


THE ACADEMY OF MANAGEMENT AND ADMINISTRATION IN OPOLE

NOWOCZESNE PODEJSCIA SPOEECZNO-GOSPODARCZE
ROZWOJ] REGIONOW: TEORIA I PRAKTYKA

MODERN APPROACHES OF SOCIO-ECONOMIC
DEVELOPMENT OF REGIONS: THEORY AND PRACTICE

CYYACHI III/IXO/H COLIA/IBPHO-EKOHOMIYHOI O
PO3BUTKY PEI'IOHIB: TEOPIA I IIPAKTHKA

Monograph

Edited by Mykola Ohiienko

Tadeusz Pokusa

Opole 2020



ISBN 978-83-66567-23-8

Modern approaches of socio-economic development of regions: theory and
practice. Monograph. Opole: The Academy of Management and Administration in
Opole, 2020; ISBN 978-83-66567-23-8; pp.325, illus., tabs., bibls.

Editorial Office:

Wyzsza Szkota Zarzadzania i Administracji w Opolu
45-085 Polska, Opole, ul. Niedziatkowskiego 18 tel.
77 402-19-00/01 E-mail: info@poczta.wszia.opole.pl

Reviewers
prof. dr hab. Jadwiga Ratajczak, prof. dr hab. Volodymyr Lagodiienko
Editorial Board

Mykola Ohiienko, Tadeusz Pokusa, Wojciech Duczmal, Alona Ohiienko, Liudmyla
Matokhniuk, Liudmyla Nazarova, Kvitoslava Avramenko, Andrii Zavhorodnii

Publishing House:

Wyzsza Szkota Zarzadzania i Administracji w Opolu
45-085 Polska, Opole, ul. Niedziatkowskiego 18 tel. 77
402-19-00/01

200 copies
Authors are responsible for content of the materials

ISBN 978-83-66567-23-8 © Authors of articles, 2020
© Publishing House WSZiA, 2020



MODERN APPROACHES OF SOCIO-ECONOMIC DEVELOPMENT OF REGIONS: THEORY AND PRACTICE

1.1.

1.2.

1.3.

1.4.

1.5.

1.6.

TABLE OF CONTENTS

INTRODUCTION ..ottt s s e s 9
PART 1
ACTUAL MANAGEMENT PROBLEMS: BY TYPES OF ACTIVITY
AKTYAJIbHI ITPOBJIEMH YIIPABJIIHHA: 3A BUAAMU AIA/IbHOCTI

Modeling of accounting and analytical support for managing of the financial
condition in a facility

MopentoBaHHS 06/1iKOBO-aHAITUYHOTO 3abe3MedyeHHs yIpaBJliHHS
¢$iHAaHCOBUM CTAaHOM MiANPUEMCTBA
(Volodymyr Krylenko, Olena Hurina, Tetyana Horbatyuk, Marek Janicki).......... 12

Theoretical aspects of the influence of economic cycles and crises on the stability
of functioning of subjects of the food sphere

TeopeTuuHi acrieKTH BIVIMBY EKOHOMIYHUX LIMKJIIB i KpU3 Ha CTabi/IbHICTh
byHKIIiOHyBaHHS Cy0’€KTIB IPOI0BOJIbYOI chepu

(LiudmMyla NAZATOVA)........ccoeveieriseiresseresisissesisssiesissssesissesssssnssssssessnsssssssssssessssen 21
Conceptual problems of attracting foreign direct investment in the

regional economy

KoHuenTyasnbHi npo6sieMu 3a/ly4eHHS NPSIMUX iHO3€MHUX iHBECTULiH B
perioHaJibHY eKOHOMIKY

(ANdTrii ZAVROTOANIL) ...ttt et e e e e e e 30
Socio-economic basis for the formation of economic activity of the

population: theoretical and methodological aspects

CouianbHO-eKOHOMIUHUH 0a3uc popMyBaHHS EKOHOMIYHOT
aKTUBHOCTI HAaCEJIEHHS: TEOPETUKO-METOI0JIOTIYHI aCIIEKTH
(Ruslan Skupskyi, Ruslan Zubkov, Andrii SKomorovskyi)........c.ccceeuvecnene. 36

