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Problem statement. The environment of a modern company becomes more and more changeable and
dynamic every year. First of all, there are the factors of the external environment of indirect influence. New
and more complex factors are constantly being added to this group of factors. Especially in recent years, such
external factors as the COVID-19 pandemic and the war in Ukraine have had a significant impact on the ac-
tivities of enterprises. In this context, companies must constantly select and implement effective and efficient
ways to adapt their activities to these factors. And at the same time, find opportunities to create new competi-
tive advantages. After all, these complex operating conditions are not only a challenge to "survive", but also a
challenge to "determine the stronger and more agile". All this reflects the relevance and lack of alternatives of
choosing an innovative path of development for modern companies.

Analysis of the latest research and publications. The important researchers of the theory and prac-
tice of formation of an effective personnel policy of the enterprise were engaged in such scientists as
Balabanova L.V., Butenko I.A., Vinogradsky M.D., Hrynyov V.M., Demydov N.F., Krushelnytska O.V.,
Melnychuk D.P., Fedulova L.I., Shvets [.B. and others. They considered the theoretical bases of personnel
policy, identified the peculiarities of personnel policy formation at domestic enterprises and abroad, the stages
and types of its formation, considered the development of personnel strategy of the organization, studied the
risks arising at each stage of interaction between the employee and the enterprise, estimated their probabili-
ty and methods of prevention, etc. At the same time, the issue of personnel policy formation was discussed.
At the same time, the issue of marketing innovations in the context of formation of an effective personnel
policy of the enterprise is not sufficiently considered.

Task statement. The purpose of this article is to examine the marketing of innovations in the context of the
formation of an effective personnel policy of the company.

Summary of the most important research material. The level of functioning of enterprises in the condi-
tions of military confrontation acquires a rather serious significance, since in such a difficult period the filling
of the state budget becomes more important than ever. Therefore, while the Armed Forces of Ukraine defend
the independence and sovereignty of Ukraine, domestic enterprises must "protect and ensure the functioning"
of the national economy. All this together secures the future of Ukraine.

The enterprises of Ukraine can fulfill this task only by choosing the innovative way of development, since the
ways of building production activities used in peacetime are not effective at present. When carrying out innovative
activities, the heads of enterprises should first of all bear in mind its peculiarities, namely, the necessity of attracting
significant financial resources, as well as a significant time interval between the spent resources and the final result.

It should also be emphasized that the production of high quality, competitive and necessary for the consum-
er products (works, services) by the company does not guarantee success and obtaining the desired profit. The
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consumer may not be aware of these products, or may not know about their features of use, uniqueness, place
of sale, etc. This is where innovation marketing comes in.

Marketing of innovations is understood as an activity aimed at finding new areas and ways of using the
potential of the enterprise, developing new products and technologies on this basis, and promoting them in
the market in order to satisfy the needs and requirements of consumers more effectively than competitors.
Application of marketing innovations in the enterprise creates an opportunity for the enterprise conditions for
long-term preservation and development [1].

Here are the basic principles of marketing that must be followed when implementing innovative activities
in the company:

1) Focus on achieving the final practical result of the innovation project;

2) capture of a certain market share in accordance with the long-term goal specified in the innovation project;

3) integration of research, production and marketing activities in the enterprise management system in or-
der to obtain the highest possible desired result;

4) close attention to forecasting research and development of innovative projects based on their results,
which ensures highly productive activity of the enterprise;

5) application of interdependent and complementary strategies and tactics of active adaptation to the require-
ments of potential consumers of innovative goods with simultaneous targeted impact on their interests [2, p. 21].

As the experience of the enterprises of the advanced countries of the world shows, in order to establish
effective innovative activity, the management of the enterprise must organize an effective creative team. It is
necessary to systematically improve the skills of employees, carry out various activities to develop their crea-
tive abilities, search and attract new highly qualified specialists to work in the enterprise, as well as find new
sources of innovative ideas to improve the efficiency of the enterprise. In other words — to create an effective
personnel policy of the company.

There are many opinions about the definition of "personnel policy". Some scientists consider that "per-
sonnel policy" is a holistic personnel strategy combining various forms of personnel work, styles of its
implementation in the organization and plans for use of labor force. Krushelnytska O.V., Melnychuk D.G.
consider personnel policy as a combination of principles, methods, forms of organizational mechanism for
formation, reproduction, development and use of personnel, creation of optimal working conditions, their
motivation and stimulation [3, p. 274].

