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Formulation of the problem. At present, the basic
component of enterprise personnel management is to
create the conditions for the expansion of knowledge,
improvement of skills, improvement of skills and con-
tinuous development of employees. Increasing the role
of knowledge in society, the development of smart, in-
telligent technologies require flexible and adaptive use
of human resources of the enterprise, increasing the cre-
ative and organizational activity of employees, the for-
mation of a humanized organizational culture.

In the context of market relations, the introduction
into the production of new technologies of particular im-
portance are acquired by adequate methods of personnel
development management, which are based on progres-
sive approaches to expanding its competencies. Consi-
dering this, in modern production there are problems of
modernization of classical systems of management of
personnel and introduction of new models of manage-
ment, oriented on continuous development of intellec-
tual, cultural and creative potential of employees of en-
terprises and organizations.

Analysis of recent research and publications.
Problems of personnel management systems as one of
the most important strategic directions of work of enter-
prises are constantly attracting the attention of econo-
mists. Thus, foreign scientists 1. Ansoff, P. Drucker,
G. Kunz, M. Mescon, T. Peters, and G. Simon made a
significant contribution to the development of the theory
of personnel management.

A. Smith explained the differentiation in wages of
skilled and unskilled workers through difference in
time, labor and cash costs incurred by the first to obtain
the necessary knowledge, skills, and mastery [1].

This paper is devoted to a large number of works
of foreign and domestic authors, the analysis of which
shows the diversity of existing approaches and methods.
Such Western economists as V. Petty, A. Smith, J. Sey,
S. Fisher, L. Valras, Sidgwick, G. Becker [2], T. Schultz
[3], I. Ilyinsky [4], when considering the issue of invest-
ment in human capital, give special attention to in-
vestment in the capital education. The first measurement
pattern to estimate the value of an able-bodied person,
used by V. Petty, assesses the value of the stock of hu-
man capital by capitalization of earnings as a life
annuity with a market interest rate [5].

Among domestic researchers, these issues were
considered by L. Balabanov, D. Bohin, O. Grishnova,

L. Goroshkova, V. Danyuk, A. Kolot, I. Kryzhko,
A. Cherep, L. Chervinskaya, who analyzed theoretical
and applied aspects of personnel management. at enter-
prises of different industries. However, due to the com-
plexity of the problem in the current context, some is-
sues are not adequately addressed or need to be detailed,
especially in the face of a constant change in the market.

The purpose of the article is to identify the prob-
lems of personnel management and the impact of the ef-
fectiveness of the personnel management system on the
sustainable development of the enterprise.

Outline of the main research material. Personnel
management is one of the most important areas of the
modern enterprise strategy. In order to succeed in a
changing world and gain a competitive edge, every busi-
ness needs to achieve efficient and cost-effective use of
advanced technologies that require human resources
that have the requisite knowledge and professional ex-
perience.

I. Kychko and M. Gorbachenko argue that the effi-
ciency of the enterprise, undoubtedly, is based on labor
resources, namely competence, qualification, capacity
for training and development of personnel within the or-
ganization. However, current unemployment indicators
in the labor market of Ukraine indicate that the current
system of organization of social production, including
personnel management, needs improvement [7].

Management style combines professional compe-
tence, efficiency and high ethics of relationships bet-
ween people, as well as practically affects all areas of
the enterprise. It depends on him to what extent external
factors of increase of efficiency of activity at the enter-
prise will be taken into account. Therefore, proper ma-
nagement style as an integral element of modern mana-
gement is an effective factor in improving the efficiency
of any enterprise and every business structure [8, p. 72].
Therefore, the basic condition that ensures the develop-
ment of the enterprise is the efficient use of staff.

The experience of foreign corporations confirms
that the implementation of the latest technologies of per-
sonnel management increases the productivity of staff,
improves team performance, reduces staff turnover, and
increases the activity of enterprises at different levels of
management [7]. The competitiveness of an enterprise
depends to a large extent on the preferences of the staff,
which are manifested in two main aspects, such as high
qualification of personnel (advanced knowledge and in-

179

Exonomiunmii Bicauk Jlonbacy Ne 4(58), 2019



I. Smyrnova, K. Rudyka

tellectual capital, pursuit of knowledge and improve-
ment, high motivation of staff, effective incentives for
hard, quality work); the skills and experience of staff to
reduce the level of marriage and the cost of production
through the use of first-class service traditions, unique
style of advertising and promotion of goods (services).
Personnel management in modern conditions is
one of the most influential tools of formation of compe-
titiveness, financial independence and development of
the enterprise. That is why there is an urgent need to de-
velop and implement such management levers that
could meet the requirements of a market economy [7].
We consider it necessary to define that in the cur-
rent conditions at the enterprises of the country insuffi-
cient attention is paid to the formation of the personnel

management system as a whole set of interacting ele-
ments, which provides for making economically sound
management decisions. As practice shows, nowadays in
the enterprise the solution of problems of personnel
management is mostly limited to the study of issues of
material incentives. Figure 1 shows the motivation sys-
tem for industrial enterprise personnel.

