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Introduction
This report examines the human resources system of a large company in the food sales sector. The company has a basic system for staff training and development, which leads to staff turnover, lack of criteria for employees and outflow of customers (Ivancevich and Konopaske, 2013).
Staff training is one of the most important management functions in the formation, development and use of human resources. When efficiency is the leading criterion of the activity, the costs in the training and qualification of the staff are the best and perspective investment.
A lot of money and time is spent on the implementation of human resources training. It is obligatory to solve two interrelated problems: first of all, depending on the working conditions, the type and volume of the necessary new knowledge must be specifically determined; secondly, such an organisation of labor must be created and maintained that consumes and converts the acquired new knowledge into a concrete effect.

Staff training and development
From the point of view of management, training is one of the means for the formation and development of human resources. It pursues not only new knowledge and skills. It forms new attitudes in the staff: increases the motivation to meet higher needs and career development; assists in the preparation of necessary reserve staff for managerial work; increases the volume and quality level of human resources in the organization without the need to hire new staff and incur additional costs, etc. (Kumar et al, 2017).
Training is one of the factors for improving the so-called. employment of employees, ie to achieve the desired changes in work behavior and work results. Such an understanding of training is fully in line with the interests of the organization. But one learns not only to be useful in work. His desire for new knowledge arises from his inner need to develop and establish himself among others as a person, to take his place in the hierarchy, to manifest himself as the creator of something new.
The training serves both the work and the development of the personality.
The main problems in its implementation are the following:
1) establishing to the fullest extent the type and volume of the necessary new knowledge. This is a very difficult process because the work and especially its results are influenced by many different factors: the organization of work, the condition and production capabilities of the technical means used, ways of working, management style, level of motivation, incentive system, interpersonal relationships, etc. Training is just one of many factors and it is difficult to isolate and measure its impact. This difficulty is overcome by studying the condition of some of the factors. Based on the results of such a study, measures are taken to normalize the technical, organizational and other working conditions. Then it becomes easier to assess changes in work as a result of the training.
In some companies the normative requirements to the qualities and abilities of the people and the norms for the performance of a certain volume of work are developed and taken into account. These standards are used as criteria for assessing the actual abilities of the individual and the results of his work. When the abilities and results of the work are significantly below the normative ones, then according to the nature of the work it is assessed what new knowledge and skills need to be acquired through additional training.
Very often the training needs are determined during the introduction of the newly hired employees and workers, after the direct supervisor has established what they lack.
Subsequently, in the process of work, when it is necessary to make significant changes in working conditions, then the training of staff is related to the type of change.
Regardless of the reasons that cause it, the training must be organized and conducted in close connection with the goals pursued by the organization, the unit or even the individual workplace or position.
2) achieving effective organization and effective learning process. It requires the development of sound curricula in terms of both content and duration. In addition, flexible forms of on-the-job training should be defined. Upon completion of the educational courses and programs, the trainees receive a document for acquired qualification and a certificate for professional suitability.
3) maximum use of the acquired new knowledge and skills in the real activity. This is the main problem in staff training. Regardless of the content of the training, the organization and methods of its implementation, the success achieved upon its completion, the training must in any case bring real benefits for the organization and for the people.
When undertaking training and retraining of staff, the organization is interested in improving results in three directions:
- formation of a new attitude and manifestation of new behavior at work. It is extremely important whether the hired staff treats their work for purely formal reasons and performs it only because it is his official duty or engages in it his creative abilities and all his intellectual and professional potential. The results in the second case are significantly better. They bring benefits to the organization, for which it would otherwise have to incur significant additional costs. In other words, one of the goals of the training is for the staff to be highly motivated and to participate in the work, engaging their knowledge and exercises to the maximum.
	
