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The article is devoted to the issues of improving the personnel management system
of the enterprise. Modern conditions of the market economy necessitate the
development of fundamentally new approaches to personnel management with the
awareness that the main reserve of the enterprise are employees, and outside -
consumers of products, the quality and competitiveness of which provides staff.
The principles on which the personnel management system is based need the
constant updating and refinement, as the market environment of national
enterprises is constantly changing. Therefore, the principles of personnel
management of the enterprise have been determined, the number and structure of
personnel were considered, the qualitative composition of the store's labor
resources has been studied, the indicators of employee movement have been
determined, the educational and qualification level of workers has been considered.
There are also a number of shortcomings in the current management system at the
enterprise. The ways of improvement of the personnel management system at the
enterprises in the conditions of globalization have been offered.
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KurouoBsi ciioBa:
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CTPYKTYpAa, TPYIOBI peCypCH, IIIMHHICTH
KaJIpiB, MOKa3HUKU PyXY, CTPYKTYpa
MepCOHAITY.

CTaTTs MPUCBAYCHA NIMTAHHIM BJIOCKOHAJICHHS CHCTEMH YIPABIIIHHS IIEPCOHATIOM
nianpuemctBa. CydacHi yMOBH PHHKOBOI €KOHOMIKH O0YMOBITIOIOTh HEOOXIHICTh
pO3pOOKM MPHUHOMIIOBO HOBHX MIiAXOMIB JO YHPAaBIiHHA MEPCOHATIOM 3
YCBIZIOMJIGHHSIM TOTO, III0 OCHOBHHM pPE3EpBOM IIJNIPUEMCTBA € NpANiBHHUKH, a
30BHI - CIIOYKMBaUi MPOAYKIIT, IKICTh 1 KOHKYPEHTOCIIPOMOXKHICTB K01 3a0e3neuye
nepcoHan. [IpuHIMNM, Ha SKUX Oa3yeThCs CHUCTEMa YIPABIIHHS IIEPCOHATIOM,
MOTpeOyIOTh TOCTIHHOTO OHOBICHHS Ta BJIOCKOHAICHHS, OCKUIBKM PHHKOBE
CepeIOBHIIE HAlIOHATBHUX MiMPUEMCTB MOCTIHHO 3MiHIOEThCS. TOMY BU3HAYCHO
MPUHIMIN yIPABIiHHSA MEPCOHATIOM MiAPUEMCTBA, PO3IIISTHYTO YHCENBHICTH Ta
CTPYKTYpY IEpCOHalTy, BHBYEHO SIKICHHI CKIaJ| TPYAOBHX pPECypCiB Marasusy,
BU3HAUEHO MOKA3HWKU pPyXy IPAaLliBHUKIB, OCBITHbO-KBaTi()iKaliiHUI piBEHb
npaniBHHUKIB. TakoXk iCHye HM3Ka HEJOJNIKIB y MOTOYHIM CHCTeMi yNpaBIliHHS Ha
HiIpHEMCTBI. 3alpONOHOBAHO NUISIXM BJOCKOHAJICHHS CHCTEMH YIPaBIiHHS
MePCOHAJIOM Ha TiIMPUEMCTBAX B yMOBAX rio0anmisariii.

Formulation of the problem

The efficiency and quality of human resources
management in a market economy in Ukraine are
becoming increasingly important as a factor in the
development and competitiveness of the enterprise.
Human resource management continues to be the
weakest link in the enterprise system. Managers focus on
production management, finance, marketing, while
improving human resource management is still
underestimated. Many organizations, not only in
Ukraine, but all over the world, lack highly qualified,
proactive, creative employees at all levels. Personnel
problems in most organizations were among the top
priorities. Issues of regulation of employment and
employment, development and remuneration of
employees are of exceptional importance. The science of
human resource management must meet the requirements
of the time and develop in accordance with the ever-
changing socio-economic realities. Problems of
personnel management at the present stage of

development of economic relations remain quite relevant,
so they need detailed analysis.

The situation we are witnessing in Ukraine, a change in
the economic and political systems, poses both great
opportunities and serious threats to every citizen.
Personnel management in the situation we observe is of
particular importance because it provides an
opportunity to summarize and implement a range of
issues of human adaptation to external conditions, to
take into account personal factors in building a
personnel management system of the organization. The
current state of the market economy and fierce
competition in world markets obliges managers to look
for reliable, rational and effective models of personnel
management. It is known from the world experience of
personnel management that investing in new equipment
at industrial enterprises does not lead to increased
productivity if the "human factor" is not taken into
account, that is the principles of labor organization are
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not improved and there is no systematic work on
training personnel with appropriate investments.

