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ON THE PROBLEM OF DEFINING THE TERM “PERSONNEL
MANAGEMENT OF THE ENTREPRISE”AS A SYSTEM CATEGORY

A0 ITPOBJIEMH BUSHAYEHHA IIOHATTA « YIIPABJITHHA
IIEPCOHAJIOM IIIJITPHEMCTBA» AK CHCTEMHOI KATETOPIT

Igor Butenko
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Y cmammi posenanymi ma cucmemamuszoeani 0CHO8HI meopemuyti nioxoou
WOoO0O0 BU3HAUEHHSA Kamez0pii «YApAGIiHHA nepcoHanomy. Posenamymi cymuicme ma
CKa008i yici kame2opii 8 pamKax CUCmemMHo20 nioxooy 00 YRPAGiHHAL.

Formulation of the problem: Transition to a market economy spawned the
emergence of fundamentally new problems in the field of science in industrial
relations and personnel requiring its interpretation. Modern management organically
includes personnel management as a flexible and dynamic organizational system
capable to independently and quickly react to market behavior, competition, factors
of external and internal environment that is constantly changing. Personnel
management system is characterized by a wide variety of businesses, processes,
methods and approaches used, which requires their analysis in the context of a
system paradigm. It is a systematic approach directs the researcher to study the
personnel management system as a whole and its components: objectives, functions,
organizational structure, human resources, facilities management, technology
management, management decisions; to identify different types of relationships
between these components themselves and the environment and bringing them into
a single coherent picture.

Analysis of recent research and publications: Consideration of the
conceptual space of methodological approaches specific to current state of research
on human resource management, shows a variety of theoretical and applied scientific
development of domestic and foreign researchers.

However, despite the vast array of publications devoted to this issue in the
scientific community there is no terminological unity even on the definition of basic
concepts — "human resources management of enterprise”. Research in the field of
human resources management of enterprise are fragmented, without claiming a
holistic view and studying the phenomenon specified.

Purpose of this article is to analyze and systematize the basic definitions
of the term "human resources management of enterprise" presented in the
scientific literature, and refinement of this concept in the context of the system
paradigm.
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Presentation of the basic material. Personnel management is recognized as
one of the most important areas of of enterprise that can multiply increase its
efficiency, and the concept of "human resources management” is seen in a wide
range: from economic and statistical to philosophical and psychological.

There are many approaches to the definition of "personnel management” in
the contemporary scientific literature. These approaches can be conditionally divided
into the following categories:

e activity approach, where personnel management is seen as a kind of
"activity, which is used in companies contributing the most efficient use of employees
to achieve organizational and personal goals” [7, p. 7];

e process approach that considers personnel management as "the process
purposeful influence on system of economic relations serve to meet the needs in
personnel necessary qualifications, employment of workers redundant, and their
effective use" [8, p. 8];

e comprehensive approach in which personnel management is defined as
"a set of management actions (principles, methods, tools and forms) the interests,
behaviors and activities of employees to make maximum use of their potential in the
performance of job functions" [9, p. 6];

e systematic approach in which personnel management is seen as
"a system of economic, institutional and socio-psychological methods serve to
ensure the effectiveness of employment and support the competitiveness of
enterprises” [10, p.14].

HR is often seen as part of the management concerning working employees
and their working relationships within the company, the purpose of which "is to
combine and to develop efforts men and women who make up the company, within
the effective organization of work and taking into account the well-being of every
employee and working groups, seek to make them work more effectively for the
benefit of the company™ [11, p.13].

While defining the term "personnel management” number of authors focuses
on the organizational side of management, operating with the methods by which the
organization can achieve this goal, while others emphasize the content part which
reflects the functional side of management.

For example, in German school of management essential elements of HR, as
industry are: determining staff needs, staff involvement, replacement, development,
personnel controlling and work structuring, remuneration policy and social services,
personnel management expenses, staff management.

In our view, it is very important to consider human resources management as
"organizational-economic mechanism of subordination and the use of hired labor in
the economic system" [12, p. 39].

