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The dissertation is devoted to research of theoretical and methodical bases
of Human Resource Management Strategies in the Small Business Sector.

The author clarified the essence of Strategic human resource management
(SHRM) and highlighted its main features by considering this concept along
with such categories as "Personnel Management", "Human Resource
Management" and "Human Capital Management". Critical analysis highlights
key features of SHRM, such as:1) intended for the future and allows you to
achieve long-term goals and results;2) provides for proactive management; 3)
SHRM costs are considered by the company as an investment in the future; 4)
one of the element of management are people and their knowledge; 5) provides
a comprehensive approach — coordination of business strategy with the methods
of Personnel Management of the company; 6) focuses on partnerships between
employees; 7) involves the formation of Personnel Management strategy in
order to achieve measurable goals of the organization. Based on this, the author
has improved the interpretation of the concept of "Strategic Human Resource
Management".

The main advantages of Strategic Human Capital Management are:
increased productivity, knowledge, flexibility and versatility of staff, staff
adaptability, improving the socio-psychological climate in the team, the
formation of social capital in the enterprise and so on. However, along with
significant advantages, SHRM has certain disadvantages and limitations on
application: prognostic character (non-detailed) and significant dependence on

the external environment; implementation of this strategy requires significant



resources and a certain degree of readiness of the organization, requires non-
standard approaches and constant creative search.

The specific features characteristic of small enterprises in the food industry
are identified and analyzed, and also features of SHRM in the sector of small
business are allocated: dependence of all personnel procedures on
professionalism and personal qualities of heads of the enterprise; blurred
boundaries of division in professional responsibilities between the company's
staff; high level of awareness of employees about the state of affairs in the
company; a kind of staff motivation system — due to the lack of vertical career
growth in small businesses, etc.

With the help of analysis and synthesis methods, the importance of HR
strategy, HR policy, practices and culture in enterprises in the small business
sector has been proved. New rules and tendencies in SHRM are singled out and
researched, the main ones among which are: digitalization; increased attention to
strategies; maintaining the mental health of employees; the transition from
managing the experience of employees to managing their life experience;
increasing skills requirements for employees; growth of the employer's brand.

The indicators of measuring the effectiveness of the HRM strategy in the
small business sector are studied and analyzed. It is determined that the
effectiveness of Personnel Management can be assessed using: the final results
of employees (gross profit, income, cost, level of profitability); indicators of
productivity, quality and complexity of labor (labor productivity, the ratio of
productivity growth and wages, the frequency of occupational injuries, loss of
working time per employee); indicators of social efficiency (staff turnover, the
ratio of workers and employees, uniformity of staff loading).

The analysis of Strategic Personnel Management experience was carried
out at Ukrainian and foreign privately owned enterprises — LLC "Sushiya"
(Kyiv), "Lviv Croissants Bakery" (Kyiv), LLC "Marketopt (Poltava region),"
Libo Company Ltd.» (Liverpool, UK).



Based on the developed methodology for evaluating the effectiveness of
SHRM in small food enterprises, based on a balanced scorecard of D. Norton
and R. Kaplan, the degree of SHRM implementation in the studied enterprises
was measured, which allowed us to identify problems of these enterprises and
develop adequate directions to ensure them further development. The main
indicators on the basis of which the SHRM analysis was carried out were:
production/capital/assets/unit of production profitability; fixed/operating capital
value growth; product sales growth rate; income from one client (one bill value);
customer satisfaction rate; number of store — cards owners; number of people
who downloaded the app; rate of expenses for salary in total expenses; level of
social and psychological atmosphere among staff (based on different methods);
number of conflicts in a certain period; average expenses per employee; number
of trained employees; number of employees who can substitute other staff
members quickly, etc.

The author found that the main problems of SHRM in the studied
enterprises are: low level of employee satisfaction with the amount of work, the
possibility of training, the level of wages; unfavorable socio-psychological
climate in the team; failure of the company's management in employees’ wishes
for improving the production process.

It is determined that the problem of personnel development in the studied
enterprises can be solved by the interaction of such economic entities as the
enterprise, the state and the employee. The key measures that would promote the
development of staff in the studied enterprises should be: the formation of a
training management system; introduction of active forms and methods of
training workers in the workplace; creation of insurance funds and financing of
professional development, etc. It is substantiated that the main directions of
improving the system of staff motivation and improving relations between staff
in the studied enterprises should be the management of employees’ life

experience, as well as the management of mental health of employees.



The paper identifies the main trends and features of the implementation of
Strategic Human Resource Management in small food industry companies in
Ukraine: 1) insufficient attention is paid to the formation of personnel
management system as a whole set of interacting elements, although personnel
issues at the enterprise (5 points out of 5); 2) the main factors of personnel
selection at the studied enterprises are the level of education, professionalism
(skills and abilities) and professional experience (work experience). Gender,
level of education, level of conflict, place of residence, family ties,
recommendations of acquaintances and nationality are absolutely irrelevant; 3)
managers of the surveyed enterprises are focused on hiring ready-made
employees, and not interested in "growing" their own staff "from scratch"; 4)
professional development of employees is not a priority of all surveyed
enterprises, although the concept of lifelong learning is preferred; 5) the
researched enterprises use tools of both tangible and intangible motivation
6) corporate culture, which is not only a dress code, but also the formation of
relevant values, is present only in small enterprises located in large cities, etc.

In the thesis the peculiarities of national models of Strategic Human
Resources Management systems in Ukraine and European countries were
analyzed and, on this basis, the common and distinctive features of Strategic
Human Resources Management in small enterprises were singled out. Despite
the differences in the features of national SHRM models, the common features
are: 1) professional development of staff; 2) the use of outsourcing and staff
leasing; 3) corporate culture. Distinctive features include: employment of
dismissed staff, development of the Decent Work Institute, selection of
Personnel.

The level of employee satisfaction with the amount of work, its diversity,
the amount of wages, the possibility of professional development, equipment of
the workplace and its sanitary and hygienic conditions and relations with the

immediate supervisor were studied.



The practical significance of the obtained results is to improve the
methodology for assessing the effectiveness of SHRM in small food industry,
developed by the author on the basis of a balanced scorecard D. Norton and
R. Kaplan, which allowed in terms of components of a balanced scorecard —
"Finance", "Business Processes", "Clients", "Staff (development)" - to
determine the priority improvement directions of implementation of Strategic
Human Resources Management at the small enterprises of the food industry in
Ukraine, namely: development of the Personnel, optimization of tangible and
intangible motivation system, improvement of mutual relations between
employees.

Proposals for: 1) reorientation of the company to solve tactical and
operational tasks on the implementation of strategic projects, because this is
what in the future can ensure the growth of the company's competitiveness;
2) prioritizing the transition from managing the experience of company
employees to managing their life experience and focusing on maintaining the
mental health of employees in order to reduce anxiety, fatigue and emotional
burnout; 3) rethinking approaches to interaction with staff in order to reduce
staff turnover and increase competitiveness to attract better staff were used as
areas to improve SHRM in "Master-Avia", FOP "Mamalat", "Libo Ltd.".

Author’s propozitios and recommendations were used as directions of
SHRM improvement. Among them there are folloing actions:

e to review the system of staff motivation in order to replace vertical
career growth, which is not typical for small businesses, with horizontal career
growth and increase of material motivation;

e to afford greater attention to the further formation of a positive brand
of the employer;

e to rethink approaches of interaction with staff to build social capital

and support the mental health of employees



Keywords: strategic human resources management, small business,
personnel training and development, monetary and nonmonetary motivation,
corporate culture, balanced scorecard, employer's brand, behavioral risks,

digitalization in strategic human resources management.
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Aabapane M. Crparterii ynpaBliHHS JIOJCBKUMH PECypCaMH y CEKTOP1
Masoro 013Hecy. — KBanidikariiiina HaykoBa poOoTa Ha IIpaBax pyKOIMUCY.

Hucepranis Ha 3100yTTS HAYKOBOTO CTYyIEHs JokTopa dimocodii 3a
cneianbHicTiO 073 — Menemxxment. —BH3 «YHiBepcUTET €KOHOMIKHM Ta MpaBa
«KPOK»— Kwuis, 2024.

Jluceprallisi MpUCBSYEHA JOCTIIHPKCHHIO TEOPETHUKO-METOJUYHUX OCHOB
CTpaTeriil yrnpapIiHHS JIOJICBKUMU PECypcaMu y CEKTOp1 MaJioro Oi3Hecy.

ABTOp yTOYHHMB CYTHICTH CTPATETiYHOTO YMPABIIHHA JIIOJICBKUMHU
pecypcamu (CYJIP) 1 BUAIIUB MOro OCHOBHI OCOOJMBOCTI, PO3TJISHYBIIH II€
NOHSATTS TOPSAJ 3 TaKUMH KaTeTOpisIMH, SK «YTPaBIHHSI TIEPCOHATIOMY,
«YTpaBniHHA JIOJACBKUMU pecypcamMu» 1 « YIPaBIIHHSA JIFOJACBKUM KaImiTaaoMy.
[3 3acTOoCcyBaHHSM KPUTHYHOTO aHaji3y OyJj0 BUAIICHO KJIHOUOBI OCOOJHMBOCTI
CVJIP, Ttaki sik: 1) chnpsMoBaHICTh Ha MaWOyTHE, IO J03BOJSE JOCITTH
JOBIOCTPOKOBHMX IIJIE 1 pe3yJbTariB; 2) HEOOXITHICTh MPOAKTUBHOIO
ynpasiinas; 3) Butpatu Ha CYJIP po3rasigaioTbes KOMITaHIERO SIK 1HBECTHUIIIS B
MaliOyTHe; 4) OAHUM 3 €JIEMEHTIB YIpPaBIIHHA € JIOAW 1 iX 3HaHHS;, S)
KOMIUTEKCHUW TIAX1J A0 VYIOpaBIiHHA — Y3rOJDKeHHS Oi3Hec-cTparerii 3
METOJaMH YIpPaBIiHHA TIEPCOHAJIOM IIANPUEMCTBA; 6) Opil€HTAIlis Ha
napTHEPChKI BIAHOCHMHM MK TpalliBHUKamMu; 7) ¢opMyBaHHS CTpaTerii
yIPaBIIHHS TIEPCOHAIOM 3 METOIO JIOCATHCHHSI BUMIPIOBAHMX IIUIEH opraHizariii.
Buxoasiun 3 11b0TO, aBTOP YJAOCKOHAIWB TPAKTYBAHHS TOHSATTS «CTpaTETivyHEe
YIPABIIHHS JIIOJACHKUMHU PECYPCAMU».

OcHOBHMUMHU TIepeBaraMu CTPATETIYHOTO  YOPABIIHHS  JIOJACHBKUMH
pecypcaMu €: TIiABUIIEHHS €(QEeKTUBHOCTI Tpaili, 3HaHb, THYYKICTh 1
VHIBEPCAIBHICTh TMEPCOHANy, HOTO aJanTHUBHICTh, TMOJIMIICHHS COIliadbHO-
MICUXOJIOTIYHOTO KIIIMaTy, (GOpMYyBaHHS COIIaIbHOTO KaImiTaly Ha IMiMPUEMCTBI
tomo. OmHak, mopsa 31 3HauHuMH niepeBaramu, CYJIP mae meBHI HEIOIIKH i
OOMEKEHHS: TPOTHOCTUYHHWM XapakTep (HEAETalmi30BaHICTh) 1 3HAYHY

3QJICKHICTh BIJl 30BHIIIHBOIO CEPEIOBUINA; peali3allis 1€l cTpaTerii BUMarae
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3HAYHUX PECypciB 1 MEBHOTO CTYNEHs TOTOBHOCTI OpraHizaiii, yHIpaBIIIHHS
noTpedye HeCTaHJAPTHUX MIAXO/IB 1 IOCTIHHOTO TBOPYOrO MOLIYKY.

BusiineHo ta npoaHaiizoBaHO crnelu(piyHi 0COOIMBOCTI, XapaKTepHi IJIs
MaJliX TiAIPUEMCTB XapyoBOi MPOMUCIIOBOCTI, a TAKOX BUIIJIEHO OCOOJIMBOCTI
CVJIP y cekTopl Majgoro mMiANPUEMHULITBA: 3aJEKHICTh BCIX KaJpOBHUX
mpoiueayp Big  mpodecioHamizsMy Ta  OCOOMCTHUX  SIKOCTEHl  KEpIBHUKIB
OiANPUEMCTBA; PO3MHUTICT MEX PO3MOALTY B MpodeciiHuX O0O0O0B'A3Kax MIXK
NepCOHAJIOM KOMIIaHii; BUCOKMIA PiBE€Hb O0I13HAHOCTI CHIBPOOITHUKIB MPO CTaH
ClpaB B KOMIIaHii; CBO€pilHA CHUCTeMa MOTHBallli TEpCOHAaTy — uYepes
BIJICYTHICTh BEPTUKAIBHOTO Kap'€pHOTO POCTY B MajoMy Oi13HECI TOIIIO.

3a JI0MOMOTOI METO/IIB aHali3y Ta CHHTE3y JIOBEJICHO BaiauBicTh HR-
CTparerii, KaJpoBOi TMOJITHKH, NPAKTUK Ta KyJbTypH Ha IANPUEMCTBAX
CeKTOpy MaJyioro Oi3Hecy. BumineHo Ta JOCHIKEHO HOBI MpaBWiia Ta TSHJCHIII1
B CVYJIP , ocHOBHUMHU cepejl sSKUX €: Iudposizaiis; MiIBUIIECHA yBara 10
CTpaTeriii; MIATPUMAHHS IICUXIYHOTO 3J0pPOB'S CHIBPOOITHUKIB, Mepexis Bil
YOpaBIiHHA CHIBpOOITHUKAMU 1O YMPABIIHHSA iX JKUTTEBUM JIOCBIJIOM;
MiBUIIICHHS BUMOT J0 KBaji(ikaiii CHiBpoOITHUKIB; 3pocTaHHS 0013HAHOCTI
110,10 OpeHy poOOTOAABIIS.