In order to create the conditions for proper human
resource management, quality funding is needed. There-
fore, modern enterprises cannot be saved on personnel,
since the overall success of the enterprise depends on the
efficiency of its work. The enterprise's need for person-
nel development is driven by constant changes in the in-
ternal and external environment, improvement of ma-
nagement processes, development of new technologies
and activities.

A 4

The remuneration system

A
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performance of the employee's unit
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contribution to the development A separate cabinet is The right to use the car for free
of the enterprise are given paid vacation provided for executives
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The system of social protection and support
of employees of the enterprise
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— preschools power structures of Ukraine retirees, low-income and large
families

Fig. 1. System of motivation of the personnel of the industrial enterprise
(developed by authors based on source [9])

The efficiency of the enterprise depends on invest-
ment in production by 30%, while 70% of all enterprises
depends on the level of skill of employees. The im-
portance of personnel development can be drawn from
the following figures: in the European Union countries,
the period of training of employees is about five years,
in Japan — from one to one and a half years, in Ukraine,
the training is carried out every 12 years [10].

As we can see, Ukraine is far behind other coun-
tries in this aspect. At the same time, some enterprises
do not pay attention at all to the development and pro-
fessional development of employees [11].

Financial expenses for the management and deve-
lopment of dedicated staff have the following structure:

—remuneration of staff (salaries, bonuses, bonuses,
surcharges, holidays, rewarding valuable and valuable
gifts for professional achievements);

—reimbursement of the professional activity of em-
ployees (business trip, accommodation, transport, com-
munication, etc.);

— participation in profit (payment for shares.,
Shares percentage of profit);

— organization and protection of labor (technologi-
cal costs and measures of individual protection);
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— the maintenance of units and employees who en-
sure the functioning of the personnel management sys-
tem (human resources, public services, economic ser-
vices);

— professional development and formation of per-
sonnel reserve (basic education, advanced training, in-
ternships, courses, trainings, examinations, mentoring,
coaching, staff adaptation measures, corporate publica-
tions, etc.);

— socio-cultural development (organization or re-
imbursement of physical education and sports, rehabili-
tation, recreation, etc.);

— corporate socio-cultural activities (expenses for
forming corporate culture, events, anniversaries, excur-
sions, circles, etc.);

— insurance (professional, social, medical);

— social obligations and social protection (saving
jobs, paying, assistance, reimbursement, sale of pro-
ducts and materials at reduced prices, preferential loans,
etc.);

—tax deductions for the enterprise (for all the above
costs).

Thus, the financing of personnel management and
development is a cost process that over time provides a
profitable component. Accordingly, the financing of the
management and development of personnel in concep-
tual content is an investment. In the Table 1 we give a
comparative description of the costs of enterprises in
different countries staff development.

Table 1
Dynamics of total costs for training and advanced
training of personnel in the countries of the world
(compiled by the authors
on the basis of sources [12, 13, 14])

The average | General expenses | Medium size

Country percentage of |staff development,| cost per month

payroll, % $ billion for 1 employee,
UsD
USA 5-10 50 1252
Japan 10-20 80 1670
France 2-5 30 1085
Germany 2-5 20 970

United

Kingdom 6-8 40 1355

As you can see, the cost of staff development is dif-
ferent in each country. First of all, they depend on the
economic development of the country of residence of
the enterprise. For example, the costs of domestic enter-
prises for the development of personnel are not compa-
rable with the costs of foreign enterprises. As our coun-
try is going through difficult economic times, domestic
companies are trying to maximize personnel savings.
However, this approach is incorrect, because even in
times of crisis it is not possible to save on personnel.

It is important to note the interesting trend that
large corporations are losing more money to staff deve-
lopment. At the same time, small businesses with small
staff spend a minimum of financial resources on staff
development. In the table. 2 shows the costs of foreign
enterprises, which spend the most on personnel deve-
lopment.
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In general, enterprises' personnel development
costs continue to increase in countries. The business in-
vests in the development of its employees. Thus, accor-
ding to expert estimates, $ 1 of investment in staff de-
velopment brings the company $ 33 in profits, and the
total amount of money that US companies send for pro-
fessional training of personnel is about $ 50 billion. per
year [10].