Impact of global warming on agriculture

BrJIKB r/7106a/1bHOTO MOTEIUIIHHS Ha CIbChbKe TOCIoJapCTBO
(Denys BONAATCRUK) .......cocueeeeueeteeeeeeierie s ses st s et s st esas e snene st 46

Theoretical aspects for establishment of a mechanism of financial support
for sustainable development of the region

TeopeTuuHni acriekTy popMyBaHHS MeXaHi3My GiHAaHCOBOTO
3a6e3mevYeHHsI CTAJI0T0 PO3BUTKY PETiOHY
(Olena Hurina, Victoriya Sobolenko, J6zef Kaczmarek jr).......cccccoeveviiniennne. 51



TABLE OF CONTENTS

1.7.

1.8.

1.9.

1.10.

1.11.

1.12.

1.13.

1.14.

Precision agriculture in Ukraine and prospects of it’s use

TouyHe 3eM/1epo6CTBO B YKpaiHi Ta nepcneKTUBY HOr0 BUKOPUCTAHHSA
(Vitaliy KryVOruChKO).......c.cooooviveeeiieee e ee ettt st sttt sississessississnsisisnnsnnne 68

The latest trends in economic activity in the regional labor market
[HHOBaNilHI MexaHi3MU QYHKIIIOHYBaHHS iHBECTHUIIIHHOTO PUHKY
(Ivan Kaitanskyi, Olena lakovunyk, Denis lakovunyk, Svitlana Niesto Gomes) .... 76

Land use in Ukraine on the basis of sustainable development and rational use
(Liubov Dranus, Valentyn Dranus, Oksana ProKopyshyn)...........ccccoceeccvirivinnnn. 81

The main problems of the Ukrainian national innovation system formation
and the prospects for the establishment of the state strategic management
institute of innovation activity

OcHoBHI npo6sieMy GopMyBaHHS HalliOHA/IbHOI iHHOBAI[IMHOI CHCTEMH

YKpalHU Ta NepCrneKTUBU CTAHOBJIEHHS IHCTUTYTY Jep>KaBHOTO

CTpaTeriyHoro ynpaBJ/iiHHS iIHHOBAL[iIMHOIO AislJIbHICTIO

(Kostiantyn NetUdyKRATA) .........ccccoueveeriinies ettt es e se e s e e e e e e 88

The analysis of the logistics system of the enterprise and definition of the
efficiency of its implementation

AHaJti3 JIoTicTUYHOI CUCTeMU MiANPHUEMCTBA Ta BU3HAYEeHHS ePEeKTUBHOCTI

BiZ 1l BIpOBa/PKeHHA

(Tetyana Slipukha, Oksana Achkevych, Tadeusz Pokusa)..............c.ccocovcvveveee. 97

Management strategies and modern methods of control and interaction

with staff

Ctparerii ynpaBJ/liHHA Ta Cy4aCHi MeTOAY KOHTPOJIIO i B3aEMOJI 3

IIepCOHAJIOM

(Nadiya Borokhova, Tetiana Stroiko, Wojciech RUAY) .........coceeueiioeeneieneceeneen e 106

Current problems of personnel management at the enterprise

AkTyanbHi npo6JsieMH yripaBJliHHS epCOHAJOM Ha NiJIPUEMCTBI
(Elvira Postovitiuk, Tetiana Stroiko, Dariusz ROGOWICZ)..........coccouvevcrccvvrconirne 114

Classification of methods of labor stimulation of personnel at the enterprises
Knacudikanis MeToaiB cTuMyitoBaHHs epeKTHUBHOI Mpalli epcoHasmy Ha

HiAPUEMCTBAX
(Hanna Burdelna, Julia Arkova, Olena Brekhuntsova)................ o eeeieeesnennens 121



MODERN APPROACHES OF SOCIO-ECONOMIC DEVELOPMENT OF REGIONS: THEORY AND PRACTICE

1.15

. The role of the climate global change mitigation in tactical and strategic
planning in the post-Soviet region
(Hanna Burdelna, Anna Bozhenko, Apolonia KIepacz).............ccceueuoiversnen. 128

