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The article examines the issues of personnel policy of industrial enterprises in the
post-war period. The quantitative and qualitative composition of the personnel in the
industrial sector, the number of permanent employees, and the business’s innovative
activities have been investigated. It is noted that personnel serves as the foundation
for enterprise development, ensuring the stability of industrial enterprises. It has been
found that the number of permanent employees in the industrial sector is constantly
decreasing, and factors such as the implementation of automated systems and robots
replacing human labor, reduction of staff positions by transferring some production to
external enterprises, periods of economic crisis, changes in the enterprise’s activities,
cost reduction, changes in consumer demand, and demographic decline affect the
outflow of personnel. The dependence of industrial workforce on the country’s
population is determined. The demographic situation of Ukraine’s population
is considered, and the main indicators are calculated, namely: the index of the
population’s numerical strength of Ukraine; the index of the working-age population
of Ukraine; the index of the number of permanent employees in the industry. The
level of workforce turnover is analyzed, the main groups are investigated, and
their main reasons for the high level of workforce turnover are identified, based
on components such as personnel needs, employer requirements, external factors,
aspects, and factors for investigating the quantitative and qualitative composition of
employees. The main consequences of high workforce turnover are determined. It
is substantiated that in order to prevent a critical situation with personnel issues in
the future, a series of preventive measures have been formulated, which need to be
implemented soon for each individual industrial enterprise.
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VY crarTi po3WIIHYTO NMpOoOJIEeMH KaJpOBOi MONITHKU MPOMHCIIOBUX ITiANPHEMCTB
y MICIIIBOEHHUH TIepiof. bymmo HocimKeHo KiTbKICHUM 1 SIKICHUH CKJIa]] TepCOHAITy
TIPOMUCIIOBO] TaTy3i, YMCENbHICTh ITATHUX MPAIliBHUKIB, IHHOBAIliifHA isIIBHICT
6i3Hecy. 3a3Ha4eHO, III0 IEPCOHAN BUCTYIIA€ OCHOBOIO /IS PO3BUTKY IiATIPUEMCTBA,
3a0e3neuye CTaOUIbHICT MPOMMCIIOBUX ITIANPUEMCTB. 3’SCOBAHO, IO B raiysi
MPOMHMCIIOBOCT]I KUIBKICTh INTATHUX MNpAIliBHHUKIB MOCTIHHO 3MEHINYETHCS, a Ha
BIATIK KaJpiB BIUTMBAIOTH TaKi ()aKTOPH: BIPOBAKCHHS aBTOMATU30BAaHUX CHCTEM
Ta poOOTIB, MO 3aMIHIOIOTH JIFONCHKY IIPAIf0; 3MCHIICHHS INTaTHUX MO3UIIIH
[IUTISTXOM TIepEBEICHHS YaCTHHH BUPOOHMIITBA Ha 30BHIIIHI i JIPHEMCTBA; TIEPiOIH
E€KOHOMIYHOT KpHW3U; 3MiHH HaMpsMKiB MisTIBHOCTI MiANPUEMCTBA; 3MEHIIICHHS
BUTPAT; 3MiHAMH B IOIMUTI CIIOKMBAYiB; 3MEHILECHHs IeMOrpaiyHuX MMOKA3HHKIB.
Bu3HaueHO 3aieXHICTh IITATHUX IMPAIiBHUKIB MPOMHCIOBOCTI BiJl YHCEIBHOCTI
HaceNieHHs KpaiHu. Po3misHyTo memorpadiuHmii craH HaceleHHs YKpaiHM Ta
PO3paxoBaHO OCHOBHI IIOKa3HUKH, & CaMe: iHAEKC KUTBKOCTI YUCEILHOCTI HasIBHOTO
HACeJICHHS YKpaiHH; iHIeKC KUTBKOCTI MpaIie31aTHOTO HACETIeHHS YKpaiHu; iHIEeKC
KUTBKOCTI INTaTHUX TMPAIiBHUKIB Yy TpomucioBocTi. llpoaHamizoBaHo piBeHB
TUTMHHOCTI KaJIpiB, OCIIHKEHO OCHOBHI I'PYIH Ta BHUSBJIEHO IX OCHOBHI NPHYMHU
BUHHUKHCHHS BUCOKOTO PiBHS IUTMHHOCTI KaJIPiB, SKi 0a3yIOThCS HA TAKUX CKITAJIOBUX
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SK: TOTpeOM IepcoHally; BHMOTH POOOTOAABIIA; 30BHIIIHI YWHHUKH, ACTIEKTH
W (akrtopu sl JOCTIDKSHHS KUTBbKICHOTO Ta SIKICHOTO CKIaay MpalliBHHKIB,
BCT@HOBJICHO OCHOBHI HACIIIIKW BUCOKOTO PiBHS IUTMHHOCTI KaipiB. OOIpyHTOBAHO,
110 ISl HEJOIYIEHHS KpUTHYHOI CUTYaIlii 3 KaJpOBUM INHUTaHHIM Y MaiilOyTHROMY
Oyno cdopMyIbOBAaHO psiJi TPEBEHTHBHHUX 3aXOAiB, KOTpi IOTPIOHO MOYaTH
peaitisyBary He3abapoM ISt KOYKHOTO IPOMHCIIOBOTO IIATIPHEMCTBA OKPEMO.