Table 2
Expenses of foreign enterprises
on personnel development (compiled by [15])

The company name Total development Percentage of to-
costs staff, million tal labor costs
dollars USA

American Thermal

Technologies 1300 6

IBM 750 5
General Motors 1000 4.5

Xerox 220 4

Texas Instruments 145 3.5
Motorola 142 2.6

Professionalism and qualification of labor re-
sources are certainly one of the main advantages of
modern enterprises, which can guarantee the strategic
growth of the enterprise in the long run. The basis of the
personnel policy of Corum Druzhkivsky Machine-
Building Plant is based on the principles of succession
of generations, ensuring the production of skilled
workers and specialists, improving the level of qualifi-
cation of the personnel reserve, optimizing the structure
and number of employees [9].

In 2018, the average number of full-time employ-
ees was 1577, of which 736 were basic workers, 382
were auxiliaries, 300 were general staff, 159 were ad-
ministrative staff. [9] In 2017, Corum Druzhkivsky Ma-
chine-Building Plant production by 122% compared to
the previous period - the expected forecast for the end of
the year is 757 million UAH. At the same time, the en-
terprise loading from January to December increased by
more than a quarter and made 123%.

Corum Group's contractual volume increased by
116% year-on-year to achieve these figures. Figure 2
presents the educational structure of industrial-produc-
tion personnel of Corum Druzhkovsky Machine-Build-
ing Plant LLC.

24,50%

® higher

Elaverage special

B professional and
technical

[average

19,90%
20,60%

Fig. 2. Educational structure of industrial-
production staff of Corum Druzhkivsky Machine-

Building Plant LL.C on 01/01/2018
(compiled by the authors on the basis of source [9])
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Corum Druzhkivsky Machine-Building Plant LLC
carries out its activities in order to achieve the goals that
are strategic for the enterprise. The degree to which
these goals are realized reflects how effective the enter-
prise is, ie how effective it is uses the resources at his or
her disposal.

It is clear that the main focus in achieving the goals
of the company is due to the efforts of competent and
professional staff. Therefore, the enterprise is faced with
the task of retaining and preserving the jobs of "experts
in the business" and dismissing those employees whose
activities are the least effective. This can be achieved
through regular systematization of staff assessment and
training needs based on:

—requirements or recommendations for training
and advanced training of employees of production de-
partments by the company management;

—recommendations for training of employees,
which are drawn up as a result of the performance ap-
praisal of the employee and are fixed in the individual
plans of employee development;

— the proposals for training received from the em-
ployees of the structural divisions of the company
during the periodic determination of the needs for work

with the employees, justified in terms of production ne-
cessity.

In identifying training needs, attention should be
paid to the following main areas (Fig. 3):

1) training of managerial and managerial person-
nel;

2) creating a reserve of managers by training pro-
spective employees;

3) an internship program abroad;

4) staff evaluation;

5) career planning;

6) Targeted training of young professionals and ca-
reer guidance;

7) training and certification of personnel involved
in international projects;

8) training of scientific personnel;

9) training of employees.

Although the management of Corum Druzhkivsky
Machine-Building Plant LLC is trying to provide an ef-
ficient process of professional development of human
resources and maintain its competitiveness in the labor
market, however, the share of workers and employees
who have passed professional training and job training.

Need for training of enterprise staff

v

y

Training of managers and specialists Training of personnel
I
Y ¥ v v ¥
Management Internship Professional Increase Mastery Teaching
and by border preparation qualifica- the other students
economical tions profession (young
preparation workers)
v v \ 4 v
Target Modern Preparation Teaching
preparation informational and school
the young technology certification students
specialists international
standards

Fig. 3. Main directions of training of the staff of Corum Druzhkivsky Machine-Building Plant LL.C
(compiled by the authors on the basis of source [9])

The management of Corum Druzhkivsky Machine-
Building Plant LLC should understand that, because
economic circumstances do not allow the company to
hire new employees and increase its staff, this issue
should be given sufficient attention. Therefore, the ma-
nagement needs to create conditions that are conducive
to training and advanced training, because it depends on
productivity, quality of production, savings of material
resources. The mechanism of personnel management at
the enterprise consists of three main components, which
are the management of training and formation of person-
nel, the management of placement and movement of
personnel, the management of the use of personnel.

