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In the conditions of development of the national economy, which requires technological and structural transformations,
informatization of the main processes, there is a significant increase in the role of personnel in the success of trade
enterprises. Personnel is the main productive force in solving issues of economic growth and efficient operation of
enterprises, ensuring their competitiveness. The article examines the process of improving the personnel management system
of a trading enterprise, analyzes the methods of personnel management, features of personnel policy. The authors analyzed
the activities of the enterprise, assessed its composition, personnel structure, tasks and factors of personnel management and
formed proposals and measures to improve personnel management at the enterprise. To improve the enterprise needs to
implement a competency-based approach to personnel management and improve the training system, retraining of employees
and training of administrative and managerial staff.
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Problem statement. Improving the efficiency of personnel management in modern condi-
tions is of particular importance because the main and most influential factor in ensuring the
efficiency of the economy of Ukraine is the system of human resource management. In mod-
ern conditions, personnel management at enterprises of all forms of ownership does not meet
the existing needs of the market. This situation is due to the influence of echoes of the com-
mand-administrative system and the rapid change in the conditions of operation of enterpris-

© Oniituenko 1. M., JTitkoBchka M. 10., 2020
321



MMPOBJIEMU 1 TIEPCTIEKTUBU EKOHOMIKHU TA VIIPABJIIHHA Ne 1(21),2020
OIHAHCOBI PECYPCH: ITPOBJIEMU ®OPMYBAHHS TA BUKOPUCTAHHAA

es. The human factor is playing an increasing role in ensuring the competitiveness and effi-
ciency of enterprises in a market economy. Properly created personnel potential creates the
preconditions for the long-term and successful operation of the enterprise in the market of
goods or services. Classical methods and techniques of personnel management today do not
meet the requirements of modern business; they are not able to provide effective relationships
in an unstable area. In modern conditions, the competitiveness of enterprises and organiza-
tions depends on the level of formation of effective personnel policy at the enterprise, which
would meet the requirements of the strategic goals of the company and its mission. Well-
formed personnel policy is especially important at private enterprises, where the most modern
and effective technologies that have positively proven themselves should be used.

Analysis of recent research and publications. The following domestic scientists studied the
personnel management system at enterprises: V. Adamchuk, V. Gerasimchuk, G.Zavinovska,
V. Prasol, I. Lukinov, J. Petrovich, A. Kolot, M. Grinyova, A. Afonina, G. Shchokin, E. Libanova,
D. Goddess, G. Kopets.

Problems of personnel management of a commercial enterprise are the subject of research by
a number of domestic and foreign scientists, such as M. Aksenova, O. Gavrish, E. Gorshkova,
L. Dovgan, 1. Kreidych, O. Kukharkova, O. Krushelnytska, D. Melnychuk, N. Sytnyk etc.

Allocation of the unsolved earlier parts of the overall problem. Ukrainian trade enter-
prises still need to improve the personnel management system and despite the wide range of
research, the problems of development and personnel management in the enterprise remain de-
batable and need further study in the light of changes in market competition and globalization.

The aim of the paper is to study and analyze the personnel management system of a
commercial enterprise, identify problems of its development and develop recommendations
for its improvement through the introduction of innovative technologies and modernization of
personnel development.

The main results of the study. The personnel management system, the core of which is a
functional subsystem, includes four more subsystems: information, socio-psychological, fi-
nancial and legal. The main task that is solved with this system is the effective management
of human resources of the organization. The functional core of the management system is to
solve the following tasks: search, selection, training and staffing; optimal placement of staff
within the organization; efficient use of personnel; management of socio-psychological fac-
tors. A secondary function, as in the implementation of personnel management systems, is to
create favorable conditions for work. The personnel management system of the organization,
which takes into account the specifics of its activities, is a set of methods and technologies
and work with personnel based on certain principles [6].

