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Introduction. The labour force represents the primary production force of society, comprising the able-
bodied population of the country who are capable of engaging in socially beneficial activities, the production
of material and spiritual goods and services. A salary is a form of remuneration paid to an employee in cash,
contingent upon the quantity and quality of the work performed.

The efficient utilisation of labour resources is a significant economic concept, defined as the achievement
of optimal outcomes with minimal expenditure on labour. This is evaluated in terms of partial results and the
cost of labour.

The long-term viability of the organisation is contingent upon the availability of suitably qualified personnel
and the efficiency of its labour resources. It is crucial for any organisation to consider the preservation of
human capital, the enhancement of remuneration and social benefits for employees, and the simultaneous
improvement of productivity and work efficiency. It is therefore crucial to identify potential reserves and
growth factors, as well as to implement optimal planning and forecasting of labour costs and social insurance
premiums, in order to ensure the efficiency of human resources.

The overall efficiency of an enterprise’s production activity is contingent upon labour productivity. The
management of the enterprise can use the obtained information to draw conclusions regarding the feasibility
of introducing new machinery or the necessity of modifying production technology, as well as the potential for
reducing or increasing the number of employees.

The evaluation of labour efficiency is contingent upon the assessment of labour productivity. An increase in
labour productivity will result in a reduction in production costs.

Analysis of recent research and publications. A multitude of factors influence the value of an enterprise’s
labour productivity. These can be classified into two principal categories: objective and subjective. Furthermore,
it is crucial to ascertain the specific category of labour productivity under consideration, in terms of its level.
From a macro perspective, the objective factors influencing labour productivity are, at the micro level, classified
as subjective.

The impact of labour productivity growth on subjective factors should be called factors in the sphere of
activity of an individual entity (enterprise).

Objective factors of labour productivity should be called factors whose influence is beyond the scope of
activity of an individual entity (enterprise).

To illustrate, the state of the legal framework constitutes an objective factor of labour productivity for each
individual enterprise. However, at the national level, this factor is within the sphere of influence of the state.
Consequently, at the macro level, it is a subjective factor. Conversely, there are labour productivity factors that
are objective in relation to both the state and the enterprise. Such factors can be attributed to the international

ExoHomika i pezioH Ne 3 (94) — 2024 — HayioHanbHul yHieepcumem im. IOpisi KoHOpamroka #13 105




ExkoHoMika ma ynpaesniHHsa nionpuemcmeamu

level, including the level of globalisation of the world economy, the state of the monetary system, the level of
labour mobility, and so forth [4].

At the micro-level (enterprise level), the following objective factors of labour productivity can be identified:

— state of the economy;

— the level of development of the mastered equipment and technology;

— requirements for product quality set by society;

— development of the legislative framework, natural and climatic conditions.

Here are the main objective factors that affect labour productivity:

1. Natural and climatic factors. The productivity of some businesses depends on weather conditions. For
instance, bad weather conditions (rain, low temperatures) can reduce labour productivity.

2. Political environment. Its stability is conducive to the development of production and labour productivity.

3. The general economic situation of the company, the state and the world as a whole.

4. Changes in the production structure. For example, if one employee used to perform 2 or 3 operations,
now a separate employee is involved in each operation, resulting in increased labour productivity.

5. Application of various technologies. This includes the introduction of not only new machinery and
equipment, but also production methods and techniques.

6. Change of the management team. Not only productivity, but also product quality largely depends on the
knowledge and skills of the manager.

7. Availability of additional incentives — bonuses, increased processing fees.

The most important factor affecting labor productivity is the volume of production. A large buyer has
the opportunity to buy raw materials at a wholesale discount, more productive equipment is cheaper per
production unit, and even heating a large workshop is cheaper than dozens of small ones in the same area.
Labor productivity increases with the increase in production volume.

Consider the impact of objective factors on labour productivity.

1. The current state of the economy. In the event of an economic crisis, there is no potential for increasing
labour productivity. This is due to a reduction in aggregate demand within the economy, which results in
consumers being either unwilling or unable to purchase the products produced by commodity producers. It
is not always feasible from an economic standpoint to enhance labour productivity, given the potential for
overproduction.