Management training and formation includes the imple-
mentation of socio-demographic policies, management
recruitment, management training.

Management of placement and movement of per-
sonnel contains the placement of personnel in structural
units, sections, workplaces, organization of intra-indus-
trial movement of personnel, organization of profes-
sional and qualitative movement of personnel, organiza-
tion of official transfer of executives, engineering and
technical workers and employees. Human resources
management is a generalization of scientific and techno-
logical progress management, scientific organization of
labor, labor economy.
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Different companies work with different staff in
different numbers. Figure 4 presents the personnel ma-
nagement mechanism of an industrial enterprise.

One of the important stages of industrial enterprise
personnel management is staff assessment and certifica-

tion. Having the legal basis for researching the staff of
the company, as well as describing it from different po-
sitions (quantitative and qualitative), we are able to eva-
luate this staff.

- pay system;

- system material
incentives and
successes in the work;
- the system of payment
of assistance to the
people

childbearing, illness,
industrial injuries;

- granting of privileged
permits on bases of
rest, sanatoriums

- manning of small
groups;

- selection and
placement of person-
nel, taking into account
their psychological
compatibility;

-use of psychological
influence, color, music,
exclusion of monotones
job skills, expansion of
creative processes

- informing employees
about the rules and
procedures adopted at
the enterprise;

- training of special
labor skills;

- conducting career
interviews;

- guidance from seniors
in office;

-forming one's own
corporate culture

- assessment of available
manpower;

- planning the future
need for manpower;

- recruitment;

- creation of a reserve for
raising;

- promotion
management;

- assessment of work
activity

- reduction of noise
level, pollution in
the workplace;

- reduction of the
specific gravity of
the monotony of
the performed
production
operations;

- proper logistics
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The mechanism of personnel management of an industrial enterprise

|
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A
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and regulation
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living conditions
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- reconciliation
between employers
and employees
social policy income
and expenditure
policy;

- the negotiating
nature of the settle-
ment differences
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employees in the
management of the
enterprise

- rules of internal labor
regulations;

- rules of etiquette in
the middle of the
enterprise;

- forms of disciplinary
influence;

- investing collective
contracts;

- identification and
regulation of interests
and goals of different
teams

- providing retraining
and advanced training
of personnel;

- targeted training in
universities, technical
colleges, colleges,
Vocational schools;

- internship;

- mentoring;

- conducting trainings;
- organization of
lectures, discussions at
enterprises

- temporary provision
of service apartments;
- housing construction;
- purchase of housing
at the expense of the
enterprise;

- providing businesses
housing loans;

- provision of hostels
by the enterprise

- conducting concerts,
competitions,
meetings, lectures,
fairs, exhibitions;

- library service;

- organization of
amateur art;

- holding corporate
parties;

- Birthday celebration

Fig. 4. The mechanism of personnel management of an industrial enterprise
(developed by authors based on source [16])

Industrial enterprise personnel are described by a
number of quantitative and qualitative characteristics
that are formed into a system of indicators. After re-
searching and analyzing these characteristics, experts
determine the various factors of influence on the staff.
Therefore, staff assessment is a complex process that
can be divided into several sub-processes, such as cal-
culating a system of indicators that characterize the staff
of an enterprise; comparison of certain characteristics of
employees with corresponding parameters, require-
ments, standards; determining the impact of factors af-
fecting staffing levels.

Therefore, the system of indicators characterizing
all industrial enterprise personnel in general and by ca-
tegories (workers, managers, professionals and techni-
cians, technical employees) can be divided into the fol-
lowing groups: the number of enterprise personnel (to-
tal, in particular, the average number of industrial and
non-industrial personnel); structure of industrial produc-
tion staff by sex (men, women); age composition of in-
dustrial production staff;

distribution of industrial production personnel by
length of service (up to 15 years or more); educational
level of industrial production staff; qualification of em-

ployees (discharge on a single tariff grid); level of voca-
tional training (for workers in the interim, for managers,
professionals and specialists, technical officers for edu-
cation and practice) [17, p. 30-31].

Comparison of certain characteristics of employees
of the enterprise with the relevant parameters, require-
ments, standards is carried out at industrial enterprises
by means of external evaluation and self-assessment
with the performance of orientation and incentive func-
tions. The process of comparing certain characteristics
of an evaluation involves several components, namely
the evaluation procedure, the content of the evaluation,
and the evaluation method.