Any management system consists of three technological blocks: search technology, selec-
tion and formation of personnel; technologies for staff development and training; technologies
for the optimal use of the ability and resources of the current staff. The successful economic
activity of the enterprise largely depends on how effectively the personnel management sys-
tem works. And the condition for the coordinated work of this system is the use of systems
analysis, as well as other methods that allow to adapt it to the needs and requirements of the
enterprise. Thus, the method of comparison is used in order to analyze and compare the man-
agement systems operating in the enterprise with the management system of another, more
successful enterprise engaged in the same production activities. To create an optimal model
and frame management system, we also use the method of sequential substitution, in which
the value of each factor that affects the functionality of this system changes sequentially [10].
Management systems use a variety of methods, approaches and techniques, as well as provide
the opportunity: to organize, target (direct) and effectively organize the performance of func-
tions inherent in personnel, procedures and operations necessary for the implementation of
managerial influence. Collectively, the methods of management, which are used to determine
and achieve its goal, act as methods of management.
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Methods of personnel management are also called ways to influence the team or individual
employees in order to coordinate their activities and in the process and work to achieve the
whole and the organization. Depending on the content of managerial influence in management
and distinguish between organizational and administrative, economic and socio-psychological
methods of management. The choice of method in management in the subject of management
depends on the value and tradition and social group, the level of development of productive
forces, production relations in societies and the type of activity and object in the management
[16]. In a constantly changing global world, trade enterprises must observe the development of
an extremely competitive environment, characterized by economic and social turbulence, the
impact of three main variables: technological, economic and competitive. The basis of any or-
ganization and its main wealth are people. In the new economy, the role and importance of man
in economic structures not only did not fall but on the contrary — increased [13].

The personnel management system in a modern trading company, regardless of owner-
ship, is the most powerful tool for competitiveness and development. Therefore, there is a
need to increase the efficiency of the personnel management system taking into account the
requirements of a market economy. The management of an enterprise operating in market
conditions places high demands on the professionalism of management staff. The problem of
personnel management in a commercial enterprise is a key point in the restructuring of the
entire management system [11]. The personnel management service implements the personnel
policy and coordinates the labor management activities of the enterprise; carries out the nec-
essary expansion of functions for the creation of new systems of stimulation of labor activity,
carries out management of the market of labor resources, creates personnel reserves for man-
agement staff. The personnel management system is extremely complex and provides contin-
uous improvement of methods of work with personnel and use of achievements of domestic
and foreign science, the best industrial experience [8].

In fact, the functioning of the system of implementation of the personnel management
process is ensured by its subsystems, each of which is responsible for a separate function of
the management process: the subsystem of planning work with personnel; subsystem of or-
ganization of personnel work; subsystem of the motivation of results of work and behavior;
control subsystem. The structure of the personnel management system of any enterprise de-
pends on the scale of the organization, its territorial location, the nature of activities and other
factors. At large enterprises there is a personnel management service, which provides selec-
tion and hiring of personnel, personnel evaluation; organization of staff training and advanced
training; analysis of qualitative composition and staff turnover; certification and staff rotation;
payroll management; organization of accounting and reporting [9].

Unlike large enterprises, small ones, due to limited financial and other resources, usually
do not have full-fledged personnel management services and do not pursue large-scale per-
sonnel policies. In particular, in medium-sized enterprises, issues related to the functions of
personnel management are dealt with by individual specialists, whose responsibilities are de-
termined by job descriptions. In small enterprises, these functions are entrusted to the head of
the enterprise, who provides planning of work with staff, organization of staff work, the moti-
vation of work results and behavior, as well as control of work performed [15]. The technolo-
gy of personnel management of the organization involves the organization of recruitment, se-
lection, hiring, business, career guidance and adaptation, training, management of business
careers and career advancement, motivation and organization of work, conflict and stress
management, sustainable development, staff release. These include issues of interaction be-
tween the leaders of the organization with trade unions and employment services [7].

