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Introduction. In modern conditions of development of economic relations the goal of any
enterprise is to maximize profits while reducing costs, which makes it necessary to constantly
improve business efficiency. At the same time, there is a constant increase in the cost of human
resources, therefore, it is necessary to pay special attention to their rational use. This implies certain
actions to improve the quality and impact of human resources, as well as to improve the training
and use of personnel of various professional groups. Based on this, it is becoming increasingly
important to develop a sound and effective strategy for managing personnel potential, which will
ensure the direction of management activities to create competitive advantages, high end results,
achieving business efficiency and sustainable development of the enterprise.

Analysis of recent researches and publications. The problems of managing human
resources of an enterprise, labor and personnel potential, as well as theoretical, methodological and
applied aspects of personnel strategic management in enterprises are reflected in the scientific
works by a significant number of scientists, such as: Armstrong M. [1], Volk A. [2], Colbert B. [3],
Harmyder L., Guest D. [4], Grishnova A., Dashko 1., Kolot A., Mathis R. [5], Lengnick-Hall M.
[6], Onyshchenko E. , Pohorelova T. [7], Stewart G. [8], Skoruk A. [9], Wright P. [10], Shvets 1.,
Belleville R. [11], Belorus T. [12], Fomichenko I. [13] Garvat A. [14], Smachylo V. [15] and
others. Simultaneously with the significant contribution of the above-mentioned scientists to the
research and solution of the problems of personnel management and human resources, further
research is needed in the direction of improving the human resources management strategies of
Ukrainian enterprises.

Formulation of the problem. The importance and significance of these issues led to the
choice of the direction of research, which is particularly relevant in the modern conditions of
development of Ukrainian society in general and of each business entity in particular.

The aim of the article is to develop the theoretical and methodological basis for the formation
of the strategy for managing the personnel potential of an enterprise.

Main material and results. Research in the field of strategic management makes it possible
to conclude that the use of strategy in the process of forming and developing human potential is an
approach that allows you to effectively distribute the human resources of an enterprise and
coordinate management actions to achieve the goals of the enterprise [11].

Development of personnel strategy and its implementation allow the company to improve the
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efficiency of the use of labor potential and more fully realize their competitive advantages, as well
as to ensure the economic development of the enterprise.

Among the current problems in the field of human resource management, which domestic
enterprises do not always successfully solve, occupy a special place: the lack of an innovative focus
of personnel policy and the use of successful practices of foreign enterprises; imbalance of the labor
market; inconsistency of the personal characteristics of workers with the requirements of modern
enterprises and the lack of personnel management services in the system of strategic planning for
the development and improvement of the personnel potential of workers.

Studies have shown that there is no consensus on the essence of the strategy for managing
human resources.

Under the strategy of managing the personnel potential of an enterprise it is proposed to
understand the long-term, qualitatively defined direction of personnel use and development, aimed
at its improvement, meeting the needs of employees and achieving the set goals of the enterprise
[11].

Human resource management should be carried out on the basis of a strategic approach using
modern methods and personnel-technologies in personnel management practice.

In modern economic conditions of high competition, the importance of choosing strategic
priorities for the development of the enterprise increases. As practice shows, it is precisely such a
strategic priority that an effective personnel strategy [12, p. 193].

The stages of the formation of strategic personnel management are as follows:

The first step is to conduct an analysis. At this stage, an analysis of all factors that are
strategically most important for the enterprise is taking place. It takes into account both external and
internal factors affecting the adoption of personnel decisions. We consider the possible threats that
may arise at different stages of the implementation of personnel strategy, as well as the strengths
and weaknesses of the enterprise.

The second stage is the planning stage. At this stage, the selection of options for personnel
management strategies takes place, than the most acceptable option is selected, which will then be
answered by all elements of the management system. At this stage goals and objectives are formed,
methods of personnel management strategy are selected.

The next and last step is the implementation of conceived and formed ideas and actions, with
their adjustment in the implementation process.

The formation of the goals of the personnel management strategy determines the choice of
specific measures of personnel policy aimed at their achievement.

Human resources management strategy is an important element of an enterprise management
strategy.

