerships with platforms like Udemy and
Prometheus to give employees access to a broad range of courses.
This initiative creates a structured support system for independent learning and
professional development, empowering staff to take control of their growth and
increasing motivation and job satisfaction.

A comparative overview of the Udemy and Prometheus platforms is presented
in Table 5.2.

Table 5.2 — Comparative characteristics of Udemy and Prometheus platforms

Characteristic Udemy Prometheus

Language 80+ languages (Ukrainian not available) Ukrainian

Number of 140,000+ 850+

Courses

Course Price $5-100 0-10,000 UAH

Range

Categories 15 main categories, includes 15, with limited specialization

subcategories

Key Offers diverse learning formats, Offers customizable course

Advantages including self-paced courses, instructor- creation for specific company
led support, and interactive webinars. needs and provides detailed

High flexibility and a refund policy learning analytics to track
reduce financial risks. employee progress.

Udemy provides a vast international catalog of over 140,000 courses, though
its lack of Ukrainian-language content makes it less accessible to non-English-

speaking staff. It is ideal for individual specialists with strong English skills seeking
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international best practices. Prometheus, by contrast, is fully Ukrainian-language

and tailored for local needs, offering simpler integration for a broader employee
base, especially production personnel.

Udemy excels in course variety and learning flexibility, supporting
asynchronous learning and instructor interaction. Its refund policy is an additional
benefit. Prometheus, though smaller in scope, allows the creation of custom courses
aligned with company goals and provides advanced analytics for tracking learning
progress, making it optimal for monitoring workforce development.

While Udemy is cost-effective for small-scale use, large-scale deployment can
be expensive. Prometheus offers a broader pricing range, including free options,
making it more accessible for widespread training needs within local budgets.

For maximum impact, a combined use of both platforms is recommended.
Udemy suits advanced learners and specialists, while Prometheus is ideal for
foundational and Ukrainian-language learning. Establishing a corporate account on
both platforms ensures centralized access, easier registration, and equitable resource
distribution.

Implementation Priorities for LLC “Khmelnytskkhlib”:

— select appropriate courses based on business needs and employee
development goals;

—ensure employees have guidance in choosing relevant programs aligned with
career paths;

— monitor learning activity and completion rates to assess training
effectiveness;

— integrate platform use into overall HR strategy for continuous development.

This dual-platform strategy enhances employee qualifications, promotes
growth, increases motivation, and ultimately contributes to the overall productivity
and competitiveness of the company.

5 Assessment Center

The Assessment Center is a powerful instrument for evaluating employee

competencies and potential. Its application helps to identify both strong and weak
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areas in employee performance and enables the discovery of talent for further

development.

The first stage involves the identification of key competencies that need to be
assessed. These may include general skills such as communication, leadership, and
stress tolerance as well as more specific technical skills required for particular roles.
This step ensures that the evaluation focuses on the most critical aspects of employee
performance relevant to the company’s operational goals.

After defining the required competencies, a team of assessors should be
assembled. Assessors may be internal HR specialists or external professionals with
experience in staff evaluation. They must be familiar with the company’s business
processes and should undergo standardized training to ensure consistency and
objectivity in their evaluations.

The next important phase is the development of realistic tasks and assessment
scenarios. These should reflect actual working situations encountered in day-to-day
operations. For example, managerial staff might be evaluated through team
coordination simulations or conflict resolution cases, while technical employees
would be assessed through tasks that demonstrate their specific expertise. Including
group exercises allows for observation of team interaction and leadership capacity.

Pilot sessions are crucial for testing the effectiveness of the evaluation
procedures. Feedback from participants and assessors helps identify areas for
improvement, allowing for refinement of the assessment system before full
implementation.

Once the methodology is validated, the Assessment Center can become a
regular part of the HR framework. Periodic evaluations will help track employee
progress, identify training gaps, and support decisions on career development.
Assessment results can inform promotions, the formation of talent pools, and the
design of personalized development strategies.

