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PROBLEMS OF FORMATION AND EFFECTIVE USE OF ENTERPRISE STAFF

ABSTRACT

Introduction. The article studies the processes of formation and implication of the personnel of the
enterprise in terms of labor market development. The recommendations for improving the formation of the
personnel as a factor in improving the efficiency of activities are developed.

Goal. Study of processes of formation and efficiency of implication of the personnel of the enterprise
in the conditions of development of the labor market, as well as development of recommendations on
improvement of formation of the personnel of the organization as the factor to increase the efficiency of its
activity.

Results. The peculiarities of the personnel formation and implication the LLC «Pearl of Podillyax
have been revealed, in particular, the open personnel policy of the LLC indicates the transparency of the
enterprise for potential employees of any level. More than 30% of the employees are under 40years of age
and have the appropriate professional knowledge and skills.

Disappointing trends in the dynamics of the number of employees of the LLC (the annual decrease in
the number of employees, which is reflected in the increase of fluctuation on dismissal (30% in mid —2020),
decrease in fluctuation on admission — 35%) are pointed at.

The article emphasizes that combination of economic and social perspectives must be taken into
account when improving the personnel management system at a limited liability company.

It is proposed to take into account the experience of other countries and successful companies in the
sphere of personnel development. However, copying foreign methods of work with staff without taking into
account the characteristics of Ukrainian enterprises can have a significant negative effects — both
economic and psychological, because in the work with people the mentality, traditions, features of the
spiritual and socio-economic environment in which individuals grew and formed are of great importance.

The recommendations, proposals and measures have been developed to improve the problem of
raising the efficiency of the organization in the sphere of formation and implication of the personnel.

Keywords: personnel formation, personnel work, personnel evaluation and selection, personnel
hiring, personnel management.
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I'anuna BAB’SAK, Haranias KOTUC

MNPOBJIEMHN ®OPMYBAHHSA TA E®EKTUBHE BUKOPUCTAHHS ITEPCOHAJY
NI ANPUEMCTBA

AHOTAIA

Bcemyn. B cmammi npogedene 00CnioxcenHs npoyecie popmysants ma UKOPUCMAHHI NePCOHATLY
NIONPUEMCMBA 3a YMO8 PO3BUMK)Y PUHKY poOOUOi cuiu, po3pobieHo pekomeHOayii wooo 800CKOHAIEHHS
GopmysarnHs nepcoHany K YUHHUKA NiOBUWEeHHS e(heKMUBHOCMI OIsIbHOCTI.

Mema. Busuenus npoyecié gopmyeanns ma  e@peKmusHo20 BUKOPUCMAHHA — NEePCOHALY
NIONPUEMCMBA 8 YMOBAX CYHACHO20 PO3GUMK) PUHKY NPAYi, d MaKo#C po3poOIeHHsA PeKOMeHOayil uooo
B00CKOHANIEHHS. (POPMYBAHHA NEPCOHANY Op2aHizayii AK YUHHUKA NIOBUUEHHS eheKmUBHOCMI 1020
OIAILHOCMI.

Pesynomam. Buseneno ocobnusocmi gopmysanus i euxkopucmarnts nepcouany wa TOB HBA
“Ilepnuna Ilooinnsn”, 30xkpema 6iokpuma xaoposa noiimuxa TOB eéxazye Ha npozopicms nionpuemMcmea
0151 NOMEHYIUHUX CcnispobimHukie 0y0b-axko2o pieHa. binvwe 30% npayieHukie nepebysaromos Y
8ik06ill kamezopii 00 40 pokie ma maroms 6i0NOGIOHI NPOGeCilini 3HAHHA MA HAGUYKLL.

Brazano  na neemiwni menoenyii w000 Ounamixu uucenvHocmi nepcouany TOB (wopiune
3MEHUIeHHST YUCEIbHOCMI NpayiéHUKI8, wo 8i0obpaxcacmvcs y 30iIbUeHHI NOKA3HUKa obopomy 3a
36inonennsm (30% na cepeouny 2020 p.), smenwenns obopomy 3a nputiomom — 35%).

B cmammi 30iticneno nazonoc, wo npu yoockonanenui cucmemu ynpaeninusa nepconaniom na TOB
HeobXiOHO 8pax08ye8amu NOEOHAHHA EeKOHOMIYHUX mMa COYIANIbHUX NePCneKmus.

