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УПРАВЛІННЯ ПЕРСОНАЛОМ ПІДПРИЄМСТВ 

В УКРАЇНІ 
  
Relevance of the research topic. The importance of 

studying HR-technologies in the system of personnel man-
agement has become paramount for modern domestic enter-
prises. 

Problem setting. There is a critical need to develop and 
implement relevant HR-technologies as practical tools in ef-
fective personnel management practices at domestic enter-
prises. 

Recent research and publications analysis. Within the 
national research papers exploring effective personnel man-
agement methods we should mention the following scholars: 
L. Balabanov O. Vasilieva, Z. Imasheva, H. Shchokin, O. O. 
Petrashchak, O. M. Rudenko, L. M. Usachenko, S. V. Shturk-
hetskyi. Among the foreign authors considerable contribution 
was made by John Berzin, D. Diakov, P. Loikova, Yu. Pass, 
O. Svergun, P. Ward D. Ulrich etc. 

Unresolved issues. Current trends in personnel man-
agement at domestic enterprises reveal the low quality of 
employees and management staff replacement and develop-
ment process, thus triggering the need to work out new effi-
cient approaches and tools to enhance the HRM system. 

Research objective. The paper is aimed at developing a 
well-grounded framework of personnel management optimiza-
tion system through the use of the proposed tool set. 

Research findings. The personnel management system 
is a cornerstone in any enterprise management paradigm, 
since its effectiveness influences the overall business perfor-
mance and the achievement of a company objectives. Domes-
tic enterprises in their human resources management strate-
gies were mainly affected by their own experience and partial 
transfer of some elements of advanced foreign personnel 
management practices and techniques. The paper substanti-
ates the transition from the traditional personnel management 
system to the contemporary concept of human resources 
management through the use of modern tools aimed at con-
tinuous improvement of technology, subject to turbulent envi-
ronments challenges. 

Conclusion. The introduction of modern HR-technologies 
is a critical and reliable basis for management process optimi-
zation which enables to enhance the existing approaches to 
personnel selection at domestic enterprises. 

 

Актуальність теми дослідження. Важливість дос-
лідження HR-технології в системі управління персоналом 
на сьогодні є актуальним питанням для сучасних вітчиз-
няних підприємств. 

Постановка проблеми. Доцільним є розробка та 
практичне впровадження HR-технології як практичного 
інструментарію ефективного управління персоналом 
вітчизняних підприємств. 

Аналіз останніх досліджень і публікацій. Серед на-
укових праць в яких досліджуються проблеми ефектив-
ного управління персоналом потрібно виділити Л. Бала-
банову, О. Васильеву, З. Імашеву, Г. Щокіна, О. О. Пет-
ращак, О. М. Руденко, Л. М. Усаченко, С. В. Штурхецько-
го , таких зарубіжних науковців як Дж. Берзіна, Д. Дьяко-
ву, С. Лоікова, Ю. Пасс, О. Свергун, П. Уорда, Д. Ульриха.  

Виділення недосліджених частин загальної про-
блеми. Існуючі тенденції в області управління персона-
лом вітчизняних підприємств свідчать про низьку якість 
процесу оновлення та розвитку персоналу, фахівців та 
керівників, тим самим підтверджуючи потребу впрова-
дження в систему управління персоналом сучасних підхо-
дів та інструментів. 

Постановка завдання. Стаття покликана обґрун-
тувати програму оптимізації системи управління персо-
налом за рахунок використання запропонованого ін-
струментарію 

Викладення основного матеріалу. Система управ-
ління персоналом є однією з вагомих складових системи 
управління підприємством, оскільки від її ефективності 
залежить досягнення бізнес-мети будь-якого підприємс-
тва.  