2. The degree of advancement in engineering and technology within a given society. The advancement
of technological processes is typically regarded as a pivotal competitive factor. The acquisition of the latest
technical means and production technology should ensure an improvement in quality and a reduction in the
labour intensity of the production of a product unit, thereby increasing labour productivity. Nevertheless,
despite the enhanced quality of the product, consumers may be unable to purchase it at the new price point. For
these reasons, it is necessary to evaluate the enterprise’s position in price competition and assess the potential
for increasing labour productivity through the acquisition of new equipment and technology.

3. The necessity for product quality in society. This set of objective labour productivity factors is closely
related to the previous one. In some instances, it may not be financially viable for an enterprise to enhance product
quality specifications, as this could impact the price point of the products in question. This could include the
implementation of a certification system, personnel training, and other related expenses. Consequently, there is
a possibility of reduced labour productivity as a consequence of the narrowing of demand for goods due to price
competition and the concomitant increase in the requirements for the quality of the enterprise’s product.

4. Development of the regulatory and legal framework. The objectives of state influence on labour
productivity through the normative-legal framework are very diverse. One of these instruments is national
standards, which are aimed at ensuring the safety and health of people, protecting the environment, stimulating
the development of engineering and technology, and so on. The impact of standards on labour productivity can
be multidirectional. For example, in order to achieve the goal of protecting people’s health, the government
may limit the growth of labour productivity by imposing certain requirements on the production technology of
products. At the same time, in order to stimulate the innovative development of the enterprise through the use
of new techniques and technologies, the state can grant certain concessions to the employees of the enterprise
and thus help to increase labour productivity. Another way in which the state can influence labour productivity
is through labour legislation. For example, in order to optimise labour intensity, the state determines the
maximum duration of the working cycle.
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5. Natural and climatic conditions. Thanks to the development of new technologies, the impact of natural
and climatic factors on labour productivity has levelled off in some areas of economic activity. In a number of
industries (mining, agriculture, tourism, etc.), their impact is significant. This impact is primarily related to the
availability of raw materials or certain climatic conditions for production. For example, if the raw material base
of production expands, the potential for increasing labour productivity increases.

Among the subjective factors of labour productivity, the main attention should be paid to entrepreneurial
talent, professionalism (competence), financial capabilities of the owner of the enterprise and labour potential
of the employees. Their impact on labour productivity will be described below.

The entrepreneurial talent of a business owner is the ability to make effective decisions related to production
management and business operations, such as choosing a field of activity, introducing new products and
technologies, entering new market segments, etc. It is believed that 20% of the population has entrepreneurial
talent. This suggests that its availability is an important factor in increasing labour productivity.

Professionalism (competence) of the entrepreneur. If entreprenecurial talent is mainly a natural ability to
manage a business properly, professionalism is formed on the basis of acquired skills based on the level of
education and experience [6].

It should be emphasised that the presence of entrepreneurial talent and high professionalism is a prerequisite
for increasing labour productivity through efficient production management in the enterprise, i.e., the
implementation of planning, organisation, motivation and control functions. This is particularly important
when considering labour productivity reserves.

Financial capabilities of the entrepreneur. It is impossible to increase labour productivity without an adequate
raw material and material and technical base. In turn, meeting these conditions requires raising certain funds.

Labour potential of the company’s employees. Labour productivity directly depends on labour intensity,
i.e., the pace of work of the company’s employees. The latter, in turn, depends on the labour potential of
employees and the conditions for its realisation.

Itis necessary to separate the components of employees’ labour potential — psychophysiological, motivational
and professional qualifications. Such classification is useful for the management of labour productivity
resources and at the same time for the development of measures to increase it for a certain component of
labour potential. For example, the assessment of the psychophysiological component of the employee’s labour
potential revealed its insufficient level. As a result, working conditions in the company can be improved, which
will lead to a reduction in injuries and losses due to temporary loss of working capacity.

At the macro-level, objective factors of labour productivity include international factors, including foreign
policy characteristics, trade, migration and currency relations.

The subjective factors of labour productivity at the macro-level are largely the same as the objective factors
at the micro-level. They include the following:

— state of the economy,
quantity and quality of human resources,
technology and the level of technology development achieved,

— product quality requirements set by society,

— development of the legal framework, natural and climatic conditions.

As a result, labour productivity directly affects the cost of production, i.e., the financial results of the
enterprise as a result of its activities.