Statement of the problem

The industrial sector is a crucial component of any
country’s economy and plays a pivotal role in societal
development and prosperity. In light of military actions
within Ukraine’s territory, it is essential to preserve
and attract new scientific and technical potential of the
workforce, ensure stability in the post-war recovery of
the industrial sector, and create competitive products
for both domestic and international markets. Currently,
a major challenge is the significant outflow of working-
age population beyond the country’s borders and elevated
mortality rates among men and women of working age.
The permanent staff of industrial enterprises plays a critical
role across all business aspects — from product quality to
corporate culture and innovative business development.
The professional knowledge and expertise of employees
determine the quality of the products and services provided
by the enterprise. High employee qualifications enable
effective problem-solving and innovation implementation.
Mobilizing all possible resources for the recovery and
development of the industrial sector stands as one of the
primary tasks in the post-war period.

Analysis of recent studies and publications

The issues of personnel policy at industrial enterprises
have been studied by economists and researchers such as
Samolyuk N.M. and Yurchyk G.M. [5], Protsyk L.S. and
Kara N.I. [4], Yelyseyeva N.A. [2], Shevchenko V.S. [7],
Krushelnytska O.V. and Melnychuk D.P. [3],
Stepanova E.R., Nazarov N.K. [6], and Shubaliy O.M. [8].
This matter is currently highly relevant and demands
further in-depth research.

Objectives of the article

To investigate the state of personnel policy and analyze
the key indicators of the quantity and quality of staff in
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industrial enterprises. Personnel policy is a fundamental
component of industrial enterprises; personnel address
all issues, and indicators of activities such as profit,
profitability, solvency, capital intensity, capital equipment,
and others depend on them.

The main material of the research

Since the country is under a state of war, many statistical
data are not accessible in the public domain, and other data
are difficult to analyze and systematize due to constant
destruction of critical and public infrastructure, losses, and
devastation of the Ukrainian population by Russian forces.
Therefore, it would be appropriate to conduct research on
this issue based on data from the 5 years leading up to 2022.

Work at industrial enterprises can be a significant
challenge for many individuals. It often involves physical
strain, routine tasks, and monotony. Safety of workers in
production environments is a crucial factor, where health risks
may arise due to hazardous equipment or materials. Additional
factors that complicate work include uncomfortable working
conditions, constant stress, and value misalignment.
These factors can lead to psychological tension and job
dissatisfaction. Work difficulties can be exacerbated by low
pay and a lack of opportunities for professional growth. All
these aspects make employment at industrial enterprises
demanding and challenging for many individuals.

The personnel of a company are a fundamental
component of business development and stability in the
activities of industrial enterprises. To analyze the state
of personnel, it’s necessary to examine two key aspects:
quantitative composition and qualitative aspects. Data
regarding the quantitative composition of staff in the
industrial sector are illustrated in Figure 1.

Analyzing these indicators, it is possible to conclude
that the number of permanent employees in the industrial
sector is consistently decreasing. This trend could be
attributed to various factors, including:
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Fig. 1 — Number of permanent employees in the industrial sector (individuals) [1]
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1. The implementation of automated systems and
robots can reduce the need for manual labor. This leads
to the improvement of production processes, reduction in
production costs, and the substitution of human labor with
automated systems.

2. Industrial enterprises can choose to reduce their
workforce by outsourcing a portion of their production or
services to external companies specialized in the respective
activities.

3. Periods of economic crisis lead to a decrease in
demand for products and services, which can compel
businesses to downsize their workforce in order to maintain
financial stability.

4. A shift in the company’s direction of activity requires
a change in the organizational structure to align with the
new strategy.

5. Intense competition in the market may necessitate
businesses to reduce costs and enhance efficiency, which
can result in workforce reductions.

6. Shifts in consumer demand, external conditions,
or new technologies significantly impact changes in
production processes and the demand for employees.

7. Reduction in the working age population or changes
in demographic indicators affect the availability of regular
employees for certain industries and other factors.