Analysis of recent research and publications

Problems of personnel management of the enterprise and
its practical implementation were comprehensively
considered by such scientists as: Galaz L.V. [1],
Kozak K.B. [2], Kroytor A.O. [3], Lyulchak L.O. [3],
Repetatska V.V. [3], and many other domestic and
foreign  scientists.*  Determining the areas of
improvement of the current personnel management
system at the enterprise is carried out taking into account
current trends in the economy, which are covered in the
works of domestic scientists, namely in the works of
Parkhomenko N.A. [5]. Oleksenko R.I. [7], Kolot A. M.
[8]. Theoretical and methodological principles of
personnel management and their strategic directions are
reflected in the works of economists Belyaeva S.V. [4],
Vynohradska A. M. [4], Vynohradskyi M. D. [4],
Krushelnytska O.V. [5].

Formulation of goals

The objective of this work is to consider the current
personnel management system on the example of the
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store "Eva", to identify a number of shortcomings and to
suggest ways to improve the current personnel
management system of the enterprise.

Presentation of the main research material

Under modern conditions, the problem of staff
development is becoming increasingly important. The
main task of personnel management in modern
conditions is a combination of effective staff training,
professional development and work motivation to
develop skills of employees and encourage them to
perform work at a higher level. Therefore, employees
must constantly try to improve their cultural and
educational level. This can be expressed in the
continuous improvement of their professionalism and the
development of personal cultural preferences. Personnel
development is provided by measures for personnel
evaluation in order to carry out production adaptation
and certification of personnel, career planning of workers
and professionals, stimulating staff development, etc.
Regarding the educational and qualification level of the
staff of the store "Eva-109" which is taken as an
example, consider the data given in Table 1.

Table 1 — Educational and qualification level of employees of the store "Eva-109"

Job title Number Education Experience in a similar
of position
persons
Store manager 1 Higher economic, master's level Above 5 years
Trading hall administrator 2 both have incomplete higher economic One has 2 years
Another - 3 years
Inventory inspector 1 Higher economic, bachelor's level Above 2 years
Senior storekeeper 1 Secondary technical 2 years
Sales consultant 12 2 have higher level bachelor All have from 1 to 3
6 have secondary special years
4 have full average
Cashier 4 All have a special secondary All have from 1 to 2
years
Storekeeper 2 Three have secondary special, another has | All have from 1 to 3
higher level, bachelor years
Cleaner 2 Full secondary -
Loader 2 Full  secondary, secondary special -
education

The data in Table 1 show that the qualification and
educational level of the staff of the store "Eva 109" is quite
high - 7 employees, which is 25.9% of their total have
incomplete and complete higher education, and another 13
employees have secondary special education (48.1%). In
addition, we see that all employees of the store have
experience in similar fields from 1 to 3 years, and the
manager for more than 5 years. All this indicates a fairly
high level of qualification of employees of the store "Eva-
109",
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All staff of the enterprise can be divided into two groups:
staff of the main activity and support staff. Table 2 shows
the staff structure of the store "Eva-109".

The data in Table 2 show that in the staff structure of the
studied store 85% is the staff of the main activity and
15% of support staff. We also see that the planned
number of staff of the enterprise does not coincide with
the actual, and the store lacks two sales consultants and
one administrator of the trading floor, which is 10% of
the planned number of staff.
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Table 2 — Number and structure of staff of the store "Eva-109"

Staff categories Job title Number of The number of Deviation
employees employees is
actual as of planned
December 31, for 2019.
2019
Total staff 27 30 -3
1. Personnel of the main
activity of all, 23 26 -
including:
Store manager 1 1 -
_ leaders Trading hqll administrator 2 3 -1
Inventory inspector 1 1 -
Senior storekeeper 1 1 -
Sales consultant 12 14 -2
—  specialists Cashier 4 4 -
Storekeeper 2 2 -
— _workers - - - -
Support staff total, 4 4 -
. Cleaner 2 2 -
— unskilled workers Loader 5 > :

The data in Table 2 show that in the staff structure of the
store in 2019 there were some changes. We see a reduction
in the number of more mature employees aged 30-40 and an
increase in the number of young employees aged 20 to 30.

In addition, we see a certain trend - the store does not
hire employees over 40 years, which in my opinion, can
not be considered the right decision. The fact is that
women (namely women predominate in the staff
structure) aged 40-50 years is the most hard-working
category of staff, due to the fact that they already have a
well-established life and personal life, they no longer go

on maternity leave, they do not small children who can
often get sick, etc. Therefore, they can direct all their
energy to work. In addition, women of this age,
according to foreign studies, are more responsible than
girls aged 20-30.

In addition, in the personnel structure of the enterprise by
sex, we observe a decrease in the share of men and an
increase in women, respectively. Now let's analyze the
quality of the store's workforce and consider the structure
of staff by age and gender (Table 3).