1.16. Application of modern technologies in personnel management of the

1.17.

organization

3acTOCYBaHHS CY4aCHUX TEXHOJIOTIN B YIIPaBJIiHHI TEPCOHAJIOM

oprasisauil

(Alona Obozna, Olena Havrylova, Nataliia Shabelnik, Ivan Fedotov,

117 o0 (] Lo L Lo ol ) USSP 136

Innovative approaches in personnel management of the organization:

a competency approach

[HHOBALiMHI NiAX0AU B yIpaBJ/iHHI NepCOHAJIOM OpraHisariii:
KOMITIeTEHTHICHUM miaxiz

(Alona Obozna, Anna Pinchuk, Iryna Savarina, Witold Potwora).................. 140

PART 2

MODERN POLICY IN THE HOSPITALITY INDUSTRY: CHALLENGES AND NEW

2.1.

2.2.

2.3.

OPPORTUNITIES
CYYACHA NOJIITUKA B IHAYCTPII TOCTUHHOCTI: BUK/IMKU TA HOBI
MOKJIMBOCTI

Personnel management system of hotel and restaurant complexes
CucreMa ynpaBJ/iiHHS TePCOHAJIOM I'OTeJIbHO-PECTOPAHHUX KOMILJIEKCIiB
(Mykola Ohiienko, IVan CREIVEN)..........c.cccueumirerveiseeiesiesiesseses e esesteseesess e 146

Management and motivation of the personnel of the enterprises of tourist
branch

YnpaBJiiHHA Ta MOTHBALid IepCOHaNY MiANPUEMCTB TYPUCTUYHOI rajysi
(Alona Kliuchnik, Oleksandr Burtcev, Iwona Mstowska).........commmrernrrrnnnens 153

Evaluations of efficiency of use of tourist potential
(Olena Shebanina, Alona ORITENKO)..........ccueueuerierineineineee e ses s s esesss s 162



TABLE OF CONTENTS

2.4.

2.5.

2.6.

3.1.

3.2.

3.3.

Modern policy in the hospitality industry: challenges and new opportunities
CyyacHa noJiiTUKa B IHAYCTPil TOCTUHHOCTI: BUKJIMKHY TAa HOBI MOKJIMBOCTI
(Lyubov Zosimova, Liudmyla Nazarova)...........c.ccccueeecvveevsiesinsssisssssissssssninsssninnn 169

The role of innovative marketing strategies in the hospitality industry

PoJib iHHOBaLiMHUX MAapKETUHTOBUX CTPATErik B IHAYCTPil TOCTUHHOCTI
(Alona Obozna, Natalia Shabelnik, Ivan Fedotov, Filip Pokusa)................cccccee. 175

Modernization of food industry enterprises as a basis for increasing the
industrial competitiveness of the industry

MopaepHi3zanisa niAnpueEMCTB Xapu0BOl IPOMUCJIOBOCTI IK OCHOBA
NiJBULEHHA MI>XKHApPOAHOI KOHKYPEHTOCIIPOMOXHOCTI rajysi
(Dmytro Birich, Liudmyla NAZATOVA)..........ccccemumineieisiisiisisssissississssssesssssessness e 181

PART 3

TRANSFORMATIONAL PROCESSES IN THE EDUCATIONAL SPACE:
PSYCHOLOGICAL AND PEDAGOGICAL ASPECTS

TPAHC®OPMAILIHHI ITPOIIECU B OCBITHBOMY ITPOCTOPI:
IICUXO0JIOTO-NIEAAT'OT'TYHI ACITIEKTH

Problems of mathematical training of future primary school teachers

[IpobsieMu MaTeMaTUYHOI MiAITOTOBKY MalOyTHIX YUUTEJIB
[104aTKOBOI LIKOJIU
(KVitoSIava AVIAMENKO).......c.ocueeceeiieeeee ettt e e ss e e e sn e e 190