Due to intense global market competition, businesses
must continuously develop and implement new
technologies, modernizing their technological processes
to achieve lower production costs and improved quality.
Therefore, innovative activities play a crucial role in the
operations of industrial enterprises, serving as a driving
force for progress in their scientific advancements and
new products based on innovations incorporated into
production. Information about innovation activities in the
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be attributed to various factors including economic,
technological, social, and political circumstances. As
the number of employees decreases while the number of
enterprises increases, it indicates the economically viable
implementation of innovative methods in the production
process, leading to the automation of many work processes
and reducing the need for a large workforce. However,
a negative aspect is the reduction in the number of jobs.

The dependence of the industrial workforce on the
population of the country is closely interconnected. The
decrease in the population figures is influenced by various
factors, including low birth rates, migration, economic and
social factors, low living standards, and other factors. Let’s
examine the demographic situation of the population of
Ukraine for the years 2017-2021 in Table 3.

For the purpose of illustrating the demographic
situation and visualizing the data, the following indicators
need to be calculated with respect to the year 2017. For
convenience, let’s introduce the following definitions:

—I(PU) — index of the population of Ukraine in relation
to the year 2017

current year population of Ukraine

1(PU)= x100; (1)

population of Ukrainein 2017
— I(LFP) — index of the labor force population of
Ukraine in relation to the year 2017

current year labor force

_ population of Ukraine

I(LFP)= x100;

2

labor force population
of Ukrainein2017

— I(RWI) — index of the number of regular workers in
the industry of Ukraine in relation to the year 2017

current year number of regular
workersin theindustry of Ukraine

industry is presented in Table 1. I (RWI) - x100. (3)
Analyzing the data from Table 2, an increase in the ~ number of regular workers
number of industrial enterprises is observed, which can in the industry of Ukraine in2017
Table 1 — Innovation activities of industrial enterprises [1]
Years
Indicat f1 tion Activiti
ndicators of Innovation Activities 2017 2018 2019 3020
Number of Implemented Innovative Products (units) 2387 3843 2148 4066
Expenditures on Innovations by Industrial Enterprises (million UAH) 2169.8 3208.8 2918.9 3486.3
Table 2 — Number of industrial enterprises in Ukraine [1]
. Years
Types of Enterprises 2017 2018 2019 2020 2021
Total (units) 42026 44425 47679 47806 49059
Large enterprises (units) 215 237 258 243 292
Medium enterprises (units) 4745 4866 5025 4918 4860
Small enterprises (units) 37066 39322 42396 42645 43907
Table 3 — Demographic Situation of Ukraine's population [1]
. . . Years
Population Indicators of Ukraine 2017 2018 2019 2020 2021
Total Population of Ukraine (individuals) 42584542 42386403 42153201 41902416 41588354
Working-Age Population of Ukraine (individuals) 17193200 17296200 17381800 17329900 16617200
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The obtained data from the calculations will be
presented in Figure 2, using the indicators of the year 2017
as the baseline at 100 %.

Figure 2 illustrates the relationship between the
population and its working-age population of the country,
and the number of full-time employees engaged in the
industry. Over a five-year period, Ukraine’s population
decreased by 5.55%, the working-age population
decreased by 3.35 %, and the number of full-time industrial
employees decreased by 2.4 %.

Assessing the quality composition of personnel is
crucial for ensuring the efficiency and successful operation
of a company. This process helps identify the strengths
and weaknesses of the team of employees, determine
development needs, and make strategic decisions to ensure
a high level of expertise and qualifications. To conduct an
assessment of the quality composition of personnel, it’s
important to consider the following aspects:

1. Analysis and evaluation of skills, knowledge,
and experience of employees to ensure they possess the
necessary expertise for effective job performance and have
a sufficient level of professionalism and expertise in their
specific fields.

2. The ability of employees to adapt to new conditions,
technological changes, and market demands.
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3. Assessment of employees’ ability to communicate
and interact effectively with colleagues, clients, partners,
showcasing their leadership potential and the ability to
manage and enhance work processes.

4. Confidence that employees adhere to and embody
the corporate culture and values of the industrial
enterprise.

One of the important indicators that characterizes the
quality composition of personnel is employee turnover.
Employee turnover refers to the change of employees
due to resignations initiated by themselves or due to
termination of the employment contract initiated by the
administration [8, p. 175]. The turnover coefficient is
determined by dividing the number of employees who
left or were dismissed from the enterprise (department,
section) during a given period by the average headcount
during the same period [8, p. 133]. Employees who meet
the requirements of the industrial enterprise and align with
the company’s policies are less likely to be dismissed.
According to data from Ukraine’s state statistics, Figure 3
depicts indicators of the employee turnover coefficient in
the industry.

There is no consensus regarding acceptable employee
turnover rates, and typically this indicator varies in different
research studies, depending on numerous factors. In their
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works, Samolyuk N.M. and Yurchyk G.M. [5] consider the
3-5% range as a normal level of the turnover coefficient,
and they regard values exceeding this range as excessive,
leading to economic costs. The same opinion is shared by
Yelisieieva N.A. [2].

