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PECULIARITIES OF STAFF POLICY IN THE CONDITIONS OF
INNOVATIVE CHANGES

At the present stage, the development of personnel policy of state organizations depends on the po-
tential of public servants, the effectiveness of its use, innovative proposals and, in general, the state's inno-
vation policy. The article substantiates the need to apply innovations in the practice of personnel manage-
ment. The essence of the concept of "personnel innovation" has been revealed, the factors of innovation po-
tential have been determined. Priority innovative approaches to the implementation of certain functions of
personnel management in the state structure in the current conditions have beenanalysed. The relevance of
the research into the issues of personnel policy formation can be justified by the need to improve its imple-
mentation in the conditions of innovative economy, globalization processes and development of digital econ-
omy. The success of an enterprise innovation policy is determined by two main factors: the ability of the en-
terprise to clearly identify what employee behaviour is required to achieve its strategy and the ability to use
effective innovative management levers to direct employees to the desired behaviour. Both tasks are equally
important and complex, especially in the face of the digital revolution.

Key words: personnel management, personnel policy, human resource, innovative methods, per-
sonnel potential, public administration.
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Statement of the problem and its connection  complexity of their activities, so attracting new personnel
with important scientific and practical tasks. To date, is a difficult process. However, it should be borne in
public personnel policy has a number of problems, which mind that the increase in cash retention for non-upgraded
are mainly due to a lack of understanding of the needs of  staff cannot significantly improve labour efficiency [1].
staff (including qualified professional staff), as well as to The analysis of the latest publications on the
the inefficient use of human resources. problem. The peculiarities of introducing innovative

The following criteria become important: insuf-  approaches to state human resources policy are currently
ficient level of training of personnel in the field of strate-  an under-researched issue among Ukrainian researchers.
gic management, resistance to strategic changes and in-  Among those who started research in this area are: O. V.
novations, lack of financial resources, imperfection of the ~ Olshanskaya, A. O. Melnyk, T. E. Voronkova S. A. Kar-
personnel motivation system, degradation of the role of  tashov, I. V. Bizyukova and others. Among the foreign
personnel in the enterprise, imperfection of the legislative  researchers who also make a significant contribution to
framework for personnel management, lack of flexibility =~ the coverage of this issue there is Graham Martin and
and organizational flexibility methods of personnel man-  Susan Hetrick, who characterized the principles of forma-
agement, insufficient information support for strategic  tion of human resourcesin their work "Strategic approach
personnel management and the problem of corporation  to human resource management".
culture of the civil service. However, now the state is However, in most scientific papers, only the
losing its attractiveness as an employer in the labour mar-  element regarding the evaluation of the characteristics of
ket, as young professionals entering the civil service for ~ managerial staff in particular and the issue of managerial
further career advancement are forced to leave their jobs  training has been discussed. Therefore, there is an objec-
because of low pay. The salary of the civil service per-  tive need to investigate this issue, which in general re-
sonnel is rather low, and additional social guarantees  veals the problem of formation of human resources in the
cannot sufficiently compensate for the significance and  Ukrainian market.
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Forming of the aims of the research. The pur-
pose of the work is to optimize, rationalize and improve
the workforce of civil servants through the use of innova-
tive approaches to improve the personnel management
system and personnel policy in public authorities as a
whole.

Giving an account of the main results and
their substantiation. Innovation is a universally recog-
nized determinant of growth, which is a challenge for
both scientists and professionals to understand how and
why firms are innovating [2].

Personnel innovation is the end result of an in-
novation that leads to a change in personnel work as an
object of management and to obtaining an economic,
social or other kind of effect [3].

Important tools for the state's ability to coordi-
nate and pursue innovation are all that are inherent in
people in the workplace: human capital, a particular set of
skills, knowledge, alternative ideas, opportunities, and
more. Human capital studies have traditionally focused
on education and training. The problem of motivational
aspects of human capital, such as job satisfaction, organ-
izational commitment, and willingness to change in the
workplace (all of which have been shown to stimulate
innovation), often goes unnoticed or is not given due im-
portance in economic research today. The first feature of
human capital to focus on is job satisfaction, defined as
people's well-being or level of satisfaction with their
work.