The implementation of the Assessment Center at LLC “Khmelnytskkhlib” is

a strategic enhancement to the existing personnel management system. It provides a
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comprehensive understanding of employee performance, supports talent

development, and ensures alignment with the long-term objectives of the company.

The proposed initiatives are expected to mark the beginning of a new era in
the development of human capital at LLC “Khmelnytskkhlib,” where every measure
Is aimed at building a strong, motivated, and cohesive team.

The introduction of mentorship programs will foster an atmosphere of trust
and support in which new employees do not simply join the workforce but become
an integral part of it. With the guidance of experienced mentors, they will rapidly
acquire professional skills while gaining confidence in their abilities and motivation
to progress. Adaptation will become an engaging and empowering journey rather
than a stressful obstacle that hinders productivity.

Coaching for middle management will act as a catalyst for their professional
growth. Through personalized sessions with qualified coaches, managers will unlock
their leadership potential and strengthen their capacity for strategic thinking and
effective decision-making. These improvements will have a ripple effect across the
organization. Leaders who understand themselves and their teams do not merely
manage processes but inspire performance. They create an environment where every
employee feels valued and connected to the company’s mission.

Interactive training programs designed around real-life practice will transform
learning into a dynamic and impactful experience. Participants will not only gain
theoretical knowledge but also apply it in realistic situations, developing skills that
align with the challenges of the modern market. This approach will enhance
collaboration, stimulate teamwork, and generate collective productivity gains
throughout the organization.

Self-directed learning through platforms such as Udemy and Prometheus will
open the door to an unlimited world of knowledge. Employees will have continuous
opportunities to improve their qualifications, expand their professional horizons, and
remain engaged in their own development. This will contribute positively to their

motivation, job satisfaction, and long-term retention.
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The implementation of the Assessment Center will provide a structured and

transparent foundation for evaluating employee potential. This is more than a
diagnostic tool. It offers each participant meaningful feedback, allowing them to
recognize their strengths and identify areas for further growth. The company will
gain the ability to identify future leaders and high-potential specialists while
encouraging them to achieve new milestones. This will nurture a culture of
recognition in which every contribution is seen and valued, and in which career
advancement is attainable and based on merit.

As a result of these initiatives, LLC “Khmelnytskkhlib” will not only increase
operational efficiency but also become a workplace where every employee knows
that their growth and well-being are a top priority. This is a path toward building a
team that delivers exceptional performance while laying the foundation for a
sustainable future built on trust, professionalism, and continuous development.

The proposed initiatives will require substantial investment, with the primary
cost driver being the implementation of the Assessment Center. This process
involves the creation of a specialized team of assessors, including both internal HR
personnel and external experts in talent evaluation. To estimate the total cost of the
project with greater accuracy, a detailed expense calculation will be conducted. This
calculation includes various budget categories, ranging from infrastructure setup to
assessor compensation. The estimated implementation costs are presented in Table
5.3, providing an overview of the financial resources required for effective execution
of the initiative.

This financial breakdown outlines the comprehensive investment required to
modernize the personnel development system at LLC “Khmelnytskkhlib.” The
costliest component is the introduction of the Assessment Center, which is justified
by its strategic value in long-term workforce planning and leadership development.
Other significant budget items include professional development for HR staff,
incentive structures for mentors, and access to high-quality coaching and training
services. Together, these investments represent a holistic and future-oriented

approach to human capital development.
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Table 5.3 — Implementation and Project Execution Costs for One Year

Expense Category Duration Monthly Cost | Annual Cost
(UAH) (UAH)

Training for HR department | One-time 5000 5000
employees
Hiring an additional HR specialist | Annual 21500 258000
Training sessions for mentors One-time 5500 5500
Mentorship bonuses for | Variable (based on the | - 250000
onboarding new employees number of new hires)
Coaching services Six months 20000 120000
Interactive training sessions Throughout the year — 200000
Online learning platform course | Throughout the year - 125000
fees
Personnel assessment through the | Full-year evaluation | — 3000000
Assessment Center method process
Total 3843500

Although these expenses may seem substantial at first glance, they are
essential for the company’s future development. The implementation of the
Assessment Center will help establish an objective and transparent system for
evaluating employee potential. This will contribute to professional growth, increased
employee loyalty, and improved motivation. Therefore, despite the initial costs,
these measures are expected to drive the company’s long-term development,
strengthen its human capital, and foster a positive and supportive work environment.