Table 3 — Qualitative composition of labor resources of the store "Eva-109"

Indicator Number of employees at the end of the year
2018 specific 2019 specific weight, %
weight, %
1 2 4 5

Groups of employees
By age, years:

- t020 3 10 2 7.4

— from 20to 30 19 63,3 20 74,1

— from 30to 40 8 26,7 5 18,5

—  from40to 50 - - - -

— older 60 - - - -
Total 30 100 27 100
By sex:

— men 6 20 4 14,8

— women 24 80 23 85,2
Total 30 100 27 100
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Next, we analyze the indicators of movement and consistency of personnel (Table 4).
Table 4 — Indicators of the movement of store employees for 2018-2019

Ne Indicators 2018 2019 Absolute changes (+/-)
s/n
1 2 3 4 5
1 There were employees at the 32 29 -3
beginning of the period
2 Accepted at the enterprise 21 25 +4
3 Left the company 24 26 +2
Including :
4 - for training 2 1 -1
5 - -tothe Armed Forces - - -
6 - to retire - - -
7 - voluntarily 19 20 +1
8 - by reduction, etc. reasons - - -
provided by law
9 - for violation of labor 3 5 +2
discipline
10 Number of employees at the end 29 27 -2
of the period, pers.
11 The average number of employees 30 2 -1
12 Number of employees who 12 10 -2
worked all year round
Turnover ratios:
13 on reception: 70,0% 86,2% +16,2%
Nhs = Number of hired staff /
Average number of staff x 100%
14 on disposal: 80,0% 90,0% +10%
Number of retired employees /
Average number of employees x
100%
15 Fluidity ratio: 73,3% 86,2% +12,9%
K = The number of resigned at
their own request and at the
initiative of the administration
(p.7 + 8 + 9) / average number
16 Coefficient of constancy: 40,0% 34,4% -5,6%
Number of employees who
worked all year / Average number
of employees x 100%

From the data in Table 4, we see that during 2019, the
store's staff movement increased significantly: both the
number of hired employees and the number of those who
left increased. This is confirmed by the indicators of
turnover on admission and disposal, as well as indicators
of staff turnover (which we calculated by two methods).
At the same time, we see a decrease in the coefficient of
consistency of employees, which also indicates an
increase in the negative trends of high staff turnover and
relatively low commitment of employees to this
organization.
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It should be recalled that staff turnover plays an
important role in the enterprise. Permanent staff working
for a long time at the company, improve their skills,
create an appropriate business atmosphere in the team,
actively influencing the improvement of performance.
Therefore, it is necessary to take into account the growth
of this indicator. At the same time, the coefficients of
permanence and stability of personnel, which indirectly
reflect the level of wages and employee satisfaction with
working conditions, are equally important.
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At each enterprise there are problems with personnel
management, and the "Eva-109" store is no exception.
Considering and analyzing the indicators of staff, both
qualitative and quantitative, we see negative trends that
do not contribute to the positive dynamics of the store.

Let's outline the main problems of the "Eva-109" store:
1) low wages compared to the high level of workload:;

2) high level of staff turnover, especially among sales
consultants;

3) lack of effective mechanisms for motivating work;

4) the lack of a personalized approach in assessing the
achievements of staff and a subjective approach to
determining the amount of remuneration of employees.

However, the biggest problems of personnel policy of the
researched enterprise are the high level of staff turnover
and the lack of effective mechanisms of work motivation.

In our opinion, to improve the existing personnel policy
at the enterprise, to correct its main shortcomings, the
following measures can be recommended:

1. Stop staff turnover at the enterprise

To stop the flow of staff from the company, you need to
conduct a thorough and in-depth analysis of the company
in individual departments, to determine the main motives
of those who resign voluntarily and develop a special
program to eliminate existing shortcomings in work, and
especially regarding work motivation.

2. To improve the system of material motivation of work.
When determining the bonus fund of the company, which
is the main material motivation for productive work, the
researched company has a subjective approach to
determining the amount of remuneration and corporate
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rules of accrual of bonuses (the greater the team
contribution - the greater the reward). This approach is
extremely wrong. First, the bonus of each employee
should not depend on the willingness of his management
to pay it, and secondly, it should take into account the
individual contribution of each employee to the common
cause. Of course, the team spirit trying to develop in the
company is the right approach, however, when paying it
should not be taken as the main criterion.

The remuneration of staff should be more dependent on
the personal contribution of each employee and may only
partially depend on the effectiveness of the team. As an
option, you can enter a bonus model of work incentives.

By applying the proposed tips, the company will not only
attract and retain skilled workers, increase their material
and social interest in work and improve the performance
of the store, but also raise to a new level its image as a
store that really cares about its employees.

Conclusions

It can be concluded that the ultimate goal of personnel
management in market relations - the maximum
convergence of expectations of the enterprise and the
interests of the employee, abandonment of the policy of
minimum investment in personnel and assignment of the
decisive role of personnel management in personnel
policy and its implementation mechanism. Also, an
important factor in improving the efficiency of personnel
management in the enterprise is the availability and
content of personnel development policy, which should
include the availability of adaptation programs, systems
and training programs, training and opportunities for
personal development.
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