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Urgency of the research. In the newest conditions of
competition the economic growth of tourism enterprises is
stipulated by the introduction of an effective human re-
sources management system.

Target setting. The search for effective human re-
sources management technologies encourages the use of
coaching that promotes the opening and maximization of
the potential of workers in order to increase the competitive
status of a tourist enterprise.

Actual scientific researches and issues analysis.
Significant theoretical developments of both domestic and
foreign scientists are devoted to issues of coaching in the
field of human resources management: E. Grant, M.
Danilova, M. Downey, J. Cole, D. Clutterbuck,J. Whitmore
and P. Phorsif.

Uninvestigated parts of general matters defining.
Despite the detailed theoretical basis the development of a
practical approach to the personnel management system
of the tourist enterprise on the basis of coaching is out of
consideration.

The research objective. The purpose of the article is
the development of an integrated approach to the for-
mation of a human resources management system for a
tourist enterprise using coaching.

The statement of basic materials. Coaching as inte-
grated technology of competencies development is exam-
ined. The methodology of projecting managerial systems
with optimal hierarchies on the basis of sectional cost func-
tions for the synthesis of the structure of personnel man-
agement system is substantiated. The conceptual ap-
proach to enterprise human resources management with
the use of satellite model of coaching is proposed.

Conclusions. Proposed system of human resources
management allows us to build an optimal hierarchy of
human resources of the enterprise and to develop the con-
figuration of the coaching system and effective scenarios
for the reengineering of the organizational structure.
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®OPMYBAHHA CUCTEMU YNPABIIHHA
NMoACbKUMU PECYPCAMU
TYPUCTUYHOI O NIANPUEMCTBA
HA 3ACAOAX KOYYMHIY

AkmyanbHicmb memu docnidxeHHss. B HosimHix
yMOB8ax KOHKypeHmHoi 60pombbu eKOHOMIYHe 3pOCMmaHHs
mypucmuyHux — nidnpuemcme  06yMO8/IIIMbLCS  8MPO-
sadxeHHAM 0iegoi cucmemu ynpaesiHHa MoOCbKUMU pe-
cypcamu.

locmaHoeka npob6nemu. [Mowyk egpekmusHUX mex-
Honoeill ynpassiHHa modCbKUMU pecypcamu CrioHyKae 00
B8UKOpPUCMAHHSI KOYYUH2y, W0 Crpusie Po3Kpummio ma
Makcumisauyjii nomeHuiany npauigHukie 3 mMemoto mniosu-
WEHHSI ~ KOHKYPeHMHO20  cmamycy  mypucmu4yHO20
niénpuemcmaa.

AHaniz ocmaHHix docnidxeHb i ny6nikayid. [lu-
MmaHHSAM KOy4YuHay y cgbepi yripasniHHs modCbKUMU pecyp-
camu npucesiHeHo 3HayHi meopemuyHi HarpauloeaHHs1 sIK
8iMYyu3HAHUX, makK i 3apybixHux edyeHux: E. paHma, M.
Hanunosoi, M. Oaywi, [x. Koyna, [. Knammepbaka, [x.
Yimmopa, 1. ®opcudpa.

BudineHHs1 HedocniOxeHUX 4YacmuH 3a2asibHol
npobnemu. He3saxato4u Ha PO320pHYMYy MeopemuyHy
b6asy, mosa yeazor 3anuwunacb po3pobka rnpakmu4yHo2o
nidxody 0o cucmemu ynpaesniHHA MepcoHaroM mypucmuy-
HO20 nidnpuemMcmea Ha OCHO8i KOy4UHay.

lMocmaHoeka 3ae0daHHsl. 3 o02nady Ha 3a3HayeHe,
memoro cmammi € po3pobka iHmeeposaHozo nidxody 0o
gpopmysaHHs cucmemu ynpasniHHsA I00CLKUMU pecypcamu
mypucmu4yHo20 nidnpuemMcmea 3 8UKOPUCMAHHSM KOYYUH-
ay.

Buknad ocHoeHo2o0 Mamepiany. Y cmammi gukna-
0eHO CymHicmb KOy4YUH2y SIK [iHmMezapogaHOi mexHonoeii
po38uUmMKy  KomremeHuil nepcoHany. [na cuHmesy
KOHKpemHOoi cmpykmypu cucmemu ynpassiHHs
rniepcoHanom ob2pyHmMoeaHo MemoOOosI0zito MPOeKmMy8aHHs
cucmem ynpassiHHA 3 OnNMmMuMarbHUMU iepapXismu Ha
OCHO8I CceKUiliHuUX yHKUil sumpam. 3anpornoHo8aHO KOH-
uenmyanbHUl nidxid npouecy ynpaesniHHs JH0OCLKUMU
pecypcamu mypucmuyHo20 nidnpuemcmea 3 8UKOPUCMaH-
HSIM camesniimHol Modeni Koy4uHey.