The problem of accentological literacy formation in the context of
language training of future primary school teachers

[IpobsieMa popMyBaHHS aKLLeHTOJIOT{YHOI TPaMOTHOCTI B
KOHTEKCTi MOBHOI Mi/ITOTOBKU MaOYTHIX yYHUTEiB IOYATKOBOI IIKOJIH
(TAtyana BilyAVSKQ)..........coeeumumrieiiirisrisiissisiisiissistsissin s sinsin s s s snsnsnsns e 197

Features of psychological maladaptation of anti-terrorist operation
veterans. Model of maladaptation

Oco6/1MBOCTI ICUXO0JIOTIYHOI Ae3a4aTalTOBAHOCTI BeTepaHiB

ATO. Mogesnb e3aanTOBaHOCTI
(01eNna BeSSATADIQA)..........c.coovueeieriseie et seei sttt e sn st srs e e sen e esesn e 204



MODERN APPROACHES OF SOCIO-ECONOMIC DEVELOPMENT OF REGIONS: THEORY AND PRACTICE

3.4.

3.5.

3.6.

3.7.

3.8.

3.9.

3.10.

Professional training of future professionals of agricultural production
in conditions of economic challenges

[IpodeciitHa nmigroTroBka MabyTHIX paxiBIiiB arpapHOro
BUPOOHUIITBA B yMOBAaX EKOHOMIUHUX BUKJIUKIB

(Karine Gorbunova, Svetlana Litvinchuk, Katerina Taihrib )........................

Influence of reflexivity on the forming the psychologisy’s personality
BriuB pediekcrBHOCTI Ha popMyBaHHSA 0COGUCTOCTI ICUX0JI0TaA
(TetiANA KOMAT ) ..ttt et e e e e e e en e e e e e

The importance of the personal space of a preschool child in the
formation of behavior

3HauyeHHS 0COOUCTICHOTO NPOCTOPY AUTUHU-JIOMIKIJIBHUKA Y
dbopMyBaHHI oBeJjiHKU
(Angelika KUrCRALOVA).......c.ooeoveeseiseiseierissisrississcsniinsns s s s s s s s s nssns s

Information analysis technologies for the study of social processes

in the regions

Texnouiorii aHani3y iHGopmarii AJs AoCaiAKeHHS colliaIbHUX
MPOLECiB perioHis

(Lyudmila Matokhniuk, Olha Valchuk, Yuriy Maksymenko, Daniel Palimgkay)......

Pedagogical excellence and pedagogical creativity as indicators
of a teacher’s professional success

[legaroriyHa MalCTEPHICTh Ta NeJaroriyHa TBOPYICTh K MOKAa3HUKHU
npodeciiiHOl yCNilHOCTI BYUTENS

(Tamapa Skoryk, Dariusz SEANUCROWSKI) ............cuvvervenreerenreariineene e

Natural training of future primary education specialists in the context
of European integration processes

[IpupoHyya niAroToBka ManbyTHixX paxiBiliB MOYATKOBOI OCBITH Y
KOHTEKCTI €EBPOiHTerpaLiiHuX NpoLeciB

(Iryna Sichko, Mykola Semerdzyan)............ccueumumimisississiseiseisesssssssssssesnenns

20s: XX and XXI centuries (scientific-pedagogical elite: experience of
decline)

20-i poxu: XX i XXI cToiTTs (HayKOBO-IleJaroriuHa eJiTta: JoCBij,
3aHenaay)
(NGtalii@ TEreNtIOVA) ..........cueueeeeeiieiieiieieieieiiei sttt e e e e e e e e s rinens

222

231

240



TABLE OF CONTENTS

3.11.

3.12.

3.13.

3.14.