There are concepts of "staff technology" and "personnel technology". Staff technologies are
professional techniques for working with staff, which ensure the implementation of targeted
personnel activities. Used constantly in the preparation and adoption of management decisions
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regarding personnel. They are developed at the enterprise and have mostly traditional forms.
Personnel technology is a set of methods of personnel management, which are focused on as-
sessing and improving the "human resource" of the enterprise. They are used mainly in a specif-
ic situation and are implemented through a consultative process. They are developed outside the
enterprise and are adapted to its culture and in accordance with the requirements of practical
efficiency [1]. The main purpose of management personnel technology is to optimize and in-
crease the effectiveness of the management process in working with staff, which is achieved
through the search and application of more effective methods of personnel management, which
contribute to streamlining the management process by excluding certain activities or operations,
including those not necessary to achieve goals and management tasks. It is the personnel-
technologies that minimize the costs of personnel management of the enterprise, which helps to
increase the efficiency of its use [14]. The effectiveness of personnel management of the trade
enterprise depends on: the formation of the company's reputation as a good employer; develop-
ment of the system of adaptation to the external and internal labor market; use of payment sys-
tems based on the principles of taking into account the personal contribution and the level of
professional competence of each employee; availability of a flexible system of work organiza-
tion; employee participation in discussing problems and making management decisions; delega-
tion of authority to subordinates; organization of an effective communication system, which is
an integrating factor of the whole model of strategic personnel management [4].

Problems in personnel management of the enterprise are often found in the assessment
of the internal and external environment [17]. For example, the results of the SWOT-
analysis of the company Technopolis-1 LLC (Chernihiv branch) indicate a lack of attention
to staff development, insufficient level of staffing (Fig. 1). Technopolis-1 LLC is a Ukraini-
an chain of electronics and home appliances supermarkets, founded in 1999 in Ukraine un-
der the Eldorado brand.

Opportunities Threats
Entering new markets; Changes in the needs and tastes of
Increasing the volume of e-commerce; | consumers;
Increasing the level of income and pur- | Declining living standards;
chasing power of the population; Rising inflation; Change of customs
The decrease in prices for goods tariffs;
Increasing pressure from competitors
Strengths "Strength and opportunities" "Strength and threats"
Wide range of goods; Entering new markets, which will attract | Stimulation and implementation of
High-quality control; new buyers; the results of scientific and techno-
Competitive price. Identification of reserves to reduce the |logical progress; High competition of
cost and price of goods; Increasing the | domestic producers; Substantiated
range optimization of the product range
Weaknesses "Weaknesses and opportunities" "Weaknesses and threats"
Insufficient attention to staff | Activation of the advertising policy will [Rising prices for goods
development improve the image of the enterprise; Loss of potential consumers
Limited financial resources Improving the technology of sales of
Insufficient level of staff goods

Fig. 1. Matrix of SWOT-analysis of Technopolis-1 LLC

The staff of Technopolis-1 LLC consists of all employees who participate in the economic
activity of the enterprise on the basis of employment contracts. The need for staff by type of
position and number of employees is determined in the staffing schedule of the enterprise,
which is approved by the head of the enterprise annually. The staffing schedule also deter-
mines the number of monthly salaries of employees. Employees of the enterprise are divided
into managers, experts, specialists and employees. The composition and structure of the staff
of Technopolis-1 LLC for 2017-2019 is presented in table 1.
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Table 1
Assessment of the company's staffing in 2017-2019

Absolute deviation
. from the previous Grmjvth rate.to the
Indicators 2017 | 2018 | 2019 period previous period, %
2018 2019 2018 2019
Number of employees, persons, including: | 43 43 45 0 2 0 4,7
- managers, individuals 4 3 3 -1 0 -25 0,0
- specific weight % 9,3 7,0 6,7 -2,3 -0,3 -25 -4,4
- employees, persons 10 10 10 0 0 0 0,0
- specific weight, % 233 | 23,3 | 22,2 0 -1,0 0 -4,4
- specialists, persons 13 13 14 0 1 0 7,7
- specific weight, % 30,2 | 30,2 | 31,1 0 0,9 0 29
- sales workers, persons 16 17 18 1 1 6,3 5,9
- specific weight, % 37,2 | 39,5 | 40,0 2,3 0,5 6,3 1,2

From the table 1, we see that at the enterprise in 2019. There was an increase in staff both
as a whole and by individual categories of employees. Thus, the actual number of all staff
compared to previous years increased by 2 people due to an increase in the number of sales
staff — by 2 people and specialists per 1 person. The number of managers is decreased by 1
person in 2018.