In addition, in international practice important role is given to the social and
psychological methods of personnel management, the objective field of which deals
with the formation of optimal social and psychological conditions as for the whole
team, and for individual employees. Using socio-psychological methods is being a
reflection of the growth of cultural, educational and qualification levels of personnel,
development of democratic functioning, including scientific and technical progress
and the formation of market relations [13].
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Of course, “HR is the complex applied science of organizational, economic,
administrative, managerial, technological, legal, group and personal factors, methods
of influencing the personnel of the enterprise to improve efficiency in achieving the
organization's objectives. The object of this science is the individuals themselves and
the communities” [14, p. 23].

According to Ye.Vendrov "human resources management — the science
whose subject matters are the patterns and driving forces that determine human
behavior in terms of common labor. The task of science is to identify regularities and
factors of employees’ behavior and their use to achieve organizational goals in the
interests of employees” [15, p. 9].

A multidimensional and multidisciplinary discourse study of human resources
management demonstrates the system nature of this category, and as a consequence,
the need for a systematic approach in the application of machinery and technology
personnel activities to achieve the objectives of the enterprise.

System approach — a form of methodological knowledge that studies the
research, design and construction of objects as a system or a set of interrelated and
interacting elements that act as a unit relative to their environment to achieve their
goals [16, p. 67].

According to one of the classics of management R. Ackoff, "a systematic
method involves three steps:

1. Identification of system, which includes a subject that needs to be
explained.

2. Explanation of the behavior or properties of the entire.

3. Explanation of the behavior or properties of an object by its role and
function in general, to which the subject enters” [16, p. 28].

From the standpoint of a system approach the essence of personnel
management as the system category is a reflection of its systemic role as a subsystem
of enterprise formed to accomplish specific goals. At the same time, the enterprise as
a purposeful system is part of a general system. “Systems thinking pays special
attention to organization as a purposeful system, consisting of targeted parts with
different functions and roles, which are parts of a bigger purposeful systems. At the
same time three basic interrelated organizational problems are focused: how to design
and control the systems so that they can effectively serve their own purposes, goals
and objectives, purposes, goals and objectives of their units and the major systems
which they belong to” [16, p. 403].

In the context of system approach the basic properties of the personnel
management system as a subsystem of the enterprise, represented as a complex socio-
economic, organizational, industrial and economic system are:

1. integrity — internal cohesion, a fundamental irreducibility of properties of
the system to the sum of the properties of its constituent elements;

2. hierarchy — each component of the system can be considered as a system,
and the investigated system is only one component of a complex system;

3. purposefulness — expresses the preservation and strengthening tendency of
the main process;

4. stability — observance of dynamic balance that ensures support for a range
of parameters that determine the existence of the system;
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5. openness - the interdependence of the system from the environment and
necessity to interact with it.

In relation to HR management, system approach provides a consistent
transition from general to specific, based on the objectives {Pi} (i=1,....,N) which
the system formed for; hen according to these objectives the structure is formed
{Ri} (j=1,...,L) as a collection of some of the organizational and functional
subsystems for realization of business processes associated with the use of
personnel and then the staff is selected (system elements {Mk} (k=1,...,2)), as a set
of subjects — employees able to implement the given targets. Proposed system
model is built on the basis of a conceptual scheme of direct determination system,
according to which "system is any object m in which there is a certain attitude R
that has some specified property P, ie: P—R -m” [17, p. 117].

Enterprise as an integrated industrial and economic system can be represented
as a set of its constituent elements naturally interconnected with each other. Number
of subsystems varies and depends on the initial system-concept.

Thus, in the context of systemic paradigm personnel management of the
company — is one of the subsystems of enterprise management system, which
structure is formed as a set of interrelated and interacting subsystems capable of using
all available tools to attract and effectively use the available labor market workforce
to achieve the objectives of the enterprise, taking into account the influence of factors
of the internal and external environment.

General scheme of the system representation of personnel management as the
management subsystem shown in Pic. 1.

Aims of the company may be different. Today, along with the traditional
economic objectives, such as profit earning and capitalization increasing, is
paramount, for example, the following: the production and sales of products of the
required quality, the penetration of market shares and gaining competitive
advantages, customer loyalty, the ability of the enterprise to ensure their maintenance,
progressive technology and the development of business processes, powerful and
highly qualified human resources and others.

