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ABSTRACT 

According to the results of the analysis of the strategic personnel development 

management, it was determined that the development of socially responsible personnel is a 

top priority of a company, which wants to increase its position in the market and gain the 

reputation of a responsible employer. High loyalty of the personnel will ensure the growth of 

a company, so two directions of personnel development on social and environmental basis 

were proposed. The directions of education of socially responsible personnel were selected, 

which include many components which can be attributed to health insurance, sorting of 

garbage in the office, creation of green groups, organization of volunteer initiatives from 

company employees, balance between work and family, reduction of paper usage, issuance of 

non-disposable dishware, new standards of socially conscious management, a corporate 

university and an online learning portal. A strategy of socially responsible enterprise 

personnel development management is formed, which is aimed at educating the 

environmental consciousness of the company employees, which, as it was found, will 

contribute to the growth of employee loyalty, reputation, will shape the image of the green 

company, reduce the environmental impact, which in turn will ensure the development of 

environmental innovations, international cooperation, economic efficiency and increased 

government subsidies. 
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INTRODUCTION 

Taking into account the turbulent conditions of the modern environment, there are 

changes in the content and nature of the work, its intellectualization is increasing, the 

mobility of workers is increasing, and other tendencies cause the constant growth of the 

human factor as a key aspect of the efficiency and competitiveness of an organization. It is a 

well-known fact that human capital is a strategically important resource of every company in 

the modern market, and its development is the main prerequisite for its competitiveness. 

Currently, the planning and organization of the personnel development process is a 

leading task for achieving the current and long-term goals of a company in order to develop a 

highly skilled, competitive and knowledgeable employee. According to the traditional 

approaches to understanding social responsibility, the enterprise is obliged to be socially 

responsible not only to the society, but also to its own employees. Thus, it is necessary to 



 
Academy of Strategic Management Journal                                                                                                                              Volume 20, Issue 1, 2021 

 

                                                                                                                                2                                                                                1939-6104-20-1-670 

 

introduce innovation methods of personnel development management, among which the 

leading position is taken by corporate social responsibility. Thus, social responsibility is 

gradually gaining the status of a new management philosophy, based on which companies 

define as their main goal not only increasing profits but also creating public goods and 

maintaining environmental sustainability. 

LITERATURE REVIEW  

The set of actions of managers of a certain organization regarding the development of 

personnel can be characterized in the form of a model that meets the strategic goals using the 

human potential for obtaining a certain economic effect (Aguinis & Glavas, 2019). 

The personnel development management model can be understood as a set of features 

and elements that differentiate a company in its behavior regarding the development of its 

personnel (Mula, I., et al., 2017; Eyasu & Endale, 2020). 

Currently, there are four models used in the practice of companies. The model of 

competitive advantages implies the creation of conditions for competition of employees in the 

enterprise, and according to it, individual abilities, skills, knowledge of employees should be 

used most effectively for ensuring and increasing the level of competitiveness of the 

enterprise itself (Barrena‐Martinez et al., 2019; Carollo & Guerci, 2018). The use of this 

model implies constant audit of the personnel in order to identify the real needs of the 

enterprise in both its quantity and quality level. Continuous monitoring of employees, 

assessment of their abilities and level of knowledge, establishment of correspondences 

between the present needs of the enterprise and compliance with these needs of each 

employee are envisaged. Establishing the type of organizational culture according to which 

each employee is on his/her own and is not focused on teamwork. 

The model of employee support envisages improving the quality of working life of 

the company personnel (Herrera et al., 2020; Freitas et al., 2020). The main steps to 

implement this model are as follows: elimination of heavy physical labor, automation and 

mechanization of labor; organization and implementation of social support programs for 

employees of an enterprise; creation of optimal working conditions at an enterprise, 

organization and implementation of programs for occupational health and safety; formation 

and implementation of appropriate organizational culture, etc. 

The implementation of this model of personnel development is aimed at creating a 

strong internal motivation for employees to self-development and a strong degree of loyalty 

to the enterprise. Low level of employee turnover and developed organizational culture are 

additional advantages for the enterprise. However, the implementation of the above steps will 

not 100% lead to a real increase in the level of knowledge of employees, that is, the employee 

is not always ready to “give” to the enterprise (in the form of improving his/her skills and 

level of knowledge) as much as he received from it. This is the main drawback and risk of 

implementation of this model of personnel development. 