Pecularities of forming the emotional-affective psychological mechanism of
social adaptation of young people with past damage motor disorders
OcobsnBocTi QopMyBaHHSI €MOLIiliHO-apEeKTUBHOTO MCHUXOJIOTIYHOTO
MeXaHi3My coljasbHOI ajlanTtauii MoJsofi 3 HabyTUMH NOPYLIEHHSIMH
$YHKLIM 0MOPHO-PYXOBOI0 anapaTy

(Inna Chukhriy, Matgorzata TUrbiQrz)..............oeeeeeseseseeseeeeeeeeieeieeieeine. 273
Pedagogical conditions for the implementation of advanced training of

future officers of the Naval Forces of the Armed Forces of Ukraine

[legaroriuyni yMoBH peaJiizaliii cTyneHeBol MiITOTOBKY MallOyTHIX

odinepiB BificbkoBo-Mopcbkux Cus 36poiiHux Cus YKpaiHu

(SheVCRENKO RUSIAN ...ttt e e 281
Professional education of management staff: world’s experience, issues

and perspectives

(Svetlana Yashnyk, Wojciech DUCZMQL)...........c..cccooesvrerveerseeisiesisssrsissarsissssssisssons 290
Level of existing problem solving in area of ecological competence
formation of future agricultural higher education institutions teachers
(Kateryna YabIUnOVSKQ)...........ccceeveveeesesns e srsssiesisssie e sesissinsisssnssisssesissssnnsniins 298
ANNOTATION

N 6 (01171 U PO SRTTN 307
ABOUT OF AUTHORS

BIZIOMOCTI ITPO ABTOPIB...... ettt en e e e 318



PART 1 CURRENT MANAGEMENT PROBLEMS: BY TYPES OF ACTIVITY

1.16. Application of modern technologies in personnel management of
the organization

3acTocyBaHHS Cy4YaCHMX TEXHOJIOTIH B yIIPaBJ/IiHHI IepCOHAI0M
oprasisanii

The biggest challenge for a company is creating an organizational culture. It is
easy to lose culture, mutual trust and respect, but it takes years to find worthy
employees who are able to object without showing dislike [2].

It so happens that a company works in a labor-intensive, not capital-intensive
sphere and the wages of employees are in fact the main item of its expenses, but at the
same time employees are talented and effective professionals, and the problem is a
drop in demand for its products in the market.

In such cases, it would be better to recommend transferring everyone to a
shorter working day instead of layoffs. Let the company go into hibernation, and let
the hassle of reduced workload and lower earnings become a “common problem” for
the entire organization, including senior management, to save workforce. When a
Japanese company is in dire straits, the first person to be cut is its president. If the
situation gets even more serious, it is he who is the first to resign. In Japan, they do
not start by firing ordinary employees - the Japanese believe that there are no bad
soldiers, there are only bad generals.

Creative thinking. Previously, when the demand for a product or service was
high, the company did not have enough time for a creative approach to business - to
think about what else to do or how to do their job better. Now that the pace of
economic growth has slowed and employees have free time, the time has come to
entrust them with the work that will ensure the flow of innovation. In this case, the
crisis will help make the company as cohesive, active and resourceful as ever.

In times of crisis, special attention should be paid to two critical issues:
controlling cash flows and maintaining a culture of mutual trust and respect.

From the book by D. Collins “From good to great. Why do some companies
make a breakthrough and others do not”.

One of the first steps of managers “on the way from good to great” is more
logical for a manager at first glance - it will be choosing a direction of development,
developing a vision for the future of the company, a strategy, and only then selecting
personnel capable of implementing this strategy. However, in the work of D. Collins,
we learn exactly the opposite opinion.

The leaders of great companies did not ask themselves the question of where
to direct the vector of company management in order to then select a team for the
chosen strategic direction. They "first made sure that all the "necessary people" are
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on board" (and all unnecessary ones are outside), and only then they decided where
to go "[3]. In fact, they thought differently, outside the box, namely: “.. I really don't
know where to go. And all | know is that if there are the right people on the ship and
they are in the right places, and the unnecessary people remain on the shore, then we
will somehow figure out where to sail in order to get to where we will be fine " [3].

[t follows that the leaders of great companies know three simple truths:

First, if you start with the question "who?" And not "what?", Then it will be
easier to adapt to the world around you. “If people boarded your ship just to sail
somewhere, what would happen if, after sailing ten miles, you suddenly realize that
you need to change course? You're in trouble. But if people are on your ship because
they want to be with others, then it is much easier to change direction ”[3]. Therefore,
in order to be an even more successful company, the whole team needs to change the
direction of development.