The number and variety of management goals is so great that comprehensive,
systematic approach to determine their composition is necessary. For the selection
and formulation of objectives, depending on the type of business and the specific
situation, ordering model is used at different levels to harmonize the objectives into a
single complex system, known as "objectives tree".

Formation of the objectives tree purposes is the basis of the MBO concept
(Management By Objectives) proposed by the American theoretician and
practitioner of management P. Drucker [18], is now very common in the West in
the field of personnel management and the development of effective employee
motivation systems. Management by objectives system can be presented in such a
way:

e Objectives tree;

o relationships between organizational goals and personal goals of
personnel;

e personnel performance evaluation.
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Pic. 1. General scheme of the system representation of personnel management

as a management subsystem
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Target installations determine the structure of the company and its
subsystems, including human resources management subsystem. According to them
we determine the set of functions and processes necessary to achieve specified goals,
and then form a type of organizational structure most appropriate for their
implementation. The classification of the most common organizational structures is
presented in Pic. 2 [19, p. 116].
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Pic. 2. Classification of types of organizational structures of management

From the variety of organizational structures of management there are clearly
distinguished following main groups: mechanistic, organic and new adapted (flexible)
structures. Although this classification is rather conventional in large organizations
multilevel organizational structures are differentiated simultaneously on multiple grounds.

Hierarchic organizational structures are built according to these management
principles:

e principles of division of labor into separate functions and specialization of
the functions performed by employees;

e principle of hierarchy of management levels, where each lower level is
controlled and subordinated by higher one;
conformity principle of authority and responsibilities of managers;
principle of formalization and standardization of the activities;
principle of the depersonalization of the performance of employees’ functions;
principle of the qualification selection of personnel.
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Hierarchical organizational structures are characterized by stiff hierarchy of
authority, formalization of rules and procedures used, centralized decision making,
clearly defined responsibilities, rights and responsibilities at work.

Organic and adaptive management structures began to develop from the late
70s of the 20th century, when, on the one hand, the creation of an international
market for goods and services dramatically sharpened the competition among the
enterprises and, on the other hand, it became apparent inability of the hierarchical
type structures to meet these conditions.

Organic and adaptive management structures characterized by vagueness of
management hierarchy, a small number of management levels, the flexibility of the
power structure, weak or moderate use of formal rules and procedures, decentralization
of decision-making, informal staff relationships. The main feature of these structures is
the ability to change shape and to adapt to conditions that change rapidly.

Modern tendencies of development of organizational structures are
characterized by:

1. reduction of the level of personnel involved in the administration;

2. decentralization and economic independence of the departments;

3. creation of independent and cooperative innovative companies;

4. internal free business;

5. formation of the teams to manage key processes;

6. spontaneous or deliberate self-organization.

Basic functional subsystems of human resources management presented to
the overall scheme as components of organizational structure (see Fig. 1) have to
implement the functions and processes that are required to achieve the targets
generated according to the system concept of the system "enterprise".

For the functioning of the basic subsystems of human resources management
we select professionals whose work contributes to the achievement of target setting
and policy of the enterprise. | n the context of system approach staff plays the role of
the system substrate. From an economic standpoint the staff is regarded as one of the
major production factors [14]. The characteristics of personnel that set it apart from
other production factors, should include:

o the staff — a key factor of production, which fully determines the success
and failure of the company;

o worker — a person, complicated and large system, which has all the
properties of the system;

e personnel — is an active factor that makes and implements decisions;

o staff — is a factor subjective in almost all its manifestations;

o staff has emotions inseparable from the mind;

o the staff has a complex and dynamic structure, it is able to self-development;

o the staff — is to some extent an autonomic factor as leaders of all levels
make up the personnel;

o the staff is an unpredictable factor and not entirely reliable because its
behavior is not to predict with a high degree of probability;

o the staff is characterized by such features as direction, the presence of the
principles, ideals, desires, ideas, needs, interests, etc.;
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e in conjunction staff — this powerful group of interests, capable in full
strength or in subgroups to carry out the substitution of the purposes of the company
by their own goals;

e employees are able to act simultaneously in several roles: as shareholders,
as consumers, as media, as agents of the enterprise [14, p. 24].