Objectives of the article. The main purpose of the article is to identify and eliminate certain factors that
affect the increase of labour productivity at enterprises.

The main material of the study. Assessment of an enterprise’s labour resources and personnel management
is a systematic, well-organised process aimed at improving the efficiency of managerial labour, protecting
competition between management units, and adhering to the principles of social justice and remuneration.

The primary methodological approach to the analysis, assessment and personnel management of the enterprise’s
labour resources is based on the calculation of economic indicators. This is achieved through the use of indicators
such as staff turnover, economic efficiency of management activities and average costs for staff recruitment.

The typical attrition rate for top managers is between zero and two percent. The rate for middle managers
is found to be 8-10%. It is recommended that staff turnover among line workers should not exceed 20%.
The standard turnover rate for skilled production workers and sales personnel is 20-30%, while for unskilled
workers it is already 30-50%.
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Another method employed by this group is the calculation of the employee turnover rate, which reflects the
ratio of the total number of resignations to the average number of employees by month. The calculation of this
indicator allows for the estimation of the level of staff turnover, as well as the estimation of the additional costs
related to it. However, it provides the most general idea about the level of turnover and the amount of loss from
turnover, or the amount of money saved as a result of its absence.

The principal advantage of quantitative methods is the capacity to derive a limited number of indicators
that can be subjected to comparison with each other in terms of their dynamic characteristics. Nevertheless, the
utilisation of quantitative methodologies results in the neglect of qualitative indicators, which are of significant
importance for the assessment of human resources and personnel management. It is possible to complement
quantitative research with qualitative methods. For instance, the response to learning is contingent upon the
manner in which students pose questions. The advantages of this method are its simplicity and convenience of
assessment, as well as the possibility of receiving feedback from students [8].

Human resources analysis is carried out to determine the strengths of the staff, identify resources that can
be used to increase labour productivity, production and, as a result, the company’s profit.

The purpose of the staff and salary efficiency analysis is to identify reserves and unused opportunities for
efficient staff performance and to apply these opportunities in practice.

The main tasks of analysing the efficiency of labour resources use include the following:

— studying the staffing of the enterprise and its structural units in terms of quantitative and qualitative
parameters;

— assessment of the volume, intensity and efficiency of labour resources in the organisation;

— analysis of data on the use of labour resources;

— identification of resources for more complete and efficient use of the company’s personnel.

The contemporary socio-economic advancement of the nation necessitates the establishment of an effective
personnel management system within the enterprise, a comprehensive evaluation of its operations, and the
cultivation of human capital. A comprehensive examination of the number, composition, and structure of
the personnel within the enterprise is essential. In this regard, personnel management assumes particular
importance for enterprises structured in a manner that ensures the efficiency of the production process at
the lowest cost. This objective can be facilitated by a comprehensive analysis of the personnel. Currently,
personnel are classified as either labourers or servants, depending on the nature of their labour functions. The
personnel are subdivided into two categories: main and assistant.

The labour productivity management system is a set of measures designed to analyse the factors that
contribute to the increased productivity of an enterprise’s employees. It also encompasses the measurement
and evaluation of productivity, with the objective of preparing a work plan for the short and long term that
takes into account the tasks set while conducting business. At this juncture, measures are being implemented
to ensure the continuous monitoring of the implementation of the planned measures, with the objective of
developing programs designed to encourage and stimulate the desired results in terms of increasing the labour
productivity of the enterprise’s employees. The labour productivity management system is divided into five
blocks [7]:

1. In the labour productivity management mechanism, the first functional block includes the assessment
and measurement of current indicators of the company’s financial and economic activities. It analyses the
market situation, assesses the position of products in the market, determines the quality of goods and services
to improve their competitive characteristics, and plans the desired performance results.

Experts compare current (or projected) prices for similar products, planned profits and determine the desired
amount and direction of cost reduction. It should be noted that the most effective way to reduce the cost of
production is to increase the productivity of employees working at the enterprise.

2. The second block involves determining the necessary increase in labour productivity to reduce costs to a
competitive level, identifying areas for increasing it, and planning measures to achieve the desired productivity.

3. The third block is the organisation of work to improve labour productivity; during this period, the planned
measures are implemented and distributed among the centres of responsibility (places of execution).