The second truth [3]: if the head of the company has assembled a team of “the
right people”, then the problem of motivation and management, in principle,
disappears by itself. This team does not need direct guidance or incentives; he has
enough self-motivation, due to the inner desire to achieve exceptional results.

The third truth [3]: if a team consists of people who do not see the development
of the organization or, even worse, do not want to see and do something, then it does
not matter whether the manager can choose the right direction and tactics for
organizing a successful business - all the same, the leader will not be able to create a
competitive and creative company. “A great strategy without great people is useless”
[3]. With a lot of focus on senior management pay today, all of this must play a
significant role in achieving outstanding results. How else can a leader "get" people to
do what will lead the company to success? And this is a deep error, according to many
years of research by the author himself in his assumptions.

It turns out that in order to be a successful company, the salary of employees
is not at all a key factor: it is paradoxical at first glance, but the answer is still simple,
the salary should be at the same level as that of competitors.

What is the secret of success then? The answer follows from the principle "who
first": it is important not as a leader to pay for the work of his employees, the most
important thing is "who is your top management" [3]. If managers are deep-minded,
strategically seeing the ultimate goal of the production or any other process in their
company, the so-called "correct”, then they use all innovative and productive ways to
achieve ultimate success so that the company achieves excellent results, and will not
do it for the sake of personal enrichment, but because of professional leadership.

Successful or “great” companies have always adhered to one simple truth: the
“right” people will do the “right” and achieve the best results they can, whatever the
system of reward or motivation [4].
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In recent years, crises of all kinds have become commonplace. However, even
in such extreme conditions, managers need to see the positive moments, the very
troubles and difficulties that a leader can commit when choosing a company's
development strategy - these are poorly built business processes, lack of skills and
knowledge in managing an organization, and this reason is more dangerous for the
reason the formation of its bankruptcy than many external macroeconomic factors.
The factors of the decline in the growth of income and employee productivity are
caused by “internal crises” and its problems, therefore the main task facing company
managers is an urgent need to solve, and sometimes even risky, internal
organizational negative foci and problems.

Positive factors in the emergence of external crises consist in the fact that, as a
result, in the companies, in addition to building effective business processes, the
microclimate is improving.

First, the most “ineffective” employees, who cannot or do not want to work,
will leave themselves or will be fired.

Secondly, at this time, many creative people appear on the market, which are
just more necessary for managers when choosing the right strategy, which contributes
to the final result, more creative and successful even in times of crisis.

The most difficult thing for managers in a crisis is the measures that have to be
taken within the enterprise. The previous efforts of both employees, departments, and
the enterprise as a whole are no longer enough to achieve the previous results. To
maintain a minimum sales volume, companies desperately need new, innovative
ideas, and subsequently, the use of actions to implement them, and at the same time,
employees must see that the manager knows what he will do, even with the maximum
risks, the most important thing is that the staff sees awareness in making management
decisions, and the specificity of the jointly-accepted tasks of the whole team.

The uncertainty of the external environment will only increase during a crisis,
so the points of support and stability will be felt less and less, but only due to the fact
that employees will see that the manager is not afraid to make decisions, will trust him
more, and thus, the feeling is removed imbalance within the organizational and
corporate culture and the so-called "team spirit of the team" increases.

How do some managers become more successful and stand out from the rest, less
competent?

The authors proposed the most successful methods and techniques, based on the
content analysis of scientific works of researchers and practitioners.

1. a successful strategist always looks to the future, not limited to solving
immediate problems.
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2. the strategist will not play all-in, ie recklessly and strategically not building a
plan of specific actions, which should be based not on guesswork, but on an objective
analysis and synthesis of possible risks.

3. thought very broadly; their goal was not only to manufacture a product, but
also to create cross-platform platforms for developing a product or service in a
multidimensional and versatile and innovative way.

