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The main issues of development of human potential, corporate culture and
increase of labour productivity are basic for enterprise development. Personnel
management is one of the strategic directions of enterprise development. Changes
in the personnel management system are inevitable. One of the directions of the
introduction of changes is the adaptation of world trends in the development of
personnel management to Ukrainian economic realities. Every year, different
institutions, researchers represent a number of trends in the development of
personnel management systems. The main of the analysed modern trends of
personnel management are: the active use of technology at all stages of staffing;
the formation of the passive reserve of human resources, dynamic situational
gameplayed training, the active use of team work and experience of staff. The
presented tendencies should be adapted to their introduction in the system of
management of Ukrainian enterprises. This can be done by analysing known
trends and identifying features and opportunities for their use. The purpose of the
study is to analyse the main trends of the human resource management system
and the possibilities of its adaptation for Ukrainian enterprises. The identified
trends in human resources development can be adapted to Ukrainian realities after
analysing their use in successful Western enterprises. One of such enterprise is
Siemens. The presented theories with additional changes are relevant for a
modern enterprise. The main direction of adaptation and implementation of
technologies in the HR system is the creation of a convenient collective
information environment with active knowledge and communication bases, the
ability to customize its own personal working (or educational) information
environment. Adaptation of world trends and practices of personnel management
can be successful under the condition of active development of HR-brand by
organizing a system of motivation and training.
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[luTaHHS PO3BUTKY JIIOJCHKOTO MOTEHI[ialy, KOPIIOPAaTUBHOI KyJIbTYpH Ta
IiJBHIIEHHS TIPOAYKTUBHOCTI MpAIli € OCHOBHUMH JUISl PO3BUTKY IiJIIIPUEMCTBA.
MeHeKMEHT TepCcOHaNy € OJHMM 3i CTpaTeridHUX HAmpsSMiB PO3BHUTKY
mignpueMcTBa. 3MIHM B CHCTEMi YIPaBIiHHSA IEPCOHAIOM € HEMHHYYHMH.
OmHUM 13 HampsAMIB 3alpOBA/DKEHHS 3MiH € aJanTallis CBITOBHX TEHICHIIH
PO3BUTKY YIpPABIIHHSA II€PCOHAIOM [0 YKPAITHCHKMX €KOHOMIYHHMX peaiil.
[lopoky pi3Hi iHCTHTYWIi, OCTIJHUKK NPEACTABISAIOTH HHU3KY TEHICHILH
PO3BUTKY CHCTEM YMPAaBIiHHS MEpCOHaJIOM. ['OJIOBHMMH 3 MpOaHai30BaHHX
CYy4aCHUX TpPEHIIB MEHEDKMEHTY IIepCOHANy €: AaKTUBHE BHKOPHCTAHHS
TEXHOJIOTIH Ha BCiX eramax poOOTH 3 mepcoHasoM; (HOPMyBaHHS MACHBHOTO
pe3epBy JIOICHKUX PECypciB; TMHAMIUHE CHTYyalliliHe TeiiMu(ikoBaHEe HABUAHHS;
aKTHBHE BHUKOPUCTAHHS KOMAaHIHOI poOOTH Ta MOCBiAy IepcoHay. YKa3zaHi
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TeHJEHIIi MOBMHHI OyTH aganToBaHi MO IXHBOTO 3aIPOBAPKEHHS B CHCTEMI
YIpPaBIiHHS YKPATHCBKUX HianpHeMcTB. Le MOXKIMBO 3pOOUTH HUIIXOM aHAJi3y
BIIOMHMX TpPEHOIB Ta BHSBICHHS OCOONMBOCTEH Ta MOXIJIMBOCTEH 1X
BUKOPHUCTaHHA. METOI0 NOCTIKEHHS € aHali3 OCHOBHUX TEHICHIIH PO3BUTKY
CHUCTEMH YIpPAaBIiHHSA MEPCOHAIOM Ta MOXIHMBOCTEeH i apmamramii s
YKpaiHCBKHX IIJNPHEMCTB. Bu3HaueHi TeHICHIII pO3BUTKY YIPaBIiHHS
MEPCOHAIIOM MOXKYTh OYTH a/IalTOBaHi 10 YKPAlHCHKHUX peajliif Micis aHamizy ix
BUKOPUCTaHHS Ha YCHIINIHUX 3axifHUX mianpueMcrBax. ORHHUM 3 TakWX €
mignpuemcTBo  Siemens. PosrnsHyti Teopii 3 J0AaTKOBUMH 3MiHAMH €
AKTyaJIbHUMH JUISl Cy4acHOTO MiZNPUEMCTBA. [ 0JIOBHUM HAIpsIMOM ajanTanii Ta
3allpOBaDKEHHS TEXHOJOTIH y CHCTeMi YNpaBIiHHSA HEPCOHAJIOM € CTBOPEHHS
3pYYHOTO KOJISKTMBHOTO iH(OpMalifHOro cepeloBHIa 3 aKTHBHUMH 0a3aMu
3HaHb ~Ta  KOMYHIKalisIMH, MOXIIHMBICTIO  HACTPOIOBAaHHSI  BJIACHOTO
MEPCOHABHOTO po0oyoro (abo HaBYAIBRHOIO) iH(POPMAIIWHOTO CepeOBHINA.
ApnanTamisi CBITOBHX TEHJCHIIH Ta IPAKTUKH YIPABIIiHHA IIEPCOHATIOM MOXKE
OyTH yCIIIITHOIO 32 YMOBH aKTUBHOTO po3BHTKY HR-OpeHny numsixoM opranizamii
CHCTEMH MOTHBAIIIT 1 HABYAHHS.