JlocmKeHO Ta TPOaHali30BaHO MOKAa3HUKU BUMIPIOBAHHS €(EeKTHBHOCTI
CTpaTerii yNpaBIiHHSA JIOJCBKHUMH pecypcaMH B CEKTOpi Mmajoro Oi3Hecy.
Busnadeno, mo e(heKTHUBHICTh YIIPaBIiHHS MEPCOHATIOM MOXe OyTH OIlIHEeHa 3a
JIOTIOMOTOI0:  KIHIIEBUX  pe3yJbTaTiB poOOTH CHIBPOOITHUKIB  (BaJIOBHIA
npuOyTOK,  JIOXil,  BUTPATH, pPIBEHb  PEHTA0EIBHOCTI);  MOKA3HUKHU
MPOIYKTUBHOCTI, SKOCTI 1 TPYIOMICTKOCTI mpami (MpOAYKTHUBHICTH TMpaIli,
CHiBBIIHOIIECHHS 3pOCTaHHS MPOYKTUBHOCTI TMparli 1 3apo0iTHOI IIaTH, 4acToTa
BUPOOHUYOTO TpaBMAaTHU3My, BTPATH POOOUYOTO HYacy Ha OJHOTO MpAIliBHUKA);
MOKA3HUKW COIiabHOI €(QEeKTUBHOCTI (TUIMHHICTH KaJIpiB, CITIBBIAHOIICHHS

POOITHHUKIB 1 CITY>KOOBIIIB, PIBHOMIPHICTh 3aBaHTAKEHHS TIEPCOHAITY ).
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AHamni3 OCBiAY CTPATETIYHOTO YHpPABIIHHSA MEPCOHAJIOM 3[1MCHEHO Ha
YKpPAiHCBKUX Ta 1HO3eMHUX NpuBaTHUX mianpueMctBax — TOB «Cymms» (M.
KuiB), TOB Ilekapus «JIbBiBChki Kpyacanu»(Mm. KuiB), TOB «Mapketont
(ITonTaBcbka 00:1.)», TOB «Jlibo Kommnauni» (JliBepnynb, BenukoOputanis).

Ha ocHoBi po3po6iienoi metouku ominku edektuBHocTi CYJIP Ha Manux
XapyoBUX MiJIMPUEMCTBAX, 3aCHOBAHOI Ha 30aJaHCOBAHIM CHCTEMI MOKa3HUKIB
. Hoptona 1 P. Kannana, Oyna BuMipsina ctyninb BrpoBamkeHHs CYJIP Ha
JOCITIKYBaHUX TIIMPUEMCTBAX, IO JO3BOJIMJIO BHUSBHTH MPOOJIEMHU ITHX
HiANPUEMCTB 1 pO3pOOUTH aIeKBAaTHI HAMPSIMKHU 3a0€3MeUeHHs X MOJaJIbIIOro
po3BUTKY. OCHOBHMMH TOKa3HWKaMH, Ha IIiJICTaBi SIKHX TPOBOIWBCS aHAJI3
CVJIP, Oynu:  BUPOOHMIITBO/KAIiTaja/aKTUBU/OJUHUIL  PEHTA0ETbHOCTI
BUPOOHUIITBA; 3pOCTAaHHS BApTOCTI OCHOBHOI'O/OMNEPAIiHHOTO KariTady; TEMIH
3pOCTaHHS TPOJAXIB MPOAYKIIT, JOXIJ BiJ OJHOTO Kil€HTa (OJHA BEKCEIbHA
BapTICTh); PIBEHb 3aJIOBOJICHOCTI KIIEHTIB; KUIBKICTh BJIACHUKIB KapTOK
Mara3uHy; KUIBKICTb JIIOZEH, sSIKI 3aBaHTXKUIU JOJATOK; HOpMa BHUTpPAT Ha
3apo0ITHY TUIATy B 3araJlbHUX BHUTpaTaxX; SKICTh COMIAIbHO-TICUXOJIOTTYHOT
atMochepu cepen TepcoHany (Ha OCHOBI PI3HMX METOMIB); KIJIBKICTh
KOH(JIIKTIB y TIEBHHM TIepioa; cepeaHl BUTpATH Ha OJHOTO IMpalliBHUKA;
KUIBKICTh TIJATOTOBJICHUX CIIBPOOITHUKIB; KIJIBKICTh MPAIiBHUKIB, SKI MOXYTh
IIBUIKO 3aMIHUTH 1HIITMX CIIBPOOITHUKIB TOIIIO.

ABTOpPOM BCTaHOBIIEHO, 10 OCHOBHMMH mnpoOnemamu CYJIP Ha
JOCIIKYBaHUX MIAMPUEMCTBAX €: HU3BKUN PIBEHB 3aJ0BOJICHOCTI MPAIliBHUKIB
o0caroMm poOOTH, MOXIWBICTP HaBYaHHS, pIBEHb 3apo0ITHOI IUIATH;
HECTPUSATINBUN COLIAIBHO-TICUXOJIOTTYHUI KJIIMaT B KOJIEKTHBI;
HECIIPOMOXXHICTh ~ KEpIBHHMIITBA  KOMITIaHII  BIAMOBIAaTH  OYIKyBaHHSIM
CHIBpOOITHHKIB IOA0 BAOCKOHAJICHHS BUPOOHUUIOTO MPOIIECY.

Busznayeno, mo mpoOiema pO3BHTKY IMEpPCOHATY Ha IOCHIIKYBAaHUX
MIIPUEMCTBAX MOXE OyTH BHpIlIEHA B3AEMOMIEID TAaKUX TOCMOJAPUYNX

cy0'eKTiB, K MIAIPUEMCTBO, JeprKaBa 1 npauiBHUK. KimrouoBuMu 3axoamu, siKi



12

0 cropusui PpO3BUTKY MEPCOHANTY Ha JOCIIIKYBaHHUX MiJIMPUEMCTBAX, MOBUHHI
ctati: (HOpPMYBaHHS CHCTEMH YMpaBIiHHA HaBYaHHSIM; BIPOBAKEHHS
aKTUBHMX (OpM 1 METOJIB HaBYaHHS TMpPALIBHHUKIB Ha pOOOYMX MICLSX;
CTBOPEHHS CTpaxoBUX (OH/IB Ta PiHAHCYBaHHS MPOPECIHHOTO PO3BUTKY TOLIO.
OOTpyHTOBaHO, IO OCHOBHMMH HANpPSIMKaMU BJOCKOHAJIICHHS CHCTEMHU
MOTHBAIIii IEPCOHATY Ta BJOCKOHAJIICHHS YIIPABIIHHS B3a€MOBITHOCUHAMHU MiXK
NEPCOHAJIOM Ha JOCHIKYBAaHUX MIJMPUEMCTBAX TMOBUHHI OyTH YIpaBIiHHS
KUTTEBUM JIOCBIJIOM MpAIIBHUKIB, a TAKOXK YNPABIIHHS MCUXIYHUM 3]0POB'SIM
paIliBHUKIB.

VY po6oTi BU3HAUYEHO OCHOBHI TEHJCHIlT Ta OCOOIMBOCTI BIPOBAHKEHHS
CTpATEriYHOr0 YIPaBJIiHHS JIOJCHKUMHU PECypcaMH Ha MalluX MiANPHEMCTBAX
XapyuoBOi MPOMHUCIOBOCTI YKpaiHu:

1) HemocTaTHS yBara MPUIUISETHCS (POPMYBAHHIO CHCTEMHM YIIPABJIiHHS
MEPCOHANIOM SIK IIIJI0OT CYKYIMHOCTI B3a€EMOJIIOUMX €JIEMEHTIB, X04a KaJpoBl
MUTaHHS Ha TiATpUEMCTBI (5 6amiB 3 5);

2) ocHOBHMMH (hakTOpaMH BIIOOpYy TepCcoHANy Ha JOCIIKYBaHHUX
MiIIPUEMCTBAX € PIBEHb OCBITH, NpodecioHanmi3M (HaBHYKKA Ta BMIHHS) 1
npodeciiHnii  A0CBia  (MOCBiL poOOTH), CTaTh, pPiBEHb OCBITH, pIBEHB
KOH(JIIKTHOCTI, MiCIIe TTPOKUBAHHS, POJAUHHI 3B'SI3KH, peKOMEHIaIlli 3HAHOMHUX 1
HaI[1OHAJbHICTh a0COJIIOTHO HE MAlOTh 3HAYEHHS,

3) KepiBHUKH JOCHIPKYBaHUX MIANPUEMCTB OpIEHTOBAaHI Ha HalM
CHiBpOOITHUKIB, TOTOBUX CTaTH J0 pOOOTH, IPOTE BUIE3a3HAUCH]I KEPIBHUKHU HE
3aIliKaBJIEHI B «BUPOITYBAaHH1» BIACHOTO MEPCOHANY «3 HYJIS»;

4) migBumieHHs KBamiikamii MpariBHUKIB HE € TMPIOPUTETOM YCIX
MiIPUEMCTB, K1 TPUMUMATH Yy4acTh y JOCTIIKEHHI, X04a TepeBara HalaeThCs
KOHIIETIIi1 HABYaHHS BIPOJOBXK JKUTTS;

5) Ha JOCTIKYBaHHUX MiAMPHUEMCTBAX BHKOPHCTOBYIOTHCS 1HCTPYMEHTH

K MaTepiaibHO1, TaK 1 HEMATEPiaIbHOT MOTHUBAITIT;
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6) KoprmopaTUBHA KyJIbTypa, IKa HE 0OMEXYEThCS HAsBHICTIO APEC-KOIY,
a € (opMyBaHHSIM BIIMOBIAHUX I[IHHOCTEH, MPUCYTHS JUIIE HA MaJUX
HiAMPUEMCTBAX, PO3TAIIOBAHUX Y BEJMKUX MiCTax TOIIO.

VY naucepraiiii mpoaHai3oBaHO OCOOJMBOCTI HAI[lOHAJIBHUX MOJIENIeH
CTpaTEriYHUX CUCTEM YIIPaBIIHHSA JIIOJICBKUMHU pecypcaMu B YKpaiHi Ta KpaiHax
€Bponu Ta Ha Iiil OCHOBI BUAUICHO CHUIbHI Ta BiAMIHHI pucu CTpaTeriuyHoro
yIpaBIiHH JIIOJICBKIMH peCcypcamMy Ha MalluX mianpreMcTBax. He3axaroun Ha
BIAMIHHOCTI B 0COOJHMBOCTSAX HamoHanbHUX Mojaeneir CVYJIP, 3aranpHUMU
pucamu €: 1) miaBuileHHS KBamigikanli nepcoHany; 2) BHKOPHUCTAHHS
ayTCOPCUHTY Ta JII3UHTY TIepCcoHaITy; 3) KOpIopaTuBHA KyabTypa. Jlo BigMiHHIX
pUC MOXHA BIJIHECTHU: TPAIICBIAINTYBAHHSA 3BUIBHEHUX CIIBPOOITHUKIB,
PO3BUTOK IHCTUTYTY TiAHOI mpari, miadip Kaapis.

BusnaueHo piBeHb 3aJ0BOJIEHOCTI TMpalliBHUKa o0O0cAroM poboTH, ii
PI3HOMAaHITHICTh, PO3MIp 3apoOITHOI IUIaTH, MOXJIMBICTh ITiABUIICHHS
kBamidikallii, ocHaIEeHHS poO60YOro MicCIlsl 1 HOro CaHITapHO-TITi€HIYHI YMOBH 1
B3aEMUHU 3 Oe3MocepeHIM KEPIBHUKOM.

[IpakTuyHe 3HAaYEHHS OTPUMAHUX PE3YJbTATIB MOJSITA€ B yAOCKOHAJIEHH]
MeTonuku ouiHku edektuBHOCTI CYJIP y wmamiii Xap4oBiii MpoOMHUCIOBOCTI
po3po0JICHO aBTOPOM Ha OCHOBI 30aJlaHCOBAHOI CHCTEMHU ITOKA3HUKIB
J. Hoprona i P. Kamnnana, mo 103B0ouI0 B po3pi3i CKIAJA0BHX 30ajJaHCOBAHOI
cUCTeMH MoKa3HHKIB — «DiHaHcw», «bizHec-nponiecn», «Kiientny, «Ilepconan
(PO3BUTOK)» —  BU3HAUUTH  MPIOPUTETHI  HANPSIMKA  BJIOCKOHAJICHHS
BIIpoBaKeHHsT CTpaTeriyHOTO YMpaBIiHHS JIOJACBKUMU PECypcaMU Ha Majiux
OiANPUEMCTBAX ~ XapyoBOi IMPOMMCIOBOCTI YKpaiHH, a came: pO3BUTOK
MEePCOHAy, ONTHUMI3allisi CHCTEeMH MaTepiaJbHOI Ta HeMaTepialbHOI CHCTEMU
MOTHBAIIi1, TOJIMIICHHS B3a€EMOBITHOCHH M1X ITpaIliBHUKAMHU.

[Tpomo3umii momo: 1) mepeopieHTanii MiANPUEMCTBA Ha BUPIMICHHS
TAaKTUYHUX Ta ONEPATUBHUX 3aBJaHb 3 peajizailii CTpaTeTiyHuX MPOEKTIB, aKe

came e B ManOyTHEOMY MOX€E 3a0e3neYnTH 3pOCTaHHS
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KOHKYPEHTOCTIPOMOKHOCTI KOMIIaHii; 2) BU3HAYEHHS IPIOPUTETIB MEPEXOy BiJl
YOPABIIHHS BUPOOHUYKM JOCBIIOM CHIBPOOITHUKIB KOMIAHIi O YIPaBIIHHS iX
KUTTEBUM JIOCBIJIOM 1 30CEPEIPKEHHS YBaru Ha MiATPUMII IICUXIYHOTO 3/I0POB's
CHIBpOOITHUKIB 3 METOI0 3HIKEHHS TPUBOXKHOCTI, BTOMHU 1 €MOLIHHOIO
BUTOpPaHHS; 3) MEPEOCMUCIIEHHS MIIXO0/IB 0 B3a€EMO/IIi 3 MEPCOHAIIOM 3 METOIO
3HIDKEHHS TUTMHHOCTI KaJpiB Ta MiABHUINEHHS KOHKYPEHTOCITPOMOXKHOCTI IS
3alydeHHS  Kpamioro TepcoHamy Oyl  BHKOPUCTAaHI  SIK  HampsSMKH
BrockoHanennsa CYJIP y nekaphi «JIbBiBCcbKI Kpyacanu», TOB «JIi6o».

