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The changes in the business environment caused by technological innovations are
characterized. The concept of innovation is considered. The innovativeness of the
personnel service is analyzed. The need to improve personnel management at enterprises
in modern conditions is analyzed. The concept of an employee of an enterprise,
which is the basis of any innovation process, is disclosed. The concept of personnel
is considered, which ensures the effective operation of the personnel management
system and helps to eliminate shortcomings in the work process or in production in
general. The approaches to managing employees of an enterprise are substantiated,
which can be divided into the following groups: economic, administrative, social
and psychological. Innovative approaches to personnel management are revealed,
in particular: recruitment, performance evaluation, personnel training, remuneration
system, carcer management. The advantages and disadvantages of innovative
approaches to personnel management are analyzed. It is proved that the only
reasonable approach to personnel management is the use of new different methods and
styles of management for different employees, both for the team as a whole and for
each employee separately, depending on the situation. The concept of «staff leasingy
is characterized and the advantages of introducing staff leasing technologies into the
practical activities of business entities are indicated. The most important indicators of
employee performance are analyzed. It is determined that coaching technologies are
used to motivate employees, evaluate and develop them, resolve conflict situations and
regulate relations in the team and are intended to solve many problems.
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OxapakTepr30BaHO 3MiHH y Oi3HEC-CEPEOBHIII, 110 CHPHYHHCHI TEXHOJIOTTYHUMU
iHHOBaMIsSIMH. PO3mIstHY TO OHATTS iHHOBamiiHOCTI. [IpoaHasi3oBaHO iHHOBaLIHHICTE
KapoBoi cimyxOu. [IpoaHamizoBaHO HEOOXIAHICTH YIOCKOHAJICHHS YIPABIIHHSI
MIEPCOHAJIOM HA MIANPUEMCTBAX B CYYaCHUX YMOBaX. PO3KPHTO MOHATTS MPALiBHUK
T IPHEMCTBA, ITI0 € OCHOBOO OY/Ib-sIKOr0 IHHOBAIII THOrO TIpotiecy. PO3IIITHY TO IOHSATTS
KaJpH, M0 3a0e3MeuyioTh e()eKTHBHY POOOTY CHCTEMH YIIPAaBIIHHS MEpPCOHAIOM
1 JOTOMararoTh YCYHYTH HENOTIKM B pobodoMy mporeci abo Ha BHPOOHHMIITBI
3arasioM. OOIpyHTOBaHI MiAXOMM B YIPABIIHHI NpaliBHUKAMH ITiIIPUEMCTBA, SIKi
MOYKHA PO3IUIMTH Ha HACTYIHI TPYIIH: €KOHOMIYHI, a{MiHICTpaTHBHI Ta COIiaTbHO-
NCUX0JIoriyHi. Po3kpuTO 1HHOBAMLIiHI MiIXOAM YNpaBIiHHS EPCOHAJIOM, 30KpeMa:
mia0ip TepCOHAITY, OIHKA isUTBHOCTI, HABYAHHS IIEPCOHANTY, CHCTEMa BHHATOPOLIH,
yIpaBiiHHS Kap’epoto. [IpoaHanizoBaHO mepeBard Ta HEHOMIKM IHHOBAIIHHUX
MIIXO/IIB YIIPABIIiHHSA TepcOHAIOM. JIOCHimKeHO, IO €IWHUM OOIPYHTOBAHUM
ITiTX0/TOM B YIPaBJIiHHI IIEPCOHATIOM € BUKOPHCTaHHS HOBHX Pi3HIX METO/IB i CTHIIIB
YIIPaBJTiHHS TS PI3HHUX MPAIiBHUKIB K B IJIOMY I KOJIEKTHBY TaK i OKPEeMO JUIst
KO)KHOTO TIPAIliBHUKA, B 3aJEKHOCTI BiJ cHTyamlii. OXapakTepH30BaHO MOHITTA
«JTI3UHT TIEPCOHATY» 1 3a3HAYEHO IepeBary MpH BIIPOBAPKEHH] TEXHOJIOTIH JII3UHTY
MepcoHaTy B MPAKTUYHY JISUTGHICTH CyO’ €KTIB rocrofapioBaHHs. [IpoaHanizoBaHo
HAWBAKIIMBIII TMOKA3HUKK €(EKTHBHOCTI pOOOTH MpaiiBHUKIB. Bu3HaueHo, 10
KOYyYHMHIOBI TEXHOJIOTII BUKOPUCTOBYETBCS JUIsI MOTHBALl MPAIiBHUKIB, TX OI[IHKH
Ta PO3BHUTKY, BHPIMICHHS KOHQIKTHUX CHUTYaIlii Ta BPETYIIOBAaHHSI CTOCYHKIB Yy
KOJIGKTHBI 1 IPU3HAUYEH] IJIs BUPILIEHHS 0ararbox 3aBliaHb.
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Problem statement