The staff is a major resource of enterprise consisting of individual workers,
united in a certain way and acting purposefully to achieve company goals and
personal goals of each employee. However, the staff performs all actions aimed at the
output, the execution of works and the provision of services. Therefore, the staff is an
object of management of the production system. Executives and senior managers is a
specific part of staff. The success of the enterprise to a large extent depends on their
ability to manage and to find the right solutions and to implement them. Thus the part
of the staff of organization acts as a subject of management. However, at different
times the same employee may act as an object of management or as a subject of
management. Therefore human resource management affect all enterprise subsystems
and activity of the personnel management system applies to every employee [9].

Modern understandings of enterprise management system and its subsystems,
including human resources management subsystem associated with the understanding
that as the company is an open system, the operation of all its subsystems is
impossible without taking into account internal and external factors. According to one
of the numerous definitions "personnel management factors — is the most significant
in nature, by their importance and power of the circumstances and reasons which are
the sources of influence on the formation, organization and implementation of the
process of influence on the employment of workers who are able to specify its
character and become the driving power" [20, p. 33]. The internal factors include:
ownership, specific of production and manufacturing processes, the stage of the life
cycle of the enterprise, organizational structure, qualification level of workforce,
economic performance and others.

Environmental factors, ranging from the classics of management [21-22], are
divided into factors of direct and indirect effect. “To the direct effects factors belong
factors that directly affect the operations of the organization and experience the
impact of its operations themselves... Indirect impact factors cannot provide direct
immediate expiration of the organization, but they also affect it” [21, p. 81].

Analysis of the literature on the personnel management issue, allowed to build
so-called "factor space™ of the environment of the enterprise (see Pic. 1), including:

e environmental factors: international, economic, socio-cultural, political,
informational, technological progress, demographic, and others.

e direct influence factors: government regulation, labor market, education
system, financial institutions and programs, industry standards, and external stakeholders.

It should be noted that all these factors are interdependent and interrelated,
and represent themselves a system where parameters change one factor parameters
change causes a change in others, so evaluation of the impact of each factor, taken
separately, is typically difficult because of their system dependency. Importance of
the factors impact on the company depends on the specific conditions of its activity.
Therefore one of the primary tasks in the personnel management is to identify, to
record and to rank the importance of all relevant factors in every particular situation,
affecting the management personnel development that impede or facilitate its activity.
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Conclusions. The study proved that the essential investigation of personnel
management as a subsystem of some enterprise impossible outside the context of the
system paradigm, because it is a systematic methodology that allows to combine and
to coordinate most scientific and practical views on interactive processes that are
coordinated and regulated in the human resource field, reflecting its role as a
subsystem of the enterprise.
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Anomayis

Yupasninas mnepcoHanoMm (personnel management) BHU3HAETHCSA OMHIEIO 3
HaNOLIBII BaXKIMHUBUX cep KUTTS MiAIPUEMCTBA, 30aTHOTO 0araTopazoBo MiABUIIUTH
Horo e(eKTHBHICTh, a caMe MOHSITTS «YNPaBIiHHS MEPCOHAIOM» PO3TIAJAETHCS B
JOCUTh IIMPOKOMY Jiama3oHi: Bil €KOHOMIKO-CTaTHUCTHYHOTO, 10 (iI0co(PChKO-
MICUXOJIOT1YHOTO.

VY cyvacHili HayKoBii JiTeparypi icHye Oe3nid MmigXoHiB OO BH3HAYEHHS
MOHATTS. «YNPAaBIiHHS MEPCOHAIOM». YMOBHO IIi MiIXOAM MOKHA PO3AIIMTH Ha
HACTYITHI KaTeropii:

- JMiSTBHICHUM MiIXiJ, KOJH YIPaBIiHHS IEPCOHATIOM PO3TISAAETHCS SIK
MEBHA «IisUTbHICTh, K4 BUKOHYEThCS Ha IMIANPUEMCTBAX, IO CIPHUSIE HANOLIBII
¢(eKTUBHOMY BHKOPUCTAHHIO NPALIBHHUKIB I JOCATHEHHs OpraHizamiiHuX i
ocobucTux uiiei» [7, ¢. 7].