3anpononosano epaxysamu 00c8i0 IHWUX Kpain ma YCRIWHUX KOMNAHit y cghepi po36UmKY
nepconany. Ilpome,  Konitoeanusa 3apyOidcHUX Memodie pobomu 3 NepcoHAIoOM 0e3 6paxy8aHHs.
ocobausocmetl YKpaiHCbKux RIONPUEMCME MOHCe MAMU 3HAYHUL He2amUueHUul eekm — AK eKOHOMIYHUL,
Mmak i NCUXON02IUHUU. OCKIIbKU V poOOmMI 3 TI00bMU GeNIUKe 3HAUEHHS MAOMb MEHMAlbHICMb, Mpaouyii,
0CcoOIUBOCMI 0YXOBHO20 MA COYIATLHO-EKOHOMIYHO20 Cepeoosunyd, 8 AKOMY 8Upociu i chopmysanucs
ocobucmocmi.

Po3spobneno pexomenoayii, nponosuyii i 3axo0u w000 60O0CKOHANEHHS NpPOOIeMU NIOBUUJEHHS
epexmusrnocmi 3abe3neduenns opeanizayii popmyeanus ma BUKOPUCTNIAHHSA NEPCOHATY.

Knwwuosi cnosa: opmysanns nepconany, kaopOsa p060ma, Oyinka ma 6100ip nepcouany, Haum
NepcoHany, YNpAagiiHHi NepCcoOHANIOM.

®opmyan: 0, puc.: 0, Tada.: 1, 6i6a.: 10.

Problem statement in general and its connection with important scientific and practical tasks.
Nowadays the personnel of the enterprise is one of the most important types of its capital. In this regard, the
work of personnel management has come to the foreground and is one of the main tasks set before the
management staff.

Activization and development of the potential of the enterprise personnel and the related social
problems are not solved automatically. Meanwhile, the efficiency and competitiveness of enterprises, the
ability to master the latest technologies largely depend on their solution. It is due to the intensification of
production, the development of scientific and technological progress, which are structural changes in the
economy caused by market relations. Hence, effective business activity and high competitiveness are
achieved through the optimal combination of all resources of the enterprise. Inefficient use of at least one
resource leads to some reduction of the production, decrease in quality and, consequently, reduction of
competitiveness of the enterprise.

The priority is the issue of personnel formation as a process of providing the company or organization
with the personnel of the required quality in the required number. It is thanks to the successful formation of
a staff that you can expect the successful use and effective functioning of the entire organization in the
future. The processes of renewal, replenishment of the staff, development and improvement of
competencies of the employees, their movement in the enterprise occurs throughout its lifetime activities,
therefore the implication of the staff is continuous.

Unfortunately, at present there is no purposeful state policy in the sphere of personnel management,
so consideration of this issue is very important for both the state and the enterprise itself.

116



ISSN 2522-185X PerionanbHi acneKkTd po3BUTKY NPOAYKTHBHUX ¢ YKpainu. 2020. Bumn. 25.

The analysis of recent research and publications. Among the scientists who have devoted their
work to the study of the problem of formation and implication of the personnel can be pointed out the
following ones O. Grishnova, V. Danyuk, A. Kolot, O. Kuzmin, V. Onikienko, F. Khmil, S. Shekshnya, G.
Shchokin. However, despite the significant number of scientific papers on the problems of personnel
management, their acuteness has not decreased. This is due to the fact that nowadays employees are
presented with new requirements and skills of work with new equipment, a positive perception of
organizational changes, a constant improvement of their qualification.

The effectiveness of the personnel management system functioning is determined by its contribution
to the achievement of organizational goals. Problems of formation of highly professional personnel in the
conditions of instability of production are considered.

Goal. Study of processes of formation and efficiency of implication of the personnel of the enterprise
in the conditions of development of the labor market, as well as development of recommendations on
improvement of formation of the personnel of the organization as the factor to increase the efficiency of its
activity.

Presentation of the main research material. The main purpose of personnel management is to
provide the enterprise with employees who meet its requirements, to achieve professional and social
adaptation of these employees.

The main tasks of the personnel management structure of LLC «Pearl of Podillya» are to plan the
enterprise's needs manpower, to search and select necessary employees, to train and improve their skills, to
manage work motivation, to create conditions for increasing productivity, to control the change of the status
of employees, legal issues of labor relations.

The open personnel policy of the enterprise is characterized by the fact that the company is
transparent for potential employees at any level. Here they are ready to hire any specialist, if he has the
appropriate qualification without taking into account the experience of work at the enterprise.

The staff of LLC SPA «Pearl of Podillya» covers several gender and age groups of employees who
have different potential opportunities, depending on the jobs and positions they hold.

Qualitative features of the personnel of the enterprise are its educational, professional, qualification
levels, work experience in the specialty and in this enterprise. Quantitatively, the staff of the enterprise is
characterized by its number in terms of a certain age, gender, or professional qualification group, as well as
the number of working hours. Also, changes in the number are reflected in relative indicators: staff
fluctuation, turnover ratios on acceptance, turnover on dismissal, absenteeism, variability and consistency.