KpiMm ToOro, nesiki aBTOPCHKI PEKBI3UTOpPU Ta peKOMeHjauli Oynu
BUKOpUCTaHi sk HanpsaMku BrockoHaneHHss CYJIP y TOB «Cymus». Cepen HUX
MO>KHA BUJIJTUTUA HACTYIIHI:

e TEPETJISIHYTH CHUCTEMY MOTHBAII TEPCOHATY 3 METOK 3aMiHU
BEPTUKAILHOTO Kap'€pHOTO POCTy, HE XapakTepHOTO I Majoro Oi3Hecy,
TOPU3OHTAIBHUM 3POCTAaHHSM 1 M1JBUILICHHSIM MaTepiaJIbHOI MOTHBAIIIT,

e TPWIUIMTH OUIBIIY YBary A0 MOAAIbIIOr0 (GOpMyBaHHS MO3UTHBHOIO
Openay poboToaaBIis;

e TEPEOCMUCIHUTH TMIJIXOIM B3aEMOJII 3 IMEPCOHAIOM i MOOYI0BU
COITIaIbHOTO KamiTaldy Ta MATPUMKHU IICUX19HOTO 37]0POB'sl CIIiIBPOOITHHUKIB.

Kiarw4oBi cjioBa: crTpaTeriuie ymnpaBiIiHHSA JIIOJCBKAMH PECYpCaMH,
Manuii O13HeC, HaBUYAaHHSA Ta PO3BUTOK IMEPCOHANy, TPOIIOBAa Ta HEMOHETAapHA
MOTHBAIlis, KOPIMOpPATMBHA KYJbTypa, TOBEMIHKOBI PH3UKH, 30aJaHCOBaHa
CUCTeMa TOKa3HUKIB, OpeH/I pOoOOTOMABIA, MUKUTANIZAINISA Y CTPATETIYHOMY

YIPaBIIiHHI JIIOJICBKUMU PecypcamMu
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INTRODUCTION

Relevance of the research topic. At the present stage of development, in
conditions of uncertainty, dynamism, risk, increasing globalization and
competition, the role of small businesses is growing. In addition to their ability
to respond quickly to changes in market conditions, create new jobs, generate
new ideas, they are also an indicator of economic and social development of the
country. Such as in large and medium — sized enterprises, staff is the key
strategic resource and valuable asset of small enterprises too. It requires the
search for new management mechanisms to ensure the smooth operation of the
enterprise in the long run.

The importance of Strategic Human Resource Management in the
enterprise — helps the company to identify key goals, coordinate the means for
achieving objectives, ensure efficient staffing and adapt to competitive
conditions — necessitates the study of effective Human Resource Management
(HRM) of small enterprises and the specifics of their organizational culture,
which would ensure their productivity and viability.

A number of specific features of the Strategic Human Resource
Management formation and implementation in small enterprises in Ukraine
highlights the need to measure the effectiveness of its implementation and the
development of an appropriate mechanism. All of the aforementioned
necessitates a systematic study of theoretical, methodological and practical
aspects of the Strategic Human Resource Management implementation in the
small business sector in Ukraine.

The importance of Human Resources and their role in increasing the socio
— economic effect, in particular — increasing the competitiveness of enterprises,
was substantiated in the papers of G. Becker, J. Minser, T. Schultz — the
founders of the Human Capital Theory.
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Despite the many benefits that small businesses can derive from Strategic
Human Resource Management, they are in no hurry to implement it, pointing
out the disadvantages, including its cost. Despite the number of arguments
against the application of Strategic Human Resource Management in small
businesses, this problem 1s reflected in the theoretical and practical
achievements of foreign scientists (M. Armstrong, G. Dessler, D. Ulrich)
Ukrainian scientists (L. Balabanova, V. Bliznyuk, O.Grishnova,O. Zakharova,A.
Kolot, I. Petrova, O. Poplavska, S. Tsymbalyuk). It should also be noted that the
systems approach to human resource management in small enterprises is
considered based on international practices, which are reflected in the research
papers of Maitland, J. Stredwick, S. Marlow, D. Patton and M. Ram.

At the same time, in spite of the significant number of published papers
and their scientific value, many theoretical and practical aspects of the issue
remain controversial and require further research. In particular, it is about
measuring the effectiveness of Strategic Human Resource Management in
companies of the small business sector, clarifying the features of Strategic
Human Resource Management in small food companies in Ukraine and abroad,
measuring the effectiveness of this Strategic Human Resource Management,
justifying the mechanism for improvement and further implementation the
Strategic Human Resource Management (SHRM) in companies of small
business sector. A study on the experience of Strategic Human Resource
Management in small companies in Ukraine and abroad is important, as small
Ukrainian companies usually copy foreign experience in Human Resource
Management, without adapting it to the new conditions of implementation. All
this led to the choice of the PhD thesis topic and its structure.

Relation of the study with scientific programs, themes.

The dissertation work was carried out in accordance with the plan of
research works of the KROC University of Economics and Law, namely:

"Marketing strategies for the development of the enterprise in the innovative
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economy" (state registration number 0115U005106), where the author identified
the peculiarities of the development of small enterprises in the field of
strategicpersonnel management and conducted a comparative analysis of the
experience of Ukrainian and foreign small enterprises regarding the use of
innovative forms of personnel management; "Strategies of personnel marketing
in the digital economy" (state registration number 0122U201377), where the
author's contribution is the justification of current areas of improvement systems
of strategic development and motivation of personnel of small enterprises, as
well as the process of building corporate culture as a strategic vector of
enterprise development; "Scientific and methodological principles of
implementation of modern concepts and technologies of management of
enterprises, institutions and organizations in the conditions of economic
recovery and globalized development" (state registration number
0122U201378), where the author developed strategic personnel management
technologies taking into account the specifics of small business enterprises of
Ukraine.

The purpose and objectives of the study. The main purpose of the PhD
thesis is to explore the theoretical foundations of Strategic Human Resource
Management, to clarify the features, problems and measure the effectiveness of
Strategic Human Resource Management in the small business sector of the food
industry in Ukraine. The realization of this goal has necessitated the solution of
the following tasks:

v to find out the prerequisites for the emergence of Strategic Human
Resource Management as an integral component of overall strategic
management, as well as to explore its essence, structure and importance in
enterprise management;

v to analyze and clarify the features of Strategic Human Resource

Management in enterprises in the small business sector, as well as to explore the
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relationship between strategy, policy, practice and culture of human resource
management;

v to study and single out indicators of measuring the implementation
effectiveness of Strategic Human Resource Management in the small business
sector;

v’ to analyze and identify the features of Strategic Human Resources
Management in terms of components in small food enterprises in Ukraine and
abroad,;

v’ to study and assess the level of development of the social atmosphere in
the team of the studied enterprises;

v to measure the implementation effectiveness of Human Resource
Management Strategies in the studied enterprises in general and in terms of the
components of the Balanced system of indicators — personnel, finance, business
processes and customers;

v to substantiate the main directions of staff development of the studied
enterprises as one of the ways to improve the Strategic Management of Human
Resources and highlight the role of each of the economic entities in this process;

v’ to offer directions of improvement of the monetary and non — monetary
work motivation system in the studied companies in the conditions of increasing
the efficiency of Strategic Human Resources Management at these companies;

v  to substantiate the directions of improving the relationship between
employees in order to create favorable conditions for the implementation of
Strategic Human Resource Management in the companies of the small business
sector.

Scientific task of the work is grounding of the specificity of the Strategic
Human Resources Management at small companies and evaluation of its
effectiveness which allow to improve small business functioning and

development.
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Object of research is strategic processes of Human Resource
Managementin the companies of the small business sector in food industry.

Subject of research is theoretical, methodological and practical aspects
of exploring and applying Strategic Human Resource Management in the
companies of the small business sector in food industry.

Research methods. The theoretical basis of the study was exploration and
rethinking of the main achievements of world and Ukrainian science on the
problem of Strategic Human Resource Management in enterprises in the small
business sector. To achieve the purpose of this PhD thesis, the following
methods were used: logical and historical analysis — to identify the
preconditions for the phenomenon of «Strategic Management of Human
Resourcey, to clarify the essence of the concept in retrospect based on the study
of Global Economic Thought; generalization — in determining the conditions for
Strategic Human Resource Management; highlighting the advantages and
limitations of this approach to Human Resource Management; highlighting the
features of the implementation of Strategic Human Resource Management in
small food industry enterprises; substantiation of the ways and means of further
implementation of Strategic Human Resource Management in small food
industry enterprises in Ukraine; dialectical method — in substantiating the
separation of Strategic Human Resource Management from the Management
Strategy of the organization, clarifying its characteristics and features in the
conceptual series of «Personnel Management» and «Human Resource
Managementy; Structural analysis method — in the consideration of Strategic
Human Resource Management as a system of interconnected elements through
the prism of four key components of the Balanced scorecard («Financey,
«Business Processes», «Customers» and «Personnel»); statistical method —
identification of the main trends and features in the implementation of the
proposed theoretical and methodological approach to evaluating the

effectiveness of SHRM; graphical method — to provide clarity and schematic
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illustration of scientific material, to build a strategic map; questionnaire method
— in collecting primary information in order to study the features of Strategic
Human Resource Management in small food enterprises in Ukraine and abroad,
economic — mathematical methods — to assess the effectiveness of the
implementation of Strategic Human Resource Management in the studied
enterprises (in Ukraine and abroad).

The scientific novelty of the obtained results is:

first:

v the effectiveness of Strategic Human Capital Management in small
food enterprises in Ukraine and abroad was estimated using an improved
methodology for assessing the effectiveness of SHRM, developed by the author
on the basis of the Balanced Scorecard of D. Norton and R. Kaplan and include
such indicators as production/capital/assets/unit of production profitability;
fixed/operating capital value growth; product sales growth rate; income from
one client (one bill value); customer satisfaction rate; number of store — cards
owners; number of people who downloaded the app; rate of expenses for salary
in total expenses; level of social and psychological atmosphere among staff
(based on different methods); number of conflicts in a certain period; average
expenses per employee; number of trained employees; number of employees
who can substitute other staff members quickly;

improved.

v interpretation of the concept «Strategic Human Resource
Management», which, in contrast to the well-known, means a comprehensive
approach to personnel management, aimed at the development and
implementation of its competencies, motivations, which will be purposefully
used in a given area to increase the socio-economic effect of its application
(sustainable competitive advantages of the enterprise and the achievement of
individual and organizational goals; formation and development of innovative

economy);
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v’ the common and distinctive features of Strategic Human Resources
Management at small enterprises in Ukraine and the European Union are
highlighted. Common features are: professional development of staff, the use of
outsourcing and staff leasing, corporate culture. Distinctive features in personnel
management of small enterprises include: employment of dismissed staff,
development of the Decent Work Institute, selection of Personnel.

was further developed:

v specific features of Strategic Human Resources Management in small
enterprises are singled out. In the addition to the well-known, they include
dependence of all personnel procedures on professionalism and personal
qualities of enterprise managers; blurred boundaries of division of professional
responsibilities between the company's staff; high level of awareness of
employees about the state of company affairs; a kind of staff motivation system
— due to the lack of vertical career growth in small businesses, etc.;

v’ identification of the main trends and features of the implementation of
Strategic Human Resource Management in small food industry companies in
Ukraine: 1) the country's enterprises do not pay enough attention to the
formation of personnel management system as a whole set of interacting
elements, although the leaders of each surveyed companies note the high
importance of personnel issues at the enterprise (5 points out of 5);2) the main
factors of personnel selection at the studied enterprises are the level of
education, professionalism (skills) and professional experience (work
experience). Gender, level of education, level of conflict, place of residence,
family ties, recommendations of acquaintances and nationality are absolutely
irrelevant;3) managers of the surveyed enterprises are focused on hiring ready —
made employees, and not interested in «growing» their own staff «from
scratch»;4) professional development of employees is not a priority of all
surveyed enterprises, although the concept of lifelong learning is preferred; 5)

the studied enterprises use tools of both tangible and intangible motivation;6)
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corporate culture, which is not limited to the presence of a dress code, but the
formation of relevant values too, is present only in small businesses located in
large cities, etc.;

v’ based on the assessment of the implementation degree of personnel
management strategy in the studied enterprises in general and in terms of
components of a balanced scorecard, priority improvement directions of
implementation of Strategic Human Resources Management at small enterprises
of the food industry in Ukraine were identified, namely: development of the
Personnel, optimization of tangible and intangible motivation system,
improvement of mutual relations between employees;

v’ determined that the problem of staff development in the studied
enterprises can be solved by the interaction of such economic entities as the
enterprise, the state and the employee. The key measures that would promote the
development of staff in the studied enterprises should be: the formation of a
training management system; introduction of active forms and methods of
training employees in the workplace; creation of insurance funds and financing
of professional development; use of the cards system for individual professional
development; organizational support of employees in the process of their self-
education; attraction of external sources of financing of personnel development
(grants, patrons, governmental and local development programs, public
organizations); development of an appropriate system of motivation (possibly
even in order to create competition between employees);

v’ substantiated that the main directions of improvement of the motivation
system of the personnel at the studied enterprises should be: establishment of
dialogue between the management and the personnel; the possibility of
obtaining the company's products at reduced prices; the possibility of free use of
the property of the enterprise or its lease by the employee ; celebration of the
individual contribution of the employee to the overall goal through personal and

public recognition; involvement of staff in decision-making, etc.;
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v proposed priority areas for improving the management of relations
between staff in the enterprise, which in the contrast to the well-spread,
systemized in such a way: improving socio-psychological competence and
accumulating emotional capital of employees: improving corporate culture,
creating a favorable socio-psychological climate in the team through constant
sociometry and use of regulation methods, strenthening the leadership style in
the direction of maintaining the individual orientation of staff and the use of
situational approach, management of staff adaptation, regulation of contractual
relationships.

The practical value of the obtained results.The practical value of the
results of given dissertation lies in the fact, that its theoretical statesments,
methodological means, practical recommendations and outcomes could
significantly widen possibilities and set of specific tools for formation and
realization of HR-strategy at small enterprises both in Ukraine and European
countries. The main results of this research were used as directions of SHRM
improvement in the following companies and organizations. The results of the
research were used by the small enterprise "Libo" (certificate No. 14-3 444
dated 17.10.2020) to form a positive employer brand, improve working
conditions and develop social capital, LLC "Master-Avia" (certificate No. M/1 -
14-444 dated 08.06.2021) to improve the processes of motivation and
development of personnel, including at the expense of own cultivation; by the
small enterprise of FOP "Mamalat" (certificate No. 25/1 dated 04.3.2020) to
improve the process of assessment and measurement of indicators of economic
and social efficiency of strategic personnel management. The results of the
research are used in the educational process during the teaching of the
disciplines "Management", "Personnel Management", "Leadership in Human
Resources Management", "Management Psychology" at the "KROK" University
of Economics and Law (certificate No. 107/1 dated 22.08.2022) and for teaching

the disciplines "Economics of business", "Development and justification of
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business projects" and "Strategic management" at the Cherkasy State
Technological University of ChDTU (certificate No. 621/01-1004 dated June 7,
2021).

