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Problem statement. Industrial enterprises in mo- 

dern terms feel the sharp shortage of employees that 
own ability to accept independent decisions, by respon-
sibility for quality of the prepared products, creative 
skills, knowledge of modern technologies of business 
and other. All the above enumerated descriptions of em-
ployees present the human capital of enterprise, effec-
tive management has a strategic value that in activity of 
enterprise. A human capital plays a key role all four as-
pects of activity of enterprise, because on a competence 
and skills of workers realization of aims of other con-
stituents depends in the system of strategic development 
of enterprise. Causal and investigative copulas between 
the aims of all constituents in the balanced system of in-
dexes find illuminations in strategic maps, that come 
forward as an interlink between formulation of strategy 
and her embodiment. Strategic maps allow to formed 
dependence between the indexes of individual estima-
tion of workers and complex system of performance of 
enterprise indicators, coming forward as an instrument 
of description of strategic aims of every aspect of acti- 
vity within the framework of the balanced system of in-
dexes [9, p. 178].  

Analysis of recent research and publications. 
First conception of strategic maps was presented by  
R. Kaplan and D. Norton in 1992 in edition Harvard 
Business Review [9]. Strategic maps targeted at the con-
cordance of short-term aims of activity of company with 
her mission and strategy on a long-term prospect by 
means of determination of four basic aspects of activity 
(finances, clients, internal processes, studies and deve- 
lopment). The amount of companies that inculcate stra-
tegic maps in practice of the activity grows in recent 
year. Many companies will use this method of descrip-
tion of strategy under other names and develop the own 
format of map sometimes only that reminds the initial 
model of Kaplan and Norton partly. 

In scientific literature there is an enormous amount 
of different variations on a theme strategic maps and 
their graphic interpretation, but all of them are intended 
for the estimation of efficiency of activity of company 
in intercommunication with general strategy. To the 
models, near enough to methodology of strategic maps 

of Kaplan, Norton, it is possible to take the pyramid of 
activity of company К. Мас-Naira, model of strategic 
maps of L. Мacele and К. of cross-country Race Lynch, 
system ЕР2М К. Roberts and P. Adams, system «Re-
sults and determinats» Fitzgerald and row other [9, 8, 6].  

The aim of the article. Determination of role of 
strategic map is in the management of industrial enter-
prise a human capital.  

Presenting the main material. Foreign experi-
ence of cooperation of worker and organization presents 
practical interest for domestic industrial enterprises, be-
cause today exactly a human capital is the main factor 
of steady development of enterprise. A human capital is 
in a greater degree presented by means of un financial 
indexes (competence of employees, motivated on the 
achievement of aims, degree of satisfaction by job per-
formances and other). Un financial indexes present basis 
of strategic maps of enterprise only in that case, when 
they show a soba the single system of interconnected 
and carefully selected indexes, not numerous, but suffi-
cient for description strategic aims. On fig. 1 presented 
model of strategic maps of Kaplan and Norton. 

As a result of introduction of strategic maps an en-
terprise gets possibility it is not simple to analyze and 
estimate the results of activity for past period, but also 
effectively to manage the activity on the basis of this 
analysis. The competitiveness of enterprises straight de-
pends on ability to do products exactly in time, at mini-
mum price and with exceptional quality. Thus the main 
condition of retaining of present and conquest of new 
clients is severe implementation of contractual obliga-
tions on all celled contracts. It, in turn, requires deve- 
lopment and introduction fundamentally of the new go-
ing near the management of enterprise, knowledge, a 
personnel and capabilities of that today are the basic 
source of increase of cost of enterprise in accordance 
with strategy. Among enterprises, those demonstrate the 
high strategic results of activity, 73% respondents spare 
considerable attention of communication of strategy to 
the employees of enterprise. Among enterprises that 
demonstrate middle or below middle results, 28% 
marked only importance of this direction. 
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Fig. 1. Model of strategic maps Kaplan and Norton [9, p. 237] 

 
Case-insensitive strategy it is impossible to create 

strategic accordance the personnel of enterprise, that 
complicates realization of strategic aims. A strategic 
map assists leading to of information about strategic 
whole enterprises to all her employees. In the total em-
ployees study strategically to think and can bring in own 
ideas and additions in formulation of mission and stra- 
tegy of enterprise [9, p. 112].  

