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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.

Keywords: HR-technologies; system of personnel man-
agement; management of enterprises; business; innovations.
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I. M. T'oH4YapeHKo, K. €. H.

BUKOPUCTAHHA CYYACHUX HR-
TEXHOJNOTIN AK E®EKTUBHOIO
IHCTPYMEHTY MOJOEPHI3ALII CACTEMMU
YNPABIIHHA NEPCOHAIIOM NMIANPUEMCTB
B YKPAIHI

AkmyanbHicmb memu docidxeHHs1. Baxrnusicms doc-
nioxeHHs HR-mexHornoeii @ cucmemi ynpasriHHA nepcoHanom
Ha Cb0200HI € akmyarnbHUM NuUMaHHAM O71s Cy4acHUX 8im4u3-
HSHUX ridnpuemcms.

lMocmaHoeka npo6nemu. [ouinbsHUM € po3pobka ma
npakmuyHe erposadxeHHs HR-mexHonoaii ik npakmu4yHo20
IHCmpyMeHmapito  egheKkmueHo20 yrpaesiiHHS epcoHanom
8IMYU3HSIHUX nidnpuemMcms.

AHani3 ocmaHHix docnidxeHb i ny6bnikayii. Ceped Ha-
yKosux rpaub 8 siKkux Gocrioxyrombcsi npobnemu egekmus-
HO20 ynpassiHHs1 nepcoHanom rnompibHo eudinumu J1. bana-
baHosy, O. Bacunbesy, 3. Imawesy, I". lljokiHa, O. O. lMem-
pawak, O. M. Pydenko, J1. M. Ycauerko, C. B. LLImypxeybko-
20 , makux 3apybixHux Haykoesuie sik [x. bepsiHa, [. [bsko-
8y, C. Jloikosa, 1O. Nacc, O. CeepeyH, 1. Yopda, . Ynbpuxa.

BudineHHs1 HedocnidxeHUx 4YacmuH 3a2aslbHoi npo-
6nemu. IcHyroui meHOeHyii 8 obrnacmi yrnpaeniHHs nepcoHa-
JIOM 8iMYU3HAHUX NidrpuemMcms ceid4amp Mpo HU3bKY SIKICMb
rpouyecy OHo8MeHHSI ma PO38UMKY repcoHarny, gaxisyie ma
KepigHUKi8, mum camum nidmeepdxytoyu nompeby ernposa-
OXXEHHS1 8 cucmeMy yrnpaessiiHHS MepCOHarIoM Cy4acHux nidxo-
die ma iHCcmpymeHmis.

lMocmaHoeka 3aedaHHA. Cmammsi rokukaHa ob6rpyH-
mysamu npoepamy ornmumisauyii cucmemu ynpassiHHs nepco-
HarmoM 3a paxyHOK BUKOpUCMaHHS 3arporioHO8aHO20 IH-
cmpymMeHmapito

BuknadeHHs1 ocHO8HO20 Mamepiany. Cucmema ynpas-
TiHHSI MePCOHanioM € OOHIE 3 8a20MUX CKladosux cucmemu
ynpaseniHHs nidnpueMcmeoM, OCKinbKu 8i0 ii eghekmusHocmi
3anexums 0ocsigHeHHs1 bisHec-memu 6y0b-sK020 nidnpuemc-
mea.

Ha simyusHsiHux nidnpuemcmeax cgpopmosaHa byna ne-
pesaxHo rid ernnueom eriacHo2o 00ceidy, ma 3arno3uU4yeHHs
OesiKux esleMeHmi8 rnepcreKmugHuUX 3apybiKHUX mexHooail
ynpaeniHHsi nepcoHanoMm. B cmammi obrpyHmosaHo nepexio
8i0 mpaduyitiHoi cucmemu yrnpasiniHHa nepcoHanom 00 cy-
4acHoi' KoHuenujii ynpaesiHHs nepcoHanoM 3 8UKOPUCMAaHHSM
cy4acHoe0 iHcmpymeHmapito, HauineHo2o Ha rnocmitiHe 8doc-
KOHaslIeHHs1 mexHosoeilli ma mypbyneHmHicmb 308HIiLHbO20
cepedosuwja.