Approbation of the PhD thesis results. Theoretical provisions and
practical recommendations have been covered by the author at 4 international
and national scientific and practical conferences: All-Ukrainian Scientific-
Practical Conference «Science And Intellectual Capital In The System Of
Factors Of Economic Transformation» (Ukraine, Kyiv, August 17, 2019);
International Scientific-Practical Conference «Methods And Forms Of
Management Of Socio-Economic Development Of The State» (Ukraine, Dnipro,
August 23, 2019); II International Scientific-Practical Conference «Scientific
Views On Economic Improvement: Prospects And Development»
(Ukraine,Zaporizhzhya, August 23, 2019); The 6 th International Scientific And
Practical Conference «Scientific Achievements Of Modern Society» (Liverpool,
United Kingdom, February 5-7, 2020).

Publications.9 scientific papers, including 5 articles, of which 4 in
scientific professional publications have been published on the topic of PhD
thesis. The total amount of the author's material is 3,4 print. arch, of which in
professional publications 2,1 print. arch.

The structure of the PhD thesis. According to the purpose, problems,
logic of research the thesis consists of the introduction, three chapters divided
into 9 divisions, conclusions, references and appendices. The full volume of the
PhD thesis is 236 pages, of which the main text is 190 pages, the references is
19 pages 156 titles, 25 tables and 32 figures on 65 pages and appendices on 27

pages.
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CHAPTER 1
THEORETICAL AND METHODOLOGICAL BACKGROUND TO THE
RESEARCH ON HR-STRATEGIES IN SMALL BUSINESS SECTOR

1.1 Strategic Human Resources Management As A Contemporary
Approach To People Managing: Aim And Objectives, Main Functions And

Directions

The strengthening of competition has created new challenges for
enterprises on how to manage human resources in the best way. Strategic
Human Resources Managementis becoming an essential prerequisite for the
formation of successful management in the current requirements of enterprise
development, as it reflects the long-term interests of enterprises. Effective
functioning of the enterprise in modern economic conditions is determined by an
adequate strategy of effective use and development of Personnel, which is one
of the most important tools for implementing the main functions of system
management [9,91].

The most significant changes in Human Resource Management occurred
at the end of the twentieth centuryduring the significant economic, technological
and social shifts. They have provoked the challenges, seeking answers to which
the company has directed the domain of strategic management [91, p. 11].

Since the Human Resources Management strategy has emerged from the
theory of strategic management, we will consider it's stages of development.
Scientists  distinguish ~ four  developmentstages of the  strategic
managementtheory:

1. Management based on monitoring of the implementation. Characteristic
features of this phase were:

a) decision making after the factum based on the identified problems of

the organization (comparing the financial plan with the data budget execution);
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b) mass production with a limited number of industries and goods
(services), which required from an entrepreneur to reduce the cost of production
for a competitive struggle;

c) state interference in the regulation of market relations, which ended in a
crisis of overproduction and depression.

2. Management based on extrapolation. The main feature of this phase is
long-term planning by extrapolating past trends into the future. The crisis of
overproduction of the same type goods has forced commodity producers to
change the concept of management towards expanding the range of products,
improving sales and service.

At this stage, the state's economic policy is changing in the direction of
state regulation of the economy in order to ensure its uninterrupted functioning
and prevent the emergence of the crisis. According to the main provisions of
Keynesianism (a scientific school that justified state regulation of the economy
and type of economic policy), the main functions of the state were: encouraging
private investment and increasing consumption.

The following the development stages of the strategic management theory
are associated with the scientific and technological revolution, the emergence
and development of post-industrialism. The branches of the national economy is
becoming knowledge-intensive, and the development of industrial production is
begining to depend on the quality of scientific knowledge and the state of
education. The role of the state strategic management, which is aimed at the
development of institutional infrastructure, which allows coordinating the
activities of all state authorities at all levels to achieve the long-term goals of
socio-economic development, is growing.

3. Management based on prediction of change. An essential characteristic
of this stage was the development of strategic planning methods, the
development of competitive and innovative strategies, the development of

project management methodology.



28

The third stage of the development of strategic management is
characterized by the transition from technocratic to social management, resulting
in the concept of Human Resources Management. Its isolation from Strategic
Management is associated with the emergence of the concept of human capital,
sponsored by T. Schultz and G. Becker. Thus, under human capital is
understood as an innate, «formed or developed as a result of investment and
accumulated by a person a certain stock of health, knowledge, skills, abilities,
motivations, which is purposefully used in one or another sphere» [Owmu6ka!
UcTounmk ceoinkm He Haiiged., p. 16] of social production and contributes to the
growth of the socio-economic effect of its application (growth of labor
productivity, income of the owner of human capital, profit of enterprises and
national income).So, human capital is formed on the basis of human resources,
which, for their part, as a result of investments turn into human capital. In other
words, in order to obtain additional competitive advantages in the future, it is
necessary for the enterprise to change the structure of current consumption in
favor of investments in the development of human resources.

4. Management based on flexible emergency solutions. A characteristic
feature is the rapid and timely reaction of the company to unexpected changes in
the external environment. This is due to the volatility of the external
environment, which requires the rapid provision of long-term competitive
advantages, the effective use of the company's potential through the
development of competencies and innovations. The enterprise begins to be
regarded as a set of strategic resources, and investments in the Personnel of the
enterprise are considered as the main investments that shape its competitive
advantages. That is why the main task of Human Resources Management
services is to find effective methods for the dissemination of knowledge.

The changes have referred to the human nature — instead of «human
rights», oriented to the satisfaction of material needs, appears «creative persony,

the main need of which is the desire for creative self-realization.
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Thus, changes in the external environment have led to systemic changes
in the management of the enterprise:
v’ the emergence of new organizational strategies for efficiency and
Innovation;
v’ the separation of the Strategic Human Resources Management as an
organic component of the overall strategic unit;
v’ transformations of organizational culture, which have shifted the
layers of both internal and external relations of the enterprise [91, p. 12].
Consequently, the main result of the transformations in the enterprise was
the separation of theStrategic Human Resources Management as one of the
components of the strategy of management of the organization and the

formation of its culture (Fig. 1.1).

Environmental factors Challenges
+ cconomic (lobal for enferprises — | Reaction of enterprises
¢ fechnological o cfficiency

advances —»| o Innovation A

* social requirements
e ® competencies

* social requirements Strategic Management

s Ccorporate social e
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restrictions responsibility
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Strategic
Human Resources
Management
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culture

Fig. 1.1. Formation of the Strategic Human Resources Management

Source:91, p. 13.
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Thus, Strategic Human Resource Management, as a new stage in the
development of Human Resources Management, occurs when the activities of
organizations are aimed at ensuring sustainable competitive changes in the
external environment. And the crucial advantage of which i1s the unique
competence of staff to meet the consumers’ needs without violating social and
ethical norms doing business.

In addition, theoretical and practical differences in professional
terminology are should be looking at. Professor Petrova I. pays attention to the
parallel use of such concepts as «Personnel» and «Human Resources», noting
that the last one has a more pronounced social color and emphasizes the
individual characteristics of employees, their new role in modern production
[91, p.13]. However, other scientists distinguish between Personnel
Management, Human Resources Management, Human Capital Management and
Productivity and Development Management. They differ in the meaning and
value of Personnel for the enterprise, as well as the forms of interaction with
Personnel and the methods of influencing (Table 1.1).

Table 1.1
Comparative Characteristics Of Personnel Management, Human Resources

Management And Human Capital Management

Personnel Human Resource Human Capital

Management Management Management
Human resources can be managed, aimed at and | You can lead a horse to water,
controlled: people can be managed but you cannot make it drink!
Authoritarian, Temptation Alignment
command
Top-down Communication in all | Dialogue: interactive
communication sorts of directions communication
Controlled information | Open communication | Dialogue
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Continuation of table 1.1

Standardized tasks and | Individualized  tasks | Individualized descriptions of

job descriptions and job descriptions, | roles, tasks and
global indication of | responsibilities
responsibilities
Training aimed at | Training aimed at| Training aimed at personal
function multi-availability development and fulfilment of
PersonalTrainingDevelopment
Plan
Employees cost | Employees still cost | Employees are partners, with
money money, optimal output | whom are professional
needs to be generated | discussion about costs and
output can be held

Selection on the basis | Selection on the basis | Selection on the basis of
of the job description |of  personal  (esp. | personal competencies and
professional) values

competencies

Interventions on the | Interventions on the | Interventions on the basis of
basis of operational | basis of  tactical | strategic problems
problems problems

Instrumental Functional orientation | Strategic orientation
orientation

Source: 74, p. 10.

In the practice, the enterprises still more frequently apply the concept of
Human Capital Management (HCM) or PeopleandPerformanceManagement
Strategy, besides the human resource management (HRM). The human
capitalmanagement concept emphasizes the person’s current knowledge, its
importance and applicability for an enterprise as well as its systematic
development and strengthening. It also represents the ability to use the potential
of people for everyday work and also for the improvement of the quality and for
the innovations. It encompasses the procedures and methods for the
management of people and for the care of their development. The human capital

management is being performed by all the managers and it has impacts on all
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holders of the human capital, thus on all employees, on their behavior and work
performance in enterprises.

Hrymblat S. and Voronova M. hold the view that the strategic goal of the
Personnel Management entire system is to develop the business of the company
by maximizing the efficient use of Human Capital [91, p. 14].

Thus, we can conclude that Ukrainian scientists don't pay due attention to
the professional categorical apparatus, although the content and essence of the
Human Resources Management strategy is the Human Capital Management.

On our belief,today, under the influence of new globalization, scientific
and technological challenges, the awareness of the corporate social
responsibility implementation , which contributes to a qualitative transformation
of the Strategic Human Resource Management concept in the direction of the
Strategic Human Capital Management, is growing therefore, under the Strategic
management of Human Capital, we will understand the integrated approach to
the Personnel Management of the enterprise, aimed at the development and
implementation of its competencies, motivations that will be used purposefully
in one or another sphere in order to increase the socio-economic effect of its
application (ensuring the stable competitive advantages of the enterprises and
achievement of the individual and organizational goals, formation and
development of the innovative economy).

In this way, the Human Capital Management model includes human
operations, corporate identity and values, human development (Fig. 1.2). The
human capital management concept emphasizes the person’s current knowledge,
its importance and applicability for an enterprise as well as its systematic
development and strengthening. It also represents the ability to use the potential
of people for everyday work and also for the improvement of the quality and for
the innovations. It encompasses the procedures and methods for the
management of people and for the care of their development. The human capital

management is being performed by all the managers and it has impacts on all
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holders of the human capital, thus on all employees, on their behavior and work

performance in enterprises.

Human Capital Management
Human operations Corporate Identity and Human Development
Values
Recruit * Recruitment and * Recruitment and * Recruitment and
Selection: function Selection: personal Selection: educational
profile of vacancies profile of candidates profile of candidate
* Personnel planmng: directed at standards and | * Personnel planming:
nature and amount values nature and amount
Retain * Work and task systems * Assessment * Assessment
* Assessment * Reward * Reward
* Reward * PTDP
Rouse * Participation * Participation * Training & development
* Socialization * Participation
[] H u
<
Goal Dedication Commitment Motivition

Figure 1.2 HumanCapitalManagement

Source:74, p. 9.

Hence, in our opinion, the main features of the Human Capital
Management strategyare:

1) long-term. This is due to the fact that the strategy is aimed at
influencing the psychological settings of employees and their motivation, which,
in turn, take a long time;

2) integration into the overall strategy of the company. Since the change
in internal and external factors affects the company's overall strategy, the
Human Capital Management strategy of the company must also be adjusted.
This is due to the fact that changing the company's strategy requires
employeeswith other competencies;

3) equivalence and interrelation of individual goals and goals of enterprise
development (Fig. 1.3). The key aspect is not the subordination of goals, but
their interconnection and complementarity, which will increase the level of

employee motivation and contribute to a higher socio-economic effect;
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Human Capital Management
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Figure 1.3 An Aligment Model of HumanCapital

Source:74, p. 5.

4) consideration of the employee as a partner, taking into account the
interests of all in making decisions, as well as the distribution of responsibilities
between partners (the company and the employee) for the development of
Human Capital and providing the company with competitive advantages.

Thus, it can be argued that within ten years the concept of HR has
evolved into a full-fledged HR Management, and for another 20 years — in
Human Capital Management (fig. 1.4).



Figure 1.4 TransformationofHR-function

Source:105.

Given the transformation of HR, scientists distinguish between old and

new HR rules (table 1.2).
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Table 1.2

Comparison of Old and New HR Rules

Old HR Rules

New HR Rules

HR departments focus on the design
and harmonization process to create
standards of HR practice

The focus of HR departments is on optimizing
employee productivity, engagement,
teamwork and career growth

HR selects cloud vendors and
implements «box» solutions to create
metrics

HR build innovations, choose specialized
software that meets the needs of the
organization, implement applications

HR technology teams focus on
implementing and integrating ERP
analytics with an easier-to-use focus

HR technology teams move beyond ERP to
develop digital capabilities and mobile
applications with a focus on «productivity at
work»

HR centers of excellence focus on
the design process and
improvementprocess

HR Centers use Al, chats, applications, and
other advanced technologies to scale the
strength of employees

HR programs are designed to scale

HR programs target employee segments by
providing them with experience maps that are
relevant to their work and career

HR focuses on «self-service» as a
way to scale service and support

HR focuses on stepping up assistance to
employees, helping them to work more
productively and efficiently

HR builds «self-service portals» for
employees as a technology platform
that facilitates finding transaction
needs and programs

HR builds integrated «employee experience
platforms» using digital applications, case
management, Al and bots to support ongoing
employee needs

Source:105,p. 269.