На вітчизняних підприємствах сформована була пе-
реважно під впливом власного досвіду, та запозичення 
деяких елементів перспективних зарубіжних технологій 
управління персоналом. В статті обґрунтовано перехід 
від традиційної системи управління персоналом до су-
часної концепції управління персоналом з використанням 
сучасного інструментарію, націленого на постійне вдос-
коналення технологій та турбулентність зовнішнього 
середовища.  

Висновки. Впровадження нових сучасних HR-
технологій є основою оптимізації процесу управління, що 
дасть можливість удосконалити існуючі підходи в підборі 
персоналу на вітчизняних підприємствах.  

 
Keywords: HR-technologies; system of personnel man-

agement; management of enterprises; business; innovations. 
Ключові слова: HR-технології; система управління 

персоналом; управління підприємством; менеджмент; 
бізнес; інновації. 

 
Problem statement. One of the most important directions of strategy for business development is 

the personnel management system because in modern market conditions the role of human resources 
is the key for solving specific business problems. Ukrainian HR managers should be definitely inter-
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ested in using foreign experience of personnel management on the basis of modern HR technologies. 
Search, recruitment and motivation of the most effective specialists for some key positions in client 
companies, as well as recruitment for business task solutions are a promising direction where it is 
necessary to search for innovative solutions at the present stage of development. 

Analysis of the researches and publications. Among the scientific works which study the prob-
lem of personnel management, the following scientists should be distinguished: L. Balabanova [1],       
O. Vasylieva [2], Z. Imasheva [3], H. Shchokin [10]. Among the studies in HR management in general, 
individual tools for using modern HR technologies, and aspects in particular, it is necessary to high-
light the researches of native scientists such as O. O. Petrashchak [7], O. M. Rudenko [8], L. M. Usa-
chenko [8], P. V. Shturkhetskyi [8], and such foreign scientists as J. Berzin [13], D. Diakova [9],           
S. Loikova [4], Yu. Pass [9], O. Svergun [9], P. Word [12], D. Ulrich [11]. The studies on adaptation of 
foreign HR technologies were carried out by V. Meisel [5], O. Stepanenko [5]. 

Analysis of the scientific literature and information sources made it possible to conclude that today, 
despite the existence of separate studies on the use of effective tools for recruitment, the problem of 
implementation of modern HR technologies in the personnel management system of native enterpris-
es requires a further research. 

Aim of the study is to analyse the current state of recruitment, and research benefits from using 
advanced HR technologies as an effective tool to improve personnel management in native enterpris-
es in order to achieve strategic business objectives. 

Main results of the study. Progressive companies in the world use the latest HR technologies for 
recruiting and managing their personnel. Current tendencies in the field of personnel management in 
native enterprises indicate the low quality of the upgrade process and development of personnel, spe-
cialists and managers, thereby confirming the necessity to implement modern personnel management 
approaches and tools into the system. Studies show that on the Ukrainian HR management market, 
there is no tendency of using modern HR technologies for recruitment. So, according to surveys of 
native recruiters, 110 leading companies-employers revealed that ¾ of recruitment companies do not 
use any modern automated technologies for recruitment in their professional activity (Fig. 1). 

 
Fig. 1. Use of modern HR technologies for recruitment (built according to the data [6]) 

The companies which still apply the achievement of HR technologies in their activities to conduct 
interviews, remotely use Skype (73%), to search and attract candidates for a position - they use social 
networks (73%), electronic databases (68%), and cloud services (55%). This indicates that an auto-
mated recruitment system is available only to every fourth HR manager (Fig. 2). 

 
Fig. 2. Use of modern HR technologies by HR companies (built according to the data [6]) 
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Despite the fact that modern HR technologies haven't become widely popular yet among Ukrainian 
HR managers, every fourth employed specialist mastered innovations over three years ago. 65% 
Ukrainian HR managers have been using this approach in their activity for more than a year, while 
14% recruiters mastered these technologies less than a year ago which indicates retardation of the 
process in comparison with global tendencies (Fig. 3). 