Statement of the problem

Among of the constituents of the resource potential of the
enterprises human resources occupy the main place. The
presence of highly skill teams in management and
manufacturing allows not only have high performance in
the work, but also to form a flexible, effective
organization that changes over time, is competitive,
easily rebuilds directions of activity and adapts in the
external environment. The HR management becomes
more and more technological and individualized. But
both of these characteristics are contradictory among
themselves. Technologies foresee structuring and
standardization of forms and processes. And an
individual method foresees the active use of managerial
motivational practices. This proves the urgency of the
need for adaptation of the global trends in the
development of personnel management for Ukrainian
enterprises.

Analysis of recent studies and publications

In scientific articles, various surveys and practical
observations, each year, the main trends in human
resource management, talents, and innovative practices in
human resource management are [1-6]. The revealed best
practices for branding employers, introducing new
technologies for personnel management are an example
of their adaptation at other enterprises [7]. Among a
number of global trends in human resource management,
the results of various studies of individual researchers,
practitioners and research institutes can highlight the
following trends as active digitization of information and
communications; formation of a passive reserve of
personnel; dynamic situational game education; active
use of teamwork, talent management, HR-brand
formation. Despite the rather large humber of scientific
publications on the nature and use of certain tendencies,
their features and capabilities for use in home enterprises
are not covered.

Objectives of the article

The purpose of the study is to analyse the main trends of
the human resource management system and the
possibilities of its adaptation for Ukrainian enterprises.

The main material of the research

Consider each of trends and propose an algorithm of its
use in the company with regard to a standardized process
and individual motivational approaches.

1. Active digitization of information and communications
is a tendency, which, on the one hand, is repeated since
the 80s of the 20th century, and on the other hand
changes dynamically in line with changes in scientific
and technological progress, and in particular due to the
introduction of information management systems. Each
of the trends below will have a component of digital
technology. The main area of adaptation and
implementation of technologies in the personnel
management system is the creation of a collective
information environment with active knowledge and
communication bases and the ability to customize its
own personal work (or educational) information
environment. This will reduce the contradiction between
standardization and personalization when introducing
digital technologies into the human resource management
system. In addition, all the major processes of
recruitment, its support, training, and the processing of
various documents — business trips, vacations,
applications - are in the same informational electronic
environment and are as simple as possible simplified and
digitized. Active discussion and moderation of important
issues and issues through electronic communications that
are supported not only by the IT department but also by
other departments of the organization. An example of
forming a complex electronic information and
management space can be a corporate information
system with a dynamic and static path that allows to
cover all functional processes, as well as to create a
personal electronic information environment supporting
all management functions — planning, organization,
motivation, control. The establishment of a personal
information environment involves the availability of a
collective environment and access to general electronic
resources (first of all — reference books, charter,
corporate culture documents, various professional
knowledge bases); the realization of the possibility of fast
communications without the using of corporate e-mail
(chat, forum, internal messaging system); motivational
electronic tools (affiliation with the group, ranking of
departments, positioning the task in the strategy, etc.); as
well as a number of personalization features for each
employee — depending on the features of his workplace
and tasks, experience, psychological characteristics,
habits, etc. Thus, for example, a client manager not only
has an expanded customer base with a history of
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relationships, but also a situational knowledge base for
typical negotiation cases, a clear link scheme for
executing a specified order with all involved
departments, a variational pricing system for pricing
within the limits of the defined competencies. In an ideal
scenario, such a system is based on a quality
management system, contains detailed descriptions and
models of all functional and managerial processes [8].
The real scenario of implementing a comprehensive
corporate system involves options for making changes to
functional and managerial processes, coordinating online
and offline processes, setting time for employees'
distance learning, etc.