The proposed recommendations for LLC “Khmelnytskkhlib” are designed to
increase revenue from product sales and enhance the company’s net profit.
Successful implementation of the initiatives should lead to improved efficiency in
various business processes including staff training, performance management,
marketing, sales, research and development, production, and customer service.

Through the use of modern personnel development methods such as
interactive training and encouragement of self-learning, employees will be able to
adapt more quickly to new technological processes and equipment. These
approaches will also foster flexibility and innovative thinking, which will have a
positive impact across all departments. Specifically, this will enhance the efficiency
of marketing and sales operations, increase demand for LLC “Khmelnytskkhlib”

products, and expand overall sales volume.
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The comprehensive program will also help employees acquire skills necessary

to perform effectively under conditions of economic and geopolitical uncertainty
and adapt to shifting market demands.

The forecasted growth in net revenue from product sales following
implementation of these measures is based on the expert assessment method. A panel
of eight internal specialists at the company evaluated potential changes in sales

volumes and provided conclusions presented in Table 5.4.

Table 5.4 — Expert evaluation of the forecasted increase in net revenue from

product sales at LLC “Khmelnytskkhlib”, %

Experts 1 2 3 4 5 6 7 8
Forecast 2,9 3,6 4,0 4,1 4,3 51 6,2 6,8

To verify the reliability and consistency of the projected values for the
increase in net revenue, it is necessary to assess the degree of variation in expert
opinions. This will help determine the dependability and representativeness of the
results obtained. For this purpose, the standard deviation is calculated. This indicator
reflects the extent to which individual expert assessments differ from the average

value. The calculation is performed using the following formula 5.1:

whereo — the standard deviation (in percent);
Xi — predicted increase in net income, indicated by the ith expert (in percent);
Xav — the average value of net income growth (in percent));

n — number of experts.

To carry out the calculations, the initial data and necessary indicators are

presented in Table 5.5.
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Table 5.5 — Variation in Expert Opinions at LLC “Khmelnytskkhlib”

Experts | Forecasted netincome Average value of Deviation Square of

growth. % forecasted growth deviation
1 2.9 4.625 -1.725 2.976
2 3.6 -1.025 1.051
3 4 -0.625 0.391
4 4.1 -0.525 0.276
5 4.3 -0.325 0.106
6 5.1 0.475 0.226
7 6.2 1.575 2.481
8 6.8 2.175 4.731
Total 12.238

We will calculate the standard deviation to determine the level of consistency
among expert evaluations. This indicator helps assess the degree of dispersion of

values relative to the average.

o= /12;38 = 1.2368

The next step is to determine the coefficient of variation, which is the ratio of

the standard deviation to the mean value, expressed as a percentage. The formula is
as follows:
V = o/ Xcep*100%, (5.2)
V =1.2368/4.625 *100% = 26.74%

Since the coefficient of variation V equals 26.74%, which is less than 33%,
we can conclude that the expert opinions are consistent and their estimates are
suitable for further calculations of economic efficiency.

To determine the most probable increase in net revenue from product sales,
we use the method of standard probability distribution. The formula for this method
IS:

0+ 4M+P

X=——" (5.3)

where O — the optimistic forecast (the highest value among expert assessments);

M — the most probable value (the average forecast;
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P — the pessimistic forecast (the lowest value among expert assessments).

Applying formula 5.3 to the available data, the projected increase in net

revenue will be:

_ 6.8%+ 4+4.625%+2.9%
- 6

X =4.7%

Next, we will calculate the increase in net revenue in monetary terms, using
the baseline figure for the year 2024, which is 542,879 thousand UAH.
ANR = 542,879 x 0.047 = 25,515.313 thousand UAH

The projected volume of net revenue will be:

NR = 542,879 + 25,515.31 = 568,394.313 thousand UAH

An increase in production will cause a proportional rise in the cost of goods
sold and selling expenses.