The evaluation procedure involves determining the
location of the assessment, the subject of the assess-
ment, its order and the frequency with which it is used.
The content of the assessment is to evaluate the personal
qualities of the employees and their performance. The
method of assessment is to identify and measure indica-
tors.

Valuation is based on generally recognized princi-
ples, namely the principles of objectivity, comprehen-
siveness, systematic (sustainability), which allows the
use of staff appraisal for the recruitment and placement
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of new employees; forecasting the promotion of em-
ployees; rationalization of methods and methods of
work; building the efficiency of the system of work mo-
tivation; assessing the effectiveness of individual em-
ployees and staff.

Comprehensive assessment of staff on the point
system is widely used, which makes it possible to quan-
tify the most significant characteristics with the help of
points, as noted by S.F. Pokropivny [18, p. 87-95]. The
valuation of the personnel of an industrial enterprise is
determined by the evaluation of the personnel, ie both
each employee and the collective as a whole.

This assessment complements the full characteri-
zation of the resource potential of the enterprise, indus-
try and enables management decisions to be made to im-
prove the functioning of the enterprise or subcomplex.
Valuation of the personnel of the enterprise encourages
specialists and managers of the enterprise for its effi-
cient use and profitable functioning, which results in the
necessity to study the effective use of the personnel and
in general the management of industrial enterprises.

Conclusions. The personnel of the enterprise is the
main object of management, which is first and foremost
related to the processes that occur in the society in order
to protect the interests of employees, as well as the in-
creasing role of the human factor in the production pro-
cess. Personnel management is essential for all organi-
zations — large and small, commercial and nonprofit, in-
dustrial, and operating.

Thus, the conceptual mechanism of industrial en-
terprise personnel management is a complex process
that attracts all employees of the enterprise to different
degrees, but with one goal that is effective growth
throughout (for the enterprise, of course, financial and
economic growth, and for employees — career-profi-
table). Considering the financing of personnel manage-
ment and development, we can say that this issue has a
strong theoretical basis and examples of successful ap-
plication in countries. The peculiarities of financing the
personnel development management system in compa-
nies depend on numerous micro, meso, macro factors,
as well as global factors, which necessitates further re-
search in the areas of cost structure determination, ba-
lancing and targeting.
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Cmupnoga 1. L., Pyauka K. FO. BaockonajieHHst
CHCTEeMH yNPaBJIiHHA ePCOHATIOM HPOMHUCIOBOIO Mij-
NMpUEMCTBA

VY craTTi mpoaHaniz0BaHO TEHACHIIIT PO3BUTKY Ta CY-
YacHI TEXHOJIOT1i HaBYaHHS MEPCOHATY BITIYM3HSIHOTO ITiJ-
npueMcTBa. JIoCTiKEHO CTPYKTYPY MEePCOHAy OpraHiza-
mii. HarosomeHno Ha mocTiHHIA HEOOXiAHOCTI BIOCKOHA-
JIIOBATH 3HAHHS Ta BMIHHS TPAIiBHHUKIB TiANPUEMCTBA, &
TaKOX BOKIIUBICTh IEPEBIPKH [IUX 3HAHB. 3alIPOMIOHOBAHO
3aX0AM IIOAO BIPOBA/HKCHHS OpraHi3alliiHuX 3acaf
MOJINIICHHS CHCTEMH YIPABIIiHHI MEPCOHATIOM Y Taly3i
npodeciifHOTO HaBYaHHS Ta OIIHIOBAHHS MPAIliBHUKIB TTiJI-
npueMcTBa. JloCiKEHO TOJIOBHI acTeKTH (iHaHCYBaHHS
YIPaBIiHHS Ta PO3BUTKY IEPCOHAITY MPOMHCIOBOTO ITiJ-
npueMcTBa. BusnaueHo ocobnuBoCTI (iHaHCYBaHHS TIep-
COHAITy B 3apyOiKHUX KOMITaHisX. Po3polieHo MexaHizm
VOPaBJIiHHS TIEPCOHAIIOM MPOMUCIOBOTO IiIPHUEMCTBA,
SIKHH TPUBEPTAE JIO CBOI'O BUKOHAHHS BCiX MpPAIiBHUKIB
MiAPUEMCTBA B PI3HOMY CTYIICHI, alle¢ MAKOYH OJHY METY,

10 MoJsTae B €heKTUBHOMY 3pOCTaHHI B YChOMY (IS TTiJI-
MPUEMCTBA — I, 3BHYAIHO, (PiHAHCOBO-TOCIIONAPCHKE
3pOCTaHHSA, a I NPAaIiBHUKIB — Kap €pPHO-IOXiIHE).