BucHoeku. BriposadxeHHs Hosux cy4YacHux HR-
mexHOor102ili € 0CHOBOK ONMUMI3auii npouecy ynpasiHHs, Wo
dacmb MOXJIusicmb yOOCKOHanumu icHyto4i nioxoou e niobopi
repcoHany Ha 8imyusHsIHUX nidrnpueMcmeax.

Knro4doei cnoea: HR-mexHonoeii; cucmema ynpasrniHHs
repcoHanom; ynpaeniHHs nidnpueEMCMBOM; MeHeKMEHM;
bi3Hec; iHHo8ayjl.

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],
0. 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 % of recruitment companies do not
use any modern automated technologies for recruitment in their professional activity (Fig. 1).

Yes, being
used, 22%
No, not
being
used, 78%

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).

Recruitment automation system,

27% 27 %

Cloud services (by the example of 550%
Google Docs, Sky Driver), 55% 0

Electronic databases, 68% 68%

Use of social networks such as

Facebook, Linkedln, etc. for... 73%

Use of Skype for conducting an

0,
interview with a candidate, 73% 73%

0 20 40 60 80

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).

5%

9%

B more than 3 years

more than 1 year

M |ess than 1 year

W a few months
63%_—

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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< 1 2 3 a
Revenue |Comp_size |Inductry_numb |Calls

NOVO MORDISK 4231,61 1 1 14
Kievstar, GSM ZAO 7209,76 1 3 10
Pharmunion, Ltd. 10351,52 1 1 7
SUMMIT-AGRO UKRAINE 121128,38 1 12 11
UKRTATNAFTA 9295,36 1 24 2
Meda Pharmaceuticals Switzerland GmbH 2612,00 1 1 11
ASTRA, Agrobuilding alliance, Ltd. 14626,87 1 9 12
Synmedic Ltd. 166269,38 1 1 56
Evofarma AG, representation 71505,94 1 1 2
Tiens Ukraine, Ltd. 1005,00 3 1 3
DB Schenker 1530,31 1 28 21
Telko Ukraine 66298,48 1 4
PUBLICHNE AKTSIOMERME TOVARISTVO Perche 273012,29 1 5 5
Elsi 550,00 4 12
SV Outdoor, Ltd 2378,51 1 11 6
First Private Brewery 40268,25 1 15 8
Unigue Pharmaceutical Laboratories -500,00 1 1 2
Representation of "Elfa" 7360,00 1 1 0
Sandoz d.d., representation in Ukraine 1014483,87 1 1 1
Sumitec Ukraine ST 2680607,38 1 14 122
Essiej Hajdzhin Ukraine, Ltd 178148,54 3 16 4
Jadran-Halenska Laboratory 1385,80 4 1 8
PROSTO-strahovanie, AQ 7340,82 1 17 a8
Representation of ADAMED Sp. z 0.0. 52858,40 1 1 1