The change in cost of production is calculated as follows:
ACOGS =433,407 x 0.047=20,370.129 thousand UAH

The projected cost of goods sold is:

COGS = 433,407 + 20,370.129 =453,777.129 thousand UAH

Then the projected gross profit will be:

GP =568,394.313-453,777.129=114,617.184 thousand UAH

The additional expenses related to the implementation of the project amount
to 3,843.5 thousand UAH.

The financial result from operating activities is calculated as:

OR=2,849 + 114,617.184 -109,472 — 3,843.5=4,150.684 thousand UAH

The projected net profit, taking into account the implementation of the project,

NP =4,150.684 x 0.82 = 3,403.561 thousand UAH
A comparison of the results before and after the implementation of the
proposed personnel development management measures at LLC “Khmelnytskkhlib”

Is shown in Figure 5.1.
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Figure 5.1 — Comparison of results before and after the implementation of the
proposed personnel development management measures at LLC
“Khmelnytskkhlib,” thousand UAH

The projected results of implementing the personnel development
management measures at LLC “Khmelnytskkhlib” show significant positive
changes in the company’s key financial indicators. Figure 5.1 clearly demonstrates
that the implementation of the proposed initiatives will contribute to improving the
company’s operational efficiency.

According to forecasts, net revenue from product sales in 2025 will increase
by 25,515.313 thousand UAH compared to 2024. This growth is attributed to
improved sales and marketing strategies, as well as increased productivity resulting
from personnel development. Alongside the revenue growth, a rise in the cost of
goods sold by 20,370.129 thousand UAH is also projected. This is linked to the
expansion of production volumes and the need to implement new technologies and
work methods.

Gross profit in 2025 also shows a positive trend, increasing by 5,145.184
thousand UAH compared to the base period. This indicator reflects the successful
implementation of measures aimed at boosting labor productivity, optimizing costs,

and introducing innovative personnel management approaches.
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The financial result from operating activities will significantly increase and is

projected to reach 4,150.684 thousand UAH. This indicates improved operational
efficiency of the company, which became possible through enhanced business
processes and the integration of new working methods.

The most notable forecasted result is the increase in net profit, which is
expected to grow by 1,394.561 thousand UAH. This figure is a key indicator of the
effectiveness of the proposed measures, as it reflects the final financial result of the
company’s performance following the implementation of the proposed changes.

Thus, the implementation of personnel development management measures
will have a significant positive impact on the financial performance of
LLC “Khmelnytskkhlib.” The increase in net revenue, improvement in gross profit,
and growth in net profit indicate the effectiveness of investing in staff development
and improving business processes. This will enable the company not only to
strengthen its market position but also to ensure sustainable development in the long

term.
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CONCLUSIONS

This thesis investigates the theoretical foundations and develops practical
recommendations for managing personnel development at the enterprise
LLC “Khmelnytskkhlib.” As a result, the following conclusions have been drawn.

1 Staff development is a key component of human resource management. It
promotes both professional and personal growth among employees and ensures that
the company remains competitive in the modern market. Establishing a culture of
continuous learning and implementing an effective staff development system
generate positive outcomes for both the organization and its people. Key priorities
in personnel development should include a focus on employee potential, continuity
in learning processes, alignment of individual development goals with company
objectives, accessibility of development opportunities, and regular evaluation of
results. Employee feedback helps provide a complete picture of the effectiveness of
the development system and guides its timely improvement. Combining different
approaches and methods for building and evaluating personnel development systems
Is essential for success. To do this effectively, it is advisable to consider best
practices from both global and local companies and adapt them to the specific
context of the organization. The selection of development initiatives should be based
on an analysis of the current situation, the company’s strategic goals, and its
financial capacity in order to ensure maximum effectiveness of the implemented
solutions.