During the analyzed period, the staff structure of Technopolis-1 LLC (Eldorado store in Cher-
nihiv) has not undergone significant changes, the largest share are trade workers, their share dur-
ing 2017-2019 increased from 37.2 % to 40 %, on the second place of specialists, their share in-
creased from 30.2 % to 31.1 %, at the same time there is a decrease in the share of employees
from 23.3 % to 22.2 % and managers from 9.3 % to 6.7 %. Such changes can be explained by the
optimization of the administrative staff and the increase in the number of employees.

Unplanned non-fulfillment of the plan by the number of employees of the main activity
(including workers) in the period of formation of market relations is a positive factor provided
that the planned volume of production with fewer employees is achieved.

The actual growth of employees of the main activity (including trade workers) occurred
against the background of a decrease in the volume of marketable products and this is a nega-
tive factor and indicates a decrease in the efficiency of the enterprise.

The experience of the company's employees is important for the assessment of working
capacity. Estimation of labor resources of Technopolis-1 LLC is characterized by the data
given in Table 2. These tables show that for three years the company has slightly increased
experienced employees with more than 3 years of experience - their number has increased
from 22 to 24 people, and their share increased from 51.2 % to 53.3 %. Instead, the share of
employees with up to 1 year of service increased from 11.6 % to 13.3 %.

The share of employees with 2 to 3 years of experience in the company increased during
2017-2019 from 27.9 % to 28.9 %, and the share of employees with 1 to 2 years of experience
decreased from 9.3 % to 4.4 %. Thus, Technopolis-1 LLC has a fairly stable workforce.

Table 2
Assessment of labor resources of Technopolis-1 LLC
Absolute deviation from | Growth rate to the
Indicators 2017 2018 2019 the previous period previous period, %
2018 2019 2018 2019
1 2 3 4 5 6 7 8
Number of employees, persons,
including with experience: 43 43 45 0,0 2,0 0,0 4,7
- up to 1 year, persons 5 4 6 -1,0 2,0 -20,0 50,0
- specific weight, % 11,6 9,3 13,3 -2,3 4,0 -20,0 433
- from 1 to 2 years, persons 4 4 2 0,0 -2,0 0,0 -50,0
- specific weight, % 9,3 9,3 4.4 0,0 -4,9 0,0 -52.2
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End of table 2
1 2 3 4 5 6 7 8
- from 2 to 3 years, persons 12 13 13 1,0 0,0 8,3 0,0
- specific weight, % 27,9 30,2 28,9 2,3 -1,3 8,3 -4.4
- over 3 years, persons 22 22 24 0,0 2,0 0,0 9,1
- specific weight, % 51,2 512 53,3 0,0 2,2 0,0 42

The movement of labor at Technopolis-1 LLC is presented in table 3. Indicators in table 3
show that the company's turnover ratio on acceptance increased in the reporting period by
50%, staff turnover rate - by 33.78%. The increase in staff turnover is due to a 40% increase
in voluntary redundancies compared to the previous period.

Table 3
Labor movement at Technopolis-1 LLC for 2017-2019

Absolute deviation from | Growth rate to the

Indicators 2017 | 2018 | 2019 the previous period previous period, %

2018 2019 2018 2019

1. The average number of employ-

ees, persons 43 43 45 0,0 2,0 0,0 4,7

2. Hired new employees during the

year, persons 3 6 9 3,0 3,0 100,0 50,0

3. Employees who left, people, in-

cluding: 4 6 7 2,0 1,0 50,0 16,7

- voluntarily 3 5 7 2,0 2,0 66,7 40,0

- for violation of labor discipline - -
6. Number of employees who

worked for a year 40 38 38 -2,0 0,0 -5,0 0,0
7. Turnover ratio for hiring 0,07 | 0,14 | 0,20 0,07 0,06 100,00 43,33
8. Turnover ratio for dismissal 0,09 | 0,14 | 0,16 0,05 0,02 50,00 11,48
9. Staff turnover ratio 0,07 | 0,12 | 0,16 0,05 0,04 66,67 33,78
10. The coefficient of constancy of

the personnel of the enterprise 0,93 | 0,88 | 0,84 -0,05 -0,04 -5,00 -4,44

Particular attention should be paid to staff turnover, as turnover, as has been said, reduces
productivity in the enterprise. In order to develop measures aimed at securing workers, it is
necessary to know the specific reasons for voluntary redundancies (difficult working condi-
tions, low wages, unsatisfactory career prospects, dissatisfaction with the profession, unsatis-
factory morale in the team, etc.) and violations of labor discipline. It is important to establish
the dynamics of labor turnover indicators to determine in which direction these indicators are
changing, what impact they have on the conditions of organization of labor and production in
the enterprise as a whole and in its individual sections [2].