Moreover, it is worth considering the difference between HRM and

SHRM (table 1.3):

1) the different time lag. HRM covers areas of operational and tactical

direction, which are short-term in nature (usually designed for shift, day, week,

month), i.e. allows you to implement short-term goals and achieve short-term

results. While SHRM covers a much longer period of time - a year, three or five
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years - and SHRM directions are forward-looking and achieve long-term goals

and results;

2) in HRM —the manager is a follower of change (reactive management is

used), while in SHRM - the manager is the leader of change (proactive

management);

3) HRM costs are current costs. However, the costs of SHRM are

considered by the company as an investment in the future;

4)in HRM the main element of management is capital and goods, in

SHRM the element of management are people and their knowledge;

5) HRM uses a fragmented approach to personnel management, SHRM

provides a comprehensive approach that involves the coordination of business

strategy with the methods of Personnel Management of the company;

Table 1.3
Difference between HRM and SHRM
Basis for HRM SHRM
comparison
SHRM is a managerial
Human resource management : : Lo
o function = which  implies
(HRM) implies the| : .
: framing of HR strategies in|
Meaning governance of manpower of] )
such a way to direct

the organization in a thorough
and structured manner

employees efforts towards the
goals of the organization

Time horizon Short term Long term
Nature Reactive Proactive
Basic factor Capital and products People and knowledge
Approach Fragmented Integrated
Concerned with employee| Concerned with internal and|
Scope . :
relations external relations
Change Follows change Initiates change
Accountability Cost center Investment center
Control Stringent control OV Tt exhibits leniency
employees

Source: 31.
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6) HRM provides strict control over employees. SHRM applies Personnel
Management rules; strict control is not imposed;

7) SHRM focuses on partnerships between employees, while HRM
focuses on employee motivation and compliance with relevant labor laws.

8) the main difference between HRM and SHRM is that SHRM involves
the formation of a Personnel Management Strategy in order to achieve
measurable goals of the organization.

Thus, the study of the essence and peculiarities of the Human Capital
Management strategy at the enterprise made it possible to identify the main
elements that shape the level of Strategic Human Capital Management of the
enterprise:

v" presence of a general concept of enterprise development;

v’ efficiency level of the Human Capital formation and development
systems operating at the enterprise;

v’ conformity of the organizational structure of the Human Capital
Management to the objectives of its development;

v’ compliance of the levels and methods of Strategic Human Capital
Management with the current and perspective requirements of its development;

v level of Strategic Human Capital Management of the enterprise;

v’ parameters of organizational culture of the enterprise;

v’ staffing possibility from different sources, paying particular attention
to their own «cultivationy;

v' knowledge level of theHuman Capital managers about the state of the
environment and its possible changes;

v’ strategic thinking level of owners and managers in the development of
the Human Capital [47].

We fully share the opinion of Petrova I., which points out that attention

should be paid to the fact that, along with the undeniable advantages, Strategic
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Human Capital Management has certain disadvantages and limitations for the
application:

firstly,the StrategicHuman Resource Management is largely based on
predictive, non-accurate and non-distorted estimates of the company's future,
which is likely to show unpredictable events in reality;

secondly, the Strategic Human Capital Management can not rely on
prescribed procedures, schemes, approved algorithms for solving certain
problems in specific situations. To a greater extent, it requires unconventional
approaches, intuitions, and constant creative search;

thirdly, the introduction of the Strategic Human Capital Management
requires a high costs of time and resources, as well as the necessary readinessof
the organization for radical shifts;

fourthly, in the context of the Strategic Human Capital Management, the
magnitude of risks and the price of errors are increasing, which can be costlyto
both the company and its employees;

fifthly, there is a gap between the development of theHuman Capital
Management strategy and its implementation, realisation of strategic plans [91,
p. 11]. An overview of the business activity of the world's companies500 most
powerful has shown that the reasons for the loss of leadership positions in most
cases are not due to miscalculations in establishment the development strategies
(they were mostly flawless), namely, the difficulty in realization of strategic
goals and objectives. On the one hand, this may be due to unforeseen changes
occurring in the external environment, which the company is not able to respond
timely and in the accurate manner. On the other hand, the strategy of company
development and its Personnelstrategy is often not carried out, because
management can not draw the full potential for achieving strategic goals. This is
especially true for the human potential of the company. Knowledge of the

advantages and limitations of theStrategic Human Resources Management of the
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organization allows to approach the solving problem and contradictions in the
formation, use and development of the human potential in the foreseeable future.

However, despite the existence of certain constraints, the Strategic Human
Capital Management has been  established and extended to
enterprises.Confirming that by the distinction in the scientific literature, both
Ukrainian and foreign, of the key trends in Human Resource Management in the
21st century. Among them the main are:

v new technologies for Personnel development and increasing the
competence of the workforce will be introduced in order to maintain the
company's competitiveness;

v’ value of skilled employeesis growing and the role of the Human
resources development programs, including management capacity identification
and talent development programs, is increasing;

v' attention will be paid to the account of the individual characteristics
and abilities of people, social and psychological features of the person;

v’ significanceof information and communication technologies in
management is growing, providing a large amount of information which
necessary for making managerial decisions;

v’ the process of decentralization of Human Resource Management
functions isgoingon, which will increase the controlling problem of the
employees' activities outside the administration area of managers — the role of
remote hiring will be extended.

Thus, it should be noted that the Strategic Human Capital Management of
the enterprise is a key factor in the enterprise systematic development on the
innovative basis and it ensures the formation of the undeniable competitive

advantages at the present stage.
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1.2 HR Strategy, HR Policy, Practices And Corporate Culture In

Small Business Sector

The Strategic Human Resources Management (Human Capital) of the
enterprise, which provides unstable enterprise competitiveness, has its
peculiarities depending on:

v’ size of the enterprise — thebiggerenterprise, the more opportunities and
grounds it has for its own progressive development, but loses maneuverability
and speed in making decisions, which can negatively affect the final results of
the enterprise;

v' staff competence and talent — the higher is the initial level of
competence of staff, the less effort should be made by the management of the
enterprise to bring it to the required level;

v’ the degree of staff loyalty to the management and the company as a
whole — the higher the loyalty of staff, the greater interest of employees in more
productivity of their work and increasing the level of competitiveness of the
enterprise;

v’ effectiveness of the incentive system — the right selection criteria for
stimulation is the key to successful business activity in the future;

v' availability of thePersonnel development — presence of developed
infrastructure for professional development of Personnel is a guarantee of
continuous process for growththe professional competence, etc. [60, p. 127]

Among these factors, the size of the company is most influential, since
the organization and features of the Strategic Human Resource Management
system at the enterprise depends on it.

Small businesses have their own specifics in formation the Strategic
Human Resources Management (Human Capital). In our opinion, the main are:

v" dependence of Personnel management on leadership style. This is due

to the fact that employees of small businesses are constantly working closely
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with the manager, who is usually the owner of the enterprise. Therefore, one of
the key factors influencing the formation of socio-psychological climate in the
team, motivating staff to increase productivity, reduce staff turnover and
generally ensure the effectiveness of all personnel procedures, is the leadership
style, personal and professional qualities of managers;

v lack of a clear division of responsibilities between employees. In small
enterprises, the T-shaped model of the employee predominates: in addition to
their basic professional responsibilities, each employee can perform other
functions. This model helps to form valuable employees who will be able to
generate new progressive ideas and protect themselves from «irreplaceable»
employees. That is, the staff of such enterprises becomes widely specialized and
interchangeable. This contributes to the fact that if there are vacancies in the
company, they can be closed for a while with the help of their own employees
without reducing the effectiveness of the company;

v" high level of staff awareness about the state of the enterprise - its
strengths and weaknesses, opportunities and threats. The risk of disclosure of
corporate secrets by employees requires special attention of the head of the
recruitment company (pay attention not only to the professional qualities of
candidates, but also to their personal qualities) and the formation of a favorable
socio-psychological climate in the team. Among the recommendations for the
selection of staff who would enjoy a high level of trust, is the employment of
acquaintances and relatives. However, at the same time it provokes the
emergence of another type of risk that will significantly affect the activity of the
enterprise (reduced productivity) — domestic and family conflicts;

v’ special system of staff motivation. This is because small businesses
usually lack vertical career growth. Employees of such enterprises are constantly
professionally improving in their field, as well as in related fields (the T-shaped

model of the employee was described above).
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The main motivating factors for employment of employees in such
organizations can be considered:

1) near location to the place of residence;

2) the business relations that exist between the manager and employees,
allow to prevent or resolve all conflict situations in the shortest possible time;

3) the effectiveness of the employee's actions largely depends on the
speed with which management decisions are made;

4) no restrictions in the choice of methods of performing the task and
encouraging an individual approach;

5) remuneration for work depends on the specific results of human work,
the whole enterprise and personal relationships with the head.

At the same time, social security and professional development
procedures are hardly provided in small enterprises due to the high degree of
risk of existence in the future.

v' significant reduction of document flow. This leads to the fact that
small businesses do not have documents (if they exist, they are very generalized)
that regulate the procedure for working with staff. This, firstly, helps to increase
the level of staff loyalty to management, as the lack of such documentation
requires an individual approach to each employee. Second, it can lead to
conflicts caused by personal animosity between employees and the manager;

v" low level of social protection of employees. This appears as a result of
weak formalization of labor relations: often preference is given to oral
employment contracts, comprehensive labor protection is rarely guaranteed, the
management of enterprises often uses flexible forms of coercion to pay without
sick leave and annual leave. Most small businesses do not have a collective
bargaining procedure. The only document that regulates the relations of the
employer with employees is the Labor Code of Ukraine [11, p. 235]. In other
words, today at the legislative level there is no effective mechanism for the

protection of Personnel working in small businesses;
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v' the key role is given to both professional and personal qualities of
employees. This circumstance significantly affects the formation of the team,
because it is easier for a team with like-minded people to work together and
achieve their goals. If the employee's behavior does not meet the generally
accepted norms of the enterprise, he will not stay in the team for long time.

Thus, given the above mentioned features, once again we are convinced
that the main role in the alignment of Personnel at a small enterprise belongs to
the head of this enterprise.

In addition, it should be noted that scientists distinguish the main stages of
Strategic Human Resources Management atthe small enterprise[60, p. 128]:

1) search and selection of Personnel. The basis for selecting a candidate
for the position or place is often the recommendations of employees from the
enterprise, acquaintances;

2) staff adaptation. The initial adaptation period is short due to the small
number of staff and departments at the enterprise, whose activities need to be
familiarized;

3) staff assessment. Most often, this phase is ignored at the enterprises,
since the management constantly monitors the results of each employee's work
and therefore each of them does not require a separate assessment;

4) trainig and development of Personnel. Usually it's held during the
work in the workplace by experienced staff;

5) encouragement and motivation of the Personnel. The most important
motivational factors at the small enterprises are: the level of remuneration,
which depends on the productivity of each employee and the enterprise as a
whole, and favorable moral and psychological climate in team is on the basis of
motivation too;

6) administration of Personnel. Almost is not used due to the lack of

sufficient number of positions and opportunities for staff movement.
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However, smallenterprises may not go throughsome stages due to the lack
of urgent need for them. At the same time, it should be noted that the
implementation of each of the six main stages of the Personnel Management at
the small enterprise has a number ofboth positive and negative consequences,
which will affect the efficiency of the enterprise as a whole. That is why, in
order to enhance the benefits of each stage of the Personnel Management
process at the small enterprise, it is necessary to analyze thePersonnel
Management policy.

According to Armstrong M., Human Resources Policy embodies those
principles that a particular organization is going to apply in the management
process of employees. Therefore, Human Resources policy is a key factor in
developing practical ways of managing Human Resources and making decisions
about workers. In general, the policy of Personnel Management is a generalized
approach to the wvarious aspects of employment management that the
organization applies to its employees» [9, p. 280].

The effectiveness of the organization's activitiesdepends on the quality of
the current policy of the Personnel Management. Policy of the Personnel
Management is the multi-sectoral activities of the relevant departments
(services) at the enterprise, industry bodies and central executive authorities; it
covers a number of functional subsystems. The greatest success of the
Management is achieved when all the functional subsystems of the Personnel
Management are coordinated in time and space and applied simultaneously. The
practical application of HR systems must be based on a modern concept and
appropriate management strategy. One of the important stages in the
implementation of the chosen policy of the Personnel Management is
recruitment.

The content of the HR policy is staffing in accordance with the concept of
the organization development. It is an integral part of the organization's strategy.

The objectives of the HR policy are to provide the Bank with highly skilled
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workers, to continuously maintain and upgrade the qualitative and quantitative
Personnel, taking into account the needs of the organization itself. It must meet
the requirements of current labor legislation and the labor market situation in the
region.

The stages of building a policy of the Human Resource Management
include:

v' valuation. Harmonization of principles and goals work with the
Personnel with the Strategic development of the organization;

v' forecasting Development of the program for achieving the
organization's goals, its Personnel policies, taking into account the conditions
and possible changes in the situation;

v' staff monitoring. Development of the procedures for diagnostics and
forecasting of the Personnel situation in the organization.

It is clear that the main goal of the HR policy is to ensure effective work
ofHuman Resource Management and eliminate disadvantages according to the
following criteria: executive performance, employee satisfaction, long-term
stability. For effectiveeconomic activity of enterprise, it is necessary to have
three decisive elements:

v' task and strategy of its implementation;

v’ organizational structure;

v' Personnel Management system.

Current changes in the organization are often associated with shifts in
Personnel, their attitude to work. The function of Personnel Management is to
take action in relation to these changes and respond accordingly to them. As
Maslov E. points out, in forming the policy of Human Resources Management,
the employer is determined whether:

v’ dismiss employees or keep them; if keep, then in what way;

v’ move to part-time employment, use in temporary work, on other

objects, to send on long-term retraining, etc.;
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v’ carry out professional training in-house or to look for those who
already have the necessary professional training;

v' recruit employees from the external labor market or retrain those
employees who are to be dismissed because of changes in the organization;

v recruit additional employees or make do with existing numbers if they
are used rationally;

v invest in trainig of «cheap» but highly specialized workers or
«expensive» but mobile [75, p. 78].

Hence, the HR policy is a strategic employer's line for hiring employees,
which includes five interrelated subsystems that help to achieve the business
goals of the company and implements a vision in the field of human resources
management (Figure 1.4):

1) creation of the effective system of general remuneration;

2) training and Personnel development, Human Resource planning;

3) engagement the best employees to the company and ensuring the
effective use of their capabilities and potential;

4) the construction of the efficient and dynamic organization, its
continuous development;

5) increasing the productivity of labor at all levels.