According to V.G. Voronkova, personnel policy is a system of techniques, skills, methods, forms and methods
of personnel work developed and applied in the practice of state bodies and individual organizations [4, p. 120].

Thus, personnel policy is a set of principles, methods, forms of organizational mechanism for for-
mation, reproduction, development and use of personnel, creation of optimal working conditions, their
motivation and stimulation.

The main purpose of the personnel policy is to provide all departments of the company with qualified person-
nel in an effective and timely manner, to provide continuous training for employees and to satisfy their needs. The
personnel policy is aimed at the creation of a unified corporate culture, comprehensive personnel development
and an effective motivation system. When developing the personnel policy of an innovative enterprise, it is nec-
essary to identify the barriers that hinder the manifestation of the creative potential of employees, and at the same
time to provide for the possibility of using various methods of developing the creative thinking of employees.

The goals of the personnel policy of the enterprise can be different, but the main ones are as follows
[5, p- 65]: timely provision of the enterprise with personnel of the required quality in the required number,
ensuring the conditions for implementation of the rules and duties of employees provided by labor legislation,
rational use of human resources, formation and support of effective work of labor collectives.

According to the degree of openness of the personnel formation in the organization, there are two types of
personnel policy — open and closed [6, p. 79].

An open human resources policy means that the organization is transparent to employees at all levels when
hiring for frontline and management positions. Highly qualified employees are hired on the basis of competi-
tive selection. This type is inherent in organizations that pursue a competitive policy aimed at rapid growth of
production and gaining leading positions in the foreign market.

The closed personnel policy of the organization is characterized by the fact that it is focused only on pro-
motion of its employees to higher positions. This type of personnel policy is used in conditions of shortage of
human resources.
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According to the degree of influence of the management apparatus on the personnel situation, there are
passive, reactive, preventive, adventurous and active personnel policies.

Passive personnel policy means that the management doesn't have an action program for personnel, and
personnel work is reduced to elimination of negative consequences. Such an organization is characterized by
lack of forecasting of personnel needs, means of work and personnel evaluation, diagnostics of personnel situ-
ation, etc. The management works in the mode of emergency response to conflict situations, tries to eliminate
them by any means without analyzing the causes and possible consequences.

In the case of reactive personnel policy, the company's management controls the symptoms of the negative
state of work with personnel, the causes and the situation of the crisis. Personnel services are developed, but
there is no comprehensive program for forecasting personnel development, there is no motivation for highly
productive work.

Preventive personnel policy implies that the management has reasonable forecasts of the development of
the personnel situation, but the organization has no means to influence it, the personnel service has not only
the means of personnel diagnostics, but also forecasts of the personnel situation in the medium term, the main
drawback of this policy is the lack of targeted personnel programs.

An adventurous HR policy is about such things:

— the management does not have a qualitative diagnosis of the personnel work, but tries to influence the
situation;

— the HR department does not have the means to forecast the personnel situation, but the organization's
development programs include personnel work plans that do not provide for timely elimination of possible
changes in the situation;

— personal work plans are based on poorly justified measures without prior consideration, and in the event
of abrupt changes in the market situation, the inability to quickly retrain personnel to work in new conditions
or to attract from external sources is revealed.

An active human resources policy is one in which the following:

— the management of a company has not only forecasts, but also the means to influence the situation;

— the Human Resources Department develops anti-crisis human resources programs, monitors the situation,
regulates the implementation of programs in accordance with the internal and external situation;

— the management of the company has high quality programs of personnel work with options for their im-
plementation in various situations.

That is, an active personnel policy is a rational personnel policy.

For the formation of rational personnel policy in the enterprise it is necessary to determine its priority goals
and develop general principles. They are necessary to determine the specifics of implementation of personnel
work areas, the system of regulation of labor relations, methods of work with personnel, features and content
of personnel programs and documentary support of work.

Currently, the most relevant principles can be: democratization of management, professionalism and competence
of personnel, consistency, corporatism, legality, non-discrimination based on age, gender, religion, systematicity, etc.