Tensions in the provision of the enterprise with labor resources can be removed through
more efficient use of available labor, increased productivity, intensification of production,
improving the organization and technology of production, the introduction of more produc-
tive equipment.

Thus, the analysis of the composition and structure of the staff of Technopolis-1 LLC
showed that the composition of the staff is determined by the specifics of the enterprise. The
quality of staff is improving, but the company needs to pay attention to staff turnover issues,
as this may lead to negative consequences in the future.

The analysis of the personnel management system of Technopolis-1 LLC showed that the
efficiency of the enterprise has negative changes, the volume of activity and number of per-
sonnel at the enterprise decreases, staff turnover increases and insufficient attention is paid to
personnel development. It should be noted that inefficient use of staff significantly reduces
the level of skills and efficiency of workers, productivity, increases the material and moral
aging of fixed assets, increases material consumption, leads to a significant increase in pro-
duction costs and reduced production efficiency.
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As a result, the process of staff turnover at Technopolis-1 LLC is far from unambiguous.
For bidders who are fired, the positive moments are the expected increase in income in a new
place, the increase in the prospects of the company, the expansion of ties, the acquisition of
more money. At the same time, during the period of employment, they lose their salaries, un-
interrupted work experience in the organization and the associated benefits; they have to
spend money looking for a new place to live.

For the remaining staff, new opportunities for promotion, additional work appear. But the
workload increases, the usual functional parameters are lost and social and socio-
psychological parameters change. For the organization, the staff movement provides an op-
portunity to attract people with new views, rejuvenate the staff, stimulate change, increase
internal activity and flexibility. But it creates additional costs associated with recruitment and
temporary replacement, training, communication disorders, large losses of working time, fall-
ing discipline, a decline in quality.

Increased staff turnover, regardless of the reasons, reduces staffing, the efficiency of training
costs, distracts from the responsibilities of highly qualified professionals, the need to help new-
comers, worsens the moral and psychological climate, reduces productivity in those who are go-
ing to leave, and as a result causes economic losses. The role of social information is growing in
the formation of the personnel management system at Technopolis-1 LLC, and especially in the
flow processes, the generalized results of which are a necessary basis for the development of so-
cial development plans for the team. Social information in personnel management at the enter-
prise is understood as a set of legal, sociological, socio-psychological and pedagogical awareness
of personnel services employees, which contributes to the directed influence on the course of so-
cial processes in the team and education of workers. In other words, social information is the in-
formation necessary for the head to set, choose the means and implement the tasks of formation
and stabilization of production teams and social management in general.

To implement the personnel development strategy at Technopolis-1 LLC, it is necessary
to implement a process approach, according to which personnel development is a business
process, a sequence of actions, starting with the introduction of the necessary resources and
ending with a certain result (product). Elements of the business process of human resources
development are its types, forms, methods, specific tools [12]. The main types of training that
are relevant for Technopolis-1 LLC in developing a personnel management strategy are train-
ing by solving real problems at the workplace, participation in projects; performance of new
duties; on-the-job training with a more experienced employee: mentoring, coaching; training
in classrooms: lectures, seminars, trainings [3].

The effectiveness of these species is different. In the first case, it is 70%, in the second -
20%, in the third - only 10%. However, the costs of all these types have the opposite tenden-
cy: they are the highest for classroom classes, while on-the-job training costs the least [5].