 
Fig. 3. Duration of using modern HR technologies by native HR managers in the time interval (built ac-

cording to the data [6]) 
 

Among the main benefits that modern HR technologies brought into the process of personnel re-
cruitment, respondents noted the acceleration of the recruitment process (65%), opportunity to work 
remotely (60%), and simplification of the working process organization (55%). According to the sur-
veyed specialists' opinion, modern HR technologies are the last to increase the potential employee's 
loyalty to a company – employer [ 6]. 

Research of the leading specialist in the HR technologies field, Josh Berzin, show that the market 
size of HR technologies is more than $15 billion, in particular, with regard to the software market, 
which is growing rapidly and gets more innovations. A breakthrough in technologies caused a new 
wave of innovative process development, thereby stimulated considerable amount of investments [13]. 

50 most attractive HR technologies have received investments amounted over $560 million, and 50 
most attractive learning technologies – over $800 million. Such investments resulted in acquisition of 
companies. 

One of the largest in online learning (e-leaning) company, Skillsoft, was acquired by the company 
SumTotalSystem. Earlier, the company LinkedIn acquired Bright to search employees. Two years ago, 
the company IBM acquired Kenexa to build their own automation system for talent management. So, 
we can state the fact that the modern market of HR technologies is the most innovative, and this cer-
tainly deserves attention from the HR managers for recruitment of native enterprises [13]. 

For the analysis of efficiency of using HR technologies in companies in various industries, the 
analysis should be performed using the program Statistica with digital data only. Text settings are 
converted into a numeric expression and each industry, in which the technology has been used, is 
assigned with a sequence number (Fig. 4) . The same should be done with the size of companies 
grading them according to 4 groups: 1 – large enterprises, 2 – average, 3 – small, 4 – state. 
As a result, we get the following database of 259 observations in total: 
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Fig. 4. The initial data for building a model 

 
As the data is not proportionate, it should be standardized. 

 
Fig. 5. Standardized data for building the regression 
 

At first, we should build one-factor regression, where the dependent variable is the profit, and the 
independent variable is a company’s industry. The results of the regression: 
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Fig. 6. Model of correlation between a company’s profit and a client's industry 

 
According to the results of the model, p-value = 0.04, and therefore the variable is significant at the 

level of 95%, which is interpreted as follows: the variable “industry of a client company” affects the var-
iable “profit” with an error of less than 5%. But R² - the coefficient of regression determination is only 
14%, which means that the data explains the model only by 14%. 

The other variables are included into the regression. 
 

 
Fig. 7. Model of correlation between a company’s profit, a company’s size, and a number of technolo-

gies used in personnel management 

 
Subject to adding two variables to the model, the coefficient of determination has significantly in-

creased and now is 62%, indicating the model’s adequacy. Only one variable is important – the num-
ber of remotely provided services. Since our model is linear, this means that with each additional ser-
vice provided by managers to a client, the company's profit may further increase by 0.78. 

In order to finally accept this model, we should look at the chart of residues distribution. If the mod-
el truly explains the interrelation between the dependent and independent variables, the residues 
should gravitate to a normal distribution, that is, to lie down closer to the red line on the chart. 

 
Fig. 8. Chart of normal distribution of the model’s residuals 



Науковий вісник Полісся № 1 (9), ч. 2, 2017                                Scientific bulletin of Polissia № 1 (9), Р. 2, 2017 

 
УПРАВЛІННЯ ПІДПРИЄМСТВОМ 

 

 173 

Goncharenko I. M. The application of modern HR - technologies as аn 
effective tool improvement of personnel management enterprises in 
Ukraine 

 

 

The chart illustrates that the residuals are distributed unevenly, and therefore the model is not con-
sidered as reliable. In order to fix this issue, we should find the model’s logarithm.  

 
Fig. 9. Results of finding the logarithm of the initial data 

 
After finding the data logarithm, the two-factor regression should be built. 
 