2. The formation of a passive staff reserve is a
technological part of the recruitment process. If earlier
such a reserve consisted of a structured database of
summaries, today passive candidates are found in various
groups of social networks, on platforms of educational
institutions, in various contests, competitions, etc. The
system of internal vacancies and career growth in the
enterprise is also actively working. Dynamic changes in
the company's activities, cooperation with partners and
clients lead to the need for the formation of temporary
labour collectives, which can also be quickly created in
the presence of a structured base of the passive personnel
reserve. The direction of career development at one's
own enterprise is one of the most popular for large
enterprises and various associations, due to the scale and
variety of their activities. Small and medium-sized
enterprises, narrowly oriented branch enterprises are not
able to contribute to the development of the career of
their employees. In this case, work at such an enterprise
is considered by a person as an experience for further
dismissal and search for more highly qualified, highly
paid and more statutory activities, or a highly skilled
specialist, together with the owners, takes an active part
in the development of the enterprise and his/her own
career within it. A separate issue is the development of a
career of a talented worker. He must find the place and
the possibilities for realizing his talent within the defined
activity at the enterprise. Otherwise, his talented abilities
will not only be realized, but will still prevent the proper
performance of their duties. That is why the talent
management should be part of one of the subsystems of
personnel management and be an active direction for the
work of HR managers [9; 10; 11].

2. Remote working force. This trend is changing. Over
time, you can find publications on the activation of
remote jobs and appeals "Back to the office!". In any
case, network work, internal portals, dynamic knowledge
bases, collective projects, etc. Trends in the use of remote
workforce vary with each passing year due to different
levels of responsibility for work performed and existing
contradictions in terms of customer requirements that are
discussed remotely. Even IT enterprises, which
traditionally use most of the remote labour force most
recently, use hybrid forms of outsourcing — work with
specially formulated outsourcing companies [12]. In case
of using different remote work it is necessary to analyse
the level of labour productivity, control the risks of
business continuity and the quality of the tasks. A

128

ISSN 2414-0287

separate issue is the assessment of the uniqueness of
specialists with remote work and their links with other
departments and the degree of need for their participation
in collective management processes.

3. Training and gaming involve constant modelling of
production and management situations, the formation of
situational knowledge bases, dynamic guidance for work.
Especially it is actively used in crisis situations. Actively
used games for recruiting, forming critical analysts.
Actively they introduce micro curricula relevant to this
moment. Learning experience adapts not only to specific
professions, positions, the enterprise itself, but also to the
individual capabilities and needs of employees. It is clear
that such an organization is only possible for large
enterprises or network associations. If an enterprise has a
crisis management officer, or even a department of
analytics and anti-crisis policy, then, as a rule, this
department, in accordance with analytical results, is
developing an anti-crisis plan, including training of
personnel. Together with managers, HR anti-crisis
managers form situational business cases and games for
training personnel, self-development of crisis situations,
and prepare special collective trainings. With the use of
various technological tools, during the period of their
implementation, personnel are trained on special
simulators and stimulators, which, after the test passage
by specialists, are used as reference and supporting tools
of professional activity. For example, for food
processors, special simulators use analysis of primary
raw materials and options for its use for the production of
various food products, depending on the needs of the
market and the capacity of the production facilities. This
is especially true for specialists with little experience, as
well as in situations of introduction of new technological
lines, a new product range, and so on. A modern
corporate university must be built using a variety of
educational technologies based on the concept of mixed
and dual education [11]. Gameplayed learning should be
actively used in educational institutions and can be
organized together with enterprises when students who
are practicing in the enterprise and specialists of the
enterprise participate in the simulation of technological
and managerial processes. Such an organization of
training will reduce the skepticism of specialists to the
tools of gaming, will reveal and use the new approaches
of youth and form a mixed productive team of young
future employees (passive reserve) and experienced
professionals.

4. Active analytical forecasting of employees' needs by
managers of HR. The trend of engaging employees in
strategic planning, new ideas, initiatives, and new
projects has been replaced by the formation of an
ecosystem, which combines three main aspects -
interaction, culture, and efficiency management. Such an
ecosystem will enable to generate various forms of
engagement [12].

In our opinion, the basic directions of personnel planning
at the enterprise should include such components (Fig.
1).
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Fig. 1. The basic directions and tasks of personnel planning in a modern enterprise

This tendency is supported by special pulse-indicator
feedback tools, which allow understanding and
developing employee experience. The modern labour
market is characterized by the predominance of mobile
workplaces, the invitation to individual projects, the
change of traditional career paths of employees. As it
was already noted in the direction of the passive reserve,
the needs of employees should provide for his career
growth. If the company does not have such opportunities,
the employee, as a rule, either changes his place of work
or begins to develop a new direction of the activity of the
enterprise, on condition of the involvement of this
specialist in the strategic management of the enterprise.