2 LLC “Khmelnytskkhlib™ is a regional Ukrainian food industry enterprise
specializing in the production of bread and bakery goods. The company operates as
a limited liability entity with private ownership and is integrated into both
commercial and public procurement markets. The internal analysis of
LLC “Khmelnytskkhlib” has revealed a complex organizational profile that
combines operational reliability with systemic limitations. The financial review
confirmed the company’s ability to recover sales volumes, yet highlighted persistent

weaknesses in profitability, asset efficiency, and liquidity. SNW analysis further
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emphasized the dual nature of the company’s strategic position, with clear strengths
in production, procurement, and institutional engagement, counterbalanced by
weaknesses in innovation, personnel development, and brand strategy. These
findings indicate that while the enterprise is functionally stable, it requires structural
transformation to secure long-term competitiveness and achieve strategic resilience
in a dynamic food industry environment.

3 The strategic analysis of LLC “Khmelnytskkhlib” reveals that the company
operates in a complex environment shaped by both supportive and adverse factors.
On the one hand, the enterprise benefits from relatively stable political and legal
conditions, institutional support mechanisms, and consistent consumer demand at
the regional level. On the other hand, it faces macroeconomic instability, including
high inflation, unpredictable energy costs, and limited access to affordable credit
resources. Technological stagnation and growing pressure to meet environmental
standards further complicate long-term development. At the micro level, the
company enjoys reliable relationships with suppliers and a stable base of loyal
customers. However, it struggles with limited integration into national distribution
networks, increasing competition from both small-scale and large industrial
producers, and the rigid pricing dynamics of public procurement systems. These
factors constrain the company's ability to expand and maintain profitability.
Comprehensive SWOT and PESTEL analyses point to a key internal vulnerability.
While the company has a stable organizational structure and workforce, it lacks a
systematic approach to developing human capital. There are no effective
mechanisms for continuous training, performance management, or strategic skill
enhancement. This deficiency has turned personnel development into a critical
constraint that hinders innovation, reduces flexibility in responding to market shifts,
and limits the enterprise’s capacity for sustainable growth and competitiveness.

4 The current personnel development system at LLC “Khmelnytskkhlib”
performs its basic functions but lacks strategic depth. It provides standard
onboarding and technical training that ensures compliance and supports operational

tasks. Employee surveys indicate general satisfaction, particularly in departments
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where targeted workshops were held, leading to modest improvements in

performance. However, the system is focused on maintaining the status quo rather
than building future capabilities. It does not include mechanisms for personalized
learning, leadership development, or mentorship. Middle managers lack
opportunities for structured professional growth, limiting internal mobility and long-
term succession planning. Training content is often outdated and uniform, ignoring
evolving needs and individual potential. Employees express interest in more
engaging, varied formats, but these demands remain unmet. The absence of support
for digital or self-directed learning further limits flexibility. Crucially, the company
lacks tools to assess competencies or measure development outcomes. Without
diagnostics or methods like Assessment Centers, it cannot track progress, identify
skill gaps, or align employee growth with strategic goals. As a result, the system
does not serve as a driver of innovation or resilience. To meet future challenges, it
must shift toward a more dynamic, individualized, and data-informed approach.

5 The proposed personnel development initiatives at LLC “Khmelnytskkhlib”
represent a strategic step toward enhancing the company’s operational and financial
performance. The key measures include the introduction of a mentorship programto
improve onboarding, coaching for middle management to strengthen leadership
capabilities, interactive training formats to boost practical skills, support for self-
directed learning through digital platforms such as Udemy and Prometheus, and the
implementation of the Assessment Center method to ensure objective and
comprehensive employee evaluation. These proposals aim to unlock employee
potential, increase engagement, and align human resource practices with the
company’s strategic goals. As a result, the company is expected to achieve higher
productivity, better team cohesion, improved employee retention, and a measurable
increase in financial indicators such as net profit and revenue. Overall, the
implementation of this modernized personnel development system will not only
enhance internal processes but also position LLC “Khmelnytskkhlib” for sustainable

growth and long-term competitiveness in a dynamic market environment.
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