4. The fourth block involves the development of an employee motivation system to increase productivity.

5. The fifth block consists of evaluating and monitoring the results of the measures taken to increase
labour productivity in the company. At the same time, the control of the work performance should be carried
out regularly. The final control is expressed in the assessment of the results of the activity and, with further
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encouragement, in determining the degree of participation of certain employees in achieving the overall result.
Managers should consider some points so that employees of the company do not waste time on unnecessary
actions and objectively evaluate the goals set by the company. Efficiency and effectiveness of work should be
checked regularly. This is the only way for the management to discover the weaknesses of the employees and
successfully eliminate them. It is not enough to examine the results of the assessment of the quality of personnel
work once. It is necessary to constantly improve the level of education and qualifications of employees and
create favourable conditions for their work. Rewarding the best is a cornerstone of performance improvement.

The primary function of the workforce is to engage in technological processes that alter the intrinsic
properties, external form, and internal structure of the labour object. The role of the support workforce is
to maintain the equipment and workplaces in the tool, storage, and maintenance departments. Additionally,
this category encompasses the small service personnel who are engaged in providing services that are not
directly related to the core activity of the enterprise. These include room cleaners, cleaners, couriers, bus
drivers transporting employees, industrial canteen workers, and so forth.

Employees perform administrative work to organise administrative, economic, procurement, legal, financial,
accounting, management and other processes. Employees are mainly engaged in mental work and belong to
the group of professional people. There are several subgroups:

— managers and their deputies;

— specialists;

— clerks, other employees engaged in office work, control, business services and accounting.

The disadvantages are a high degree of subjectivity, as well as the fact that students take the position of
experts when filling out questionnaires, and responsibility for learning outcomes may depend on the teacher’s
reaction.

The group of methods for analysing the contribution to the implementation of the company’s strategy
includes the evaluation of “leading indicators” that reflect not only the final performance indicators, but also
the measurement of leading indicators, with which it is possible to judge whether changes have occurred in
the correct direction. This assessment enables the continual monitoring of the contribution of the personnel
management service to the company’s progress towards its intended goals. Nevertheless, the creation of leading
indicators necessitates a meticulous examination, formulation, and translation of the company’s developmental
strategy by the organisation’s senior management to the lower levels of the organisational structure.

Management value assessment is an expert evaluation based on the actions, decisions, and changes made
by the client department based on the results of the work performed by the HR department, to what extent the
result of a particular project stimulates decision-making [5].

Another method of assessment can be comparison. The main advantage of benchmarking is that it allows to
measure results in a rather poorly measured area — human resource management. Benchmarking is a mechanism
for comparing a company’s performance with that of other, usually more successful, companies. However, it
is difficult to find a company that is exactly the same or as close as possible to the benchmark company. One
way to overcome this limitation is to abandon the direct comparison of individual indicators and move to a
value comparison expressed through a system of key components (criteria), and then collect similar data from
“best-in-class” companies.

One of the benchmarking methods, the Dave Ulrich model, which serves as an indicator of the speed
of business processes, can be classified as a method of quality analysis. This enables the assessment of a
significant indicator, namely the sensitivity of the work and the timeliness of the delivery of the service
product. Nevertheless, the customer department’s contribution to meeting the deadline for task completion,
the timely provision of necessary materials, and their participation in the procedures, among other factors,
must be considered. The principal benefit of this approach is the utilisation of an objective indicator for the
assessment of the contribution of the personnel management service to the advancement of the company. One
disadvantage of this approach is that in order to assess the speed of a particular business process, it is necessary
to set up the process and speed indicators can be easily measured.

An additional evaluation option is the balanced scorecard (BSC), which, in conjunction with conventional
systems, incorporates financial indicators as a principal criterion for performance assessment.

The balanced scorecard (BSC) is an organisational management system that enables the implementation
of strategic plans through operational control and the management of strategy implementation based on key
performance indicators.