BucHosku. 3anpornoHogaHa cucmema yrnpaesiHHs
M00CLKUMU pecypcamMu mypucmuy4Ho2o nidnpuemMcmea 3
8UKOPUCMAaHHAM Koy4yuHay dae 3mozy rnobydysamu onmu-
MarbHy iepapxito nnodCcbKUX pecypcie nidnpuemcmea ma
po3pobumu KoHbi2ypauito Koy4uHeosoi cucmemu U eghek-
mueHi cueHapii peiHXXuHipuHey opeaHizauyitiHoi cmpykmypu.

Knro4yoei cnoea: koyquHez; ynpaseniHHs; fo0CbKi pe-
cypcu; KoMremeHuyis; cucmema ynpassiHHS, mypucmuy4He
nidnpuemcmeo.
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Urgency of the research. Complication of economic conditions, strengthening of competition with
a significant increase of resources cost lead to improvement of tourist enterprises management pro-
cesses. Both researchers and experts point out that tourist enterprise development is impossible with-
out effective management activity and strengthening the role of intelligence and human competences.
In addition, in the knowledge economy fundamental sources of creating enterprise competitive ad-
vantages are increasingly linked with qualitative human resources management, including personnel
professional training, motivation to self-improvement, permanent professional growth, acquisition of
new knowledge and competencies.

Target setting. Nowadays new human resources management tools are actively developing and
widely introducing in the sphere of human resources management of tourist enterprises. Coaching is
one of the most popular management tool. It is an equal alliance of management and employees
aimed at personnel professional development, overcoming employees’ passiveness, stimulating the
competences development in order to achieve enterprise strategic goals. The necessity of ensuring
the compliance of employees’ competences with the needs of tourist enterprise economic and innova-
tive development determines the topicality of the research topic.

Analysis of recent research and publications. This issue generates considerable interest of the
foreign and domestic scientists. The research of business management system was held by
M. Armstrong, L. Dovgan, P. Drucker, O. Kuzmin, Yu. Odegov, P. Senge, V. Travin and D. Ulrich. The
theoretical and applied aspects of human resources management and coaching, especially its practi-
cal use, have been studied in the works of E. Grant, M. Danilova, M. Downey, J. Cole, D. Clatterbuck,
D. Kirpatrick, O. Ognev, E. Parslow, O Savkin, O. Sorokoumova, S. Thorp, J. Whitmore and D. Fleks.

Uninvestigated parts of the general matters defining. Scientific literature lacks comprehensive
developments regarding the establishment of tourist enterprises human resources management sys-
tems on the basis of coaching. Moreover, the issue of manager’s sectional cost function as the basis
of the optimal hierarchy of employees on tourist enterprise is investigated fragmentarily.

The research objective. In this context the purpose of the article is to develop an integrated ap-
proach to the formation of human resources management system for a tourist enterprise using coach-
ing as well as the definition of its complementary components.

The statement of basic materials. In conditions of globalization, intellectualization and the rapid
development of innovative technologies the priority task of tourism enterprise is formation of qualitative
human resources. Contemporary requirements to personnel include the highest level of education,
lofty culture of labor, disposition to innovations, mobility and adaptation to new working conditions. In
the sphere of human relations there is an active search for new social and economic forms of human
resources formation, their effective use, reproduction and development. All these factors led to the
increase of coaching importance. Coaching is a new style of management which is directed on mobili-
zation of internal resources of every worker, his potential, creative capabilities, pragmatism, aware-
ness and responsibility.

Coaching is a difficult concept which occupies a variety of connected social, organizational, psy-
chological and economic problems. It is a synthesis of management, business consulting, logic, phi-
losophy and psychology [1, p. 25]. In other words, coaching is a convergent management style. It is
also an objective necessity of human resources management in conditions of a new informative and
technological production style along with transformation to the knowledge economy.

In our opinion, coaching is a systemic dynamic process that includes organizational, social, psy-
chological and economic methods. Coaching enables to reveal and maximize individual and collective
competencies in the professional sphere, creates conditions for personnel continuous development
and professional growth, leads to innovations and higher level of workers’ responsibility. It should be
mentioned, that coaching is a flexible human resources management that takes into account chal-
lenges of the environment.

We are convinced that coaching enables to facilitate human resources management owing to formation
of equal alliance of managers and employees. There are different goals of coaching use [2, p. 101]:

e creating an individual unique employee style;

e creation of a new product, project, brand and modernization of existing production processes;
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o development of the participative management system;

e implementation of innovations related to organizational or technological changes, reengineering;

e combining the efforts of various units, groups, employees in order to solve joint tasks and achieve
the strategic goal of organization;

e optimization of the personnel structure with differentiated functional content of the performed tasks.