The formation process should be carried out by agreeing on such aspects of personnel policy as: organi-
zational and personnel policy, that is, the need for personnel, structure and staff, appointment, creation of a
reserve, relocation should be planned; information policy, a certain system of movement of personnel infor-
mation should be created, it must be reliable and timely; financial policy, it is necessary to form and distribute
funds, provide an effective system of work incentives; Personnel development policy, the development and
implementation of the development program, career guidance and staff adaptation, professional training plan-
ning, retraining and advanced training should be carried out; evaluation of the results of personnel activities,
an analysis of the compliance of personnel policy and strategy of the organization, identification of certain
problems in the work, evaluation of the personnel's work, should be carried out, etc.

There are 3 stages of formation of personnel policy of the enterprise. Each of them requires the performance
of certain clear actions to achieve a specific goal [7, p. 69].

The first stage in the development of the company's personnel policy is standardization. Its purpose is to
coordinate the principles and goals of personnel work with the principles and goals of the enterprise in general,
the strategy and stage of its development. It is necessary to conduct an analysis of the corporate culture, strate-
gy and stage of development of the enterprise, to forecast possible changes, to specify the image of the desired
employee, ways of his formation and goals of work with personnel. For example, it is advisable to describe
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the requirements for an employee of the company, the principles of his work in the company, opportunities for
growth, requirements for the development of certain skills, etc.

The second stage is training. The purpose of this stage is to plan the personnel needs of the company: per-
sonnel reserve formation, personnel information and controlling systems, personnel development programs, an
effective system of personnel motivation and stimulation.

The third stage is controlling aimed at analyzing the state of personnel potential. It is necessary to develop
a program of permanent diagnostics and specific measures for the development of knowledge, skills and abil-
ities of personnel; to evaluate the effectiveness of personnel measures; to carry out permanent monitoring of
personnel, control over the implementation of assessment, certification and career planning programs, to create
and maintain an effective working climate.

It should be noted that when searching for and attracting innovation marketing specialists to work in a mod-
ern enterprise, it is necessary to pay attention to the presence of the following skills and abilities in potential
candidates:

— development of innovation marketing strategy and tactics;

— assessment of the company's capabilities regarding the development and implementation of innovative
projects;

— effective coordination of marketing and innovative solutions;

— development of a business plan for the production of an innovative product;

— evaluation of the competitiveness of an innovative product;

— effective coordination of the need and behavioral reaction of consumers of the innovative product;

— bringing the innovative product into line with market requirements;

— management of the company's product portfolio;

— management of technological development of the enterprise;

— formation of an effective pricing policy of the enterprise for innovative goods;

— development of integrated marketing communications for the promotion of the enterprise's innovative
products on the market, etc.

In addition, when forming personnel policy it is necessary to take into account the factors inherent in the
external and internal environment of the enterprise. Thus, the external factors that determine the personnel pol-
icy of the enterprise include [8, p. 130]: national labor legislation, peculiarities of the business sphere, cultural
traditions, level of regulation of social and labor relations in the industry, economic conditions, situation on the
labor market and prospects for its development.

Ukrainian legislation regulates the relationship between the employer and the employee, establishing: a
guarantee of respect for human rights; equal opportunities in employment; the amount of the minimum wage;
the length of the working day and the working week; the duration and procedure for granting leave; norms of
working conditions; occupational safety standards; functions of trade unions.

Focusing on the situation on the labor market, it is necessary to analyze: the presence of competition,
sources of recruitment, structural and professional composition of the free labor force. It is important to obtain
information about professional and social associations in which employees of the enterprise or job applicants
participate. The strategy of activity of these associations, their traditions and priorities for creation and imple-
mentation of effective personnel programs in the enterprise.

For example, for today there are changes in the organization of labor relations, new norms of legislation
under martial law are in force: new features of concluding and terminating an employment contract; transfer
and change of essential working conditions; determination and calculation of working and rest time; exchange
of documents, organization of personnel records management and archival storage of personnel documents
with the employer; participation in work of certain categories of employees; remuneration of work; night
work; vacation; trade union activities; compensation to employees and employers involved in labor relations
for monetary amounts lost as a result of Russia's armed aggression against Ukraine; state supervision over
compliance with labor legislation during martial law.