On fig 2 basic design of strategic map of human 
capital times are presented. The strategic map of human 
capital can be developed on a period from three to ten 
years depending on different operating of enterprise 
conditions. The optimal amount of indexes of strategic 
map largely depends on the level of corporate hierarchy: 
at corporate level and at the level of separate subdivi-
sions 10-20 indexes are usually used, at the level of de-
partments - 5-10, at the level of certain worker are 3- 
5 indexes.  

The different amount of indexes is conditioned by 
that in the strategic map of every level there must be 
only those indexes, on the dynamics of that the workers 
of this level directly influence, indexes on implementa-
tion of that workers cannot influence must not join in a 
strategic map. For every index that is included to the 
strategic map, it is necessary to set a prognosis (having 
a special purpose) value on the achievement of that must 
be directed effort workers by means of development of 

corresponding events. The basic tasks of key indexes to 
efficiency are: is a receipt of quality and operative infor-
mation for the timely acceptance of administrative deci-
sions; 

– it is clear formulation of aims of enterprise and 
their quantitative expression in the budgets of subdivi-
sions;  

– it is expansion of info base for the analysis of 
strategic aims and adjustment of strategy of enterprise;  

– it is effective delegation of plenary powers by 
means of cascaded of the balanced systems: the level of 
working out in detail of indexes represents the degree of 
responsibility of subdivisions for the attained results;  

– it is reduction to the amount of administrative re-
ports and paper circulation of documents;  

– it is expansion of spectrum of possibilities at the 
analysis of rejections toward more detailed ground of 
their reasons; it is intensification of planning "from 
above downward " due to active voice of higher ma- 
nagement in the process of planning; it is perfection of 
the system of motivation of employees. 

Being base on world practice in area of develop-
ment of key indexes of efficiency, it is possible to draw 
conclusion, that the optimal amount of indexes for sub-
division of industrial enterprise presents from ten to fif-
teen. Key indexes at the level of subdivision contain 
both general for all subdivision and specific indexes that 
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remove efficiency of labor of certain worker. A correct 
heel of key indexes is strategically an important task in 
the process of cascading of the balanced system of in-
dexes on the level of every certain worker. The model 

of strategic map of human capital gives an opportunity 
to present a human capital as size constantly convertible 
in present money or liquid assets due to the greater vo- 
lumes of sales and less charges. 

 

 
 

Fig. 2. Design of strategic map of human capital times* 
* Improved by the author on the basis of the source [2, p. 231]. 
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In order to formulate the goals of human capital 
correctly, it is necessary to have a clear understanding 
of the types of competencies that support the key inter-
nal business processes of the enterprise. The description 
of these competencies will allow to form groups of the 
most valuable provisions in the process of implementing 
the strategy and to assess all the discrepancies between 
the future needs of the enterprise and the existing reality. 
Elimination of these discrepancies is possible by train-
ing or hiring employees who have the necessary skills. 

Most enterprises that implement strategic maps 
seek to create unique goals for human capital that deter-
mine their competitive advantages, while neglecting the 
allocation of the appropriate amount of resources for 
their implementation. The goals of the human capital of 
any enterprise, one way or another, are associated with 
certain costs for training and development of personnel, 
advanced training and the introduction of scientific de-
velopments, but funds in such cases are most often 
saved, thereby inhibiting the achievement of the strate-
gic objectives of the enterprise [6, p. 98]. 

Strategic goals of human capital, as a rule, are 
highly relevant for the enterprise and, accordingly, 
should be revised at least once a year. At the same time, 
they must be evaluated according to the following crite-
ria: 

1) develop a number of indicators that will allow a 
comprehensive assessment of the relevant strategic ob-
jective; 

2) to simplify to a minimum the calculation of the 
created indicators that characterize this goal; 

3) to monitor period ically the achievement of the 
target values of the relevant indicators, and, in case of 
their mass non-fulfillment, revise the strategic objective; 

4) assess the contribution of each employee of the 
enterprise to the achievement of corporate goals and de-
velop appropriate measures aimed at improving the per-
formance of employees. In the process of implementing 
the strategic human capital card, the enterprise needs to 
determine both the short-term and long-term goals of 
this type of intangible assets and adjust the current ac-
tivity based on the latter. Consistency of these goals with 
the overall mission and strategy of the enterprise is im-
portant. Therefore, the strategic goals of human capital 
are defined both for units and for levels of organiza-
tional structure. The final stage of the implementation of 
the strategic card is an action plan that provides for those 
responsible for the implementation of specific activities 
and the timing of the interim and final reports. 