- Improving individual results in work. Everyone really contributes to the success of the organization by improving the results of the work assigned to them. At their position or workplace, employees perform specific work and, depending on its features, contribute to its further improvement in qualitative or quantitative terms. This consequence of training is the most direct measure of its effectiveness (Dhanraj and Parumasur, 2014).
- Active participation in achieving the common goals. The best contribution is the improved results in the performance of one's own work. Nevertheless, each manager, specialist and employee can further contribute to the achievement of the common goals of the organization through initiative and proposals for improving elements of the common activity that go beyond its direct responsibilities, by creating favorable interpersonal relationships, mutual support and support through the establishment of a modern corporate culture, etc.
Along with the new knowledge and skills, training has no less important task to cultivate new moral values, through which a new quality of human resources is formed in the organization (Buha et al, 2015).

The real benefits that people should receive from their training can be seen in at least two ways:
- further development and improvement of the professional potential of the person. The individual opportunities for manifestation and affirmation of self-confidence in the work increase, the personal self-esteem increases, the degree of satisfaction with the place and the role of the person among the others increases.
- Attitude for upcoming career growth. It is quite natural that when the professional opportunities expand and the better results in the work become indisputable, the person has the expectation for better professional development and recognition. This suggests that in parallel with the training, the issues of adequate stimulation and development of promising people should be addressed. If these issues are underestimated and rely mainly on training to improve the activities of the organization, the psychological chance for full and maximum use of the actual potential of staff will be missed.

To illustrate the above, we will consider the policy that applies to training and retraining of human resources in a machine-building plant.
The plant has well-trained, professionally trained and highly educated staff, necessary for the implementation of all activities for the operation of machinery and equipment. The average age of the staff is 39 years - 21% of them have higher education and 69% have secondary and secondary special education.
The plant has built an effective system for maintaining and improving the skills of staff in accordance with the requirements of regulations. Staff turnover is kept to a minimum and there are virtually no people leaving due to a "change of job". This makes it possible to apply a systematic approach to the selection, training and maintenance of staff qualifications. It sets criteria and meets certain requirements in terms of professional competence, which ensures the absence of compromises in the implementation of activities related to work in safety and operational readiness.
The management of the plant believes that the activities for raising the qualification and motivation of the staff are a key element in the process of achieving and maintaining a high safety culture in accordance with the accepted requirements. Training at the organizational and individual level provides an opportunity for training of employees and the development of their abilities, for career growth and raising the status of workers in the labor market.
The development of management staff, in turn, provides managers with opportunities for training and development of their abilities and makes a significant contribution to achieving the company's goals (Noe, 2020).
The individual types of staff training activities need to be oriented and coordinated with the key requirements of the human resources management policy in the company, namely:
• Supporting the implementation of common strategies and goals;
• The creation of additional value based on all types of activities in the field of human resources;
• Creating a database of programs for cultural change;
• Release and development of the inner potential in people;
• The development of processes that maximize the personal contribution of people in the development of the organization;
• Providing assistance to prospective associates to obtain organizational and managerial guidelines at an early stage of their career growth;
• The implementation of the principles of continuous training and development for all in the company and their transformation into a norm of working life;
• Development and implementation of a system providing access to the necessary experience;
• Providing conditions for the use of specific skills and habits;
• Hiring, developing and training people with the necessary combination of specialized knowledge and a wider range of skills and orientations needed for a flexible response to rapidly changing technologies;

 • Management of employees with service records, career aspirations and internal principles (Nel and Werner, 2014);
• Management of the collective and individual labor relations of the employees (or in a broader sense - the workforce), stimulation and maintenance of attachment during the period for implementation of the changes;
• The development and implementation of a system for remuneration and increase of labor efficiency, developing and motivating people, both individually and at group level, to achieve the company's goals, taking into account the general priorities, as well as the management of this system.
• Maintaining and improving the material and moral well-being of the workforce by ensuring quality working conditions that do not endanger the health and safety of workers.
Conclusion
The desire to implement an adequate policy for training and retraining of staff stems from the need for the plant to respond in a timely manner to changing environmental conditions, and in particular to rapidly evolving technologies. This concept becomes attractive to managers, who are forced to seek advantage for their companies when they finally understand that in order to achieve the goals it is necessary to invest not only in new technologies but also in human resources.
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