The most important goal of the personnel management strategy is to provide the necessary
employees at the right time in the right quantity, that is, to form a cohesive team that will be the
most competitive and efficient. The implementation of this goal involves the implementation of
management activities in the following areas:

1) Ensuring a decent level of wages which is able to keep the right employee.

2) Ensuring a favorable microclimate in the team, creating certain working conditions so that
employees can develop their abilities and achieve the highest results.

3) Conduct with leadership cadre actions aimed at the development of leadership skills.

4) Providing employees with the opportunity of professional and personal development.

5) Ensuring effective change management through their motivation, stress prevention, as well
as the emotional and professional burnout of employees.

6) Organization of effective feedback between management and structural units.

So, on the basis of the conducted research, it is possible to formulate the main goals and
objectives of the strategy for managing the personnel potential of an enterprise:

1. The formation and effective use of human potential, which includes:

- evaluation and forecasting of the personnel structure;
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- determining the need for staff;

- staff planning;

- search for employees who are able to take risks and bring things to the end, and those who
are entrepreneurial and creative;

- attracting and retaining workers with a high level of innovation potential and those who are
aimed at providing high quality products;

- formation of a promising personnel reserve to meet future needs.

2. Marketing personnel which will include: an analysis of the labor market and its changes,
the formation of a system for hiring and using personnel, promoting employment, researching the
subjects of this market, defining personnel requirements. The main task of staff marketing is to
identify and cover the needs of the enterprise staff.

Marketing research of the labor market allows us to determine the possibility of forming the
personnel of an enterprise from various sources, to assess the conditions of employment in the
enterprise. On this basis a personnel marketing plan is formed, which is implemented through the
interaction of an enterprise with various labor market actors, such as personnel and consulting
companies, state employment services, and educational institutions [13].

Marketing research of the labor market provides information that is used in the process of
making strategic decisions in the field of personnel management. For example, they provide an
opportunity to establish requirements for staff that are made by employers, as well as inquiries to
employers who put forward candidates.

The definition of personnel requirements acquires information content as a result of
comparison with the requirements of workers to a potential employer, which allows determining the
employer's competitive advantages in the labor market and affects the ability to attract the necessary
category of personnel [13].

3. The formation of the forms and methods of selection, evaluation and certification of the
personnel of the enterprise, provides for:

- the use of modern selection and recruitment procedures based on a thorough analysis of the
special abilities required by the enterprise;

- providing the enterprise with employees of proper vocational qualification level,

- organization of personnel adaptation in the enterprise;

- conducting initial and current personnel assessment;

- assessment of the results of labor to identify the potential of each employee;

- management of staff turnover;

- ensuring effective rotation of workers and career development.

4. Concept development of the improvement personnel of the enterprise, which includes:

- the introduction of new forms and methods of personnel training and advanced training,
which is aimed at increasing productivity to optimize costs;

- development of training programs for the main categories of employees and bringing such
plans to each employee;

- increasing the proportion of employees who are undergoing training (raising their
qualifications);

- planning training to improve the professional level of workers;

- promoting employee self-development and the development of managerial and leadership
skills in leadership positions;

- increase of innovative activity of workers and development of the intellectual capital of the
enterprise;

- development and implementation of knowledge and skills management processes to
maintain and improve the overall quality of products;

- professional qualification and job promotion of personnel;

- business career planning.

5. Improving the forms and methods of regulating labor relations in an enterprise by creating
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new organizational forms of human resources using based on the flexible working time, temporary
and part-time technologies, introducing non-standard organizational forms of employment;
development of high-quality systems of interconnection between management, structural units
(departments) and employees; work with outsourcing organizations.

6. The formation of an effective system of motivation in the enterprise by:

- improvement of the existing motivational mechanism, taking into account the need to ensure
the loyalty and involvement of employees;

- increase in remuneration for the quality of labor;

- view the previous practices of remuneration for the optimal ratio of income and expenses of
the enterprise;

- development of labor efficiency management processes;

- the use of financial and non-financial incentives to improve the skills of employees;

- introduction of an effective system of stimulating the effective work of employees based on
the determination of individual ratings, key performance indicators;

- increasing the level of satisfaction with working conditions.