Relative indicators of staffing according to the staff schedule or workplaces (shortage in LLC) are
also the subject to research. The shortage is a problem, the solution of which requires expenditures for
training, providing accommodation, transport, new contingents of employees.

An important feature of the enterprise staff is the age of employees. It should be noted that more than
30% of them are in the age group up to 40. Employees of this age group have the appropriate professional
knowledge and skills, are able to master new technologies and methods of work and can, under favorable
conditions, implement the accumulated abilities in the process of work. Younger workers have the
necessary knowledge, young workers are more mobile, more sensitive to changes, have the opportunity to
learn quickly and implement innovation aspects of work, and so on. And the advantage of older employees
is a considerable work experience, which allows them to perform their duties well. This group of employees
is characterized by the greatest consistency. However, the staff has almost no opportunity for career growth
due to the lack of a multi-level organizational structure. Absence opportunities to provide training for
employees with further wage growth in accordance with the acquired qualification level does not motivate
to productive work either.

The studies reveal disappointing trends in the staff number dynamics. With the annual decrease in the
number of employees, which is reflected in the increase in the turnover rate on dismissal (30% by mid —
2020), there is also a decrease in turnover on hiring — 35%.

The negative thing is also a decrease in the coefficient of the consistency of the staff. It is a
manifestation of destructive attitudes and instability of the staff, as employees tend to leave the company.
However, not the least role is played by trends of a social nature, independent on the management policy of
this particular enterprise. Taking into account the deteriorating living standards and rising inflation, as well
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as obtaining the right to visa-free border crossing with the European Union countries, it can be assumed that
employees are not inclined to stay at their enterprise for long, as they may receive incomes several times
higher in neighboring Poland, the Czech Republic, Hungary and Slovakia. They are also inclined to do that
by working conditions in Ukraine. The traditional practice is to discriminate against employees on the basis
of working hours (they often work 12-14 hours a day). When comparing incomes in Ukraine and EU
countries (even on the basis of illegal labor), the result is not infavour of the choice of a job at local
enterprises.

The evaluation of the staff of LLC SPA «Pearl of Podillya» according to the above-mentioned criteria
of the competence approach has allowed to determine that most employees have the necessary business and
personal competencies, which is the result of successful recruitment of the staff at the enterprise as well as
development and improvement of professional skills of employees.

Inefficient implication of the personnel significantly reduces the level of qualification and efficiency
of employees, labor productivity, increases the material and moral aging of the fixed assets, increases
material consumption of the products, leads to a significant increase in the cost of services and reduces the
efficiency.

Improving the system of personnel formation and its use in Ukrainian organizations in general and at
LLC SPA «Pearl of Podillya» in particular should be based on foreign experience. First of all, it is a
question of adoption by heads of firms and companies of foreign progressive experience concerning the use
of certain methods or ways of effective providing the enterprise with the personnel. It also applies to state
financing and motivation for inside training the staff, introduction of new methods of staff evaluation,
focusing on staff motivation, moral and material incentives for all employees to highly efficient work.

The digital age presupposes the use of new methods both in the formation and in the implication of
the personnel. The modern methods are worth noting, as they have already been widely used in recent years
in the labor markets of developed countries. Today, many management functions, including personnel
management, are digitized (Table 1).

Table 1
Modern methods of personnel formation and implication in countries of developed economies
Methods of personnel formation Methods of personnel implication
(hiring)
Inclusive vacancy announcements Widespread implication of flexible work schedules and remote
employment
Software advertising Evaluation of the final results of work
Video interview Attracting employees
Management of relationship with The use of cloud technology in communications
candidates
Benefits of gig-economy Creating conditions for continuous learning and upgrading skills
Attracting passive candidates Interfunctional cooperation
Programs of hiring advised employees Participation of employees in the assets of the enterprise
Mobile messaging Transparent corporate social responsibility strategies
Review of employer’s sites Decentralization of management, effective feedback
Social networks Encouragement of creativity
Personnel marketing, hiring marketing Wide application of career planning
Aging manpower management Creating special management approaches in individual
companies that are appropriate just for them
Data bank with a "talent pool” Division of one job between two performers
Formation of positive experience of
candidates
Joint employment
Virtual reality (VR)
Hiring based on data and HR analytics
Anrtificial intelligence (Al)

Note. Compiled according to the data [9; 10].
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The process of staffing with a focus on involvement requires certain steps from staff managers and
enterprise management, because as the experience of modern foreign companies and successful Ukrainian
companies, modern employees tend to leave the enterprise easily within 1,5-2 years, if they are not offered
prospects and career growth, or at least the time to discuss these issues with the manager are not found [9].