It should be noticed that each tourism enterprise has a complex and integrated human resources
management system in order to solve complicated tasks at different management levels.

It should be noted, a candidate’s resume for position is a standard version of gathering information
that is used in Ukrainian tourist enterprises [3, p. 89]. But in this case it is difficult to automatize
processing of information, whereas mostly a resume is presented as a text which has different formats
and structure. As a result, human resources managers, especially in large tourist companies, must
spend a lot of time analyzing applicants’ resumes.

We are convinced the use of position profile will provide automated candidates selection at the
primary stage. It will allow substantial decrease of the quantity of applicants which will be invited to the
interview. Thus candidates fill the automated forms of candidates’ profiles along with enterprise
position profile.

In case of necessity it is possible to plan the list of activities (studying, training) for every employee
automatically in order to increase employee’s indexes. On the basis of the assessment, it can be de-
cided to include the employee to personnel reserve in case of his exceeding the indexes, determined
in the position profile. Career planning of concrete worker is the perspective of his development.

Such approach will enable to implement the aggregated analysis of situation in the sphere of hu-
man resources management, to estimate weaknesses and strengths of the tourist enterprise. Besides,
this approach will permit every worker to familiarize with his personal profile and compare it with posi-
tion profile in order to assess the degree of compliance. For all that, the enterprise top management
will get reliable information, which enables to make strategic decisions in the sphere of human re-
sources management.

For the synthesis of concrete structure of human resources management system we propose to
use the methodology of projecting management systems with optimum hierarchies on the basis of the
sectional cost functions [4; 5].

For example, position profile r (r € N ) in department equals individual complication of implementa-
tion of duties and production functions, which are foreseen by the model of competencies - k(r) > 0.

Complication of implementation is equal to the volume of work, which is foreseen by employee posi-
tion profile, his qualification along with employee profile.

Accordingly for the group of positions, namely for department p ( p - N ) — complication of im-
plementation of group functions (department) is the sum of individual complications of total number of

the department employees that — k p)= k(r). In particular, complication of department works
rep

can be equal to the volume of works, which department realizes.

The sectional cost functions don’t take into account personal employee characteristics that are
anonymous. That is why using the term “manager” will mean an employee profile, not a concrete per-
son (with his psychological and personal characteristics). Using the term “executor” also will determine
an employee profile according to position profile.

The sectional cost function of manager depends only on administrative tasks that are carried out by
subordinates (department employees). That is the manager's expenses depend on groups p, p,,

which are managed by the subordinates of this manager directly.
Professional literature on management theory [4; 5] provides some types of manager’'s sectional
cost function that depends only on group complication:

a a a 1 ﬂ
e(py... P) =| k(R .4k (P, ) =max (k(p) .. k(p)) | @
31
Yazlyuk B. O., Brukhanskyi R. F., Nahara M. B. Formation of system of human (co) RN

resources management of tourist enterprise on coaching base



HaykoBuii BicHuk Moniccst Ne 1 (13), 4. 2, 2018 Scientific bulletin of Polissia Ne 1 (13), P. 2, 2018

EKOHOMIKA TPALI

o(P, ) =[K(P)" +...+k(p) ] . @
c(p,_pa)=[K(p)" /max(k(p)".....k(p,)*)-1] @
(P P =[ X0 () (P ] @
c(p, . py) =k(p)* /min(k(p,)’,....k(p,)"), (5)

where ¢ — manager's costs;
p=p Y...0Up, —department controlled by a manager;

k(py),....k(p,,) k(p) — complication of the proper groups of workers;
a, B > 0 — parameters of cost function.

Functions (1) — (5) depend on the volume of work of group employees (department) which are di-
rectly controlled by a manager.

It must be noticed that management mechanism can be different in various enterprises, because of
diverse cooperation between managers and subordinates. In particular, let among the workers of cer-
tain department there is a competent worker, which does not require manager’s costs (on couching,
studies, instructing, etc.) [5, p. 138].

The research [4, p. 94] substantiates that such case is described by a function (1). It means that
manager’s costs on department administration (group of people) depend on complication of all work-
ers without consideration of complexity of worker with the highest qualification. Such worker is called
“the halfleader”. If a group of subordinates don’t have such “halfleader”, then manager’s costs depend
on complexity of all subordinates, thus the cost function transforms into (2).

If in the group of manager’s subordinates there is a group leader, who helps to solve the problems
of cooperation due to personal qualities, experience and qualification, manager’s costs on group ad-
ministration reduce and the cost function (3) is relevant in such case.

The function (4) describes manager’s costs in the case of manager’s individual work with direct
subordinates which also control groups of employee.