- ensuring a competitive level of wages.

A detailed system of encouraging the efficiency of the company's personnel will mobilize the
labor potential, create the necessary interest of employees in the growth of both individual
performance and the production results of the enterprise as a whole, promote the manifestation of
the creative potential of employees, increase their competence, ensure a reduction in the proportion
of living expenses, labor per unit of production and improving the quality of work performed [14].

7. Formation of directions of social development of the enterprise by:

- formation of a favorable social and psychological climate in the team,;

- distribution among employees of corporate values and norms, increasing the level of
corporate culture;

- the development of mechanisms to overcome the psychological rejection of changes and the
influence of other demotivation factors;

- expansion of social service packages;

- creation of conditions for self-realization, full disclosure of professional capabilities of
employees;

- providing conditions for the implementation of socially responsible personnel management
in compliance with legal and ethical standards.

8. Improving information support in the enterprise:

- creation of effective information support;

- creation of a global accounting system;

- the introduction of modern management technologies;

- The use of modern operating systems;

- systematically informing employees of the company on the results of activities;

- monitoring changes in human capacity.

Control is an important feature of the functional approach to the management of human
resources and provides for the evaluation of the results obtained and their comparison with the goals
of employees and employers, as well as the compliance of the achieved results with the criteria for
sustainable development of the enterprise, which implies the concept of social responsibility [15,
p.124].

The compliance of specific objectives with the objectives of the strategy for managing the
personnel potential of an enterprise is presented in Table 1.
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Table 1

Goals and objectives of the enterprise human resources management strategy

Strategy of management of personnel potential of the enterprise
Goals Objectives
Formation Evaluation and prediction of personnel structure; identification of needs
and effective use | and personnel planning; search for employees who are able to take risks and
of human bring things to the end; attracting and retaining employees with a high level of
resources innovation potential; the formation of a promising personnel reserve to meet
future needs.
Staff Analysis of the state of the labor market and its changes, the formation of a system
marketing for hiring and using personnel, promoting employment, researching the subjects of this
market, determining personnel requirements; definition and coverage of staffing
requirements.

Formation The use of selection and recruitment procedures based on analysis of
of forms and skills; providing the enterprise with workers of appropriate vocational
methods of qualification level; conducting initial and current personnel assessment;

selection, performance evaluation; flow control; ensuring effective employee rotation and
evaluationand | career development; organization and conduct of certification.
certification of
personnel
Developme The introduction of new forms and methods of staff training and advanced
nt of personnel | training; developing training programs for major categories of workers; increasing the
development proportion of employees undergoing training; planning training to improve the
concept professional level; promoting employee self-development and managerial and leadership
development; increase of innovative activity of workers and development of the
intellectual capital of the enterprise.

Improving Creation of new organizational forms of using a human resource according
the forms and to technology of temporary and partial employment, using design organizational
methods of forms of employment; development of high-quality interconnection systems

regulation of labor | between departments, administrative staff, workshops and other employees; work
relations with outsourcing organizations.

Formation Improving the system of motivation, taking into account the need to ensure

of an effective | the loyalty and involvement of employees; increase in remuneration for the
motivation quality of labor; view previous remuneration practices for the optimal ratio of
system income and expenses of the enterprise; development of labor efficiency
management processes; the use of financial and non-financial incentives to
increase the competence of workers; the introduction of an effective system of
stimulating the effective work of employees based on the determination of
individual ratings; increased satisfaction with working conditions and pay;

ensuring competitive wage levels.

Formation The formation of a favorable socio-psychological climate in the team,

of directions of | promotes creativity; instilling in employees the values and norms adopted at the
social enterprise; raising the level of corporate culture; development of mechanisms to
development overcome the psychological rejection of changes; expansion of the social services
package; creation of conditions for self-realization, full disclosure of the
professional capabilities of employees of the enterprise; providing conditions for
the implementation of socially responsible personnel management in compliance

with legal and ethical standards to strengthen non-financial incentives.

Improving Creating proper information support; the creation of a global accounting
information system; introduction of modern management technologies; use of modern

support operating systems; systematically informing employees of the company about the
results of activities; monitoring changes in human capacity.