5. Teamwork in various forms is actively used both for
project organizations (enterprises) and for enterprises
with regular production and various innovative projects.
Teams can be formed as teams of departments, working
groups, groups for learning, etc. Affiliation to the general
team of the company is also motivating, especially if
there is a high level of corporate culture, social package
and motivation system for employees.

Activation, rather than the reduction of HR teams, is
possible only with the strict monitoring and evaluation of
the work of HR managers and the results of their work
with the staff, the results of the introduction of various
motivational programs and targeted training programs for
staff.

For example, the motivation of the staff at Siemens is
based on a regular objective assessment of each of the
professionals and the availability of opportunities for
personal growth and the construction of their own
careers. The company has had a long history of activities
since 1843. More than 427 thousand employees of the
concern work in the world. Affiliation with such a
company is a great incentive for development. But
specialists should not only develop their professional
abilities, but also be creative, experienced and initiative.
The company offers professional training for all
employees, opportunities to develop not only in the field

of technical development, but also in other areas, such as
finance, marketing, sales, various researches. The
company has special specialists in working with the
initiative of employees, processing various creative ideas.
Analysis of the system of motivation in one of the most
successful companies suggests that all trends in the
development of personnel management, identified in
2018, are present in it. However, oddly enough, academic
staff management schools remain relevant. They are used
in the enterprise on the principle of a spiral — with the
accumulation of modern changes on the actual principles
of human resources management [13].

The scientific management of F. Taylor foresees a clear
monitoring of the implementation of the tasks by the
employees. Complex tasks were split into components
for more effective evaluation. The best companies today
are using business process models to identify their
owners with the possibility of their improvement, a high
level of responsibility for each process.

More and more relevant is the hierarchy of A. Maslow's
needs, which is actively used in constructing of a system
of motivation. All enterprises that have the ability to
provide their highly qualified specialists with wages, that
satisfy not only basic needs, but also socialization and
self-actualization, introduce special programs to support
new ideas and projects.

The concept of F. Herzberg's motivation is to forecast the
needs of employees and to determine the motivational
factors and lack of motivation. For example, poor staff
training, inadequate workflow, ineffective evaluation of
staffing tasks - all these are demotivators for further
professional and personal growth. The experience of
Simens shows that there is a need for a transparent
system of communication about opportunities for
employees, a variety of incentive programs.

Important is also the direction of HR-brand development.
An enterprise with such a brand will always have
effective human resources. But for this, the company's
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management should adapt it to the modern requirements,
to know the answers to such questions as:

Why do people have a desire to work at your company?
How well is your HR system ready for employee
development?

What is the state of HR-brand of the enterprise, what are
the impressions of those who worked at the enterprise? Is
there a high turnover of staff?

How many levels does your internal and external
personnel reserve have? What percentage of your
employees will recommend your business to others?

To adapt the considered trends and examples of the
development of the system of motivation and HR-brand
for Ukrainian enterprises, it is necessary to create the
following conditions:

1. To develop HR-strategy of human resource
development of the enterprise on the basis of system
approach as part of the general strategy of enterprise
development.

2. To formulate the target directions of HR-strategy in
accordance with the tendency and the possibilities of
their realization at the definite enterprise.

3. To identify the target groups of staff and their needs
for motivation, training, professional and personal
growth.

4. To form a system for evaluating the activity of the
personnel by the target groups.

ISSN 2414-0287

5. To form a system of motivation for professional and
personal growth of staff.

6. To form the concept of an information management
system of personnel as an internal corporate portal using
modern technological tools.

Conclusions

Consequently, the analysis of world trends and practices
of personnel management allows us to make conclusions
about the relevance of the known management theory
and their additions to changes in accordance with the
dynamic changes in management and information
technologies. Adapting of new trends in Ukrainian
enterprises can be successful at large enterprises with a
developed system of personnel management and
motivation, or by the introduction of sector clusters of
medium and small enterprises with the possibility of
using mobile teams of personnel, cluster training systems
and motivation to belong to a professional society.

In the plans for further research, we plan to consider each
of the identified trends in human resource development
in more detail with examples of adaptation for Ukrainian
enterprises. Discussion issues include assignment and
limitation of target groups of personnel in strategic
planning, definition of needs and time for professional
training, introduction of modern methods of mixed
training and gameplay for experienced staff.
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