- TMPOLECHHH MiAXiJ, M0 PO3IIAAae YIPABIiHHS MEPCOHATIOM SIK «IIPOIEC
IJIECTIPSIMOBAHOTO BIUIMBY Ha CHCTEMY SKOHOMIYHHX BiJHOCHH, IJISl 3aJJ0BOJICHHS
noTped opraHizamid y kajapax HeoOXimHoi kBamidikarii, 3a0e3neueHHs] 3alHATOCTI
MpaIliBHUKIB, 110 BUBUILHSAIOTHCS, Ta iX €(DEKTHBHOTO BUKOPUCTaHHS [8, . 8].

- KOMIUIEKCHHW MIXil, TpH SKOMY IIiJl YOPaBIiHHAM MEPCOHAIOM Ha
BHPOOHUIITBI PO3YyMI€THCS «KOMIUIEKC YITPaBIiHCHKHUX BIUIMBIB (IPUHIIAIIIB, METO/IIB,
3aco0iB 1 ¢opM) Ha IHTEPECH, TMOBEIIHKY ¥ MiSJIBHICTH MPAI[iBHUKIB 3 METOIO
MaKCHUMaJIbHOTO BUKOPHCTaHHS X MOTEHIiady MPHU BUKOHAHHI TPYAOBUX (DYHKIIii»
[9, c. 6].

- CHUCTeMHHU TiAXiJ, IPH SKOMY YIPaBIiHHS IEPCOHATIOM PO3TIIIAETHCS K
«CHUCTEMa CKOHOMIUHHUX, OpPTaHi3aliiHUX 1 COLIaJIbHO-TICUXOJOTIYHUX METO/IIB,
CHpSIMOBaHMX Ha 3abe3nedeHHs] e(eKTHUBHOCTI TPYAOBOI MiSUIBHOCTI W MiATPUMKY
KOHKYPEHTOCTIPOMOKHOCTI Tifnpuemctsay [10, c. 14].

[Tepconan € OCHOBHHM PecypcoM HiANPUEMCTBA, IO CKIATAETHCS 3 OKPEMUX
MpaIiBHUKIB, 00'€IHAHUX MEBHUM YHMHOM 1 LIJIECIPSIMOBAHO JIFOUUX JJIS JOCATHEHHS
LiJed manpueMcTBa W OCOOMCTHX Il KOXXHOTO TNpalliBHUKA. Pa3zoM 3 TuM,
TIepCOHAJT 3IHCHIOE BCi [ii, IO CTIPSMOBaHI Ha BUITYCK MPOAYKINii, BAKOHAHHS POOIT
Ta HajaHHSA mocayr. Tomy came mepcoHanm € 00'€KTOM YNpaBiiHHS BHPOOHHUYOT
cucremu. KepiBHUKY § TOTI-MEHEDKEPH € CIeHU]IuHOI0 YaCTHHOIO IepcoHany. Bix
iX yMiHHS KepyBaTH, 3HAXOIUTH IPaBUILHI PIMMICHHS W BTUTIOBATH iX y KUTTA Y
BEIMKOMY CTYIIEHI 3aJeXHUTh YCIiX opranizamii. Takum dYuHOM, dYacTHHA
ciBpoOITHHUKIB OpraHizamii BUCTynae B SIKOCTI cyO'exTiB ympasiinHs. [lpu npomy,
3aJIe’KHO BiJ] PiBHS PO3IIIAY CHCTEMH W MpOLecy YIpPaBIiHHA, Yy Pi3HI MOMEHTHU Yacy
Ti caMi CIiBpOOITHUKHA MOXYTh BUCTYNaTh a00 00'eKTOM ab0 Cy0'€eKTOM YIpaBIiHHS.
Io cyti, KOXHHUH TpaliBHUK, 3aIy4eHHN y BUPOOHUUY CHUCTEMY, YAM-HEOyab abo
KUM-HeOyab Kepye. ToMy mNHWTaHHS yHOpaBliHHSA NEPCOHAIOM 3adilaroTh Yyci
MiCUCTEMU MIiANPUEMCTBA, a IiSUIBHICTD CHUCTEMH YIPaBIiHHS IEPCOHATIOM, SK
YIIPaBIiHHS B [[IJIOMY, MOIIMPIOETHCS HA KOKHOTO TpaIliBHUKA [9].