ExoHomika i pezioH Ne 3 (94) — 2024 — HayioHanbHul yHieepcumem im. IOpisi KoHOpamroka #13 109




ExkoHoMika ma ynpaesniHHsa nionpuemcmeamu

Key features of the BSC-based management system: the system includes indicators related to all strategically
important aspects of the business (at least four: finance, market, production, efficiency and development).
Thus, a balanced scorecard should use measurable indicators in at least four areas:

— afinancial area that takes into account the effectiveness of the company’s activities in terms of return on
invested capital;

— assessment of the usefulness of the company’s goods and services from the point of view of end users;

— internal operational efficiency, assessing the effectiveness of the internal organisation of business
processes;

— innovation and learning, i.e., the organisation’s ability to perceive new ideas, its flexibility, and focus on
continuous improvement.

Based on the above, it can be said that the main methodological approaches to the analysis, assessment of
labour resources and personnel management of an enterprise include the following:

— calculation of economic indicators;

— calculation of employee turnover rate;

— comparison;

— David Ulrich model;

— balanced scorecard (BSC).

Considering labour resources as their ability to perform, it is necessary to characterise all factors that form
this ability in order to achieve certain results and ensure the functioning of the system. For this purpose, it is
necessary to analyse the amount of resources as well as the resulting (system) characteristics [9].

The level and quality of human resource development is determined by the overall ability of the enterprise’s
personnel to produce the maximum possible volume of goods and services demanded by the market, thus
ensuring the high competitiveness of the enterprise.

In the new economic conditions, it is necessary to develop a system of parameters that better reflects
the degree of use of labour resources, their potential and reveals their interrelationship. This system can be
presented as a set of indicators reflecting the level of employment of the working population, the degree of
development of labour resources and the efficiency of their use.

Existing approaches to analysing the use of labour resources usually include three analytical blocks:

— analysis of the number, composition, structure and movement of employees

— analysis of labour productivity;

— analysis of salaries.

The content and composition of the issues considered in the three blocks identified in economic analysis
textbooks are traditional in nature. The general qualification of employees is characterised by the average tariff
category, which is defined as a weighted average. The degree of complexity of work is defined as the weighted
average of the category of work and the complexity of its performance.

One of the most common indicators of HR statistics is the gender structure of an organisation, i.e., the
percentage of men and women. The most important indicator of human resources movement is staff turnover.
Analysing and collecting information on staff turnover is of great importance [3].

The modern paradigm has made it impossible to calculate traditional indicators for assessing the use of
working time, and there is a need to study labour leave.

It is shown that the use of the term “labour absenteeism” in the national literature is characterised by
a high theoretical and methodological level and uncertainty. On the basis of analysis and generalisation
of the existing domestic and foreign experience in assessment of working time, the article provides an
interpretation of the concept of “absenteeism”. A classification of types and a system of indicators for
assessing unemployment are proposed.

Along with traditional factors of production, working time is one of the main economic resources
required for the production of goods and services and contributes to the increase of competitiveness
at all levels of management. The modern paradigm of assessing the use of working time has made it
impossible to calculate traditional indicators for assessing working time and requires knowledge of
absenteeism [1].

Absenteeism measurement, the basis of a professional approach to investing in labour efficiency, is
intended to become the main incentive for finding and realising long-term competitive advantages of the
working time resource in an organisation.
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The standard formulas for calculating the attrition rate (A) are as follows:
A=DH/N*D=PH/P,
where DH is the number of working days lost over a certain period of time due to absence from work;
D is the number of working days;
N is the average number of employees;
PH is the total number of hours missed;
P is the total number of working hours on the schedule.

“The absenteeism rate is characterised by the percentage of productive time lost during a period due to
employee absence”. The indicator has no generally accepted standards, but ideally it should be zero. Zero
means that employees were engaged in their direct work during working hours and did not lose time to personal
issues, and there were no sick days or absenteeism.

Staff turnover is characterised by the average number of newly hired and departing employees over a
certain period of time. Thus, staff turnover is an indicator that independently characterises the dynamics of the
labour force. The labour turnover rate is defined as the difference between the number of employees who left a
given industrial enterprise and the number of employees who returned to that enterprise.

Conclusions. According to the authors, for more efficient use of labour potential, it is necessary to adhere
to general principles in stimulating and encouraging, taking into account the level of development, features,
as well as factors that can be used for correction and development. This requires, firstly, understanding the
involvement, values and goals of employees and the organisation, secondly, the opportunity to demonstrate
their abilities at work, thirdly, the use of leadership as the main motivational factor, and fourthly, it is necessary
to reduce negative factors. These include low salaries, inadequate supervision, poor working conditions, etc.