Fig. 4. The initial data for building a model

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

1 2 3 4
Revenue Comp_size Inductry_numb  |Calls
NOWVO NORDISK -0,2048723 -0,95949892 -0,969254781 0,15403
Kievstar, GSM ZAO -0,1950213 -0,95949892 -0,823586432 0,04614
Pharmunion, Ltd. -0,1846291 -0,95949892 -0,969254781| -0,03478
SUMMIT-AGRO UKRAINE 0,18179339 -0,95949892 -0,168078864| 0,073112
UKRTATNAFTA -0,1881227 -0,95949892 0,705931228| -0,16964
Meda Pharmaceuticals Switzerland GmbH -0,2102296 -0,95949892 -0,969254781| 0,073112
ASTRA, Agrobuilding alliance, Ltd. -0,1704873 -0,95949892 -0,386581387| 0.100085
Synmedic Ltd. 0,33110868 -0,95949892 -0,969254781| 2,365771
Evofarma AG, representation 0,0176546 -0,95949892 -0,969254781| -0,16964
Tiens Ukraine, Ltd. -0,2155451|  0,541608274 -0,969254781| -0,14267
DB Schenker -0,2138075 -0,95949892 0,997267925| 0,342837
Telko Ukraine 0,00042961 -0,95949892 -0,750752258| -0,00781
PUBLICHMNE AKTSIONERNE TOVARISTVO Perche 0,68418789 -0,95949892 -0,677918084| -0,08872
Elsi -0,2170501 1,29216187 -0,459415561| 0.100085
SV Outdoor, Ltd -0,2110019 -0,95949892 -0,240913038| -0,06175
First Private Brewery -0,085672 -0,95949892 0,050423659| -0,00781
Unigue Pharmaceutical Laboratories -0,2205233 -0,95949892 -0,969254781| -0,16964
Representation of "Elfa" -0,1945243 -0,95949892 -0,969254781| -0,22358
Sandoz d.d., representation in Ukraine 3,13679293 -0,95949892 -0,969254781| -0,19661
Sumitec Ukraine ST 0,66783135 -0,95949892 -0,022410515| 3,067055
Essiej Hajdzhin Ukraine, Ltd 0,37040333 0,541608274 0.123257833 -0.1157
Jadran-Halenska Laboratory -0,2142855 1,29216187 -0,969254781| -0,00781
PROSTO-strahovanie, AD -0,1945878 -0,95949892 0.196092008| -0,00781
Representation of ADAMED Sp. z 0.0. -0,0440269 -0,95949892 -0,969254781| -0,19661

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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Regression Summary for Dependent Variable: Revenue (Spreadsheet1)
R= 12007465 R*= 01441792 Adjusted R*= 01078109
F(1,271)=3,9644 p= 04748 Std Error of estimate: 99459

b* Std_Err. b Std.Err. | t(271) | pwalue
N=2T73 of b* of b
Intercept | -0,000000 0,060196  -0.00000 1,000000

Inductry_numb | -0,120075] 0,060306/| -0,120075| 0,060306 | -1,99108 0.047476
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 R? - 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.

Regression Summary for Dependent Variable: Revenue (Spread
R= 78851336 R*= 62175332 Adjusted R*= 61895149
Fi2,270y=221.91 p=0.0000 Std_Error of estimate: ,61729

b* Std.Err. b Std.Er. | t(270) | p-value
N=273 of b* of b
Intercept | 0.000000) 0,037360 0,00000 1.000000
Comp_size | 0.007393) 0,038072 0,007393 0,038072 0,19417 0.846189
Calls 0.789833 0.038072] 0.789833/ 0,038072| 20.74559| 0000000

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

1 Z 3 .|

Revenue |Comp_sii|Inductry_|Calls
1| 8,350338 0 0 2,639057
2| 8,883191 0 1,098612 2,302585
3| 9,244389 ) 0 1,94591
4| 11,70461 0 2,484907 2,397895
5|9,137271 0 3,178054 0,693147
6| 7,867871 0 0 2,397895
7| 9,590616 0 2,197225 2,434307
8| 12,02136 0 0 4,564348
9(11,17754 0 0 0,693147
10| 6,912743 1,098612 0 1,098612
11| 7,333226 0 3,332205 3,044522
12| 11,10192 0 1,386234 2,079442
13| 12,51727 0 1,609438 1,609438

14| 6,309918 1,3862594 2,073442 24349507

16| 777423 0 2,397895| 1,791759
16| 10,60332 0 2,70805 2,079442
17 0 0 0,693147
18| 8,903815 ) )

19| 13,82989 0 0 0
20| 12,49839 0 2,639057 4,804021
21| 12,09038 1,098612  2,772589 1,386294
22| 7,234033 1,386254 0 2,075442
23| 8,901206 0 2,833213 2,079442
24| 10,87537 0 0 0
25| 10,00818 1,098612 0 1,386234
26| 9,305839 0 2,639057 1,098612

QaTIoTE 1 Naos1T niAa 208704

T
Fig. 9. Results of finding the logarithm of the initial data
After finding the data logarithm, the two-factor regression should be built.

