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Formulation of the problem. In the conditions of
globalization of national economies, the regulation of
sustainable social and economic development requires
rapid adaptation to international competition, which is
possible with increasing the competitiveness of man and
society — the synthesis of his knowledge, innovations
and information, as well as institutions of state and en-
trepreneurship. Knowledge, information and their car-
rier —an educated person, able to generate ideas and new
knowledge, as well as to innovate, becomes the main re-
source and at the same time the purpose of economic
development of the state.

The development of the Ukrainian economy is ac-
companied by the reform of the mechanism of financial
management by industrial enterprises, achieving com-
petitive advantages becomes much more difficult to en-
sure only through effective financial management and
investments in physical assets. This is due to the fact
that, in emerging and highly competitive markets, a non-
financial mechanism based on the valuation and ma-
nagement of intangible assets of an industrial enterprise
has become increasingly important. Today, along with
gaining profit and increasing capitalization of enter-
prises, priority directions of strategic development are
the preservation and expansion of the share of the mar-
ket of products sales, improvement of internal business
processes, which are achieved through effective man-
agement of labor resources.

Analysis of the last researches and publications.
In the writings of many authors, human resources are
increasingly seen as human capital, which is the most
valuable asset and, in line with the strategic goals of the
company, provides the desired income and creates com-
petitive advantages. The theoretical aspects of strategic
management of human capital are devoted to the works
of domestic and foreign scientists: V.M. Heyets, L. Ed-
vinson, O.A. Grishnova, O.L. Eskova, R. Kaplan,
D. Norton, Nils-Goran Olve, J. Fitz-Yenza, H. Ramper-
sada and others. In the works of these authors, attention
is paid to the management of the strategy through the
Balanced Scorecard (BSC), but the proposed economic
toolkits are aimed at managing the aggregate of re-
sources. At the same time, there is no clearly formulated
methodological approach to the strategic management
of human capital, which is a key component of the coun-
try's strategic potential.

The purpose of the article is to determine the im-
pact of globalization processes on the strategic develop-
ment of human capital of industrial enterprises in
Ukraine.

Presentation of the main material. Modern con-
ditions of functioning of the Ukrainian economy, char-
acterized by constant changes in the external environ-
ment, increasing competition in all spheres of activity,
require the necessary search for tools that will allow
them to respond promptly to their influence and develop
a strategy for development, taking into account these
factors. One such tool is balanced system of indicators.
One of these tools is a balanced metrics system. A cha-
racteristic feature of this system of indicators is that it
uses as methods of managing the activities of enterprises
not only financial indicators that reflect the efficiency of
the business entity in the past, which do not solve the
problems that arise in the "real time", do not allow to
prove the strategic objectives of the enterprise to all
workers, but also non-financial indicators that reflect the
achievement of strategic goals in various aspects of
business and at all levels of management. Within the
framework of a balanced system of indicators, a classic
approach is used in determining the strategy "from the
top down", which involves concentration of efforts on
the external and internal market conditions, namely, on
the following factors: the requirements of suppliers and
buyers, the appearance of substitutes of products and
technology, and so on. This approach requires careful
assessment of the company's internal capabilities, which
are measured by the level of human capital training and
qualifications. The more important the employee factor
to achieve the strategy, the more significant the combi-
nation of LSS with the system of personnel manage-
ment. Fig. 1 shows a balanced system of indices of an
industrial enterprise.

In order to describe the status of human capital
(professional knowledge, skills and abilities) and its role
in supporting the strategy, it is necessary to determine
the degree of strategic readiness of human capital. Stra-
tegic readiness — an analogue of liquidity: the higher the
degree of readiness, the faster the intangible assets can
be converted into cash [1, p. 79].

The assessment of human capital readiness is car-
ried out in two ways:

1) on the basis of strategic occupations;

2) based on strategic values.
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Fig. 1. Balanced system of indicators: control loop (strategy tactics operational management) [1]

The central place in a strategically oriented system
of motivation belongs to strategic readiness. Strategic
readiness of human capital is formed in the process of
implementation of the following stages:

1) definition of groups of strategic professions;

2) development of profiles of strategic competen-
cies of employees;

3) identification of the capabilities and competen-
cies of employees;

4) elimination of "breaks of competencies";

5) monitoring of the implementation of strategic
tasks and drawing up a report on the strategic readiness
of the personnel.