The modern economy is characterized by rapid changes
in the business environment caused by technological inno-
vations, the rapid development of new industries and activ-
ities, changes in consumer needs and increased competi-
tion. In such situations, the role of employees, their ability
to improve their performance and use their capabilities in
the workplace to achieve the company’s goals, is growing.
The need to constantly bring the characteristics of employ-
ees in line with the requirements of the enterprise, time and
business environment leads to the need to implement mod-
ern management systems. Innovation in the field of human
resources management in modern conditions should be
aimed at increasing productivity and quality of work;
improving the quality of working life; organizing contin-
uous development of employees; empowering employees
and cohesion of the company’s teams. The specific part of
innovations in the HR sphere of each enterprise is individ-
ual and is determined by the strategy, financial capabilities
and priority of the chosen HR policy.

The need to improve human resources management
at enterprises is primarily driven by the requirements of
international quality standards, which provide for the use
of specific measurable and time-bound goals, as well as
the need to make administrative decisions based on tar-
geted and timely information on the effectiveness of per-
sonnel procedures. In these cases, the development of the
enterprise’s HR management system should be viewed as
a purposeful activity of employees of all structural units,
including the development of a HR policy strategy and
a HR management concept, and their implementation is
achieved by bringing the goals, structures, methods and
ways of HR management in line with the requirements of
the new labor market, as well as the possibility of their
change.

Analysis of recent research and publications

A large number of works have been devoted to the
study and analysis of personnel management problems
with regard to innovative approaches, namely: D. Bogina,
M. Bondar, I. Dashko, A. Shegda, V. Vesnin, A. Yegorshin,
V. Dyatlov, A. Kolot, S. Shekshna and others. Despite the
large number of scientific developments in personnel man-
agement with regard to innovative methods, this issue is
still relevant in the modern world, as it has not been suffi-
ciently addressed.

Formulation of the article’s objectives

The purpose of this article is to study modern methods
of personnel management with due regard for innovative
approaches.

Summary of the main research material

Employees of an enterprise are the basis of any innova-
tion process, as they provide new ideas and create new pro-
jects. For this reason, the question arises at the enterprise of
how to properly manage these employees, implement their
ideas and help the development of the enterprise.

Human resources ensure the effective operation
of the HR management system and help to eliminate
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shortcomings in the work process or in production in gen-
eral. Implementing innovations in the human resources
management system requires the company to make
changes in the training and education of employees,
recruitment, selection or selection of personnel, infor-
mation support for employees, as well as psychological
support and motivation of subordinates. To solve these
problems, there are various approaches to managing
employees of an enterprise, which are ways of influencing
employees, both individually and collectively, to coordi-
nate their activities at a given enterprise. There are many
different approaches to personnel management that can
be divided into the following groups: economic, admin-
istrative, and socio-psychological. These approaches are
still used at many enterprises, but they are not so effective
now, because each enterprise is focused on continuous
improvement and therefore it is necessary to constantly
improve approaches to personnel management [1; 7; 8].