Job satisfaction supports a number of important
functions for the firm, including knowledge pooling and
problem-solving strategies [4]. People who are very satis-
fied with their job are more likely to be motivated, for

example, they are motivated to make extra efforts, take
risks, learn new skills, and promote unique ideas for their
organization [5]. In contrast, people who are less satisfied
with their work (for example, because they find their
work hard) are less likely to respond to the motivation
needed for successful innovation [6].

The second element of human capital to focus on
is the identification of employees and management: their
organization and the direction of synergistic results for
their organization. Constructions such as organizational
integration and dedication are especially important for
understanding innovation, as innovative behaviour is of-
ten risky; these risks are more easily taken by people who
trust and care about the success of their organization [7].

Finally, the third element of human capital that
is worthy of attention is the willingness to change. A
number of studies examine the role of employee readi-
ness for change (for example, changing the level of tech-
nology, skills, and responsibilities required to improve
the work performed) in determining organizational suc-
cess and employee orientation toward innovations. The
desire to change influences the acceptance or rejection of
innovations [8].

It is important to note that the low level of inno-
vation activity of state organizations is caused by the un-
acceptable financial costs for the development and im-
plementation of innovations. However, in addition to
financial factors, it is necessary to take into account such
global factors that require increasing the innovativeness
of the economy, such as the growth of internationaliza-
tion, globalization of markets, the level of technological
competition, changes in consumer values, etc. (table 1).

Table 1

Factors influencing the innovation potential of the enterprise [9]

Evaluation criteria

Name of indicators of innovative potential of the enterprise

Presence of organizational structure for innovation development and implementation

Availability of own registered inventions, know-how, computer programs and other intel-
lectual property objects implemented which brought economic impact

Scientific and

The level of competitiveness of innovative products (services)

technical potential

Market share of innovative products (services)

eign partners

Existence of partnerships and personal relations with research institutes, enterprises, for-

Scientific level of employees, their degree and knowledge

Auvailability of personnel with special education and experience in conducting GDRs

Labour potential

The fluidity of scientific personnel

Wage level

Condition of the retraining system

Composition of sources and forms of innovation financing

The share of R&D expenses in the cost

Financing innovation

Cost of attracted capital and expected efficiency of innovation

Auvailability of own resources to finance innovation

Level of financial risks

Presence of specialized laboratories, experimental base, devices, installations, etc.

Infrastructure for

Degree of availability of own sources of heat and power supply, network of water and gas
pipelines, transport communications, etc.

innovation

Access to the necessary resources (land, water, minerals, energy sources, etc.)

Availability of a sales network that promotes innovative products to the markets

The presence of companies and firms providing services of a special nature
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The employee motivation plays a fundamental
role in every organization that sets strategic goals for high
performance. The direct relationship between the amount
of employee motivation and workplace performance can
be emphasized. That is, managers find it a very important
task to identify motivational factors that more incentivize
employees to qualitatively work while performing their
daily work activity.

And since the main productive resource that
provides the current activity and development of the en-
terprise is its labour collective (personnel), it is advisable
to consider the personnel management strategy as the
central functional strategy. In this regard, a number of
professionals point out an important distinguishing fea-
ture of HR strategy: it is closely linked to all other func-
tional strategies of the organization, and HR is a way by

increasing the
susceptibility of civil

. servants o innovations

stimulating of constructive
ideas

N
Personnel technology ™~
requirements T

which all business strategies of the organization are
achieved.

In Ukraine, only financial and economic incen-
tives are often used (only the material needs of employees
are taken into account), and such as labour or profes-
sional are not used at all. Unlike foreign personnel policy,
where motivation theory has not only been studied for
decades and deepened, but also put into practice. There
are enough theories and concepts that each country uses
to achieve the best results. Overseas experience can serve
as a base for developing new, innovative ways and tools
to motivate staff [10].

Therefore, analysing the realities of the current
state of human resources situation, it should be noted that
human resources technologies must meet the following
requirements:

efficiency

economy in use

— uniformity and adaptability
ﬂ to the specifics of state
services

Fig.1. Criteria for personnel technologies of public administration*
*developed by the author based on [10]

The essence of personnel innovation is ulti-
mately the introduction of an innovation that will change
personnel work as an object of management and obtain a
socio-economic or other effect. Thus, following a person-
nel innovation, one can expect an effect of growth.