 
Fig. 10. Results of the model after finding the logarithm 

 
The coefficient of determination has significantly gone down but remains adequate for the number 

of observations and equals to 26%. 
The variables “Calls” - calls, and “Com_size” - a company’s size have become significant at 5%. 
Thus, it can be claimed that each additional service potentially increases the profit by 0.7%, and 

each reduction of a client company’s size (as 1- is the largest, and 3 -the smallest companies) leads to 
reduction of the potential profit by 1.1%. Let’s consider the chart of residues distribution: 
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Fig. 11. Chart of the normal distribution of the residuals after finding the data logarithm 

 
Residuals are normally distributed, so we can assert that the regression is adequate and suitable 

for further use. 
So, although the impact of each separate independent variable on the final result, which is the po-

tential increase in profits, isn’t significant, but together these variables influence the profit and explain 
the independent variable more than by 26%, which implies that the impact on these parameters can 
provide the management with a control over planning the company’s profitability, and therefore to en-
sure its stable operation. 

It is necessary to bring the most promising and powerful breakthroughs in HR technologies offered 
in the modern market of innovations. 

1. System of recruitment such as HR technologies of the future. From the beginning, HR technolo-
gies have been designed to collect, store and manage personal data on employees. Such systems 
implemented control over rewards, stored data on learning, holidays and working time. Now the can-
didates (potential employees) are users of such self-service systems having own profiles on LinkedIn 
which allows HR managers to quickly find the candidates and to contact them [13]. 

2. Mobile – all. This refers to that we call Internet mobile today. According to the research of the 
company Kleiner Perkins, nowadays there are 5.2 billion mobile devices, 1.6 billion smart phones, only 
789 million laptops, and 743 million desktop computers worldwide. This means that employees use 
the Internet 2-5 times more often via smartphones than via computer modems. Mobile apps work in a 
few clicks, they are fast, available and effective, i.e. their benefits are significant. The company Adobe 
revealed that feedback is growing by five times if you conduct a survey in mobile phones. This testifies 
to the fact that business needs a daily feedback which makes business effective [13]. 

3. Sensing, crowdsourcing, the Internet of Things, are becoming the technologies in real-time 
mode. More people are using internal HR systems for communication and understanding each other. 
For example, crowdsourcing or social systems transform HR practices. It became possible to vote 
"for/against" a specific idea with one click, and this is of great importance and power. HR can now im-
mediately get feedback or a comment on any program, organizational changes, or a new idea [13].  
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4. Radical changes in recruiting: it becomes more social and abstract. Changes in the activities of 
recruiting companies are palpable. Thanks to LinkedIn, Facebook, Indeed, Glassdoor and many oth-
ers, the social and abstract recruitment is being used. HR managers look for candidates according to 
their profiles in social networks, and find them even among employees' friends. Relationship, activity, 
interest in company's brand is being monitored taking into account the specifics of a territory and 
country [13]. 

5. E-leaning systems change, the market increases. In the early 2000, such a system was called 
"E-leaning management system" and was originally developed as a control system of curriculum. Now 
this market grew by 21%, and is considered to be a rapidly growing one. Corporate learning, content, 
collaborative learning are fundamental strategic objectives of each enterprise. Today every company 
has a need for training employees on new things and on how to do their job better [13]. 

The author proposed an improved system of personnel management, which can be graphically 
presented as three major groups: providing a company with personnel, personnel development, and 
rational use of personnel (Fig. 12). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 12. Modern system of personnel management of an enterprise (Authoring)  
 

All the elements of a modern personnel management system are interrelated, and absence of any 
of them makes it incomplete. Elements of a personnel management system reflect the stages of a life-
cycle of employees. Each new employee at first acquaints themselves with a company, and, as a rule, 
at this stage is not sufficiently effective. Then, after adaptation, their efficiency begins to rise and 
reaches a peak and then falls, and then, in most cases, the employee gets dismissed. The most im-
portant tasks of a modern system of personnel management – search, selection, development, and 
retaining the most effective employees. 