Strategic readiness of human capital contains a
number of strategically important indicators: level of
employee's preparedness, strategic compliance of the
position, satisfaction with the results of their work and
others, which are mainly non-financial nature and form
the basis of strategic business cards.

The system of motivation based on strategic readi-
ness due to its non-financial orientation makes it diffi-
cult to assess the effectiveness of the use of human ca-
pital in monetary terms. This system of motivation re-
quires the addition of intangible parameters financial in-
dicators of the budgeting system, which will lead to a
balanced material and moral remuneration of the em-
ployee in the performance of strategically important
tasks. Motivation of strategic readiness allows to in-
crease efficiency of management of human capital of the
enterprise, offering an alternative approach to the estab-
lishment of compensatory payments to employees, by
setting a certain threshold of values of strategic indica-
tors. Thus, the motivation for strategic readiness is an

effective tool for managing human capital, since it al-
lows for a balance between financial and non-financial
forms of employee incentives in line with the strategy.
Fig. 2 presents a balanced system of motivation for hu-
man capital of an industrial enterprise.

Thus, despite the fact that the HRF of human capi-
tal is not able to provide a concrete monetary assess-
ment of this intangible asset, human capital is an indis-
pensable resource of domestic enterprises in the condi-
tions of globalization, and therefore needs a scientifi-
cally sound management and evaluation exactly as the
enterprise strategy requires.

With the accession of Ukraine to the World Trade
Organization (WTO) and taking into account its aspira-
tion for integration into the European Union, the domes-
tic market of Ukraine is no longer a protected area in
which Ukrainian enterprises can profit in the event of
the impossibility of exporting their own products and
global trends towards the decline of industrial machine
building. Moreover, the common source of problem for-
mation is the failure to take into account the role of the
worker, his knowledge, skills and abilities. After all, this
directly affects the quality of products, tools and tech-
nology used.

Significant energy intensity leads to the need for
enterprises to reduce wages to establish a competitive
value of products. A coming to the market of foreign
corporations that do not have such problems will lead to
an outflow of workers (especially qualified ones) from
domestic enterprises.

Thus, the transformation of labor resources in the
conditions of a market economy into human capital, re-
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Fig. 2. Balanced system of motivation of human capital of industrial enterprise

quires enterprises to acquire a new system of self-suffi- The application of the concept of human capital in
ciency, including through the labor market. the practical activities of a modern Ukrainian enterprise
Effective work in any market is ensured by adher-  has resulted in the presence of not two [3], but three
ing to marketing requirements, but for a commodity  groups of factors that have a direct impact on human
such as human capital, scientifically sound methodolo-  capital (Table 1).
gical support has not yet been developed.
Table 1
Factors influencing the development of human capital of a modern industrial enterprise
General factors Individual factors Factors of Globalization
and informatization

level of qualification of the worker
strength

industrial relations natural abilities and talents sources of information

index of human capital the percentage of "virtual" friends
in communication

education involvement in social networks

official qualification

the specific weight of the wage fund in
the price of the goods, the gross domes- | abilities and skills
tic product
a generalized indicator of economic de-
velopment

knowledge of English (or other
languages required by society)

attitude to the place of work

possession of confidential information
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General factors are due to the level of development
of the state and practically can not be changed at each
separate enterprise or changed person personally. Indi-
vidual figures are specific to every person, and therefore
they are considered for each individual individually and
can be changed by a person personally or by the enter-
prise on which it operates. Therefore, they should be of
the greatest interest to the management of the company,
since managing human capital in an enterprise can only
be done through these factors.

However, the third group of factors gets an increa-
singly important role. It is already an indispensable re-
quirement for the formation of personnel of creative pro-
fessions, but it also becomes important for workers' pro-
fessions, because modern workers must also receive ad-
vanced training, knowledge of new technologies, often
from foreign partners or foreign management. In this
sense, the worker who speaks a foreign language be-
comes more competitive.