These criteria can be met by innovative human
resources technologies that represent the latest or up-
graded ways of interacting with human resources.

The most obvious and initial innovation is the
management approach according to which human re-
sources and personnel management is considered as hu-
man resources management, which takes place at larger
levels: regional, national, international.

If you apply this approach to the civil service,
there are several aspects of their application:

— it is not necessary to strictly adhere to the con-
tract, but to achieve more than it foresees;

—civil servants' initiative is an integral part of
the activity;

—increasing the speed of decision making;
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—remuneration is paid in accordance with the
performance;

—getting rid of division of labour, working in
teams;

—conflicts within the team are resolved by pro-
viding a supportive environment and a high level of cul-
ture.

The Law of Ukraine on Civil Service defines the
principles, legal and organizational methods of ensuring
public, professional, politically impartial, effective, citi-
zen-oriented civil service, which functions in the interests
of the state and society, as well as the procedure for reali-
sation by citizens of Ukraine of the right of equal access
to public service, which based on their personal qualities
and achievements [12].

According to the above law, the National
Agency of Ukraine for Civil Service (NACS) provides
vocational training through a system of educational insti-
tutions, institutions and organizations, regardless of own-
ership, which have the right to provide relevant educa-
tional services.
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Table 2
Components of personnel management systems [11]
Components of personnel management systems
The process Staff Employees’ Evaluation Staff
of hiring Lo - L
development individual aims of employees motivation
employees

Control parameters

Hiring employees
with creative think-
ing and experience

in participating in
innovative projects

Promotion and rota-
tion to managerial
positions of employ-
ees with different
basic education

Providing an oppor-
tunity to spend part
of the working time
on realisation of
own ideas to benefit
of an enterprise

Concentration of
your attention on the
work results or on
the employees

The prospect of
broadening of the
professional activity,
the principle of an
individual approach
to the career-
qualification stimu-
lation

Result

Growth of innova-
tive staff innovation

Raise of balance of
staff management
system

Involvement in en-
trepreneurial activ-
ity, a faster response
to new possibilities

Raise of employees
concentration on
strategies of enter-
prise development

Raise of employees’
working enthusiasm

We can see the types of vocational training in Fig.2.

Vocational training is acquisition and improve-

a Ve ™
Preparation for Certification
masters e
programs 9
s I N\
Self-education
Internship (online
resources)

Fig.2. Types of vocational training *
*developed by the author based on [12]

—EdEra

(Education

Era)

https://www.ed-

ment of professional knowledge, skills and abilities of
civil servants, heads of local state administrations, their
first deputies and deputies, officials of local self-
government, which provides an adequate level of their
professional qualification for their professional activity
[13].

For example, the following online platforms of-
fer self-education:

— Prometheus https://prometheus.org.ua (Ukrain-
ian platform of mass open online courses that allows you
to view free training courses);

—VUM online, Open University of Maidan
https://vumonline.ua/ (More than 30 topics are presented
for free training on the platform);
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era.com/ (Ukrainian educational project aimed at making
education in Ukraine high quality, accessible and avail-
able in a global educational context);

— Coursera https://ru.coursera.org (An American
educational project founded by Sanford University pro-
fessors. The portal offers free online courses from leading
US universities in various fields: government and society,
information technology, personal development, language
learning, etc.);

—EdX https://www.edx.org (an online platform
for mass open interactive courses founded by the Massa-
chusetts Institute of Technology and Harvard University,
where you can listen to such interactive courses).
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The order according to which the 2020 training
plan is set, according to which there are a total number of
persons who are required to undergo training. Let's look

at Table 3,consider the name of the professional devel-
opment program and the number of people in the first
half of 2020.