The combination of HR policy and HR practice is extremely important for
any company, as they allow to adhere to the basic HR principles for all
employees — structure, consistency, honesty, control, etc. Note that some HR
policies in the UK are enshrined in employment law to make employees aware
of their rights and responsibilities, as well as the rights and responsibilities of the
company.

Those companies that have implemented and actively adhere to HR policy
are better prepared to address most of the employment issues (the level of
wages, pay, hiring and firing procedures). This helps companies work more

efficiently and smoothly.



48

The absence of HR policy or its unsatisfactory condition affects the level
of achievement of business strategy goals by the company. Thus, the emergence
of dissatisfied employees leads to a decrease in their productivity, reluctance to
perform their duties, staff turnover. This, in turn, leads to dissatisfied customers,
loss of regular customers, increased costs of hiring new employees, deteriorating
the company's reputation and, consequently, reducing its profitability.

In order to ensure stable high performance levels, the company will
continue to develop its corporate culture in a way that the quality and efficiency
of work at each workplace become the main value and pride of every employee
in the company.

It is important for the company not only to achieve results, but also how
they were achieved. In assessing employees, along with tracking the results
achieved within the management of the objectives, the demonstration of
employees with their commitment to corporate values will take into account too.

The company pays special attention to adherence to accepted principles,
as well as issues perceiving employees to achieve results as a corporate value.
This approach will provide the company with more effective management in
non-standard situations, in the absence of clear rules and procedures.

An element of the internal environment of organizations that have a
significant impact on the effectiveness ofHuman Resource Management, is the
corporate culture: what are the stable principles, norms and activities of the
organization they are divided; that, for the sake of what people invest their
potential in the work of the organization; how relations between them are built;
what, in their opinion, is bad, but what is good, and other values and norms.
These things distinguishe the organizations from each other and greatly
determine the success of the organization's survival and functioning for planning
the long-term tasks.

Corporate culture is characterized by a number of functions:

v it forms a definite, different from the other, image of the organization
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v it helps to unit the organization, as a mean of forming individual
standards of behavior, makes a strong system of social stability in the
organization;

v it ensures the formation and control of perceptions and appropriate
forms of behavior, from the point of view of this organization;

v’ it forms socially responsible behavior of the organization in society.

Most functions of corporate culture are valuable both for members of the
organization and for society as a whole. It is safe to say that the main value of
corporate culture underlies in the organization's intention to undertake certain
obligations and act in the interests of achieving social welfare. One can say that
the corporate culture serves as a kind of benchmark for choosing the right model
of behavior, necessary for qualitative improvement of corporate social
responsibility indicators.

The corporate culture promotes the personnel's sense of belonging to the
organization:

v assists the personnel in achieving success;

v' strengthens the stability of the social relations system;

v' encourages the involvement of staff into common activities for the
benefit of the organization;

v" supports the individual initiative of employees; creates a union of
managers and personnel in the organization;

v' develops the delegation of responsibility.

The corporate culture helps people in the organization to act sensibly. In
organizations where risk is valued, a person takes it, knowing that in the event of
failure, he/she will not be punished and that the failure will be concluded for the
future. Actions, justified in this way,reinforce existing behavior, especially when

it is necessary for business development.



50

As a result, the quality of work by staff increases — activity raterepresents
the degree of self-expression, self-actualization of the individual, and, therefore,
determines the level of satisfaction among the fundamental human needs.

The quality of work, being one of the factors which increase the social
efficiency of the Human Resource Management, includes the following
concepts:

v" indicators of personal development —increasing the level of education,
culture of work, communication culture, emotional culture, expanding
professional profile, taking responsibility, building a career, maintaining a
healthy lifestyle, etc.;

v" indicators of creative activity — number of proposals and inventions,
participation in the development of innovations, offers for optimization of the
production process, participation in the activities of creative groups and in
professional competitions, etc.;

v" indicators of public activity in production — participation in public
projects, management of the organization, etc.;

v' indicators of productive activity — qualitative performance of
functional responsibilities (rhythmicity of work, product quality, professional
development, rational use of working time, etc.), etc.

Thus, in today's economic environment, the corporate culture is a tool that
can lead an organization to success, prosperity and stability. Correct
administration of the corporate culture allows you to achieve additional savings,
to shape the behavior of staff, which contributes to the goals of the organization.

In addition, since the company is a living organism that is constantly
evolving and changing (turquoise, red, orange companies) under the influence of
environmental challenges, it is worth considering current trends in the field of

SHRM (Fig. 1.5).
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Digitalization

Increased attention to strategies

Supporting the mental health of employees

The transition from managing the experience of employees
to managing their life experience

Increasing demands on employee skills

Employer brand growth

Fig. 1.5. Current trends in the field of SHRM.

Source: built by the author.

1. Digitalization. The pandemic has accelerated the development of new
digital technologies and e-commerce. Digitalization is gradually changing the
classic functions of enterprise management, also affecting the HR sphere. The
companies were divided into 2 groups:

Group I («early movers») - companies that implement new technologies
to automate and improve HR functions;

Group II («conservatives») - companies that take a wait-and-see attitude
and do not implement any digital innovations. It is these companies that lose
significantly in the competition.

Nearly 60 % of business leaders admit that investing in a digital
workplace has helped them become more agile, which is more than important in
today's business environment [112].

The transformation of HRM under the influence of digitalization occurs in

the following areas:
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1) digitalization of personnel (use of modern technologies in retraining or
advanced training of personnel; stimulating the use of digital technologies by
employees of the enterprise in self-study and in the workplace);

2) digital workplace (creation of such environment which allows to
increase the labor productivity of workers, and also to provide the effective
communication between workers by automation of certain processes);

3) digital HRM (transformation of personnel management functions based
on the latest technologies - the use of digital tools, software products at different
stages of personnel management (from vacancy and recruitment to staff
evaluation and career management)). More detailed directions of digitalization
depending on the SHRM stage, its advantages and threats are presented in
table 1.4.

Table 1.4

Transformation Of Personnel Management Functions Based On The

Use Of Digital Technologies

SHRM Directions of Advantages Threats
stages digitalization
Search  and | Job search | Quickly creating a | Access to
selection  of | websites, social | database with candidates. | personal data
Personnel networks, Checking data  about
telegram channels | candidates -  hobbies,
for vacancy | beliefs, values (through
announcements, | checking the social
as well as search | networks)

for candidates to

fill vacancies,
questionnaires to
organize  initial
online testing,
additional

services for
creating a
database of
candidates,

chatbots

Candidates' abilities test -
opportunities to use digital
technologies, online
testing, etc.
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Continuation of table 1.4

Staff VR-technologies | Reducing the staff | Expensive
adaptation to acquaint the | adaptation period, rapidly | technologies
employee  with | increasing their
the specifics of | productivity and,
the company accordingly, reducing
costs
Staff Online Creating your own | Skill gap skills
assessment questionnaires, database of tasks, the |between older

task databases ability to remotely test the | and  younger
knowledge and skills of | workers
employees (at a
convenient  time for
employees), automatic
testing of
employeesknowledge
(unloading HR-staff),
providing feedback to
staff, reducing the level of
subjectivity in staff
evaluation
Trainig  and | VR-technologies | Providing continuing | High cost of
development | for training | education, the possibility | implementation
of Personnel | certain skills of | for employees to choose |, expected
employees, the forms, methods and | resistance
mobile time of training, unloading | from
applications, HR-staff employees
creating a single
platform for
training
employees of the
company
Encourageme | Additional Option for quick tracking
nt and | services, online | changes in the needs,
motivation of | questionnaires values and behavior of

the Personnel

employees
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Continuation of table 1.4

Administratio | Automation  of | There 1s a  growing | Skill gap
n of Personnel | some processes, | opportunity for employees | between older
use of chatbots to master related | and  younger

specialties faster | workers

(horizontal career growth, | (expected

which is typical for small

resistance from

businesses), providing | workers), high
feedback to staff cost of
implementation

Thus, given the balance of benefits and threats from the digitalization of
HRM, the company builds its own effective digitalization strategy.

Bay G. claims that Ukrainian companies are introducing advanced HR
technologies point by point and not always consistently. This is due to
differences in the views of top managers and middle managers on the need for
change [10].

2. Increased attention to strategies. The peculiarities of business
management in 2019-2021 were the adaptation to the new market conditions
caused by the changes associated with COVID. All actions of the companies
were aimed at solving tactical and operational tasks. HR experts from Ukrainian
and foreign companies claim that many strategic projects and related activities
have been postponed, rescheduled and focused on short-term goals. Therefore,
the near future of the company is associated with increased attention to the
promotion of SHRM, because this is the key to building successful teams and
provides a strong connection with management.

3. Supporting the mental health of employees. Even before the
pandemic, Gartner research revealed that 45% of well-being budget increases
were being allocated to mental and emotional well-being programs [15]. This
was reflected in the fact that companies offered a list of new benefits for their
employees (an example is expanded parental leave]. Thus, by the end of March

2020, 68% of companies have implemented at least one health program for
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workers (Fig. 1.6). 32 % of companies improving mental well-being, 20 %
increased hazard pay, 16 % increased medical benefits, 14 % increased child

care support services, 7 % increased transportation services.
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organizations  improving increased increased  increased child increased
which added or mental well-  hazard pay medical care support transportation
increased at being benefits services services
least one
reward to help
employees
during the
pandemic

Figure 1.6. Proportion of companies that implemented a health program
for employees during the pandemic,% of HR leaders; dated 26 March 2020 to 30
March 2020; n = 56 HR leaders

Source: built by the author on the basis of 52.

Today, maintaining the mental health of employees has become the norm
for any business, as the Covid-19 pandemic has demonstrated a close correlation
between an employee's mental state, well-being and productivity. In addition,
HR experts predict that in the near future, company executives will sacrifice the
working day and introduce a «collective mental health day» to better study the
problems of the team and solve them. The importance of this step is explained
by the importance of workplace development, which should become a strategic
direction of progressive companies.

The insurance company Perpetual Guardian in New Zealand, the German
company Planio, in some companies in the UK started practicing the four-day

work week. As a result of the experiment, there was an increase in staff
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productivity, employee loyalty and creativity, interest in work, reduction of staff
stress, the ability to separate personal life and work and, consequently, better
focus on tasks.

In Ukraine, from June 8 to July 8, 2021, a survey of 345 Ukrainian
employers was conducted regarding the transition to a 4-day work week (as part
of the experiment). More than 70% of Ukrainian employers in the experiment
are ready to consider the transition to a 4-day work week and only 52.5% of
employers are considering the possibility of introducing a 4-day work week in
Ukraine [2]. However, it should be noted that the possibility of a 4-day work
week 1s possible only in countries with developed economies, can be applied
only in certain industries and applies only to mental workers (they need more
time to recover).

The years 2019-2020 demonstrated the team's response to the changes
associated with COVID-19. In the surveyed companies, due to the high
probability of employees becoming infected with COVID-19, the possibility of
losing family members, changing work schedules, etc., level of empathy in the
workplace, care and empathy for each other's health and safety has increased.
This has a positive effect on the growth of sociability and flexibility within the
company. In addition, employees who have worked more closely with their
colleagues over the past year than before have reported higher productivity and
improved general well-being.

The level of anxiety, fatigue, and emotional burnout of employees also
depends on the level of isolation. Isolation of employees in their personal lives
also affects productivity. This is due to the fact that personal contacts between
employees at work allow the use of non-verbal communication in addition to
verbal communication — body language, social cues, tone of voice. Technology,
although it allows to maintain social interaction, still creates a gap in the
perception of the message by another person. According to the Work Trend

Index survey, 67 % of employees feel the need to spend time with their
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colleagues offline, while 73 % of employees expressed a desire to continue
working according to a flexible schedule and remotely (The Work Trend Index
survey was conducted by an independent research firm, Edelman Data x
Intelligence, among 31,092 full-time employed or self-employed workers across
31 markets between January 12, 2021 to January 25, 2021) [56].

The development of social capital affects productivity and innovation.
Those workers who have good relationships in the workplace and feel involved
in the work were the most productive. Conversely, those respondents with low
levels of social interaction in the workplace were less likely to report success in
their activities.

Attention to mental health is also enhanced because a sense of
involvement in work is a significant challenge for new employees (younger
generation) - the first period when the employee starts work is especially
important (expectations and attitudes to further work will be established on the
basis of initial experience). Proof of this is the experience of working with new
employees during the pandemic in Microsoft. According to a study of the
influence of managers and peers on the formation of workers 'experience, it was
found that the dependence of workers' experience on managers during a
pandemic increased by 20 % compared to the same period before the pandemic,
and dependence on peers fell by 15 %. In addition, new employees whose
managers / mentors were active were 3.5 times more likely to be satisfied with
their work experience and 1.2 times more likely to feel that they were
contributing to the success of their teams [56].

Thus, we see that the role of managers and/or heads of enterprises in
administrating the professional and life experience of their own employees is
growing. They help to set clear and manageable goals, to offer guidelines for
their implementation, which is especially important during hybrid work.

4. The transition from managing the experience of employees to managing

their life experience [15].
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The year 2020 demonstrated that business leaders should not only be
aware of the professional achievements of their employees, but also of their
personal problems. In other words, it is necessary to manage not only retraining,
advanced training of employees, but also their life experience. It is the support
of employees in their personal lives that not only improves their standard of
living, but also contributes to the growth of their ability to work in the
workplace.

According to a survey (Gartner 2020 Reimagine HR) of employees, it is
determined that employers who are involved in managing the life experience of
their employees receive a number of benefits: 23 % of employees of these
companies report improved mental health, almost a fifth of company employees
(17%) report improved physical health. At the same time, company executives
see an increase in the number of highly efficient employees by 21 % compared
to organizations that do not provide support to their employees.

5. Increasing demands on employee skills. The well-known concept of
"lifelong learning" is especially relevant today, as research conducted by Gartner
in 2020, the number of skills required for work increases by 10 % each year, and
33% of the skills that were needed by the employee in 2017, and in 2021 are no
longer needed. In addition, in 71 % of companies (out of 113) more than 40 %
of employees acquired and used new skills and competencies during the

pandemic (Fig. 1.7).
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Figure 1.7. Dynamics of new skills development in 2020, compared to the
pre-COVID period

Source: 112.