Innovative approaches to HR management include the
following:

1. Recruitment, i.e., it is necessary to carefully select
applicants for the offered position in order to find the best
employees who will be able to develop and improve the
company. This approach is characterized by consistency
and efficiency in the recruitment and selection process.
On the other hand, it promotes a systematic selection and
recruitment process and identifies the most suitable candi-
dates for the job.

2. Performance appraisal is the process of establish-
ing a comparison between the requirements of the posi-
tion and the characteristics of the employee. Based on this
approach, you should constantly evaluate your employees
in two ways: first, by the results they have achieved; and
second, by why they have achieved them and how they can
improve.

3. Staff training is the improvement of staff skills
through trainings, webinars, seminars, etc. This approach
helps employees to acquire new knowledge and new skills,
which in turn will further promote innovation.

4. A reward system is the motivation of employees
through various incentives and rewards. It is a motiva-
tional approach that offers monetary rewards, various types
of incentives, and other types of recognition to encourage
employees to come up with new creative ideas, take risks,
and continuously improve.

5. Career management is the achievement of career
goals. This approach ensures the professional development
of employees through internships, training and profes-
sional development [2; 4].

The advantages and disadvantages of innovative
approaches to HR management are shown in Table 1.

The results of the research conducted in this paper
show that the only reasonable approach to HR manage-
ment is to use new different methods and styles of man-
agement for different employees, both for the team as a
whole and for each employee separately, depending on
the situation.

Thus, the management of employees’ innovative activi-
ties is a purposeful activity of the company’s managers and
HR specialists to ensure the speed and scope of employees’
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Table 1 — Advantages and disadvantages of innovative approaches in personnel management [3; 8]

Ne s/n | Name of the approach

Advantages.

Disadvantages

Recruitment, selection
1 and hiring of personnel

Possibility of continuous professional and psychological
assessment of employees with further consideration of the
company's specifics and the employee's position in the future

Time and capital costs

5 Performance evaluation | Activity in the field of innovation, creation of new things through | Spending a lot of time
opportunities to discuss their work with management

3 Staff training Increasing the potential of employees and the enterprise as a whole | Expenses for trainings and
and increasing staff productivity educational literature

4 Reward system Increased motivation of employees to create new projects and Economic costs
increased job satisfaction

Career management Increased interest in the company's business and reduced staff Increasing the level
5 turnover of competition among

employees

recovery from illness by implementing employees’ inno-
vative activities in practice in accordance with the current
and strategic goals of the company.

The management of innovative activities involves, first
of all, the restructuring of the enterprise, i.e., changing the
entire structure of the enterprise or individual units for the
efficiency of economic activity.

Innovation management also includes various innova-
tions in forms, principles and methods of payment. Impor-
tant importance is also attached to the implementation of
new ideas for the development of the company’s corporate
culture.

Having analyzed the foreign experience of introducing
innovative technologies [5; 6] into the personnel manage-
ment system, we can conclude that in order to increase the
efficiency of the enterprise, it is recommended to imple-
ment:

1. Recruiting, namely, the selection of qualified person-
nel by specialized enterprises. One of the types of recruit-
ment is personnel leasing, which should be considered as
a management technology that provides the company’s
business process with the necessary quantitative and qual-
itative labor resources using the services of a third-party
company. In this case, legal relations arise between the
employing company and the employee with whom the
employment contract is concluded.

One of the types of leasing that is advisable to use is the
recruitment of temporary workers, which involves the par-
ticipation of employees for a short period of time, namely
from one to three months. The introduction of personnel
leasing technology into the practical activities of business
entities has the following advantages

— engagement of personnel of a certain qualification
and the required number;

— the possibility of repeated replacement of employees
in case of incorrect performance of their duties or for other
reasons;

—release of the HR department from the usual adminis-
trative work and document flow related to the official reg-
istration of employees in the staff, as well as the removal
of expenses for payroll and payment of compensation in
case of dismissal;

—no downtime due to employee’s illness or vacation, as
the employee is obliged to be replaced under the agreement
or contract;
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— the possibility of transferring employees who have
proven themselves as experienced specialists over time to
the company’s staff.