The relationship that exists in the strategic maps 
«goal – indicators – target values – activities», allows to 
track the percentage of performance of individual indi-
cators for each employee and respond in a timely man-
ner to deviation from the target values through correc-
tive actions, and in case of mass failure – the revision of 
strategic objectives. 

 

Conclusions. Thus, it be possible to say, that a stra-
tegic map is the effective instrument of management of 
the enterprise oriented to strategy activity, and her suc-
cessful realization is provided by means of professio- 
nalism of workers. Without guidance as a strategic map 
of the program of development of personnel on an en-
terprise does not have the clearly structured plan of ac-
tions in relation to that, what knowledge a worker must 
own, to attain prognosis values strategically of im-
portant indexes, what size of bonus will get at imple-
mentation of the indexes plugged in a strategic map.  

A strategic map directs the programs of depart-
ments of human capitals – set of personnel, studies, 
planning of quarry increase – in the river-bed of deve- 
lopment of human capital of enterprise. Developing, in-
tegrating the human capital and bringing it to confor- 
mity with major strategic processes, an enterprise pro-
vides high profitability of non-material assets. 
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Жуков С. А., Маліношевська К. І. Стратегічна 

карта як ефективний інструмент управління люд-
ським капіталом промислового підприємства 

У статті обґрунтовано, що формалізацію стратегії  
ефективного використання людського капіталу підпри-
ємства можна здійснювати за допомогою стратегічних 
карт, які є сполучною ланкою між формулюванням 
стратегії та її втіленням. Стратегічні карти дозволяють 
виявити залежність між показниками індивідуальної 
оцінки працівників і комплексною системою показників 
діяльності підприємства, виступаючи інструментом  
 
 
 
 

опису стратегічних цілей кожного аспекту діяльності в 
рамках збалансованої системи показників. У результаті 
впровадження стратегічних карт підприємство одержує 
можливість не просто аналізувати й оцінювати резуль-
тати діяльності за минулий період, але й ефективно 
управляти своєю діяльністю на основі даного аналізу. 

Ключові слова: стратегія, стратегічна карта, люд-
ський капітал, промислове підприємство, збалансована 
система показників, стратегічні цілі, ключові показ-
ники ефективності. 

 
Жуков С. А., Малиношевская Е. И. Стратеги-

ческая карта как эффективный инструмент управ-
ления человеческим капиталом промышленного 
предприятия  

В статье обосновано, что формализацию стратегии 
эффективного использования человеческого капитала 
предприятия можно осуществлять при помощи страте-
гических карт, которые являются связующим звеном 
между формулированием стратегии и ее воплощением. 
Стратегические карты позволяют выявить зависимость 
между показателями индивидуальной оценки работни-
ков и комплексной системой показателей деятельности 
предприятия, выступая инструментом описания стра-
тегических целей каждого аспекта деятельности в рам-
ках сбалансированной системы показателей. В резуль-
тате внедрения стратегических карт предприятие полу-
чает возможность не просто анализировать и оцени-
вать результаты деятельности за прошлый период, но 
и эффективно управлять своей деятельностью на ос-
нове данного анализа. 

Ключевые слова: стратегия, стратегическая карта, 
человеческий капитал, промышленное предприятие, 
сбалансированная система показателей, стратегиче-
ские цели, ключевые показатели эффективности. 

 
Zhukov S., Malinoshevska K. Strategic map as ef-

fective instrument of management of industrial enter-
prise human capital 

The article substantiates the formalization of the stra- 
tegy for the effective use of the human capital enterprise by 
strategic cards, which are the link between the formulation 
of the strategy and its implementation. Strategic maps al-
low us to identify the relationship between the indicators 
of individual assessment of employees and the complex 
system of performance indicators of the enterprise, acting 
as a tool for describing the strategic objectives of each as-
pect of activity within the framework of a balanced system 
of indicators. As a result of the introduction of strategic 
maps, the company has the opportunity not only to analyze 
and evaluate the results of operations for the past period, 
but also to effectively manage its activities on the basis of 
this analysis. 

Keywords: strategy, strategic map, industrial enter-
prise, balanced system of indicators, strategic goals, key 
performance indicators. 
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