But for Ukraine, not only the problem of adapting
the population to the foreign system of motivation in the
country itself, but also the problem of motivation of ex-
ternal labor migration of the population is relevant, as
Ukraine has continued to remain the exporting country
of the labor force [4]. In addition, taking into account
the global migration factor and the current situation with
the number of migrants in the world and in our country,
one can expect the problem of attracting foreign mi-
grants to the Ukrainian economy. So far this problem is
extremely poor, because most migrants from other
countries in Ukraine do not work in the sphere of pro-
duction, but in the sphere of trade or they are self-em-
ployed persons. This does not solve, on the contrary, it
exacerbates the social tension in society and does not
contribute to solving the main issue - an increase in the
human capital of industrial enterprises. Today, globali-
zation forms a single space, changing the socio-eco-
nomic life of an individual state, characterized by in-
creased international cooperation and increased open-
ness an economy that has both a positive and a negative
effect. From the second half of 2014, industrial produc-
tion in Ukraine is rapidly falling, with the crisis most
likely to cover the most complex and valuable industries
(in terms of income and quality of jobs): machine-build-
ing, chemical and metallurgical production. According
to the Gosstat of Ukraine, in May 2015, industrial pro-
duction declined by 20.7% compared to May 2014, and
not only companies in Donetsk and Lugansk oblasts, but
also their partners in other regions of Ukraine experi-
ence significant losses. According to the rating of the
World Economic Forum Global Competitiveness Re-
port 2015-2016, in its competitiveness, our country has
ranked 79th among 140 states (Ukraine lost three posi-
tions in the year, dropping from the 76th place). 12 fac-
tors were taken into account in rating formation, among
them — quality of infrastructure, macroeconomic stabi-
lity, innovative potential, level of technological deve-

lopment, development of finery, quality of education
and others [5].

The welfare of the Ukrainian people in 2015, ac-
cording to research by international agencies, has dete-
riorated: the country lost seven positions in the world
ranking of the prosperity of the Legatum Prosperity In-
dex and ranked 70th in 142 countries (last year Ukraine
was 63rd). Despite all the electronic innovations,
Ukraine continues to lag behind in the ranking of Inno-
vation Index countries, which annually Bloomberg
agency. This year, we managed to take only 41st place
among 50 countries, although in the past we settled on
the 33rd. But, at the same time, there are positive indi-
cators. This year, Ukraine has improved its position in
the prestigious world ranking Doing Business — rose
from 87 to 83 places [5].

Our country succeeded in the ranking of human
capital that the World Economic Forum holds annually.
Thus, the sum of the indicators on employment, living
standards, literacy, education and longevity of the pop-
ulation of Ukraine overcame immediately 32 positions
and rose in the ranking of 63 positions in 31 among
124 countries [6].

Over the past year, Ukraine managed to make its
economy much more attractive to foreign partners: in
the world ranking of the investment attractiveness of the
International Business Compass, compiled by the Ham-
burg Institute of World Economy, our country ranked
89th out of 174 countries. In 2016, Ukraine made a real
breakthrough, rising just 17 positions in the global
Global Services Location Index outsourcing ranking,
which is the AT Kearney consulting company. Thus, for
one year among 55 countries Ukraine managed to in-
crease its positions from 41 to 24 places. To assess the
attractiveness of a country for foreign companies, states
view in several categories: financial attractiveness, busi-
ness environment, skills and availability of manpower
[7].

Consequently, during the last decades under the in-
fluence of scientific and technological progress and
technological competition, human development issues
undergo significant changes. Human development is
fundamental, since it is the human being that is the basic
element of complex social and economic systems,
which include national states.

Conclusions. To ensure the quality of human cap-
ital and boost investment in its development in Ukraine
it is necessary: to promote the process of innovative de-
velopment in educational institutions, supplemented by
its introduction of innovative technologies in the field of
higher education; provide training in accordance with
the modern requirements of employers for their mobi-
lity, the ability to generate new ideas and readiness to
innovate within the strategic objectives of the enterprise;
to introduce incentives for individual investments in hu-
man capital by excluding from personal income tax
funds the measures for the protection and strengthening
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of health, education for themselves and family mem-
bers, payments to pension and health insurance funds;
regulate labor supply on the labor market, provide pro-
fessional training and quality improvement of the work-
force in line with the structural changes taking place in
the economy, improve the financial security of the em-
ployment policy; to develop the system of vocational
training and retraining, to promote the latest knowledge
in the scientific, scientific and technological spheres; to
consolidate in the Law of Ukraine "On Higher Educa-
tion" the right of employees of higher educational estab-
lishments who are authors of intellectual property ob-
jects, on the part of employer's income from the com-
mercial use of an object.
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IBuenkona O. 0., Kpukynenko K. M. Brius rio-
OagizaniifHUX mpouneciB Ha cTpaTeriyHMii pPO3BHTOK
JIOICBKOr0 KaIiTaJly IPOMHCIOBUX MiANPUHEMCTB YK-
painu