Therefore, the organization of on-the-job training is especially promising for Technopolis-1
LLC, and the responsibility for its results should be transferred both to personnel managers and
to the same extent to the employee and his manager. In order to overcome such common short-
comings in the organization of the personnel development process as improper training plan-
ning, untimely feedback on learning outcomes, the inconsistency of training with the organiza-
tional development strategy, Technopolis-1 LLC must introduce an application for training. It
should indicate the business need for training right now, the practical value of training to per-
form immediate duties, the competencies that need to be acquired by the employee. Technopo-
lis-1 LLC should also introduce a step-by-step form of training efficiency assessment. At the
end of the training or seminar, the employee fills in a form-assessment of its effectiveness, and
after 3 months the employee re-analyzes: what knowledge and skills he regularly uses in the
work, only from time to time, how useful training was to improve his work.
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The problem of personnel management of Technopolis-1 LLC is also the social insecurity
of the staff, the high probability of errors due to the lack of a separate staff member. Today,
the duties of a staff member at Technopolis-1 LLC are performed by an accountant. As its
functions are limited only to the design of personnel documentation, respectively, work to
improve the personnel management system, its motivation, improving the socio-psychological
climate is not performed. There are also no special methods of testing, certification of em-
ployees, which negatively affects the organization of work at the enterprise.

Technopolis-1 LLC is proposed to take into account all these shortcomings and enshrine
them in internal documents. It is also advisable to improve job descriptions at the company, as
the number of staff changed during 2017-2019, the responsibilities of dismissed employees
were redistributed accordingly among the remaining employees, but all this took place orally,
which does not ensure proper performance of transferred responsibilities.

On the basis of the conducted research it is possible to define the following directions of
increase of efficiency of management of the personnel on Open Company "Technopolis-1":

1.the organization of continuous training and advanced training of the personnel of the en-
terprise on the basis of drawing up of annual plans of development of the personnel;

2.expansion of the system of intangible incentives, which will prevent the growth of
staff turnover;

3. optimization of internal personnel documentation in accordance with the needs of today,
revise job descriptions, rules of internal labor regulations and regulations on remuneration and
bonuses;

4.implementation of measures to improve the socio-psychological climate in the team,
which will create a relationship of trust in the team and increase efficiency;

5.improving the organization of workplaces in the direction of providing them with mod-
ern equipment and the necessary accessories and devices.

All the proposed measures are aimed at increasing the productivity of employees.

Evaluation of the effectiveness of improving the management of personnel of Technopo-
lis-1 LLC using the method of expert evaluations is presented in table 4. The experts were
employees of the enterprise. Experts were asked to assess the possible level of productivity
growth of employees as a result of the implementation of measures to improve personnel
management.

Table 4
Expert assessment of the effectiveness of improving personnel management
at Technopolis-1 LLC
3 0,
Direction of improvement E)ipert ev:;luatlon,3A) Mean
Introduction of innovative technologies of personnel management 4 6 5 5
Improving the personnel development system 3 3 4 33
Optimization of motivational management function 2 2 2 2
Improving the level of qualification of administrative and managerial staff 5 4 4 4,7
The general level of productivity growth 15

Thus, according to experts, the improvement of the personnel management strategy of
Technopolis-1 LLC will contribute to the growth of labor productivity by 15 %.

Conclusions The analysis of the personnel management system of the enterprise and the
definition of the main problems allowed to suggest the following ways of improvement: in-
troduction of innovative technologies of personnel management; improvement of the person-
nel development system; optimization of the motivational management function; raising the
level of qualification of administrative and managerial staff. As a result of improving the per-
sonnel management strategy at Technopolis-1 LLC, labor productivity, net income, net profit
and staff profitability are projected to grow over the next three years.
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In order to improve the strategy of personnel management of the enterprise, it is necessary to
organize training and retraining of employees and training of administrative and managerial staff.
Particularly promising is the organization of on-the-job training, with the transfer of responsibility
for its results to both HR managers and, to the same extent, to employees and their managers. It is
also proposed to introduce a competent approach to personnel management, regularly measure the
effectiveness and qualification of staff (performance appraisal programs), and maintain staff loy-
alty with the help of corporate resources, corporate culture and corporate culture. These measures
will increase the productivity of staff, and, accordingly, the efficiency of the enterprise.
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