It is predicted that companies have 2 ways out of this situation: to provide
continuous training and retraining of the workforce [112] or to fill the gap in the
lack of qualifications of its employees by «renting talentsy.

Thus, the first option - continuous training of employees - is one of the
global trends in SHRM. This is confirmed by the Mercer Global Talents Trend
report: in 2021, compared to 2020, companies around the world plan to increase

their budget for employee training and development (Fig. 1.8).



60

United

Canada Kingdom
$700 $1,0001
France %egnsrgt
United States r China
gilyezoa ) $1,200 Italy $2,000 ] Japan
$1100  middie $11501
Mexico East gfingg‘glg
$500 $1,5001 i h .
ingapore
36001 £15001
Brazil
$900
GLOBAL
$1,200' ) Australia
South Africa $'!’ 2501

$800

T YOY increase

Fig. 1.8. Planned costs growth for retraining and advanced training of one
employee in 2021, compared to 2020 in companies.

Source: 112.

First, training and retraining of employees require companies to increase
costs, and secondly, retraining of employees takes time (in a changing
environment, employers are not able to quickly change the capabilities of their
own workforce). Thus, instead of developing the skills of their own workforce in
the «uncertain future», employers will move to outsourcing —«talent rental» for a
short period of time. This is equally important for both large and small
companies. The spread of outsourcing is associated with an increase in the
number of freelancers: in 2014 they accounted for 33 % (53 million people) of
the total number of employees in the United States, in 2018 — already 56,7
million people, in 2020 — up to 60 million people (almost 40 % of all
employees).

The development of the freelance industry was facilitated by the
pandemic: in the global dimension, the volume of online payments in freelance

in the first quarter of 2020 compared to the same period last year increased by
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54 % and the number of transactions increased by 40 %. Regarding Ukraine, the
growth of transactions and volumes was 27 %.

The most popular professions on a freelance basis in 2019 were:
programmers (43,7 %), designers (20,1 %), copywriters (9,7 %), SEO-
specialists (3,9 %), SMM-managers (3,4 %), translators (2,3 %), video/audio
editors (2,2 %), content managers and PPC specialists (1,8 % each) and system
administrators (1,3 %) [153].

However, in order to win the competition and have constant orders,
freelancers must develop, improve their skills (training programs, various
applications, courses). Key skills that freelancers think need to be improved:
communication skills (40 %), marketing skills (35 %), financial management
(33 %), project management (28 %), skills to move to another professional field
(25 %) [135].

6. Employer brand growth [112].Increasing competition between
companies for qualified personnel makes them worry about their brand —
«employer brandingy. It is the brand of the employer (the company's perception
of the advantages and disadvantages of working in the company, its corporate
culture) allows future employees to form an idea of the company, and for
existing employees it is an important factor influencing employee satisfaction,
their decision to stay in this company. In addition, it also influences consumer
behavior — their attitude to products / services.

The importance of forming an employer brand is confirmed by the results
of a survey conducted by the job search portal robota.ua. Thus, 89 % of
respondents said that the availability of information about the employer on the
job search site affects their trust in the company and only 11 % said that it does
not affect [130]. However, 77 % of respondents are always looking for

information about the company on the Internet (Fig. 1.9).
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only when both the
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T'm just going through
social networks and
its other vacancies, 13%

Yes, I always monitor what
1s known about the company
and read reviews

Fig. 1.9. Respondents' answers to the question «Are you looking for
information about a potential employer on the Internet?»

Source: built by the author on the basisof[130].

Linkedln claims, that companies with a strong employer brand have a
lower cost per hire (fig. 1.10) and also have a 28 % lower turnover rate than

weaker HR brand’s companies.
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Figure 1.10. Impact of employer brand strength on cost per hire

Source: 112.

The company's social responsibility, its values, the use of modern
technologies and advanced solutions that facilitate the work of employees and
make it interesting - all this affects the internal and external brand of the
employer. It is important to note that, even if the employer does not form his
brand, this has still formed and directly affected the level of development of the

company.

1.3 Indicators For Measuring Effectiveness Of HR-Strategy

Performance In Small Business Sector

An integral part of Personnel Management in the enterprise is to evaluate
the effectiveness of this management. Evaluation process in turn allows to
increase the effectiveness of the management process. Under efficiency is
understood the ability to create an effect, performance of the process, project,
etc., is defined as the ratio of effect, result to the costs that provided this result
[33, p.217]. Regarding the evaluation of the Personnel management

effectiveness, there is no unambiguity among scientists about the object of
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evaluation. Researchers agree only that the effectiveness of Personnel
Management cannot be assessed by a single indicator. Thus, Yegorshin A.
considers the efficiency of staff as a component of the overall efficiency of the
enterprise and proposes to evaluate it through the final results of the enterprise,
efficiency, quality and complexity of work, as well as social efficiency [7].

According to Ivantsevich J. and Lobanov A., evaluating the effectiveness
of Personnel Management is a systematic, clearly formalized process aimed at
measuring the costs and benefits associated with personnel management
programs, as well as the correlation of their results with the results of the base
period, indicators competitors and the goals of the enterprise [8, p. 288].
Torrington D. considers the effectiveness of Personnel Management through the
prism of the impact of HR-strategy on improving the economic performance of
the enterprise [9]. Desler G. is convinced that the effectiveness of staff is based
on the evaluation of Personnel decisions made by all managers, evaluating the
effectiveness of the personnel department of the organization, and staff
evaluation. The effectiveness of Personnel Management is analyzed and
considered as the most important prerequisite for achieving high results and
success of the enterprise [10].

Gerasimenko O. notes that the number of performance indicators and their
composition should be set depending on the functions of personnel management
(selection, adaptation, placement, training, evaluation, career development,
personnel administration [13, p. 331]) and depending on the stages of life, cycle

of the enterprise (Fig. 1.11).
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recruitment, selection
and adaptation of staff

staff training and evaluation

retention of highly
competitive employees

Figure 1.11. Personnel management functions depending on the stages of
the enterprise life cycle.

Source: built by the author on the basis of44, p. 32.

Assessment of the effectiveness of Human Resource Management can be
carried out using a variety of indicators, which scientists [44, p. 32] combine

into three groups (Fig. 1.12).
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Figure 1.12. Groups of indicators for assessing the effectiveness of
Human Resource Management.

Source:built by the author on the basis of 11, p. 80.

In addition, Gerasimenko O. notes that the choice of methods for
assessing of Human Resource Management effectiveness is influenced by a
number of factors: the size of the enterprise, number of its departments, number
of employees, scale of management, level of informatization, level of corporate
culture, time period, planning status, work motivation system, system and form
of remuneration, strategy and goals of the enterprise, type of economic activity,

stage of the enterprise life cycle, etc.
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Gerasimenko O. to assess the effectiveness of Human Resource
Management proposes to use target and local indicators, determining the
importance of a separate component of integrated efficiency of Human Resource
Management to strengthen through the use of weighting factors taking into
account the specific stage of the enterprise life cycle. The effectiveness of using
the integrated criteria in the implementation of Strategic Human Resource
Management in order to develop and implement a strategy for enterprise
development is explained by the multifaceted areas of Strategic Human
Resource Management.

Petrova I., whose opinion we value, suggests the results of the strategic
development of human resources assessed using the following indicators

(Fig. 1.13).

growth in production or services
capacity rendered as a result of
meeting the additional needs of
employees in the professional and
qualification sections

efficiency of investing increase in profits due to staff
in human resources development; level of

for achieving strategic development of an employee's
goals of the company career, his promotion

reduction of staff
turnover as a result of
professional training
of personnel

labor productivity and quality of the
value added on one production or services
employee rendered

level of competitiveness of
the employee in the
company (professional
mobility, ability to absorb
new knowledge and skills)

compliance of developed
competencies of the employee
with the management strategy
of the organization

the effect of the implementation of
inventions and innovative

proposals of employees who have

been trained based on curriculum

Fig. 1.13. Indicators for assessing the effectiveness of Human Resource
Management

Source: built by the author on the basis 0f149, p. 131.

Evaluation of the Human Resource Management effectiveness can be
carried out on the basis of various criteria and indicators — quantitative and

qualitative, objective and subjective, using various methods, indicators.The main
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purpose of which is to measure the quality of staff and the effect the company
receives from staff. The most common methods of measuring the effectiveness
of Human Resource Management are: interviews, testing, expert-analytical
method, method of comparison, questionnaires, document examination, method
of system analysis, analytical-calculation method, group assessment method,
statistical method, problem structuring method. All these methods can be
combined into three groups: quantitative, qualitative and combined.

Since each of the methods has its own characteristics, advantages and
disadvantages, to assess the effectiveness of Human Resource Management
should use several methods simultaneously. This will allow a comprehensive
assessment of Strategic Human ResourceManagement. Thus, the interview
method is used to obtain versatile information on problem issues in the field of
Human Resources management; the method of studying documents is necessary
to find out documented facts about the effectiveness of Human
ResourceManagement according to different methodological approaches; the
expert-analytical method helps to identify problems and disadvantages in the
field of Human ResourceManagement with the formulation of conclusions based
on the results of an expert survey; the dynamic method is used for the
mathematical systematization of statistical data; the method of comparison can
reveal the dynamics of the development of the Human ResourceManagement
system in the context of efficiency; the analytical and accounting method is used
to develop recommendations for the further development of the field of Human
ResourceManagement based on the results of the analysis, taking into account
the dynamics of personnel and socio-economic processes; the 'problem tree'
method is perfectly suited for graphical representation of structured set with
problems; the method of expert assessments and statistics allows you to analyze
the state of Human Resources management based on actual indicators, taking
into account the dynamics and recommendations for further activities, in

particular to identify the correlation between the effectiveness indicators of
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Human Resources management and the financial and economic indicators of the
enterprise's statethrough correlation-regression analysis.

In the countries of the European Union, the evaluation of the effectiveness
of Human ResourceManagement is carried out with the help of special
evaluation centers. Their experts, using special tests and exercises, assess the
potential abilities of employees. Such centers promote the development of
employees by pointing out their abilities and help them advance in their careers.
However, management evaluation centers have shortcomings: high cost of
services, lack of guarantee. That is why the expediency of their use in small
enterprises of the food industry is reduced.

Many modern approaches to assessing the effectiveness of the HR
strategy of the organization are based only on financial and economic indicators,
or on the direct relationship of strategy with performance indicators. An
example of such approach is the strategy performance evaluation model, which
is based on the following equation:

E = Pi*a; + Py*a, + Ps*as + Ps*ay (1.1)

where E = HR strategy effectiveness

Py — productivity growth rate, %;

P, — rate of decline in staff turnover, %:;

P3 — growth rate of labor capital, %;

P4 —growth rate of the ratio of labor productivity and average wages, %o;

ai, az, ..., a4 — weights

The obtained results are compared with the efficiency scale, on the basis

of which the conclusion about the effectiveness of the strategy is made (see

Table 1.5).
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Table 1.5

Scale for evaluating the effectiveness of HR-strategy of the

organization
Value of E Equivalent efficiency
E > 120 High
100 >E <120 Middle
E <100 Low

The convenience of this approach lies in the availability of all data, ease
of obtaining them and fast calculation of efficiency. However, this approach is
rather one-sided and does not take into account many aspects of Human
Resource management. First of all, the fact is that a person is a social being, and
accordingly the effectiveness of HR-strategy should also assess the socio-
psychological aspects of the functioning of the organization. In addition, those
organizations that are at the peak of their development or that have the stability
of their operation, according to the formula will show low growth of the above
indicators.It will result in a low level of reflection in the organization of HR
strategy. However, for small businesses (especially in the service sector) this
approach is inappropriate, as the capital stock of labor will be low there, and
staff turnover (even 1 person in a microenterprise) will inadequately reflect the
effectiveness of HR-strategy of the organization. Therefore, it is necessary to
pay attention to much more modern methods and techniques that allow us to
eliminate these shortcomings.

There is a noteworthy approach in which the effectiveness of Human
Resource management is further considered from the standpoint of the
innovation component. It emphasizes that financial indicators should not be the
only and main groups of indicators in assessing the effectiveness of Human
Resource management strategy. In general, this evaluation technique can be

represented as a process (see Fig. 1.14):
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Figure 1.14. Evaluation of the strategy effectiveness taking into account

the innovation component

The overriding of this model is that it allows us to evaluate both the
effectiveness and efficiency of strategy. The early stage is characterized by an
assessment of the efficiency from the position of the level of delivery from the
list of obvious resources, and the basic indicators are the productivity and
profitability of the Personnel. At the other stage, it is necessary to assess the
effectiveness of the steps in reaching the strategic goals of the organization. At
the same time, it is necessary to introduce indicators with strategic key
indicators of efficiency. The head meta of another stage is the number of
indicators of dynamism, which is the head criterion in assessing the strategy of
the Human Resource management. Therefore, an important aspect of the it’s
assessment is the assessment of the cost effectiveness for the implementation of

the HR strategy program.
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At the first stage of the assessment it is necessary to investigate such
indicators as the average income of the enterprise from the work of one
employee, net profitability of labor costs, profitability of labor costs. Regarding
the second stage, it is necessary to calculate such indicators as:

v’ indicators of cost efficiency of the company's working time fund;

v’ indicators of socio-psychological climate in the team;

v indicators of staff satisfaction with working conditions;

v indicators of bringing the tasks and goals to the staff.

A specific set of indicators for the second stage requires the use of such a
method as a questionnaire, which allows you to get the necessary for their
subsequent processing. Without this method, in fact, it is impossible to use this
methodology of assessing the effectiveness of HR-strategy.

The process of interviewing the staff is also appropriate to divide into two
stages:

1. Determining the general psychological background in the company
(should include questions about the respondent's opinion about cohesion, levels
of conflict, forms of informal relations in the team).

2. Identifying the homogeneity of psychological, cultural and social
attitudes of team members.

The study of staff targets is recommended to conduct a direct live
discussion of certain aspects of strategic development of the company, the role
of staff in the economic functioning of the organization, goals and objectives of
structural units of the company, goals and objectives of each employee. The
responsibility for conducting the second part of the questionnaire should fall on
line managers or the head of the personnel service (if available).