The general concept of developing a strategy for managing personnel potential at the
enterprise can be formed by defining the main directions of its development (Fig. 1).
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Directions of strategic development of personnel potential of
the enterprise

A 4

Staff turnover reduction

v

Development of an effective marketing strategy in the
market of products and services

v

> Assessing employees based on labor and business
performance

A 4

Certification of workplaces

Increase productivity

By increasing the efficiency of working time

Staff development

— Improving the technical level of production —

Fig. 1. The main directions of strategic development of personnel potential of the
enterprise

The methods of forming a strategy for managing the personnel potential of an enterprise
should be based on the active use of the opportunities of the modern labor market, the formation of
an active personnel policy, and the improvement of the mechanisms of innovative development of
personnel management technologies.

Conclusions. For a successful implementation of the human resources management strategy it
is important for the enterprise to ensure that the implemented activities are carried out and
maintained by the whole team. In addition, in order to get a positive effect, it is necessary to adhere
to a number of conditions: each employee should know his functional responsibilities and execute
them qualitatively; quickly adapt to the new conditions of the labor market; flexible personnel
management system; constantly learn and improve qualification; an adequate remuneration for the
employee, the existence of a fair system of motivation and the development of communications. All
the above it will contribute to the growth of labor productivity and income of the enterprise, as well
as to achieve high end results. For successful implementation of the strategy of personnel
management, it is important for the enterprise to ensure that the developed measures are carried out
and maintained by the whole team. In addition, in order to get a positive effect, it is necessary to
adhere to a number of conditions: each employee should know his functional responsibilities and
execute them qualitatively; quickly adapt to the new conditions of the labor market; flexible
personnel management system; constantly learn and improve qualification; an adequate
remuneration for the employee, the existence of a fair system of motivation and the development of
communications. All of the above will contribute to the growth of labor productivity and earnings
of the enterprise, as well as to achieve high end results.