BwusnaueHo, 1110 OTHAM 13 iHCTPYMEHTIB, KW J103BO-
JIsi€ OTIEPATHBHO pearyBaTH Ha 3MiHHM 30BHINTHBOTO cepe-
JIOBUIIA, 3pOCTaHHS KOHKYPEHIIii B ycix chepax MisuIbHO-
cTi € 30ajaHcoBaHa CHCTEMa IOKAa3HUKIB. XapaKTEPHOIO
0COOIUBICTIO I1i€1 CHCTEMU MOKA3HUKIB € T€, 110 BOHA BU-
KOPHUCTOBYE B IKOCTi METO/IiB YIIPaBIiHHS AisUTbHICTIO TTiJI-
NIPUEMCTB HE TiJbKH (piHAaHCOBI NOKA3HUKH, SIKi BiI3epKa-
JIOIOTH €(PEKTUBHICTH POOOTH TOCHOAAPIOIOYOr0 Cy0’ EKTY
B MHHYJIOMY, III0 HE BHUPILIYIOTH ITPOOIEMH, SIKI BUHUKA-
I0Th B PEXHUMIi «pEaJbHOTO Yacy», He JO3BOJISIOTH IOBECTH
CTpaTerivyHi Uil MiIIPUEMCTBA IO BCIX POOITHHKIB, ane i
He(iHAHCOBI TOKA3HUKH, SIKi BiIOOpaKarOTh JOCSITHCHHS
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CTpaTeriyHuX IiJIel y pi3HUX acleKTax O0i3Hecy Ta Ha BCiX
piBHAX ynpasiniHHs. JloBeaeHo, 1110 JuIs 3a0e3MeueHHs KO-
CTi JIFOJICKKOTO KalTliTaly Ta aKTHUBi3aIlil iHBECTHIIIH y HOTO
PO3BHUTOK B YKpaiHi HEOOXiTHO CIPHUATH CTHMYJITIOBAHHIO
MIPOIIeCy IHHOBAIIIHHOTO PO3BUTKY B HaBYAIBHUX 3aKJa-
Jlax, JOTOBHHUBIIK HOTr0 BIPOBaXKCHHSIM IHHOBAI[HUX
TEXHOJIOTIH y Tay3i ofepXaHHs BUIIOI OCBITH; 3a0e31e-
YUTH MITOTOBKY KaJpiB BIIMOBIAHO O CYJaCHHX BUMOT
poOOTONABIIB 32 IXHBOI MOOLTBHICTIO, MOXKIIHBOCTI T€HE-
pyBaTH HOBI i/iei 1 TOTOBHICTB N0 peai3aiii IHHOBaIlil B
paMKax CTpaTeridyHuX IJIeH MmiIIprHeMCTBa.

Kmouosi cnosa: MOACHKUI KamiTaj, 30alaHcoBaHa
CHUCTEMa TIOKA3HUKIB, CTPATETiyHi ITi, TI00ai3aIfiiiai
nporecy, He()iHAHCOBI MMOKA3HUKH, MOTUBAIIIS CTpATETiv-
HO{ TOTOBHOCTI.