The internal factors that determine the company's human resources policy are The company's goals and
mission (for companies with different goals, different professionals are needed); management style (it affects
the organizational culture, forms working and informal relations in the company; comparing companies with
strict centralization and those that prefer decentralization, it can be determined that these companies need a
different composition of professionals); peculiarities of work organization (work intensity, communication,
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degree of physical and psychological stress, duration and structure of work); financial resources (related to the
assessment of the capabilities of the organization's employees and the appropriate distribution of responsibili-
ties to improve work efficiency and ensure stability); type of government; image of the organization.

Consideration of internal and external factors influencing the formation of personnel policy helps to deter-
mine and use accents in the process of developing the features of the company's personnel policy, which has an
impact on the overall work efficiency, ensuring competitiveness and increasing the company's profit.

An important role in the development and implementation of the company's personnel policy is played by
the personnel service. It develops targeted personnel programs, regularly monitors the situation and adjusts
the implementation of programs in accordance with the parameters of the external and internal environment
[9, p. 178]. The personnel service must develop and approve the concept of the company's personnel policy.
This is a special document that regulates the implementation of its main provisions and also ensures the speci-
fication of the main aspects of the company's personnel management. It contains general provisions, principles
of personnel policy, directions for development of personnel potential, various aspects of organization of work
with personnel, and a list of regulatory documents. It makes it possible to clearly reflect the views of the com-
pany's management, improve cooperation between departments, ensure consistency in the decision-making
process, and inform employees about the rules of internal relations.

Thus, personnel policy is an important part of the general policy of the organization and an integral part of
its success. The potential opportunities of any company depend on the knowledge, qualifications, discipline,
motivation, ability to solve problems, receptiveness to training of the working staff. In order to implement an
effective personnel policy, it is necessary to develop its priority goals and form a set of principles, coordinate
all components, carry out standardization and training, and not forget about control. At the same time, it is
necessary to take into account internal and external factors of influence, of course, it is impossible to predict
such situations as war or pandemic, but situations should be predicted as much as possible.

Conclusions. In modern economic conditions, domestic enterprises should actively participate in the deve-
lopment and implementation of innovative projects.

It has been established that in the innovation process special attention should be paid to the marketing of
innovations, the main purpose of which is to bring the company's competitive products to the market. All this
requires the management of the company to form a creative team capable of achieving the goals set.

It has been established that personnel policy determines the general direction and basis of work with per-
sonnel, general and specific requirements for them and should be developed by top management and personnel
service. The mechanism of the company's personnel policy implementation is a system of plans, norms and
standards, organizational, administrative, social, economic and other measures aimed at solving personnel
problems and meeting the company's personnel needs. The personnel policy system should be flexible and cre-
ate conditions for high labor productivity and employee satisfaction. An innovative company with an effective
and properly formed personnel policy will be successful and highly competitive.
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Xpucrenko Osiena BonoquMupiBHa, KaHAWAAT €KOHOMIYHUX HAyK, JOIEHT, TOUEHT Ka(eapn MEeHEIKMEHTY
i morictuku. IlanTiox BikTopis, ctymentka, Hamionanpuuii yHiBepcuteT «llonTaBchbka mMONITEXHIKA IMEHI
IOpis Konpparioka». MapkeTHHr iHHOBamiii B KoHTeKcTi (popMyBaHHA e(eKTHBHOI KaapPOBOI MOJITHKHU
NinpueMcTBAa.