Thus, in today's conditions, effective HR policy in the system of strategic management of
personnel is one of the tools of business process management, which should ensure not only the
adaptation of the enterprise to the external environment, but also create and maintain personnel
potential that will ensure sustainable development.
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PomanoBa Tersina BosronumupniBHA. TOKTOP €KOHOMIYHUX HAYK, JOLEHT. MiKHapoaHui
LIEeHTp cydacHoi ocBithu, M. I[lpara, Yexis. IBammubka CaitTiiana boraaniBaa, xanmugat
€KOHOMIYHMX Hayk, nouneHT. [anaiima Tersana OJgexkcanapiBHa, crapmmii BUKIAIAY.
[TontaBchkuil HanioHaIbHUNM TexHiuyHMI yHiBepcuTeT iMeHl IOpis Konppatioka. ddopMmyBaHHA
cTparerii ynpapJjiHHsI KaJpPpOBHM MOTeHUiaJaoM mianmpueMcTBa. J[OCTiKEHO 3MICT CTparterii
YOpaBIIHHS KaApOBUM IOTEHIIATIOM MiANPUEMCTBA. PO3KPUTO CyTHICTH Cy4acHHX MpOOIeM Yy
chepl ynpaBiiHHS KaApOBHM MOTEHINIAJIOM, SIKI HE 3aBXKJHM YCIIIIHO PO3B’A3YIOTh BITUM3HSHI
mignpueMcTBa. JloBemeHo, mo po3poOJIeHHS KaapoBOi cTpaTerii Ta ii peani3ailis J03BOJSIOTH
MIANPUEMCTBY HIABUIIUTH €(EKTUBHICTh BUKOPUCTAHHS TPYAOBOrO IEPCOHATY W OUIbII MOBHO
peanidyBaTd CBOi KOHKYPEHTHI TIIepeBaru, a TaKoXX 3a0€3MeYUTH EKOHOMIYHUU PO3BUTOK
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MIIPUEMCTBA. YTPaBIIHHSA KaJAPOBHM TIOTCHIIAJIOM IIOBHHHO 3/JIMCHIOBATHCS HAa OCHOBI
CTpPaTEriyHOTO MIXOy 3 BUKOPUCTAHHSAM B MPAKTHUIIl YIIPABIIHHS EPCOHAIIOM CY4aCHUX METOIB 1
nepcoHai-rexHozori. ChopmoBano eranu (GopMyBaHHS CTPATEriUHOIO YIPABIIHHS MEPCOHAIIOM,
Kl MOXYTh OyTH 3aCTOCOBaHI y MNPAKTHIl KaJApPOBOTO MEHCKMEHTY. P03pobieHo HampsMu
3[IICHCHHS YIPABIIHCHKOT JLUIBHOCTI 100 e(hEKTUBHOrO (JOPMYBaHHS Ta BHKOPHCTAHHS
KaJpOBOTO MOTEHIliany mianpueMcTBa. [1ofaHo cxeMy BIAMOBIIHOCTI KOHKPETHHX 3aBIaHb LUISIM
CTpaTerii ympaBiiHHS KaJIpOBHUM MOTEHLIAJIOM MIANPUEMCTBA. 3alpONOHOBAHO 3arajbHYy
KOHIICTIIIIFO PO3POOJICHHS CTpaTerii yIpaBiIiHHS KaJpOBUM IMOTEHIIAIOM IS MiANPUEMCTBA, SKa
MOXKe OyTH cQOpMOBaHA 3a DPAaXyHOK BH3HAUYCHHS OCHOBHHX HANpSMIB #0ro pO3BHUTKY. VY
pe3yNbTaTi JOCTIDKEHHS BU3HAYCHO, IO METOAM (OPMYBAHHS CTpATErii YNMpaBIiHHSA KaJpPOBHM
NOTEHIIAIOM MIIPUEMCTBA MOBUHHI OYTH 3aCHOBaHI HA AKTHBHOMY BUKOPHCTAHHI MOJKITHBOCTEH
Cy4acHOTO PUHKY Ipaii, (opMyBaHHI aKTHUBHOI KaJpOBOi IMOJITUKU, BIOCKOHAJIEHHI MEXaHI3MIB
IHHOBALIHOTO PO3BUTKY TEXHOJIOTTH YNPaBJIIHHs epcoHanoM. [l yermimnoi peaisarii crparerii
YOPABJIIHHS  KAJPOBHM IOTCHLIAIOM MIANPHEMCTBY BaXIMBO, 00 po3polieHi 3axoiu
BHKOHYBAJIMCS 1 MATPUMYBAINCS BCIM KOJEKTHBOM. Y CyYaCHHX yMOBax e()eKTHBHA KaJpoBa
IIOJIITUKA B CUCTEMI CTPATEr1YHOrO YIPABJIIHHS IEPCOHAIIOM € OJIHUM 3 IHCTPYMEHTIB YNPaBIIIHHS
Oi3HeC-TIpoIecCamH.

Knrouogi cnoea: nepconain, mianpueMCTBO, KaJpOBUI MOTEHIad, CTpaTeriyHe yIpaBiIiHHS,
KaJpoBa CTpaTeris, KaApOBUN MEHEKMEHT.

UDC 331.108.2

JELM 12

Romanova Tetiana, D.Sc., Associate professor.
International center of modern education, Prague, Czech
Republic. Ivanytska Svitlana , PhD, Associate
Professor. Tetiana Halaida, Senior Lecturer. Poltava
National Technical Yuri Kondratyuk University. A
strategy for human resources management in
enterprises. The essence of modern problems in the
field of human resource management is revealed. It is
proved that the development of personnel strategy and
its implementation allow the company to improve the
efficiency of personnel use. There are formed the stages
of formation of strategic personnel management. The
directions of the implementation of management
activities for the effective formation and use of
personnel potential are developed. The authors proposed
a general concept for developing a personnel
management strategy for an enterprise. As a result of the
research, it was established that the methods of forming
the strategy for managing the personnel potential of an
enterprise should be based on the active use of modern
opportunities. Effective personnel policy in the system
of strategic personnel management is one of the tools
for managing business processes.

Key words: personnel, enterprise, personnel
potential, strategic management, personnel strategy,
personnel management.