The model of social support is implemented through the mechanism of becoming a 

socially responsible enterprise, which is declared as an element of corporate culture and 

overall strategy of doing business (Kaye & Humphreys, 2018; Voegtlin & Greenwood, 

2016). The company, which adheres to the principles of socially responsible business, 

commits itself to conduct activities in accordance with ethical norms and to contribute to 

economic development by improving the quality of life of both its employees and their 

families, and the entire local population and society as a whole. In other words, socially 

responsible companies carry out their activities in such a way as to meet, or even exceed, the 

expectations of society related to the observance of ethical, legal, charitable, environmental, 
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commercial and public principles. Unfortunately, this model of activity is not typical for most 

domestic enterprises and does not meet the principles on which business is conducted today. 

The model concept of human development includes the following elements: providing 

the employee with continuing education and training opportunities; support for employee 

health; maintaining an adequate level of financial support for the decent life of the employee 

and his or her family (Morsiani et al., 2017; Mun & Jung, 2018). To unlock and realize the 

potential of the employee is the main purpose of such a model, which focuses on various 

aspects of the potential: intellectual, cultural, educational, creative, physical and labor. That 

is, the implementation of such a model of personnel development includes all the best 

features of the above models, aimed at multifaceted development of employees, convergence 

of coalition goals at the enterprise, which naturally leads to an increase in the level of 

competitiveness of the enterprise itself. However, this model is the most difficult to 

implement because of the large financial, managerial and organizational investments for its 

implementation. 

METHODOLOGY 

In the course of the study, a set of general and specific scientific methods was used. 

The theoretical basis of the study is the works of leading scientists on the issues of personnel 

development and social responsibility. The following study methods were used in the article: 

scientific abstraction, analysis and synthesis, systematic approach, logical, monographic 

method for substantiation of theoretical and practical recommendations on personnel 

development management on the basis of social responsibility; grouping, graphs for visual 

presentation of the results of theoretical and practical studies; scientific generalization for 

analysis of the proposed measures. 

RESULTS AND DISCUSSIONS 

Innovations and inventors are one of the main drivers of the modern economy. The 

social responsibility of an innovator is an integral category aimed at solving social problems. 

The importance of innovations is increasing due to the need to address acute global problems 

of ecology, diseases, providing the growing population with food and water, social stability, 

etc. The social focus of innovations on improving the quality of life and empowering citizens 

sets new priorities for business. 

The social responsibility of an innovator can be understood as honest, but not 

transparent, due to the trade secret of innovations, behavior of participants of innovation 

activities, which has a beneficial effect on the quality of life of both contemporaries and 

descendants. 

The content of innovations affects the results of production activity of the personnel 

of enterprises. It is about developing and introducing innovative products to give it more 

originality; decommissioning of outdated products, involvement of new resources and 

technologies in production activities; mastering of new methods of organization of 

production and labor of the personnel of enterprises, etc. This, in turn, requires the creation of 

highly productive jobs and, accordingly, the provision of skilled employees capable of 

working in a constantly improving technology environment, demonstrating key and 

professional competencies, taking into account the requirements and specifics of innovation 

and production processes. 

The personnel of the company is the bearer of social and environmental culture. The 

principles of responsible attitude to the environment, readiness to solve certain social and 

economic problems are established in its behavior. To be a successful and sustainable 

organization, reduce costs and impact on the environment, motivate personnel to take 
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everyday care of nature, educate socially responsible employees, it is necessary to select a 

strategy of socially responsible personnel development management (Figure 1). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Source: Author's development 

FIGURE 1 

SCHEME OF IMPLEMENTATION OF STRATEGY OF SOCIALLY RESPONSIBLE 

MANAGEMENT OF PERSONNEL DEVELOPMENT  

Environmental direction of socially responsible personnel development management strategy: a 

model of organization actions to create environmental and social awareness among employees, 

to promote the discovery of innovative potential, which will accumulate invested resources in 

the form of new knowledge, skills and abilities, which will have a lasting socio-economic 

impact on both the employee and the enterprise. 

Strategy goals 
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Strategy advantages: increasing the level of environmental awareness of employees; motivating 

employees to develop innovative technologies and products; expanding international 

cooperation; increasing government subsidies; forming the image of a green company; 

compliance with the moods and expectations of society; increasing the degree of 

environmentalization of the enterprise; increase of resource potential; reducing the amount of 

fines for environmental offenses and payments for damages; reduction of payments for emissions 

(discharges) of pollutants and disposal of waste in the environment; reduction of current and 

capital expenditures for environmental measures; improving the reputation of the enterprise; 

increasing the level of investment attractiveness of the enterprise; activation of investment and 

innovation activity and opportunities to enter new markets 
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The main goals of the strategy are: reducing environmental impact; personnel 

motivation for daily care of nature; education of socially responsible and environmentally 

conscious employees; reducing environmental fees and payments; the possibility of 

expanding and conquering markets; ensuring the health of employees; increase of profit; cost 

reduction and production safety; raising the status of the enterprise, etc. 