CyuacHi ysBICHHS HpPO CHUCTEMY YIpPaBIiHHA MIiANPUEMCTBOM 1 Horo
MiCUCTEMaMH, BKIIOYAIOYM MIJCHCTEMY YIpPaBIiHHA MEPCOHATIOM, IOB'SI3aHi 3
PO3YMIHHSIM TOTO, IO OCKUIBKH MiJANIPHEMCTBO SIBIISIETHCS BIIKPUTOK CUCTEMOIO, TO
(YHKIIOHYBaHHSI BCiX HOTO MiJICKCTEM HEMOXIMBO 0€3 ypaxyBaHHS BHYTPIUIHIX i
30BHIIIHIX (hakTopiB. BinmoBimHO M0 OJHOTO i3 YHCIEHHUX BH3HAYEeHb, IO
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NPUBOIATECS. B JiTepaTypi, «(pakTOpH YHPABIiHHSA TMEPCOHAJIOM — L HaiOiIbII
ICTOTHI 3a CBO€IO MPHUPOAOI0, 3HAYMMICTIO i CHIJIOI0O OOCTaBMHHU ¥ NPUYWHH, IO €
JpKepeaMu BIUIMBY Ha (OpMYBaHHs, OpraHizaliio i peajizaliio Ipoluecy BIUIMBY Ha
3alHATHX TMPaLiBHUKIB OpraHizamii, fki 31aTHi OOyMOBHTH HOTO XapakTep i CTaTH
pyuriiinoo cuioro» [20, c¢. 33]. do BHyTpimHIX (aKTOpiB BiZHOCATHCA: (Gopma
BJIACHOCTI, crenudika BUPOOHMIITBA M TEXHOJOTIYHUX IPOIICCIB, CTais KUTTEBOIO
LUKy MiANPUEMCTBA, OpraHizaliiiHa CTPYKTypa YHpaBIiHHA, KBaJidikamiiHuii
piBeHb 1 comianbHO-IeMorpadiuyHi XapakTepUCTUKH BUKOPHUCTOBYBAHOI pPoO0OYOT
CWJIM, EKOHOMIYHWH CTaH TWIiANPUEMCTBA, KOPIIOpPATUBHA KyJIbTypa, BHYTPIIIHI
CTEHKXOJIEPH, CTATyC CIY>KOM yNpaBIliHHS [IEPCOHATIOM, COLIaIbHO-TICUXOJIOTTYHUI
KJIiMaT, IHHOBaLiHO-TEXHOJOTIYHUH piBeHb 00poOKHy iHpoOpMaii i iH.

®dakTOpH 30BHIIMIHLOTO CEPEOBHUIIA, TOYNHAIOYH 13 KJIACUKIB MCHEIKMECHTY
[21-22], y waykoBiit niTepaTypi NpPUAHATO NOAUIITH Ha (GAKTOPU MPSAMOro i
HempsiMoro BIUIMBY. «Jlo (akTopiB mpsAMOro BIUIMBY BiTHOCATHCA (akTOpH, IO
0e3nocepeHbO BIUIMBAIOTh Ha OMEpallil oprasizamii ¥ 3a3HalOTh Ha COOi BILIUB
omepaniii opranizamii... Ilig cepemoBuIeM HENPSIMOTO BIUIMBY PO3YyMIIOTHCS
(axropw, sKi MOXYTh HE HaJaBaTH MMPSIMOT0O HETalfHOTO BIUIMBY Ha OpraHi3allio, ajie
MpOTE MO3HAYaIThCA Ha HUX» [21, c. 81].