Thus, staff leasing allows you to avoid problems related
to the recruitment of employees, paperwork, payment of
wages and tax deductions. It also makes it possible to for-
mulate the most flexible personnel policy by hiring addi-
tional employees or reducing the number of employees
depending on the company’s goals and strategy, but when
deciding to implement this technology in the HR man-
agement system, the company’s management should ana-
lyze the shortcomings and take into account the possible
decrease in employee loyalty to the company.

2. A personnel audit is a complete assessment of the
labor activity of the company’s employees, which makes
it possible to find out the correlation between the level of
skills, knowledge and abilities possessed by the employee
for the position he or she holds, and aims to analyze the
organizational structure and human resources in a certain
way. Conducting an HR audit of an enterprise involves
analyzing the most important performance indicators of
employees and developing recommendations for improv-
ing its performance, in particular

— efficiency of the organizational structure, rationality
of its construction and coordination;

— document flow, creation of a unified accounting sys-
tem, registration and storage of documents;

— development of employee service rules, labor instruc-
tions, remuneration system, system of incentives and pen-
alties;

— qualitative and quantitative characterization of
employees, their compliance with the company’s goals and
objectives;

— efficiency of personnel placement;

— Formation of a management «chainy, i.e. selection of
promising candidates for managerial positions;

— determining the level of professional and personal
qualities of the company’s employees in order to develop
appropriate training and development programs;

— employee appraisal, which involves assessing the
level of compliance of employees with their positions and
responsibilities, their personal contribution to the compa-
ny’s performance;

— establishing a policy of reduction and dismissal of
employees, improving internal cooperation;
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— general assessment of the HR department and
improvement of its work, development of an employee
motivation system, development of technologies for
search, recruitment, selection, selection and dismissal of
employees and adaptation programs.

3. Coaching is a tool for the professional and personal
development of employees of the enterprise, for the devel-
opment of their skills and qualifications, mobilization of
internal resources and talent, including creative and intel-
lectual abilities, self-awareness, business qualities and
creativity. Coaching is a tool that allows you to find the
most effective ways to achieve the company’s goals and
implement them.

Coaching gives the manager real control, which is not
an illusion, and gives the subordinate real responsibility, so
training is the most effective tool for increasing employee
productivity. The difference between coaching and tradi-
tional management is determined by the style of commu-
nication between employees: the manager (coach) gives the
«right» questions and practical feedback about subordinates.

Coaching technologies are used to motivate employees,
evaluate and develop them, resolve conflict situations and
settle relationships in the team and are designed to solve
the following tasks, in particular

— create a comfortable and creative atmosphere in the
team;

— to maximize the efficiency of employees’ perfor-
mance;

— encourage employee initiative;

— create a corporate culture for the company;

— organize an effective system of personnel develop-
ment,
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— motivate employees through non-material incentives;

— to create the necessary conditions for self-develop-
ment and personal development of employees, manifesta-
tion of their creative and professional abilities.

Conclusions

Having analyzed the innovative approaches to the per-
sonnel management system of a modern enterprise, the
most effective of them were analyzed and substantiated, in
particular: personnel leasing, personnel audit and coach-
ing, which allow the management of the enterprise to influ-
ence the increase in the efficiency of its activities through
the innovative construction of the personnel management
system on new principles and to make the right manage-
ment decisions regarding the formation, development and
implementation of talent.

When developing and implementing these innovative
approaches in the HR management system, it is necessary
to evaluate their time, feasibility and effectiveness, and to
do everything necessary to ensure that employee resistance
is as low as possible and that the effectiveness of the new
innovation is uniform and efficient.

Thus, the main task in the current realities of the enter-
prise is to introduce innovative approaches to personnel
management aimed at ensuring the continuous develop-
ment of employees in order to improve their knowledge by
establishing a lifelong learning system and creating all the
necessary conditions for full self-expression and develop-
ment, the existing mental and physical abilities of employ-
ees, their ability to create new creative ideas to improve
production processes and increase the competitiveness of
products.
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