When considering this aspect, some rules should be taken into account:

— the team should feel a sense of overall success (motivation in the course of work, praise from management,
bonus payments);

— building trust within the team and management;

— belonging to the team should not cause anxiety;

— maintaining faith in the reality of the team’s goals;

— involvement of team members in common activities.

The application of the aforementioned principles and rules will result in a notable expansion of the potential
for attracting highly qualified and educated personnel, thereby enabling the successful fulfilment of the
tasks currently at hand and the attainment of the organisation’s overarching objectives. It is not necessary to
implement the aforementioned incentives in isolation. It is permissible, and in certain instances obligatory, to
alter the combination of these forms in accordance with the circumstances of implementation and the prevailing
situation within the enterprise. It should be noted that motivation is not merely the act of encouraging others,
but also entails a sense of responsibility. It is incumbent upon employers to inform their employees of the
consequences that may result from the performance of their duties in an irresponsible or incompetent manner.
Such an approach will foster a sense of self-discipline and facilitate the monitoring of employee conduct.

The provision of financial and moral encouragement to employees has been demonstrated to result in an
increase in their productivity. Therefore, the enhancement of both productivity and quality of work is contingent
upon the potential of the workforce. The formation and utilisation of such a system requires considerable effort
and expertise, including the ability to engage in organisational and educational work with personnel, as well as
the capacity to scientificly organise labour.
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KOBOCTI Ta KOHKYPEHTOCIHPOMOXXHOCTI. AKTyalbHICTh TeMH OOyMOBJIEHA THM, IO TPYAOBI PECYPCH € BaXKIWBUM
(axTopoM y BUPOOHHUUOMY TpoIieci 1 6€3 HUX HEMOXIINBA OyIb-AKa AISTTBHICTH MMIAIMPHEMCTBA. SIKICTh MPOMYKIIii,
Ky TIPOJIa€ KOMITaHis — XOPOIIIa, i MAMPHEMCTBO HE MOKE TpaIoBaTy 0e3 3amaciB mpoaykmii. Peamsaum mianmpu-
€MCTBOM CKJIQJIHIIE YIIPABIATH, HIXK (DI3UUHAM 1 JTIONCHKAM KalliTalloM Ta TPYAOBUMH PECypcaMu, HixK OyIb-sSKIM
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obnazHaHHAM. EeMeHTH BUPOOHHIITBA, TPYZIOBI PECYPCH, HE3BAKAIOUH Ha (1)13Ht1H1 3aXBOPIOBAHHSI, BIIIrPaOTh BH-
leJaJH)Hy porb y IiIBUTLCHHI SIKOCTI TPOYKIIii Ta HIJITpI/IMI_ll pecypciB ycix JaHOK BUPOOHHYO- TOCTOAAPChKOI 1i-