AmHari3 niteparypu, NpUCBSUEHIN TpoOIeMaTHIll yIpaBIiHHSI TEPCOHAIOM,
JIO3BOJIMB TMOOYAYBAaTH TaK 3BaHEe «(paKTOPHE MOJIE» 30BHIIIHBOIO CEPEeJOBHIIA
mignpueMcTsa (AuB. puc. 1), I0 BKIIOYAE:

(dakTopu HENpsAMOro BIUIMBY: MIXKHApOIHI, €KOHOMIYHi, COIIOKYJIbTYpHI,
IHCTHTYLIOHANBHI, TOJITHYHI, HAYKOBO-TEXHIYHHH Tporpec, iHpopMaliiiHi,
npupotHo-TeorpadivHi, JemMorpadidHi,

(bakTopu OE3MOCEePEIHBLOTO BIUIMBY: JCpXKaBHE peEryiroBaHHsS (y T.4. Ha
MICIICBOMY 1 pErioHaJbHOMY pIBHSIX), PUHOK TMpaili, CUCTeMa OCBITH, ()iHAHCOBI
IHCTUTYTH, TAITy3€Bi HOPMHU 1 CTAaHIAPTH, a TAKOXK 30BHIIITHI CTEHKXOJIIEPH (3alliKaBIieHi
CTOpOHM) — 3aCHOBHHKH, aKI[IOHEPH, iHBECTOPH, TTOCTAYAILHUKHY, KITI€HTH, CIIOKHBAYI,
KOHKYPEHTH, PO CIiJIKK, TPOMaICHKI opraHizaiiii, 3acoou macooi iHpopmarii (3MI).

Crig Bim3Ha4YWTH, MO BCi i PAKTOPH B3a€EMO3AIEKHI 1 B3a€EMOTIOB'I3aHI MIXK
c000r0, i caMi 10 co0i TPEACTaBIAIOTh IEBHY CHCTEMY, JIe 3MiHa TIOKa3HHUKIB OHOTO
(akTOpa BHKIMKAE 3MiHY iHIIMX, TOMY OLHKa BIUIMBY KOXHOTO (pakTopa, y3aTOro
OKpeMO, SIK MpPaBWIIO, YTPYAHEHa B CHIY iX CHCTEMHOi 3aJieKHOCTI. 3HAYMMICTh
BIDTHBY (DaKTOPiB HA MiAIPHUEMCTBO 3aJI€KUTH BiJf KOHKPETHIUX YMOB HOTO TisUTHHOCTI.
ToMy omHMM i3 TEpIIOPSAMHWX 3aBIAaHb VY TIPOIEC YIPABIIHHS IEPCOHAIOM
MiINPUEMCTBA € BUSBIICHHS, OOJIK i pamKUpPyBaHHS 3a CTYNEHEM Ba)KIHMBOCTI BCiX,
peNeBaHTHUX Y KOHKPETHIM curyarii (akTopiB, MO BIUIMBAIOTh HA YIIPABIiHHSI
PO3BUTKOM TIEpCOHATY ITIATIPUEMCTBA, AKi TATBMYIOTH 200 CIIPHSIOTH HOTO JisUTHHOCTI.

Y jJocmimkeHHI OOTPYHTOBAHO, IO CYTHICHE JOCII/DKEHHS YIpPaBIiHHS
MEPCOHANIOM, SIK JESIKOi MiJICUCTEMHU MiANPUEMCTBA, HEMOMIIMBO 1032 KOHTEKCTOM
CHCTEMHOI MapaJIirMy, TOMY III0 CaMe CHCTEMHA METOIOJIOTIS JT03BOJISIE CKOOPAMHYBATH
i o0'eqHaTH B €IUHE L€ OLIBLIICTE HAYKOBHX 1 MPaKTHYHHMX MOTJSAIB (MPOEKLii)
Ha IHTepaKTHBHUH XapakTep NpOLECiB, IKi KOOPAUHYIOTBCS i PerynoloThcs B chepi
VIPaBIIHHSI IEPCOHAIIOM, BiIOOpakaloud HOTO CHCTEMHY pPOJIb SIK ITJICHCTEMH
i ITPUEMCTRBA.
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