The implementation of the personnel development strategy includes the following 

areas: health insurance; sorting garbage in the office; formation of green groups; organizing 

volunteer initiatives from company employees; balance between work and family; new 

standards of socially responsible management; reduction of paper usage, corporate university; 

issuance of non-disposable dishware to employees, online learning portal. 

The adoption of the principle of the concept of “Green Company”, namely sorting 

garbage at an industrial enterprise, will be a priority decision in the implementation of the 

strategy of environmental development of personnel. 

The green office is a company management concept that aims to reduce the 

environmental impact of organization activities and promote resource management while 

adhering to the principles in the Figure 2. 
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Source: Author's study  

FIGURE 2 

THE PRINCIPLES OF THE GREEN OFFICE IN THE ENTERPRISE MANAGEMENT SYSTEM  
 

Taking care of future generations enhances the productivity and competitiveness of 

the company. 

Firstly, according to certain studies, a corporate culture focused on taking care of 

environment attracts new clients and buyers, and improves the company competitiveness in 

the market. Introducing environmentally friendly principles of office operation is one of the 

manifestations of corporate social responsibility. And as numerous foreign studies show, 

social responsibility is exactly one of the factors that shape the opinions of buyers and often 

influences the choice of a product among a variety of products with approximately the same 

price and quality. 

Secondly, companies with strong corporate values are more attractive to the most 

progressive part of the labor market participants. As for highly skilled workers with extensive 

experience, not only material remuneration but also the opportunity to work in a dynamic, 

innovative and responsible team is an important factor in choosing a place of work. Finally, a 

review of traditional office organization helps eliminate sources of hazards for employee 

health, which will help reduce respiratory illnesses, allergy and asthma cases, and reduce 

symptoms such as headache, eye irritation, apathy inherent in employees working in offices 



 
Academy of Strategic Management Journal                                                                                                                              Volume 20, Issue 1, 2021 

 

                                                                                                                                6                                                                                1939-6104-20-1-670 

 

with limited ventilation. 

RECOMMENDATIONS 

An important step in the introduction of garbage sorting and the “Green Company” is 

to increase employee awareness in these matters. To inform your employees that the 

company will now implement the principles of garbage sorting. To tell them how important it 

is for the company to participate in this program and what help each of them will need. To 

explain to employees what benefits they will bring to the environment, to themselves, and to 

the budget of the organization. For clarity, it is necessary to give real savings figures. 

It is necessary to be prepared to repeat the information to employees several times in 

order to consolidate the company values. The company should use information posters about 

saving paper, near office equipment, electricity, near desktop computers, water, and the need 

to dispose of garbage separately – in restrooms and in kitchens. 

The stories on success of the “Green Office” can and should be emailed to 

employees, and a separate project page can be created on the corporate website. Participants 

of the project will be interested in thematic educational lectures, personal meetings with 

experts in the field of environmental protection and resource conservation. It is possible that, 

having learned from colleagues about a new energy-saving technology, some of the 

employees will engage in “greening” not only their workplace but also their own home. 

CONCLUSIONS 

A socially responsible personnel development management strategy was developed, 

which will be based on educating environmentally and socially aware personnel, pursuing 

green company practices, and skills in the given field gained by employees will provide the 

company with economic benefits. The introduction of the “Green Office” practices, namely 

separate sorting of garbage in the company offices, was a priority area for starting the 

implementation of the strategy. It is well known that garbage sorting is one of the main 

principles of a green company. Therefore, this project will change the attitude of employees 

to waste showing that carefully sorted waste is not waste but a valuable resource that can be 

reused without harming the environment. 

It was studied that regarding social responsibility special attention is paid to company 

employees. The company tries its best to provide comfortable and safe working conditions 

with decent pay, cares about the health of employees, provides constant training and 

development of professional skills and observance of their rights, but have no focus on the 

moments of environmental consciousness and awareness of employees, discipline (regarding 

health and nutrition) and innovation. 

However, it will not be possible to implement this project without reinforcing in the 

minds of employees of the importance of the project and the necessity of their involvement 

for ensuring the result. That is, it was determined that the project should be supported by 

various trainings, seminars and mass actions among employees. 
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