4. acts at the tactical level. Nowadays it is creative to use business tactics from
different spheres, especially from sports. For example, many company leaders use "judo
tactics”, where agility and speed matter more than strength, namely, they allow them
not to catch the eye of a competitor, or vice versa, even to work fruitfully and jointly as
partners until a strategically good moment for "Throw" [5].

5. Determination of the strategically correct vector for the entire company, which
is one of the foundations of the corporate culture itself, but the most important point in
this case is not to use dictatorial and totalitarian methods of management later and not
to be a “hybrid manager”.

Interesting, in our opinion, are managerial ideas and techniques in personnel
management in the book "Branson's Rules" by the author Daniel McLemore [6], who
formulated the following methods and ways for their successful implementation by
the team:

1. "Department of People".

The author has a negative attitude to the use of the expression “personnel
department .. in the communication vocabulary .. I call these units“ human
departments "[6].

2. Listen and ask questions.

In managerial practice, a leader must be able to listen, "asking the simplest
questions are the most important conditions for success in business, which are often
criminally underestimated.”

3. Ability to delegate authority in the company. To create a successful business,
itis not enough to be a strong person. “... You also need to be able to delegate authority.
Having created a business, you need to step aside. Help people run independent
companies. "

One of the most important tasks of an entrepreneur-leader is to empower
employees to make their own decisions.

Referenses:
1. TexHoJiorii ynpaBJ/iiHHA nepcoHasioM: MoHorpadisi/ O.A.l'aBpui, JI.€.JloBraHsb,
[.M.Kpeigny,H.B.Cemenuenko.-Kuis : HTYY « KIII imeni Irops Cikopcekoro»
[3n1ekTpoHHBIN pecypc]: Pexxum foctyna:
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1.17. Innovative approaches in personnel management of the
organization: a competency approach

IHHOBaNiAHI MiAX0AM B ynpaBJ/IiHHI NepCcOHa/IOM OpraHi3saiii:
KOMIIETEHTHiCHMHN miaxizn

Personnel management technologies provide solutions to personnel issues facing
each organization. With their help, high efficiency of employee management is ensured.
The formation of professional competence is the result of the successful establishment
of new methods of development in the context of a specific situation, values, health
and knowledge [1].

Personnel management problems are encountered in many enterprises. However,
as practice shows, the solution of many personnel issues depends on the management of
the enterprise, but a preliminary analysis of the situation is required.

There is another problem related to personnel management, which is often
encountered in domestic companies. We are talking about the absence of a unified
system of work with personnel. Such a system involves the study of the abilities of
specialists working in the organization.

Considering the main technological methods of management, the most important
ones can be distinguished, when:
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e recruiting personnel, increased attention is paid to the business and personal
qualities of applicants;

 HR specialists carry out work using various technologies of personnel selection;

» new employees are assisted in effective adaptation.

In the future, the technological process of management consists in the
development of a full-fledged motivation system aimed at increasing labor
productivity. Personnel management technologies are a tool of influence that helps to
achieve certain goals.

HR management technology assumes:

 conducting a business assessment of applicants;

e career guidance;

 adaptation of personnel;

e business career development;

e career advancement and management;

* motivation of activity;

 providing informational, legal and regulatory and methodological aspects of
management.

To ensure the sustainable development and survival of an enterprise in a
changing market economy, efficiency criteria will help, in which in the first place is:

e simplicity of management, which consists in the presence of intermediate
stages in the progress towards the main goal, the absence of unnecessarily
complicated actions;

e reliability, when the strength of such technology has been worked out, there
are duplicate techniques in case of failure of the initially applied technologies;

« efficiency;

e ease of use;

« practicality.

Efficiency depends on how skillfully the HR manager, the highest and the middle
main link of the company, uses these methods.

Modern management is determined to implement technologies that help
develop management plans for staff work.

Social technologies of personnel management work effectively if the work of the
organization is stable, the financial condition is measured. The personnel service is
assigned the main role at the turn of the implementation and implementation of public
management technologies.

Atthe heart of the application of the social technology of personnel management
of the organization is a system of direct and indirect material motivation of labor
activity, which allows:

e increase labor productivity;
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