Table 3
Schedule of training of civil servants and officials of local self-government for 2020 *
Name of the ad- Number . Number
Ne vanced training pro- Category of listeners
of hours of persons
gram
Short term programs
January
F_’rev_entmg .Of corrup- Public servants of 4-9 remuneration groups of Darnytsya
1. tion in public admini- 6 L Lo Y X 30
. district state administration in Kyiv
stration
February
Organlza_tlon_ of re- Civil servants of 4-9 pay groups of the Pechersk District
2. cord keeping in pub- 6 Lo ; 20
. o State Administration in Kyiv
lic authorities
March
Industrial cooperation
within the framework
3. of the Ukraine - 10 Public servants of 4-9 pay groups 25
European Union dia-
logue
April
Develo_pment of Civil servants of 4-8 pay groups of the Department of
stress resistance. Ex- - ) . .
4, 6 Construction and Housing of the executive body of Kyiv 15
press methods of X - . - !
City Council (Kyiv City State Administration)
stress management
May
Conflicts, stresses, Civil servants_ of 5-8 pay groups of the Depart-
5 management manipu- 6 ment of Housing and Communal Infrastructure 15
' g lation P of the Executive Body of Kyiv City Council
(Kyiv City State Administration)
June
6 Professional burnout 6 Civil servants of 4-9 remuneration groups of the Des- 30
' in public service niansky District State Administration in Kyiv

*Developed by the author based on [14]

A total of 135 workers are required to undergo
advanced training in the six months of 2020 under the
selective programs of Decree No. 12 of 09/01/2020. This
will undoubtedly have a positive impact on the formation
of personnel policy in local self-government bodies and
the state structure as a whole.

In order to ensure the proper conditions for the
realization of the right of civil servants, heads of local
state administrations, their first deputies, officials of local

self-government for professional development, the NACS
created the Ukrainian School of Government (USG) on
February 21, 2019 [15].

The Ukrainian School of Government is an insti-
tution of postgraduate education that belongs to the
sphere of management of the National Agency of Ukraine
for Civil Service. The main programs of the USG ad-
vanced training effectively improve personnel policy in
public authorities and are described in table 4.

Table 4

Programs of the USG Training Centre of advanced training *

Advanced training programs

Prevention and detection of corruption

Topical issues related to the implementation of the civil service legislation

Professional program for professionals for reforms

Training of civil servants of CEB and other bodies, whose positions belong to 6-9 pay groups

Training of civil servants and local self-government officials in personnel management

OB |WIN|F-

Innovative technologies of personnel management
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Continue of table 4

Ne Advanced training programs

7 Leadership and technology management personnel

8 Organization of activity of heads of district state administrations in the conditions of reforms

9 Psychology of effective activity

10 | Time management

11 | Management of personnel in the state body

12 Formation of teamwork skills in public service

13 | Access to public information

*Developed by the author based on [15]

Conclusions and prospects of the further in-
vestigations. The provisions on practical application and
specifics of the introduction of personnel technologies,
innovative methods and tools for staff motivation in
Ukraine require further study and refinement. For exam-
ple, particular attention should be paid to defining the
content and correctness of the use of the term "personnel
management", which is identified with the term "person-
nel policy". Thus, Denysenko M. P., Budyakova O. Y.
define “personnel management” as an activity aimed at
achieving the most efficient use of human capital to solve
complex issues at the enterprise and personal goals. Con-
temporary understanding of the concept of efficiency is
increasingly becoming more meaningful, not only in eco-
nomic terms - as economy, productivity, profitability,
profitability, quality, innovation [16]. And as Yuriy
Kovbasyuk noted, “personnel policy” is a deliberate stra-
tegic activity related to the planning and forecasting of
formation, professional development and rational use of
personnel, defining the goals and priorities of personnel
activity [17].

It can be said that personnel management is a
personnel policy in practice. Assessment of the quality of
personnel policy in the system of social and labour rela-
tions of the civil service can ensure the creation of a
situation when the employee's position should determine
the possibilities of his self-realization, as well as taking
into account his individual features, needs, values. The
latter can help to create optimal conditions for the pros-
pects of employment in the public service. The prospect
of further research is to develop a specific approach and
techniques for comprehensive assessment of quality of
work in the public service, based on foreign experience.