Regression Summary for Dependent Variable: Revenue (Spreadsheet11)
R=,51399244 R*= 26418822 Adjusted R*= 24836432
F(2,93)=16,696 p<,00000 Std.Error of estimate: 1,9657

b* Std.Err. b Std.Err. t(93) p-value

N=96 of b* of b

Intercept i 0.000000 0,420606 0.00000 1,000000
Comp_size | -0.249323] 0,090928 -1.10633 0.403481| -2,74196| 0,007325
Calls 0.400704 0.090928 0.70132|0,159144| 4.40680| 0.000023

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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Normal Probability Plot of Residuals

Expected Normal Value

-8 -6 -4 -2 0 2 4 6 8
Residuals

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].

. _—@C} ]
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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).

N N A
Personnel recruitment Development of Use of enterprise's
enterprise's personnel personnel
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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.

References

1. Balabanova, L. V., Stelmashenko, O. V. (2010).
Stratehichne upravlinnya personalom pidpryyemstva v umo-
vakh rynkovoyi ekonomiky: monohrafiya [Strategic manage-
ment of personnel under market economy]. Donetsk : Don-
NUET, P. 238 [in Ukrainian].

2. Vasilyeva, O. Obuchenie i razvitie personala v sov-
remennykh usloviyakh [Training and development of per-
sonnel in modern conditions]. Pro-personal informatsionnyy
portal dlya spetsialistov po kadram i upravieniyu person-
alom. - Pro-personnel information portal for HR specialists
and personnel management No 12.2013g. URL Retrieved
from: http://mww.pro-personal.ru/article/612718-uchitsya-
uchitsya-i-eshche-raz-uchitsya-obuchenie-i-razvitie-
personala-v-sovremennyh [in Russian].

3. Imasheva, Z. Z., Karamysheva, E. F. Tekhnologii
HR-menedzhmenta v strategicheskom upravlenii kompaniey
[Technologies of HR-management in strategic management
of the company]. Internet-zhurnal «<NAUKOVEDENIE» Vol.
7, No 5 (2015) URL Retrieved  from
http://naukovedenie.ru/PDF-/10EVN515.pdf [in Russian].

4. Loikov, S. Upravlenie talantami «proaktivnost'» [Tal-
ent management “proactivity"]. HR-liga Soobshchestvo
kadrovikov i spetsialistov po upravleniyu personalom - HR-
league Community of HR and personnel management spe-
cialists. Retrieved from http://hrliga.com/index.php?-
module=profession&op=view&id=1390 [in Russian].

5. Mayzel, V. A., Stepanenko, E. P. (2016). Adaptatsi-
ya zarubezhnykh HR-tekhnologiy v rossiyskoy praktike up-
ravleniya personalom na primere kryuingovoy kompanii [Us-
ing HR-technologies depending on the strategy of tourism
business enterprises development]. Molodoy uchenyy..—
Young Scientist, Ne 9, pp. 639-644. URL Retrieved from :
http://moluch.ru/archive/113/29043/ [in Ukrainian].

6. Obzor rynka avtomatizirovannykh HR-tekhnologiy
[The review of the market of the automated HR-
technologies]. Rabota v Ukraine. Trudoustroystvo i poisk

177

Goncharenko I. M. The application of modern HR - technologies as an

Nitepatypa

1. bBanabaHoga, J1. B. CtpateriyHe ynpaBniHHS nepcoHa-
nom nignpuemMcTea B YMOBax PUHKOBOI €KOHOMIKU @ MOHOT-
pacpisi / 1. B. bBanabaHoBa, O. B. CtenbmalueHko. — [JoHeubk
: JoHHYET, 2010. — 238 c.