In a case, when a group has an employee with a low qualification and competencies who can’t per-
form his duties without permanent manager’s assistant, additional manager’s efforts and costs are
needed (surplus control, studies, couching), the cost function will be presented by (5), substantially
increasing manager’s costs.

Consequently, functions (1) — (5) match the plural of real situations which are observed in enter-
prises. As was said above, functions (1) and (2) are monotonous by the groups of workers; functions
(4) and (5) are not monotonous by the groups of workers. Besides on the basis of O. Voronin’s algo-
rithm [5] optimum hierarchy is found for the function of manager’s costs according to (1). In particular:

J [ =1 —2-tree, which is characterized by minimum costs (Fig. 1, a);
. L =11 af >1-successive hierarchy, where the employee with the greatest complication
is on the first place, and the order of others is not important (Fig. 1, b);
. £ <1 —two-level hierarchy (Fig. 1, c).
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e

Fig. 1. Optimal Workers Hierarchies at the Function of Top Manager’s Costs (1)
Source: created by the authors

It should be remarked that hierarchy c) in Fig. 2 at £ <1 and « >1, £ >1is optimal, according to
the research [5, p. 140]. At other meanings of «, 4 for the search of optimal hierarchy trees, the algo-

rithm of search of trees with minimum costs, developed by O. Voronin, is used [5].

According to researches [4; 5] manager’s cost function (3) at 4 >1 has an optimal consecutive hi-
erarchy which minimizes costs. At the same time employees are not placed in order of increasing
complexity, as it is shown on the Fig. 2.

ra

Fig. 2. Optimal hierarchy for the manager’s cost function (3)
Source: created by the authors

Functions (3) and (4) are not monotonous in their groups and it is impossible to find an optimum hi-
erarchy at  <1[4; 5], and for function (4) at g >1 a 2-tree hierarchies is optimal (Fig. 1 a)).

The following methods of cost function determination are known today: engineering analysis; anal-
ysis of accounts; method of higher-lower point; method of visual adaptation; regressive analysis and
statistical analysis [6, p. 120].
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Engineering analysis, being most widespread, is a system analysis of the activity function for de-
termination of technological correlation between resources costs and management results. It can be
conducted on the basis of matrix of manager’s responsibility. The advantage of such analysis is that it
is orientated on perfection of operations which are contained in certain business-process and it
doesn’t study the past.

It should be mentioned, that human resources management process on coaching base is an inte-
gral part of strategic management in tourist enterprise.

We are convinced that Balanced Scorecard developed by R. Kaplan and D. Norton is the most ef-
fective instrument of enterprise strategic management [6, p. 153]. This system allows combining stra-
tegic and operative management on the basis of three-vector balance: between financial and non-
financial constituents of company activity, between its internal and external aspects, between retro-
spective and perspective focus of transformations. Such peculiarity of Balanced Scorecard correlates
with the basic principle of coaching: strategic vision of economic effect through the prism of employ-
ee’s responsibility.

On the basis of said above, we propose the scheme of human resources management with the use
of satellite model of coaching (Fig. 3). It foresees the use of author's model of making decision con-
cerning the form of coaching organization, criteria of acceptance of such decision and estimation of its
efficiency.

BSC
Expected
» Financial |« profit
forecast
1
\ 4 Y
Internal
Business- Customer -
processes Determining

A the cost of
E coaching
! Learning
i and growth
I
I -
|
|
I
1
ncrease of
effectiveness

Human
Resources
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|
Assessment- Forming of IderTéi(faycilr}grthe :L ,,,,,,,,,,
centre | competencies coaching
A
: I Cfonducr:i_ng Evaluating the
T orcoaching effectiveness
Evaluation of P Search of Layoﬁs of coaching
employees [ new workers i '
Y — m ~-.._. | Reengineering hg%';%;%%g f
Determination _ |
of costs v
Corection of Forming of Conducting Develpping of
position - new ——- engineering (4~ matrices of
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Fig. 3. The conceptual approach to enterprise human resources management with the use of satellite

model of coaching
Source: created by the authors
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The proposed approach (Fig. 3) is fully coordinated with BSC and can be used as a constituent of
strategies of tourist enterprises. The main advantages of this model are: it penetrates enterprise; fore-
sees the strategic human resources management of enterprise for the most effective implementation
of each business-process; concentrates on increase of employees’ professional level.

Conclusions. As the research has demonstrated, the system of human resources management of
tourist enterprise on coaching base is a dynamic totality of interrelated processes. It is based on the
integral and purpose-oriented approach to the activity of the tourist enterprise in order to establish de-
velopment priorities, taking into account the resources, human and production potential of the enter-
prise. Proposed approach enables to estimate qualitative characteristic of human resources and to
solve the topical task for tourist enterprise - providing managerial processes within the enterprise with
relevant managers, which have necessary competencies in professional sphere.
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