Therefore, the issues of the peculiarities of per-
sonnel policy in the context of innovative changes require
further study, thus, personnel technologies are a neces-
sary way of quantitative and qualitative characterization
of civil servants, since many social and economic prob-
lems of Ukraine can be solved by improving the quality
of public service. Innovative human resources technolo-
gies need to be implemented and applied to the public
civil service, as their use will greatly enhance the effi-
ciency of personnel work in the authorities.
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OCOBEHHOCTU KAOPOBOM NOJIUTUKM B YCNOBUAX
MHHOBALMUOHHbIX UBMEHEHUA

Ha coBpemeHHOM 3Tane pasBuTMe KagpoBOWN NOMUTUKN rOCYAapPCTBEHHBIX OpraHu3aumnin 3aBucuT ot
noTeHuuarna rocygapCTBeHHbIX Cryxallunx, apdeKTMBHOCTU ero Ucnorb3oBaHWUs, MHHOBALMOHHbLIX Npeasio-
KEHWA 1 B LEenoM MHHOBALMOHHOW MONUTUKM rocyaapcTea. B ctatbe ob6ocHoBaHa Heo6XoAMMOCTb Npume-
HEHWSA MHHOBALMI B NPaKTUKe yrnpaBreHus nepcoHanom. Packpbita CyLLHOCTb NMOHATUA «KaapoBas MHHOBA-
unsi», onpeaeneHsl akTopbl UHHOBAUMOHHOIO noteHuuana. OcyLwecTBneH aHanu3 NpuopuUTeTHbLIX MHHOBA-
LMOHHBIX NMOOXOAOB K OCYLLECTBIEHUIO OTAENbHbIX (PYHKLMI yNpaBreHus nepcoHaroMm B CTPYKType B CO-
BPEMEHHbIX YCrOBUAX. AKTyarnbHOCTb UCCNeaoBaHMsA BONPOCOB (POPMUPOBAHNSA KaApOBOW NONUTUKN MOXHO
obocHoBaTb HEOHBXOOUMOCTBIO COBEPLUEHCTBOBaHUS ee peanv3aunn B YCNOBUSX UHHOBALMOHHON 3KOHOM M-
K1, npoueccoB rnobanunsauum n passutnsa LMQPOBON SKOHOMUKN. YCNEX MHHOBALMOHHOW KagpoBOW NOMUTU-
KM NpeanpusaTuMn onpegenseTcs OByMSA OCHOBHbIMU pakTopamu: COCOOHOCTBIO NPEeAnpUATUS YeTKo onpe-
AenuTb, Kakoe noseaeHue paboTHUKOB TpebyeTcs Ans OOCTMXKEHUS ero cTpaTterv U BO3MOXHOCTbIO Mpu-
MeHATb 3(pheKTUBHbIE MHHOBALMOHHbIE YNpaBfieHYeCKMe pblyarM A HanpaBreHus paboTHWKOB Ha xe-
naemoe nosegeHne. Obe 3agayn paBHO3HAYHO BaXKHbl U CIOXHO CHOPMUPOBaHbLI, 0COOEHHO B YCMOBUSAX
LM POBON PEBOSOLIUN.

OAMWH 13 OCHOBHbLIX PaKTOPOB 3KOHOMUYECKOrO POCTa B COBPEMEHHbIX YCITOBUAX Pa3BUTUS YKpauHbl
— 3TO aganTuBHas, rmbkas, MmobunbHas KagpoBasi NONMTUKa U MHHOBALMOHHbIE MPOLIECCHI, MOMOratoLme npu
dhopmumpoBaHun eé KoHuenumm. NoaTomy, akTyanbHOCTb MCCEeAoBaHMs BOMPOCOB (hOpMUPOBaHMSA Kadpo-
BOW MOMUTUKM BbiSIBIIeHa HEOH6XOOUMOCTBIO COBEPLLUEHCTBOBAHMS €€ peanv3auun B YCrOBUSX MHHOBALMOH -
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HOW 3KOHOMUMKU U npoLeccoB rnobanusaumun. BeisicCHeHWe coaepkaHus KaTeropun «kagpoBasi NonuTuKar,
«ynpasneHue nepcoHanoM» obycrnoBMnoO NOUCK CTpaTeErMyecknx peLleHnii u MexaHnsma ee peanusauumn Ha
pasnuyHbIX YPOBHSIX Bractu. Heobxoommo packpbiTb OCOBEHHOCTU COBPEMEHHOW KaapOBOW MOMUTMKU Ha
YPOBHe rocyaapcTBa, permoHa v npegnpuaTtus, a Takke NpoBeCcTy Knaccudgukaumio coyeTaHnsa 1 KoMnnekca
Makpo-, Me30- N MMKPO3KOHOMMYECKNX (PaKTOPOB, KOTOPbIE ONPeAENSoT KAAPOBYHO NOMMUTUKY.