SUTBHOCTI MIpUEMCTBa. BHECOK BUPOOHMYMX €TIEMEHTIB 1 TPYAOBUX PECYpPCiB y MiJBUILICHHS SIKOCTI TIPOAYKIIT Ta
30epeKeHHs] BUPOOHMYMX 1 eKOHOMIYHHX PECypCiB IMiIMPUEMCTBA MA€ TIEPIIOPSTHE 3HAYCHHS, HE3BaXKAI0YM Ha Ha-
SBHICTB (Di3MIHUX TIpoOIeM. EQeKkTHBHICT BUKOPUCTAHHS €HEPreTHIHHUX PECYpPCiB, OTPUMAHUX BiJl CHCTEMH Mparli
Ha TIIIPUEMCTBI, BITOOPAKAETHCA Y KONMBAHHAX MPOAYKTUBHOCTI Tpalli. BuMiproBaHHsS MpPOMYKTUBHOCTI Mparli
CIyTY€E 3arajJbHUM 1HIUKATOPOM EKOHOMIYHOT aKTHBHOCTI PI3HUX Cy0 €KTIB y CydacCHOMY €KOHOMIYHOMY NaH mad-
Ti. el ynpaBniHChKH MIXiJ1 la€ KOMIUIEKCHE YSBICHHS TIPO CUTYAIIi0, IO OXOILUTIOE HOTO CHIThHI Ta ciabKi cTo-
ponu. [IpogyKTHBHICTB mpalli 03BOJIsIE POOUTH BUCHOBKH PO €()EKTUBHICTH POOOTH OKPEMHUX IMpAIiBHUKIB a00
MiIprueMcTBa B 1iToMy. J[iist Toro, 100 3p0o3yMiTH, UM € ONTUMAILHUM CHIOKHMBAHHS 1XKi 38 OIMHUIIO Yacy 1 4u
€ PO3YMHHM CITIBBIZHOIICHHSI MK 3apOOITHOIO IIATO0 MPAI[iBHUKA 1 JOXOJ0M IiJANPUEMCTBA, HEOOXIHO PO3BH-
BaTH TIPOJYKTHBHICTH TIPAIIi. HpO}ZLYKTI/IBHiCTI) mparii Moxe 6YTI/I H/IMBITyalbHOIO, JIOKANBHOIO a00 cycniHLHOIO
[HuBinyanbHa TMOKa3y€ MPOIYKTHBHICTh Tnpaifi OKpeMoro MpariBHUKA, JIOKaJIbHa — Cepe/IHiil pesyibTar 1o i IpH-
€MCTBY a00 raimysi. CycnlnLHa BUMIPIOETCA B MACIITa0l BCHOTO 3aiHATOrO HACEICHHS 1 CX0a Ha CITIBBIJTHOIICHHS
3araibHOI KITBKOCTI POOOUYHMX MiCIh y BUPOOHMIITBI BAJIOBOTO MPOAYKTY. BoqHOUac mpomyKTHUBHICTH mpaili, ska
craia CBiJIOMOIO, cTae MarepianbHo. Lle € oHier0 3 pymiHUX CHl e)EKTUBHOTO 3POCTaHHS MPOIYKTHBHOCTI
npairi, a 0TKe, OCHOBOIO CTPAaTeTii PO3BUTKY MOB’SA3aHOT 3 HEIO 1HAYCTpii. TepMiH «IIPOJYKTHBHICTEY TaKOX BH-
3HAYa€THCS SIK IHTErpaTUBHE Ta Oararo(pakTopHe MOHATTS. BiH BUKOPHCTOBYETHCS JUIsi BUMIPIOBAHHS SIKOCTI MPO-
JYKI1, KBamiQikaiii mepcoHaty, piBHSI TEXHOJOTI Ta PiBHSI MEHEHKMEHTY, COLiabHO-EKOHOMIYHOTO MOTEHIIaTy
MapKeTHHTY Ta MEHEIDKMEHTY, BUKOPHCTAHHSI TBOPUMX Ta IHHOBAIIHHMX (DAKTOPIB SK IHCTPYMEHTY (BKIIFOYAOYN
MartepianbHi Ta GinaHcoBi pecypeu). s MiABUIICHHS IPOAYKTHBHOCTI Tpalli HeOOX1HO TTOKPAIIUTH YIPaBIiHHS
MepPCOHAJIOM, OTPHMATH 1H(pOPMAILit0 PO MAHOYTHI BUTPATH, HAWHATH HOBHUI TIEPCOHAI, PO3POOUTH KOMIIEHCAIIII0
NpH 3BUTBHEHHI, CIIPUSITH HABYaHHIO Ta IMiIBUIICHHIO KBai(iKallii, a TakoX CTBOPUTH (HOHJ peMiroBanHs. MeToro
MPOTHO3HOTO aHANI3y € TMiJIBUIIEHHS TPOIYKTUBHOCTI mparti. J{isi 3a0e3rmeyeHHs] KOHKYPEHTOCTIPOMOKHOTO PiBHS
JKUTTS CHIBPOOITHUKIB, y TOMY YHCIIi Mi>KHAPOJIHUX OXOPOHHHX OpraHi3alliil, IepIoueproBo Mye OyTH BiJIITOBITHUN
PiBEHB MPOITYKTHBHOCTI.

KuouoBi cioBa: mignpueMcTBo, eQeKTUBHICTh, TPOAYKTHBHICTD TIpalli, (GakTopu, MiKpopiBeHb, (iHaHCOBA
CIIPOMOXKHICTh, HOPMATHBHO-TIPaBOBa 0a3a, TPYJAOBUIT TIOTEHIIIAN, CTUMYITFOBAHHSI, IEPCOHAN, CTATHCTUKA.
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