2. BacunbeBa, O. ObyyeHne 1 pa3BuTUE nepcoHana B
COBpPEMEHHbIX yCcrnoBusax [OnekTpoHHbIn pecypc] / O. Bacu-
nbeBa // Pro-nepcoHan nHOpPMaLMOHHbIV nopTan Ans cne-
uManucToB Mo Kagpam W ynpaereHuto nepcoHanoMm. No
12.2013 r. - Pexum pgoctypa http://www.pro-
personal.ru/article/612718-uchitsya-uchitsya-i-eshche-raz-
uchitsya-obuchenie-i-razvitie-personala-v-sovremennyh.

3. Wmawesa, 3. 3. TexHonorum HR-meHemkmeHTa B
cTpaTermyeckoMm YynpaBneHnn KoMnaHuen [OneKTPOHHbIV
pecypc] / 3. 3. Wmawesa, 3. &. KapambiweBa //
HAYKOBEOEHWE. — 2015. - Tom 7, No 5 — Pexum gocTyna :
http://naukovedenie.ru/PDF/10EVN515.pdf.

4. INovwkos, C. YnpaBneHue TanaHTaMn «NpoakTUBHOCTbY
[OnekTpoHHbI pecypc] / C. Jloukos // HR—-nura CooblecTtso
KaJJpOBMKOB M CMEeLManvcToB No ynpaBreHnio NepcoHanom.
— Pexum  poctyna http://hrliga.com/index.php?-
module=profession&op=view&id=1390.

5. Mansenb, B. A. Apantauma 3apy6exHbix HR-
TEXHOMNOrM B POCCUNCKON NpaKTUKe ynpaBreHns nepcoHa-
NIOM Ha MpuMepe KPHWHIOBOW KOMMaHWN [ONEKTPOHHEIN
pecypc] / B. A. Manzens, E. M. CtenaHeHko // Monogoi yye-
HbI. - 2016. - Ne 9. - C. 639-644. — Pexum poctyna :
http://moluch.ru/archive/113/29043/.

6. O630p pblHKa aBTOMAaTU3NPOBaHHbLIX HR-TexHonorumn
/l PaboTta B YkpauHe. TpyooycTpOMNCTBO U Nouck poboTbl Ha
rabota.ua//rabota.ua/ PYC.

7. Metpawak, O. O. BukopuctaHHs HR-TexHonorin 3a-
nexHo Big cTparterii po3BUTKY NiANPUEMCTB TYPUCTUYHOIO
6isHecy [EnekTpoHHuii pecypc ]. — Pexum pgoctyny
http://molodyvcheny.in.ua/files/conf/eko/060kt2014/21.pdf.

8. PygeHko, O. M. Cucrema i ctpaTteria HR-
MeHeXKMeHTY AN AepXaBHOro ynpasniHHA : HaBY. nocib. /

() XTI

effective tool improvement of personnel management enterprises in

Ukraine


http://naukovedenie.ru/PDF-/10EVN515.pdf
http://hrliga.com/index.php?-module=profession&op=view&id=1390
http://hrliga.com/index.php?-module=profession&op=view&id=1390
http://moluch.ru/archive/113/29043/
http://naukovedenie.ru/PDF/10EVN515.pdf
http://moluch.ru/archive/113/29043/

HaykoBui BicHuk MNonicca Ne 1 (9), u. 2, 2017

Scientific bulletin of Polissia Ne 1 (9), P. 2, 2017

YINPABIJIIHHA MIQNPUEMCTBOM

roboty na rabota.ua//rabota.ua/ - Work in Ukraine. Employ-
ment and work search on rabota.ua//rabota.ua/ [in Ukraini-
an).

7. Petrashchak, O. O. Vykorystannya HR-tekhnolohiy
zalezhno vid stratehiyi rozvytku pidpryyemstv turystychnoho
biznesu [Using HR-technologies depending on the develop-
ment strategy of tourism business enterprises]. Retrieved
from:  http://molodyvcheny.in.ua/files/conf/eko/060kt2014/-
21.pdf [in Ukrainian].