MonuBapuaHTHOCTb MOAXOAOB M PELUEHWA BblABMHYTOM npobnemaTtuky noarBepxgaeT Heobxogw-
MOCTb MCCNeAoBaHWiA B JaHHOW 06racTu Ans NMOWMCKa HOBbIX 3BPUCTUYECKMX M 3MMUPUYECKUX acreKToB
hopMMpPOBaHUS 1 CTpaTernm pasBUTUS KagpoBOW MONUTUKN COLMArbHO-3KOHOMUYECKMX CUCTEM B rocygap-
cTtBe. [lepcnekTvBOM AanbHEWLEro nccneaoBaHms aBnsieTca pa3paboTtka ocoboro noaxoaa v METOAMK KOM-
MIEKCHOW OLEHKM KayecTBa TpyAda Ha rocyaapCTBEHHON cnyxbe onupasicb Ha 3apybexHbli OnbiIT.

Moatomy, O0COBEHHOCTM KaapOBOW MOMUTUKM B YCIOBUSIX WMHHOBALMOHHBLIX W3MEHeHW TpebytoT
JanbHenLero n3y4yeHusl, ucxoast 13 aToro: paspaboTka MeToOoB ynpaBreHus CUCTEMON hOpMUPOBaHUSA
rocyfapCTBEHHOW KaapOBOM MOMUTUKN OCTaAeTCs No NPexXHeMYy akTyanbHOW Nnpobnemon Ansg oTe4ecTBEHHOMN
3KOHOMUKM.

KnioyeBble crnoBa: ynpaBfieHMe NepcoHanom, kagpoBas MOMWTUKA, YeroBEeYEeCKNA pecypc, UHHO-
BaLMOHHbIE METOAbI, KaAPOBbIA NOTEHLMAN, rOCy4apCTBEHHOE yrpaBneHue.
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OCOBJINBOCTI KAD,P(V)BO'I' NONITUKN B YMOBAX
IHHOBAUINHUX 3MIH

Ha cydyacHomy eTani po3BUTOK KaApOBOi NONITUKN OEPXKaBHMX OpraHi3aLin 3anexunTb Bifg NOTeHuiany
aepxkaBHux criyk6oBLUiB, e(peKTUBHOCTI NOro BUKOPUCTAHHS, iHHOBALIMHUX NPOMO3ULIN i B LiNOMY iHHOBaLLi -
HOI MoMiTUKN gepXaBu. Y cTaTTi 00rpyHTOBaHO HEODXIAHICTb 3aCTOCYBaHHSA iHHOBAUIN B MpaKTULi ynpasBniH-
HA nepcoHanoM. PO3KpPUTO CYTHICTb MOHATTA «KaapoBa iHHOBAUiA», BUSHAYEHO YMHHUKN iHHOBALIMHOro no-
TeHuiany. 34inCHeHO aHani3 NPiopuTeTHMX IHHOBAaLIMHUX NiAXOAIB A0 3A4iNCHEHHA OKpeMuX (PyHKLUIn ynpas-
NiHHA NepcoHarnoM B CTPYKTYpi B Cy4acHUX yMOBax.