Workforce planning and determining the need for recruitment give ability to implement business 
goals of an enterprise by matching strategic and tactical goals with necessary human resources. To 
do this, the author proposes the following scheme (Fig.13): 
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Fig. 13. Diagram of a process for determining the need to recruit personnel for an enterprise (Author-

ing) 

 
At the stage of search and recruitment, an enterprise should use a recruitment system which allows 

to employ highly qualified personnel. It is an undeniable fact that it is a waste of money to retain un-
skilled staff.  

The developed program for personnel adaptation will in accelerate a new employee to blend into a 
team, as well as to understand the requirements to a position, and strategic objectives of an enterprise 
as a whole. 

The program for personnel evaluation is being developed and concerns the development of em-
ployee’s professional competence for a certain period of time, and determines to what extent an em-
ployee has improved their value for the enterprise, and their value in the labor market. According to 
the results of such estimation, further development of the employee is determined and in case if their 
professional qualities match the selection criteria, the latter can be enrolled in the personnel reserve of 
an enterprise. 

It is advisable to develop and implement the career development program and the training program 
with the aim of improving personnel skills which will enable growth of their own loyal professionals in 
an enterprise. 

Personnel motivation and stimulation play an important role in a modern system of personnel man-
agement. High level motivation and stimulation allows to solve the issues related to increasing of work 
efficiency of each employee in particular, and enterprises' efficiency as a whole. Untimely assessment 
of competence, inability of career growth, and low level of motivation of employees lead to premature 
dismissal of the latter at their request, or as managers need to "release the enterprise from the bur-
den".  

In a modern, properly constructed system of personnel management, the step of personnel release 
is based on the program of personnel amount optimization and personnel cost control. Dismissal of 
employees according to the Labor Code of Ukraine with payments and compensation envisaged by 
the legislation, allows to quickly recoup the costs and to establish enterprise's activities in accordance 
with the strategic business goals. 

The program of personnel rotation has a positive impact on the efficiency of employees and busi-
ness activity in general. Rotation, in first place, is necessary for prevention of professional burnout of 
employees that have worked on the same position in the company for a long time. When such an em-
ployee is transferred to another equivalent position in their company, the employee has the opportuni-
ty to gain some new experience, new knowledge and skills, to increase their interest in achieving high 
results in work and the enterprise's activities. The rotation program also contributes to preparation of 
versatile interchangeable specialists, localization of conflicts, and implementation of new ideas for 
business development. 
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Therefore, it is advisable to continuously monitor every element of a modern system of personnel 
management regardless of enterprise's development level and the economic situation in a country, to 
develop and implement proposals for optimization and improvement of the whole system of enterprise 
management in general. 

 Thus, it should be noted that employees' mood, loyalty, efficiency, professionalism, and their de-
sire to work together to achieve the company's strategic goals depend on how properly the personnel 
management system is constructed in the company. 

Conclusions. Based on the above studies, the following can be summarized: 
1. Personnel management system should be built on the basis of modern HR technologies. This is 

a basic element in the achievement of strategic business objectives. 
2. Benefits from using modern HR technologies consist in accelerating the search process, and in-

volvement of specialists, ability to work remotely, simplifying the organization, and saving of working 
time. 

3. Implementation of advanced HR technologies in a personnel management system becomes 
easier and more interesting with time, as it becomes possible to attract potential employees, to work in 
real-time, to have instant feedback, and overall to improve existing tools and approaches to recruit-
ment, development and retention of the most talented employees. 

4. Transition from a traditional management system to a modern one increases effectiveness in 
achieving the strategic business objectives of native enterprises. 

The foregoing shows that in the coming years, the market will be filled with highly motivated HR 
managers and use of modern HR technologies will become a significant achievement in obtaining 
success of enterprises in Ukraine. 
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