Economists Protsyk 1.S. and Kara N.I. also consider
a turnover coefficient of 3-5% as a norm that wouldn’t
result in negative consequences for production. They
suggest acceptable rates of 12 % for small enterprises and
15% for large enterprises. When the turnover is below 5 %,
it leads to an aging workforce, limiting the development
and acquisition of new experience by employees, which
in turn reduces the competitiveness of the enterprise in the
market [4].

Stepanova E.R. and Nazarov K.N. differentiate the norm
of turnover coefficient for various personnel categories:
3-5% for top management, 5-7% for engineering and
technical staff, 10-15% for workers, and up to 20% for
unskilled labor [6, p. 17].

Analyzing the works of the aforementioned authors,
one can conclude that employee turnover in industrial
enterprises is significantly higher than the norm. To
understand the current situation, it is necessary to analyze
and systematize the main causes of the high turnover rate,
as presented in Table 4.

The reasons for employee turnover within a company
can be attributed to the three main causes of a high level of
staff turnover, namely:

1. Personnel needs. The relationship between the
employer and employees, which is a critically important
aspect of effective organization. These relationships define
the work environment, employee satisfaction, productivity,
and the overall success of an industrial enterprise.

2. Employer’s requirements. The demands that
an employer can place on the personnel are typically
determined based on the organization’s needs and the
specific requirements of individual positions.

3. External factors. External factors have a significant
impact on a company’s workforce. They encompass

Table 4 — Reasons for the high level of staff turnover
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a broad range of external conditions that can influence
employees’ work, motivation, productivity, and job
satisfaction. (Figure 4)

Conclusions

During the investigation of the personnel policy
status of industrial enterprises, the issue of a high level
of employee turnover in the industry was identified. This
leads to the following consequences:

1. Increased costs for recruiting new employees,
their training, and onboarding. It also requires time for
employees to adjust and acquire the necessary knowledge
and skills for effective work.

2. Frequent turnover can disrupt workflow processes,
cause instability within the team, resulting in decreased
productivity and loss of valuable knowledge and
experience that could have added value to the enterprise. It
also undermines stability and the ability to innovate within
the organization.

3.Increased  employee  turnover  complicates
management processes, task distribution, and organization.
It also leads to inadequate training of employees in
customer interactions, affecting service quality and more.

In the post-war period, the demographic situation is
expected to change significantly compared to 2017-2021,
and not in a favorable way. Therefore, it is crucial to
reduce the number of people leaving their jobs to stabilize
and make the industry economically viable. Many
experts already emphasize the shortage of professionals
in the field. To improve the situation, it’s important
not to overlook this problem and implement a series of
preventive measures and plans at each enterprise, which
should include:

1. Introducing additional reward and recognition
systems for employees to enhance their sense of importance
within the company.

2. Increasing competitive salaries.

3. Organizing training and development opportunities
to ensure ongoing professional growth and learning.

Autor

Reasons for the high level of staff turnover

Yelyseyeva N.A.

1. Termination based on legislative grounds in accordance with the Labor Code of Ukraine.

2. Employee’s moral and motivational intentions, which are rooted in real reasons that compel employees to
make the decision to leave their job. Various factors can contribute to this, such as dissatisfaction with the
level of compensation, delays in wage payment, personal circumstances, challenging and hazardous working
conditions, unacceptable work schedules, and other factors [2]

Protsyk L.S.,
Kara N.I.

1. Organizational factors that arise within the enterprise and encompass aspects such as payment, working
conditions and safety, opportunities for professional growth, degree of automation and work intensity,
psychological climate within the team, conflict levels, corporate culture, human resource management within
the organization, and more.

2. Personal factors that include age and gender of employees, level of education, work experience,
qualifications, physiological and psychological characteristics and attributes of personnel, and more.

3. External factors independent of the enterprise’s strategy, including the economic situation in the country
and region, family circumstances, and other external conditions [4]

Shevchenko V.S.

1. Controlled factors. Working and living conditions.
2. Partially controlled factors. Satisfaction with the team, relationships, forms of motivation.
3. Uncontrolled factors. Climatic, demographic, and social factors [7, p. 100]

Krushelnytska O.V.,
Melnychuk D.P.

1. Family and household circumstances.
2. Dissatisfaction with living and working conditions.
3. Violations of labor discipline [3, p. 160]
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4. Enhancing the quality of the employees’ benefits 6. Exploring possibilities for foreign and government
package. investments.
5.Providing safe and comfortable working A more detailed investigation of this issue will be

conditions to increase employee satisfaction and reduce possible after the end of the state of emergency and will
the desire to change jobs due to safety concerns or require analyzing the situation in the country and on each
discomfort. individual enterprise.
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