Knrouosi crnosa: mepcoHal, CTPYKTypa IEpCOHAIY,
MEXaHi3M YIPaBJIiHHS TIEPCOHAIOM, TIPOMHUCIIOBE ITiIIPH-
€MCTBO, MOTHBAIlis, HaBYAHHS, PO3BUTOK, OI[IHFOBAHHS
nepcoHany, piHaHCYBaHHsS yNPaBIiHHSI Ta PO3BUTKY Tep-
COHAIy.

Smyrnova I., Rudyka K. Improving the Personnel
Management System of an Industrial Enterprise

The article has analyzed the trend of development and
advanced technology for the personnel of the company.
The structure of the personnel organization is provided. It
is numbed on a post-requisite basis to thoroughly know the
knowledge and knowledge, and also the importance of
knowing it. Entered into the organization's ambush, am-
bush improvements system and personnel management at
the galley of professional advancement and appreciation of
public relations. The following is the main aspect of finan-
cial management and personnel development for industrial
enterprises. The special features of financial support for
personnel in foreign companies are highlighted. The me-
chanism of managing industrial personnel has been scat-
tered, a kind of front door to the end of all prizes in the first
stage, only one way, but for the most part, for the first time
career income).

Keywords: personnel, structure for personnel, me-
chanism of personnel management, production, motiva-
tion, motivation, advancement, evaluation of personnel, fi-
nancial management and personnel development.

CmupnoBa U. U., Pyasika K. 0. YcoBepuen-
CTBOBaHHE CHCTEMbI YNPaBJIEHHS] TEPCOHAJIOM MpO-
MBIILIEHHOT0 MPeINPUsTUS

B cratnse IMpoaHaJIM3UPOBAHBI TCHACHIIUU pa3BUTUA U
COBpEMCHHBIC TEXHOJIOTHH OOYYCHHS MEepCOHANIa OTede-
CTBEHHOTO npeanpusiTys. VccienoBaHa CTpyKTypa mnepco-
Hanma opraHm3amud. OTMedeHa IOCTOSHHAs HEoOXOIu-
MOCTb COBEPILIEHCTBOBAHMUS 3HAHUI 11 yMEHUsI paOOTHHKOB
MIPEINPHUATHSA, a TaKKe BAKHOCTD MMPOBEPKH STHUX 3HAHUM.
IIpemmoskeHsl MEpONPHUATHS O BHEIPEHUIO OpTaHU3a-
LIMOHHBIX OCHOB YJIy4IIICHNs] CUCTEMBI yIIPaBJIEHHS IIepCo-
HaJoM B 00JIaCTH TPO(HEeCCHOHATLHOTO O0yUYeHHS U Olle-
HUBaHUIO pabOOTHUKOB HpennpusTus. MccienoBansl rias-
HBIE aCHeKTHl (PMHAHCHPOBAHHS YHPABICHUSA U Pa3BUTHA
NepCcoHaja MPOMBILIIIEHHOTO NpeanpusiTis. OnpeneneHs
0Cc0OEeHHOCTH (PMHAHCHPOBAHMS IIEPCOHAIA B 3aPyOEKHBIX
KOMIMaHUsAX. Pa3paboTaH MeXaHU3M YIpaBJICHHUS IIepCOHA-
JIOM IIPOMBIIIJICHHOIO IPENIPUITHS, KOTOPBIA Ipexpac-
MoJiaraeT K CBOEMY BBITIOJTHEHHUIO BCEX PAOOTHUKOB MPe/l-
NIPUSITHS B Pa3HOW CTENEHHU, HO MMesl OJIHY LIeJIb, KOTOpast
3aKmodaeTcss B 3(OEKTHBHOM POCTE BO BCeM (IS Mpe.-
NpUSATHA — 3TO, KOHEYHO, (MHAHCOBO-XO3SHCTBEHHBIN
pocT, a uisi pabOTHUKOB — KapbepPHO-I0XO/THBI).

Kniouesvie cnosa: nepcoHan, CTpyKTypa NepcoHaa,
MEXaHHU3M YIpaBJIEHHsS MEPCOHAJIOM, MNPOMBIIUIEHHOES
MpeIIpHUsITHE, MOTHBAIUS, O0yUCHHE, Pa3BUTHE, OLICHUBA-
HHE NepcoHasia, (MHAHCUPOBAHUE YIPABJICHHS W Pa3BH-
THSI TIEpCOHAJIA.
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