In order to determine the ways to improve the efficiency of staff formation, it is necessary to have a
detailed description of this staff, to analyze each employee and the compliance of his qualifications with the
position etc.

The attention is worth paying to the following areas of improving the efficiency of personnel training,
which, in turn, will increase productivity, output and other important economic indicators: to organize all
employees without exception to verify the accordance of theoretical and practical knowledge to the position
or job; to dismiss unskilled and low-skilled workers and accept highly qualified ones for their positions —on
a competitive basis from among their employees or to offer retraining to employees; to defend the
possibility of timely staff rotation; to organize retraining and advanced training of employees at the
enterprise in order for employees to master related professions; to appoint employees of their enterprise at
the vacancies upon retirement, if is possible; to interest and create conditions for getting of higher and
secondary special education by a wide range of workers without discontinuing work; to inform regularly
the staff about vacancies and the prospects of the enterprise, to ask the employees to recommend vacancies
to their friends and acquaintances.

When finding and selecting staff, it is important for the enterprise to adhere to several principles that
will not only allow to choose the best candidates to fill existing vacancies, but also facilitate their easy entry
into the organization and quick reaching the level of performance that meets the requirements.

Recruitment and selection of the personnel should not be seen as a simple recruitment for a specific
job, they should be related to the general context of the programs implemented in the field of personnel
management, designed to ensure the achievement of enterprise goals and success in implementing the
strategy developed by the management staff.

We believe that when improving the personnel management system at LLC, it is necessary to take
into account the combination of economic and social prospects. From the economic point of view it is
expedient: firstly, to provide growth of efficiency on the basis of constant technical and organizational
improvement of the enterprise; secondly, to improve the system of remuneration for the personnel.

It is clear that the formation of the compensation package is limited by the financial capabilities of the
LLC, but it will allow to develop a clear system of payment for employees, and on the other hand it does not
require too high expenditures, because the transparent compensation system increases loyalty of the
employees to the enterprise, reduces deviant inclination of some employees to get unaccounted profits at
the expense of the enterprise .

In order to overcome the negative trend to staff reduction and staff fluctuation, it is necessary to
generate the interest in the overall result and not only in the current period, but also in the long run (at least
for a year). According to the experience of Japanese business, the payment of bonuses for the results of the
performance of the entire firm at the end of the year has a positive impact on the stability of staff and the
achievement of the even optimal productivity throughout the year.

In social terms, changes in the personnel management system should be aimed at maximizing the
implication and development of the abilities of the employees of the enterprise, as well as at creating a
favorable psychological climate.

Successful improvement of the system of formation and implication of the personnel will strengthen
the overall state of the enterprise, will improve its reputation among the clients.

Conclusions and prospects for further explorations. One of the main tasks of the enterprise should
be to improve the quality of staff. Therefore, it is necessary to pay attention to the following aspects and
introduce possible changes at the enterprise: analyze the professional, educational and age composition of
the staff, as well as other socio-demographic data in order to use them to improve the quality of the staff, to
plan relevant aspects of social development; to organize and provide staffing of the enterprise with
employees of all categories, necessary professions, specialties and qualifications according to the labor
plan; to study the business and personal characteristics of employees to move them to other positions; to do
calculations and to make applications for the needs of the enterprise in young specialists and skilled
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workers; to perform the work on assistance in training employees of the enterprise without discontinuing
work, and also on the account and control of results of their training; to keep records of incentives and
rewards for workers and employees; to organize attestation and other types of evaluation of managers and
specialists, as well as financially responsible persons, since attestation is one of the successful conditions to
improve the quality of the staff; to control the implication of workers and employees in accordance with
their profession, specialty and qualification.

Starting to implement an effective system of formation and implication of the personnel at the
enterprise, it is worth paying attention to the analysis of the labor market, because it is of great importance.
It is advisable to choose, mainly within the enterprise a source of recruitment that would correspond the
purpose of hiring. Promotion of its employees will be cheaper. In addition, it will increase their interest,
improve the moral and socio-psychological climate at the enterprise and will strengthen the commitment of
the employees to the enterprise. However, we should not forget that the enterprise human resources are
depleted over time and it is necessary to attract highly qualified personnel from outside.

One of the main tasks of the enterprise should be the analysis of the labor market. After all, the quality
of the work performed to hire highly qualified personnel will depend on how well the labor market will be
researched and if it will be known what personnel it has. That is, if it is not known what employees the labor
market can offer for the company, then it is unknown what the requirements for candidates should be and
how they can be involved to achieve the goal.
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