8. Rudenko, O. M., Usachenko L. M., Shturkhetskyy S.
V. (2013). Systema i stratehiya HR-menedzhmentu dlya
derzhavnoho upravlinnya [The system and strategy of HR

management for public administration]. Kyiv: TOV
«NVP«Interservisy, P. 133. Retrieved  from :
http://elibrary.nubip.edu.ua/15157/1/Rudenko_4.pdf [in

Ukrainian].

9. Svergun, O., Pass, Yu., Diakova, D. (2005). HR-
praktika. Upravlenie personalom : Kak eto est na samom
dele. [Personnel Management: How it really is]. SPb.: Piter,.
P. 320 Seriya “Prakticheskaya psikhologiya”™ Ser. Practical
Psychology [in Russian].

10. Shchekin, G. V. (2003). Teoriya i praktika upravleni-
ya personalom [Personnel management in theory and prac-
tice]. Kyiv: MAUP [in Russian].

11. Ulrikh, D. (Trans). (2007). Effektivhoe upravienie
personalom: novaya rol HR-menedzhera v organizatsii [Ef-
fective staff management: the new role of the HR manager in
the organization]. Moscow: OOO «l. D. Vilyams», P. 304 [in
Russian].

12. Uord, P. (2006). Metod 360 gradusov [360 degree
method]. A. Andreev (Trans). Moscow: GIPPO, P. 352 [in
Russian].

13. Bersin, J. The Top 10 Disruptions In HR Technology

Ignore  Them At Your Peril Retrieved from
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-
ten-disruptions-in-hr-technology-ignore-them-at-your-
peril/#2c8a9290524b.

Bi6niorpacpiuHuin onuc Ans UMTYBaHHSA :

O. M. PygeHko, J1. M. YcaueHnko, C. B. Wrypxeupkuin. — K. :
TOB «HBIM«IHTepcepsicy», 2013. — 133 c.

9. CeepryH, O. HR-npakTuka. YnpaBneHvue nepcoHanom:
Kak ato ectb Ha camom pgene / O. CeepryH, tO. lMacc, O.
ObsikoBa. — CI6. : Mutep, 2005. — 320 c. : un. — (Cepus
«[MpakTnyeckas ncuxonornsa»).

10. Teopusl 1 NpaKTVKa ynpaBreHusi nepcoHanom [yyeb.-
meToad. nocob.] / aBT.-cocT. I'. B. LLlekuH. - 2-e n3g., crepeo-
Tun. =K. : MAYT1, 2003. — 280 c.

11. Ynbpux, [l. dcpdekTnBHOE ynpaBneHne nepcoHanom:
HoBasi ponb HR-meHemkepa B opraHunsauuu: nep. ¢ aHrm. / [.
Ynbpux. — M. : OO0 «W. [I. Bunbsimcy, 2007. — 304 c. : un.

12. Yopa, IN. MeTtog 360 rpaaycos / . Yopa; nep ¢ aHrm.
A. AHgpees. — M. : TUMMO, 2006. - 352 c.

13. Bersin, J. The Top 10 Disruptions In HR Technology :
Ignore Them At Your Peril [Electronic resource]. — Retrieved
from : http://www.forbes.com/sites/joshbersin/2014/10/15/the-
top-ten-disruptions-in-hr-technology-ignore-them-at-your-
peril/#2c8a9290524b.

Received for publication 18.01.2017

Goncharenko, |I. M. The application of modern HR- technologies as an effective tool improvement of personnel management
enterprises in Ukraine / |. M. Goncharenko // Haykosui BicHuk Moniccs. — 2017. — Ne 1(9). u. 2. — C. 168-178.

178

Goncharenko I. M. The application of modern HR - technologies as an

effective tool improvement of personnel management enterprises in

Ukraine


http://molodyvcheny.in.ua/files/conf/eko/06okt2014/-21.pdf
http://molodyvcheny.in.ua/files/conf/eko/06okt2014/-21.pdf
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b
http://www.forbes.com/sites/joshbersin/2014/10/15/the-top-ten-disruptions-in-hr-technology-ignore-them-at-your-peril/#2c8a9290524b