AKTyanbHiCTb JOCHIAKEHHS NUTaHb OPMYBaHHA KagpOBOi MOMITUKN MOXHa OBrpyHTyBaTN HeoOXia-
HICTIO BOOCKOHANEHHS ii peanisauii B yMoOBax iHHOBAUINHOI €KOHOMIKM, npoueciB rnobanisauii Ta po3BuUTKy
uncpoBOi eKOHOMIKKW. YCniX iIHHOBALIVHOT KagpOBOi MOMITUKA NIGNPUEMCTB BU3HAYaeTbCs ABOMA OCHOBHUMM
hakToOpamMu: 34aTHICTIO NIAMNPMEMCTBA YiTKO BM3HAYMTU, SIka NOBeAiHKA NpauiBHUKIB NOTpiGHa Ans 4OCArHEeH-
HS1 MOro cTparTerii i MOXMMBICTIO 3acTOCOBYBaTWM e(DEKTUBHI iHHOBALiNHI ynpaBniHCbKi BaXkeni Ans cnpamy-
BaHHS npauiBHWKIB Ha GaxaHy nosefiHky. ObvaBa 3aBAaHHA PiBHO3HAYHO BaXKNMBI i CknagHo cpopmoBaHi,
0cobnmBo B ymoBax LMdpoBOi peBontoLii.

OavH 3 OCHOBHUX (haKTOPiB €KOHOMIYHOMO 3POCTaHHA B Cy4aCHUX YMOBaXx PO3BUTKY YKpaiHu - ue
ajanTuBHA, rHy4vka, MobinbHa kagpoBa noniTvMka Ta iHHOBaUiHI npouecw, Wo gonomaratoTs Npu hopMyBaH-
Hi 1T koHuenuii. ToMy, akTyanbHICTb AOCHIMKEHHS NUTaHb (POPMYBAHHSA KaapoOBOI MONITUMKM BUsIBrIEHa
HeoOXigHICTIO BOOCKOHANEHHs il peanisauii B ymoBax iHHOBaLiNHOI eKOHOMIKM i npouecis rnobanisauii. 3'a-
CyBaHHS 3MICTy KaTeropin «kagposa noniTuka», «yrnpasniHHA NepcoHanom» 3yMOBWUMNO MOLLYK cTpaTeridyHux
pilleHb i MexaHi3my ii peanizauii Ha pi3HUX piBHAX Bnagu. HeobxigHO po3kpuTM 0CoBNMBOCTI CyvacHoi kaa-
POBOI MOMITUKN Ha PiBHI AepXXaBuW, PErioHy Ta MiANPMEMCTBA, a TaKoX MPOBECTU Knacudikalito NoeaHaHHS i
KOMMMEKCY Makpo-, Me30- i MiKpOEKOHOMIYHUX YMHHUKIB, SIKi BU3HAYaloTb KagpoBy MOMITUKY.

MoniBapiaHTHICTb NiAXOAIB i pilleHb BMCYHYTOI mpobnematuku nigTBepmxye HeobxigHicTb gocni-
[KeHb B AaHi obnacTi Ans nNowwyKy HOBMX €BPUCTUYHMX | eMMipUYHMX acnekTiB pOpMyBaHHA Ta ctparTerii
PO3BUTKY KaApOBOiI MOMITUKM COLianbHO-EKOHOMIYHMX CUCTEM B AepaBi. [lepcnekTnsBolo nogansloro goc-
nigpKeHHs € po3pobka ocobnmBoro nigxody i METOAMK KOMMMEKCHOI OLiHKW SIKOCTi Mpawi Ha AepKaBHINn Cryx-
6i cnupatounck Ha 3apybikHUIA 4OCBIA.
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Tomy, ocobnmBOCTi KaapoBOi MOMITUKA B YMOBax iHHOBALUIMHWX 3MiH BUMaralTb NOOAnNbLUOMO BU-
BUYEHHS, BUXOASYM 3 LIbOro: po3pobka MeToniB ynpasBniHHA CUCTEMOK (POPMYBAHHA AepXKaBHOI KaapoBOl
MONITUKM 3anMLIAETbCA 9K | paHille akTyanbHOK Npobnemoro Ans BiTYN3HAHOT EKOHOMIKM.

Knro4yoBi cnoBa: ynpasniHHSA nepcoHanoMm, KagpoBa nosiTuka, NILACbKMA pecypc, iHHOBaUinMHI Me-
TOOW, KagpoBW NOTEHLUIan, AepXKaBHe yrnpaBniHHS.
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