IBuenkoBa E. 10., Kpukynenko E. H. Bausinue
rJ100aJIM3alIMOHHBIX MPOIECCOB HAa CTpaTernyeckoe
Pa3BUTHe YeJI0BEYECKOTr0 KAmuTaaa MPOMBIIIJIEHHBIX
NnpeanpuATUHil Y KpanuHbl

OmnpeneneHo, YTo OAHUM U3 HHCTPYMEHTOB, KOTOPBIN
MI03BOJISIET ONIEPATUBHO PEarnpoBaTh Ha M3MEHEHNUS BHEIII-
HeH cpelipl, pOCT KOHKYPEHIIMU BO BCeX cdepax AesTelb-
HOCTH SIBIISIETCSl cOaJlaHCHpPOBaHA CHCTEMa ITOKa3aTeleH.
XapakTepHOH 0COOEHHOCTBIO 3TOH CHCTEMBI MTOKa3aTeIen
SIBIISICTCS TO, YTO OHA HCIIONB3YeT B KadeCTBE METOJIOB
YOPaBJICHUS IESTCIFHOCTHIO IPEANPHUATHH HE TOIBKO (-
HaHCOBBIE TTOKA3aTelH, KOTOPhIE 0TOOPaXKArOT 3P PEKTHB-
HOCTHh Pa0OTHI XO3SHCTBYIOIIETO CYOBEKTa B IPOIIIOM,
YTO HE pemaeT mpobiaeM, KOTOPEIe BOSHUKAIOT B PEKUME
«pEarbHOTO BPEMEHN», HE TIO3BOJIAIOT JOBECTH CTPATETH-
YeCKHe LeNbIe MIPEATPHUSITHS 10 BCceX paOOTHUKOB, HO U He-
(bMHAHCOBBIE OKA3aTENH, KOTOPhIE OTOOpaXKaloT NOCTH-
KEHHUE CTpPaTerHIeCcKuX leiel B pa3HbIX aclieKTax Ou3Heca
U Ha BCEX ypPOBHSX ynpasieHus. JlokazaHo, 4to 1 obec-
MIEYCHNSI Ka4eCTBa YEJIOBEUECKOTO KaluTalla U aKTUBHU3a-
LMY WHBECTHLIMI B €ro pa3BUTHE B YKpanHe HEOOX0AUMO
OKa3bIBATh COICWUCTBUE CTUMYJIHPOBAHHUIO IpOIECcCa WH-
HOBAIIMOHHOTO PA3BHUTHA B YUEOHBIX 3aBEACHHSIX, JOMOJ-
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HUB €r0 BHEJPCHUECM WHHOBAIIMOHHBIX TEXHOJIOTHH B 00-
JACTH TIONYYEHUS BBICHICTO OOpa3oBaHUs; 0OECICUUTH
MTOJTOTOBKY KaJIpPOB COOTBETCTBEHHO COBPEMEHHBIM TpE-
O0oBaHUsAM paboTomarenell Mo uX MOOMIHLHOCTH, BO3MOXK-
HOCTH T€HEPUPOBATh HOBBIC UJIEH M TOTOBHOCTh K peav-
3al[M¥ UHHOBALIMM B paMKax CTpaTErH4ecKux Iesei npe-
TIPYSITHSL.

Kniouesvie cnosa: 4enoBedeCKHi KamuTaj, cOamaH-
CHpOBaHHAas CUCTEMa MOKa3aTese, CTpaTernueckue e,
riro0aM3alluOHHBIC TPOIECChl, He(h)MHAHCOBBIC IMOKa3a-
TEJN, MOTUBALUS CTPATETHYECKON TOTOBHOCTH.

Ivchenkova E., Krikunenko E. The influence of
globalization processes on strategic development of hu-
man capital of industrial enterprises of Ukraine

It has been determined that one of the tools that allows
rapid response to changes in the environment, the growth
of competition in all spheres of activity is a balanced sys-
tem of indicators. A characteristic feature of this system of
indicators is that it uses not only financial indicators that
reflect the efficiency of the business entity in the past, but
also does not solve the problems that arise in real-time, as
well as the strategic integers enterprises to all employees,
but also non-financial indicators that reflect the achieve-
ment of strategic goals in various aspects of business and
at all levels of management. It has been proved that in order
to ensure the quality of human capital and to intensify in-
vestment in its development in Ukraine it is necessary to
promote the stimulation of the process of innovative devel-
opment in educational institutions, supplemented by its in-
troduction of innovative technologies in the field of higher
education; ensure training of personnel in accordance with
modern requirements of employers on their mobility, the
ability to generate new ideas and readiness to implement
innovations within the framework of strategic objectives of
the enterprise.
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