B ymoBax BiiiHH, sKa 3apa3 TpHUBAE, 3’ ABISETHCSA 0araTo CKIAIHUX Ta HEMepen0adyBaHNX CUTYaIlii, 3 IKUMH PO-
00TO/IaBIIi CTUKAIOTHCS BIIEPINE, TOCTAE KyTla IMTaHb, SKi MTOTPIOHO BPEryNbOBYBATH Ta 3aB/aHb, SKi MOTPIOHO pe-
aIli30BYBATH Ha MPAKTHUIIl, TIPH [[bOMY HE MOPYIIYIOYH MPAB MPAIiBHUKIB Ta JOTPHUMYIOUHCH BUIMOT 3aKOHOJJABCTBA
IiT 9ac BOEHHOTO cTaHy. BcTaHOBIEHO, 110 B ITUX YMOBaX €()eKTUBHA iSITbHICTD BITIN3HSIHUX ITIAMPUEMCTB 1aCTh
MOXKJIMBICTB MATPUMYBATH HalliOHAIBHY €KOHOMIKH, III0 B CBOIO Uepry Oyze HaOmmKaTy nepeMory YKpaiHu y BifHi.
Ha nanwiif yac oqHMM 3 BU3HAUAIbHUX YWHHUKIB PO3BUTKY MiINPHEMCTBA € €(EeKTHBHE 3/11iICHEeHHS 1HHOBAIIITHOT
TISITBHOCTI, OCKITBKH CIOCOOM TTOOY0BH BUPOOHNYOT JisITBHOCTI, SIKi BHKOPHUCTOBYBAJINCH Y MUPHHUH 4ac, Hapasi
He € edexTnBHEMHA. OcOOIMBY yBary Cii MPUAUIATH MapKeTHHTY IHHOBAIliM, OCKIIBKH HOTO 3aCTOCYBAaHHS Jla€
MOXKJIMBICTh BUSIBUTH 1ICHYIOYI Ta TPUXOBaHi MOTPEOH CIIOKMBAdiB, 0COOIMBOCTI 1X KyTiBETbHOI IIOBEIIHKY Ta 1HIITY
HeoOXimHy iH(popMariifo s eeKTHBHOTO MPOTIKAHHS 1HHOBAIIHHOTO Ipoliecy Ha mianpueMcTBi. Jns peamizamii
3a3Ha4YeHMX 3aXO/(iB KePiBHUITBY MiAIIPHEMCTBA HEOOXiTHO chopmyBaTH KpearuBHy KoMaHny. Lle morpebye cucre-
MAaTHYHOTO TMiIBUIIECHHS KBaJi(iKalii mpariBHUKIB, MPOBEICHHS PI3HOMaHITHHAX 3aX0/IiB MO0 PO3BUTKY Y HUX Kpe-
aTMBHUX HABUYOK, 3/11HCHIOBATH TIOLTYK Ta 3aJTy4eHHs U1 poOOTH Ha MiAIPUEMCTBI HOBUX BHCOKOKBAJi(hikKOBaHUX
CTICITIAJTICTIB, & TAKOXK 3HAXOMUTH HOBI [DKEpea IHHOBAMIHHIX 11€H IS T IBUIICHHS €(heKTUBHOCTI (DYHKITIOHYBaH-
HS TIIIPHEMCTBA, TOOTO chopMyBaTH e(heKTUBHY KaJpOBY MONITHKY MiINMpHEMCTBA. BcTaHOBIEHO, 110 HAa CHOTO/HI
TPYZIOBI peCypcH € KITIOYOBUM KOMITOHEHTOM ITOTEHIlialy MiANPUEMCTBA, OCHOBOIO HOTO YCIIIIHOTO (PyHKITIOHY-
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BAHHSI T JUKCPEIIOM IEPEBAr B YMOBAX KOPCTOKO KOHKypeHIii. bararo mianpueMcTB MarOTh HEJOCTATHIN PiBEHb
KaJIPOBOT MOJNITHKH, TIOMPH 3pOCTaHHS npo6neM Q)opMyBaHHﬂ 1 BUKOPHCTaHHS TPYIOBHX PECYPCIB. )Iocmmlceﬂo
npoIiec ®0pMYBaHHﬂ KaJJpOBOT MONITHKH HA MiJMPUEMCTBI Y CyYaCHUX YMOBax. PO3IISTHYTO Ta MpoaHaii30BaHO
0c00MBOCTI 1OOY/IOBU €()eKTUBHOI KaPOBOi MOJITUKH. BU3HAY€HO OCHOBHI BMIiHHS Ta HABUYKHU, SKHMU MAlOTh
crienianicTy 3 MapKeTHHTY iHHOBaIii. Takox 3’sICOBAaHO OCHOBHI YHHHUKH, SIK BIUIMBAIOTH Ha MPOIec (OpMyBaHHS
KaJIPOBOT MOJIITUKH TTiAMPHEMCTBA.

KuouoBi ciioBa: iHHOBaITiS, KajpoBa MOJNITHKA, MAPKETHHT 1HHOBAIIH, MiJNPHEMCTBO, MPAIliBHUKH, Cy4acHi
YMOBH.
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