VJIK 331.108.2

JELM 12

PomanoBa Tarbsina BaagumupoBHa, TOKTOp
SKOHOMMYECKUX HaYK, TOUEHT. MexayHapoaHbIH IIEHTP
COBPEMEHHOr0  oOpaszoBanus, T. Ilpara, Yexwus,
HBannmnkas Ceernana borpanoBna, xanguaar
SKOHOMHMYECKUX Hayk, goneHT. [anaiiga Tarbsina

AJIeKCaHIPOBHA, crapiuit MIpernoaBaTelb.
IlonTaBckuii HaIMOHAJIbHBIN TEXHUYECKUI
YHHUBEPCUTET HMEHU Opus Konapartioka.

@opMHpOBaHHE CTPATErHH YNPABJECHUS KAIPOBbIM
TMOTEHIINAJIOM NpeaAnpusiTus. VccnenoBana CymHocTh
CTpaTerMd  YNPAaBJICHHS  KAJPOBBIM  MOTECHIHATIOM
OpeanpusATHs. PacKpbiTa CYIIHOCTh COBPEMEHHBIX
npobiieM B 00JacTH  YIpaBJECHUS  KaJpOBBIM
MOTEHIMAJIOM, KOTOpble HE BCErJa YCIIEIIHO PEelaroT
oTedecTBEHHbIe  mpennpustus.  JlokasaHo,  4TO
pa3paboTka KaJpOBOM CTpaTerMd M €€ pealu3alus
MO3BOJISAIOT TPEANPUATHIO TMOBBICHTH 3()(HEKTUBHOCTD
WCIIONIb30BaHMs MepcoHaiia 1 OoJee MOJTHO pean30BaTh
CBOM KOHKYPEHTHBIC MpPEUMYINECTBA, a  TaKKe
00ecreunTh SKOHOMHUYECKOE PAa3BUTHE MPEIIPHSTHSL.
CcdopmupoBansr STaIbI bopmupoBaHus
CTPATErnuecKoro YIpaBJeHUs IEPCOHAIOM, KOTOpbIE
MOryT OBITh TPUMEHEHBI B MPAKTUKE KaJpOBOTO
MEHEKMEHTA. Pazpaboransl HaIpaBJICHUsI
OCYIIECTBIICHHSI YIIPABICHYECKONH JIEITEBHOCTH IO
3¢ deKTHBHOMY (OPMHUPOBAHUIO U  HCIIOJb30BAHHIO
KaJpoBOr'0 TOTEHNIWaNa mpeanpusitisa. [Ipencrasiena
CcXeMa COOTBETCTBHS KOHKPETHBIX 3a1ad  IeNsiM
CTpaTerMd  YNPAaBJICHHS  KAJPOBBIM  MOTEHIUATIOM
npennpusatisa.  [IpeyiokeHa  oOmias — KOHIICTIIIHSI
pa3paboOTKM  CTpaTerud  ympaBieHHs  KaJIpOBBIM
MOTEHIIHATIOM JUISl IPEIIPHATHS, KOTOpass MOKET OBITh
chopMupoBaHa 3a CYET ONpPEIETCHUS OCHOBHBIX
HampaBJeHUH  ero  pa3BuTHd. B pesynbrarte
HCCIIEJOBAHUS YCTaHOBJIEHO, 4To METO/IbI
(bopMHUpOBaHHs CTpaTETWH YIPABICHUS KaJpOBBIM
MOTEHIHAJIOM TPEATPHUSITUS JODKHBI OBITH OCHOBAHBI
HA  aKTHBHOM  WCIOJB30BAHHUA  BO3MOXKHOCTEH
COBPEMEHHOT'0 PBIHKA Tpy/a, (OPMUPOBAHUH aKTHBHOI
KaJIpOBOM MOMUTHKH, COBEPIICHCTBOBAHUH MEXaHU3MOB
WHHOBAIIMOHHOTO PA3BUTHU TEXHOJOTHH YIIPaBJICHHUSI
MIEPCOHAIIOM.

Knwouesvle cnosa: T1iepcoHan, IpeAlNpUsTHE,
KaJpOBBIi TIOTEHIMAJ, CTPATErHYecKoe YIpaBlICHHUE,
KaJIpoBasi CTpaTerus, KaJpOBbIil MCHEPKMEHT.
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