This model of evaluating the effectiveness of HR-strategy is based on the
use of 3 key methods:

1. Method of expert assessments.

2. Benchmarking method.



73

3. Method of estimating the return on investment in personnel.

As for the method of expert evaluations, it is necessary for the processing
of qualitative information, primarily related to the evaluation of staff satisfaction
indicators and stakeholders. Its implementation, in most cases, is to conduct a
survey of managers of the organization and determine the average score on the
basis of a predetermined scale. However, it should also be noted that, despite the
simplicity and accessibility of this approach to evaluation, the results suggest a
fairly large share of subjectivity.

The benchmarking method is the need to compare the performance of HR-
departments with similar data from other organizations. As for the countries of
the post-Soviet space, it has not become widespread, but in Western Europe it is
increasingly used. This is due to the fact that many different organizations are
members of various associations that enable the collection of such information
and its provision for further use. Quite often, to implement this method within
associations, a team of experts can be formed, who receive the necessary
documents from its member organizations and collect various data related to the
work of HR departments, opinions and evaluations of staff and more. And after
processing the results, the association forms generalized statistics, and then it
can be compared with their own indicators. However, this method is not without
its drawbacks. First, this type of assessment may be inaccurate, because
members of the association may be organizations with different specifics of
activity. Secondly, the possibility of presenting false or inaccurate data by the
employees of other organizations should not be ruled out.

Method of estimating the return on investment in personnel is based on a
set of indicators that characterize the return on investment in the HR
departments of the organization. In particular, it needs to assess the level of
investment in human resources; various indicators of absence of employees in
the workplace; staff satisfaction indicators; an indicator that determines the

strategic unity and harmony in the organization.
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Summing up the results of this model of evaluating the effectiveness of

HR-strategy, we can state that it is based on three criteria of effectiveness:

v’ labor productivity;

v’ efficiency of implementation of HR-strategy programs;

v’ efficiency of personnel service.

Group the indicators around the defined criteria (see Fig. 1.15).

Labour productivity per hour Cost efficiency of the compa-
worked ny's working time fund
Labour productivity per Socio-economic climate in
person employed the team

ROI Labor Rate Staff satisfaction with work-

ing conditions
Profit per Employee

Achieving Goals (Employee
Overall profitability of labor Performance)
costs

Net profitability of labor
costs

Efficiency of personnel ser-
vice

Indicators for human resourc-
es evaluation

Indicator of the amount of in-
vestment in personnel service

Absenteeism Rate
Satisfaction Index

Teamwork

Figure 1.15. Criteria and indicators of the effective use of HR-strategy

Source:built by author on the basis of [44, p. 32].

The set of criteria in this model should be considered as a system, i.e. as a

comprehensive characteristic that reflects the compliance of personnel strategy

to the goals. And in this aspect, only the achievement of all criteria allows us to

assert the effectiveness of the existing HR-strategy in the organization.

Another method of assessing the effectiveness of HR-strategy is based on

the use of Key Performance Indicators (KPI). That is, performance appraisal

involves the formation of a system of clear indicators that characterize it and

may contain a diverse set of them: from the performance of the organization as a

whole to the performance of each employee of the organization (ideally).
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Accordingly, the greater number of employees covered by such indicators, the
better will be the overall indicator of the effectiveness of HR-strategy. The
convenience of this technique is that it can be applied to small businesses
(especially micro-enterprises), as the number of employees in such companies is
small, so you can more clearly establish the relationship between the
performance of an individual employee and the performance of the organization.
Therefore, it is possible to determine the relationship between HR-strategy and
corporate strategy.

At the same time, this technique allows you to regularly monitor how
many percent of the employee has reached their targets. And the data of all
employees can be summarized by determining from all the data for the month
the average indicator (in percent), which can also be considered as an indicator
of the effectiveness of the company's staff and its HR -strategy.

For companies that do not have a KPI system in place, researchers advise
that it is wise to use the method of individual statistics, setting them an
appropriate target value. Next, you need to compare each indicator obtained for
a certain period, with its established target value and indicate this ratio in
percent.

For positions or occupations whose performance is difficult to assess, any
one or more key criteria for such performance should be selected and the results
for each of the criteria translated into scores.

Although the system of KPI was introduced relatively recently in world
management practice (in the 70s of the 20th century),this technique has become
quite a popular tool in developed countries to assess and achieve strategic goals
of the organization. This popularity is due to the fact that the CRI system allows:

v to decompose the corporate strategy and goals of the organization to the

level of individual departments and employees, including HR-departments;
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v evaluate both the intermediate results of the implementation as
corporate or functional strategies, and the effectiveness of employees towards
achieving the strategic goals of the organization;

v motivate employees to further develop and increase efficiency by
establishing the dependence of the bonus value on the results of the CRI.

Based on the above, we can conclude that achieving consistency between
the organizational strategy and HR-strategy can be implemented through the
procedure of decomposition of goals. The validity of this statement can be
justified by the following provisions.

Firstly, in formulating corporate goals, the organization cascades them to
the level of the HR department. Relevant to these goals, CRIs show how a given
department or functional uses its resources, such as how it responds quickly to a
business request and creates a program that can solve a specific business
problem, or how satisfied staff are with the functioning and implementation of
the HR structure. Achieving the goals set for this department in the
implementation of HR-strategy contributes to achieving the overall goals of the
organization. Evaluation of the HR-structure by the KRI group allows you to get
a general idea of HR-strategy as one of the functional strategies of the
organization.

Secondly, specifying the purpose and indicators for each employee or the
team, the organization sets guidelines for the formation of plans for their
training and development. Such actions are aimed at closing the gap between the
required and actual level of expression of competencies. In our opinion, any
seminars, training and other educational events must be conducted in
organizations to solve specific business problems. Given the above, it is quite
logical to use a set of CRI indicators that reflect the correlation between
curricula and the achievement of relevant business indicators as criteria for

assessing the effectiveness of HR strategy.
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In Western Europe, organizations often use a conceptual approach based
on D. Kirkpatrick's model, proposed in the late 1950s, to assess the effectiveness
of HR strategy. The model includes four levels of assessment (see Fig. 1.16) and
it is dominant for those organizations that actively implement development and

training systems in their own activities.

Figure 1.16. Stages of evaluating the effectiveness of HR-strategy by
D. Kirkpatrick

Source: 29.

Regarding the last level of evaluation, Kirkpatrick points out that the
result should not be evaluated only in monetary terms, as the increase (or
decrease) in profits is influenced by many factors, and it is impossible to assess
the specific contribution of HR strategy to the overall strategy. For assessment at
this level, it is desirable that the organization has already implemented or is

implementing the above-mentioned CRI system.
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Evaluation of the effectiveness of the company's HR strategy can take
place in the framework of establishing a Balanced Score Card (BSC). This
technique was developed by two scientists D. Norton and R. Kaplan in the late
twentieth century, but it's rather high popularity has led to modifications and
expansion of the basic model. However, this BSC can be an effective tool for a
fairly high-quality assessment of not only HR-strategy, but also corporate.

The essence of this approach is the need to decompose the strategy
through the prism of projections. In general, four levels of projections are classic
(however D. Norton and R. Kaplan note that their number and names can
change the organization depending on specifics of its functioning) [102, p. 4]:

1) Financial;

2) Customers;

3) Internal Processes;

4) Employee learning and growth.

However, the BSC is able to assess the effectiveness of HR-strategy
through the implementation of the following steps:

v definition of strategic goals of the organization or Human Resources
Management system for each of the components (initiatives);

v’ identification of key performance indicators for each of the components
(initiatives);

v determination of target values of strategy on each of the components
(initiatives).

The presence of target indicators for the implementation of the strategy
allows to determine the degree of achievability of the goals, which reflects the
degree of implementation of the functional strategy in the field of personnel
management.

An important advantage of the BSC is the construction of a strategic map
that shows the system of relationships between goals. It allows you to show how

the achievement of some goals can affect other goals and indicators of the
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organization.At the same time, the effectiveness of the strategy is determined
not only by financial indicators, but also by indicators that reflect the internal
business processes of the organization, customer interaction and staff
development, which makes this model of strategy evaluation more universal and
accurate.

An integrated approach in the application of the BSC is complemented by
the need to identify initiatives, i.e. programs of activities that should be aimed at
achieving the goals and depend on the indicators obtained, which are constantly
monitored by the organization. Thus, there is not only a final assessment of the
effectiveness of HR-strategy, but also makes it possible to adjust it in the
process of the implementation.

The popularity of using the BSC in Ukraine and around the world is
justified by the fact that it is not just a method of assessing the effectiveness of
any strategy (whether functional or corporate), but can also be considered as:

v’ a company management system;

v’ a mechanism for strategy implementation and adjustment;

v a tool for transforming strategy into specific tasks, indicators and goals;

v’ a method of control of target indicators;

v’ a staff motivation system;

v'a system for collecting feedback, training and continuous staff
development.

After reviewing various methods, we can conclude that the BSC is
perhaps the best way to assess the effectiveness of HR strategy, because it
allows a comprehensive view of the company's performance in the long run and
is based on another popular methodology for assessing strategy — construction of
the KRI system. Most importantly, the BSC methodology allows companies to
respond quickly to changes in the external and internal environment and adapt

adequately to them.
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Conclusions ToThe First Chapter

The concept of Strategic Human Resource Management emerged and
transformed into a better form — the concept of Strategic Human Capital
Management — in response to the transformations of the twentieth century,
which affected all spheres of public life — social, economic and technological.
We mean by the Strategic Human Capital Management a comprehensive
approach to Human Resource Management of the enterprise, aimed at the
development and implementation of its competencies, motivations, which will
be purposefully used in a given area to increase the socio-economic effect of its
application (ensuring sustainable competitive advantage) individual and
organizational goals; formation and development of innovative economy).

The specificity of Strategic Human Resources Management depends on a
number of factors, the main is the size of the enterprise. Small enterprises have
their own specifics of forming a Strategic Human Resources Management: the
dependence of all personnel procedures on the managers’ professionalism and
personal qualities; blurred boundaries of division of professional responsibilities
among the company's staff; high level of awareness of the company's employees
about the state of affairs at the enterprise; a specific system of staff motivation
due to the lack of vertical career growth in small enterprises, etc.

The main advantages of Strategic Human Resources Management are:
increasing productivity, knowledge, flexibility and versatility of staff, staff
adaptability, improving the socio-psychological climate in the team, the
formation of social capital in the enterprise and so on. However, along with
significant advantages, Strategic Human Resources Management has certain
disadvantages: prognostic (non-detailed) and significant dependence on the
external environment; implementation of this strategy requires significant
resources and a certain degree of readiness of the organization, requires non-

standard approaches and constant creative search.
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Particular attention should be paid not only to strategy development, but
also to measuring its effectiveness. Evaluating the effectiveness of Strategic
Human Resources Management can be done using a variety of methods, based
on a variety of criteria, quantitative and qualitative, objective and subjective
indicators. The most common methods of measuring the effectiveness of Human
Resource Management are: questionnaires and testing, interviews, document
studies, expert-analytical method, dynamic method, comparison method,
analytical-calculation method, statistical method, group evaluation method,
problem structuring method, system analysis method. However, in our opinion,
Human Resource Management should comply with the concept of enterprise
development, focus on trends and development plans of the company, achieving
its key goals. Achieving this, in our opinion, can provide the Balanced
ScoreCard of D. Norton and R. Kaplan.

Thus, the Strategic Human Resources Management of the enterprise is an
integral factor in its development at the present stage, as it ensures the formation
of its undeniable competitive advantages — flexibility, adaptability, innovation
and so on.

The main statements of the dissertation’s chapter are reflected in the

following works: [9, 91]
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CHAPTER TWO
Analysis, Measuring and Evaluation HRM Strategy Performance in

Small Business Sector

2.1 Analysis of SHRM Experience in Small Business Companies

Strategic Human Resource Management depends on the company's
development strategy, as well as internal and external factors that affect its
activities. The main purpose of Strategic Human Resource Management is the
settlement of the issues which concerning the team relations, business ethics,
corporate culture, hiring and new employees’ adaptation, employee motivation
systems, conflict situations, staff development and so on.

Hence, Strategic Human Resource Management consists of a large system
of methods and techniques, the prerequisite for which is long-term, because,
firstly, the formation of relationships in the team, trust, employee loyalty to the
company, corporate culture takes a long time; secondly, the positive effect of
innovations can be obtained only through a certain time lag.

To analyze the experience of Strategic Human Resource Management in
small food industry enterprises were selected enterprises of private ownership
from different regions of Ukraine — Sushiya LLC (Kyiv), Lviv Croissants
Bakery (Kyiv), Marketopt LLC (Poltava region), and the experience of the
enterprise from Great Britain — «Libo Company Ltd.» was analyzed too. The
choice of enterprises is due to the following circumstances:

1) under Ukrainian and UK law, these businesses are small businesses

(table 2.1). Its definition is reflected in special guide [93, 94].
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Table 2.1

Average Number Of Employees And Annual Turnover In The Surveyed Companies In2017-2021

Companies Conditions
average numberof employees annual turnover, million euros
2017 | 2018 | 2019 | 2020 | 2021 2017 2018 2019 2020 2021
(average (average
(average (average (average
exchange | exchange
exchange exchange exchange
rate rate
1€ 1e= ratel € ratel € ratel €
29,7 UAH) | 32,9 UAH) =27,5 UAH) | =34,6 UAH) | =30,8 UAH)

Sushiya 12 12 12 6 10 about 1,5 about 2,2 about 4,7 about 2,3 about 3,1
LLC (Kyiv)
Lviv 5 9 about
Croissants 11 12 11 about 0,202 about 0,368 | about 0,16 | about 0,25
Bakery 0,231
(Kyiv)
Marketopt 50 50
LLC 38 42 49 about 4,2 about 5,7 about 8,4 about 7,34 about 8,9
(Poltava
region)
«Libo 29 30
Company 25 27 30 aboutl,2 aboutl,3 aboutl,5 about 1,25 | about 1,48
Ltd.» (UK)

Source:developed by the author
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2) the opportunity to analyze the features and trends of Strategic Human
Resource Management in small business sector in small towns and million-
person cities;

3) to carry out a preliminary comparative analysis of Human Resource
Management strategies at Ukrainian and foreign enterprises.

Note that the leaders of each of the surveyed companies denote the high
degree of importance of personnel issues in the company (5 points out of 5) and
use a strategic approach to Human Resource Management. Under Human
Resource Management, they understand the continuous process of planning,
selection, training and evaluation of Personnel, which are carried out in order to
rationally usage and to achieve company goals.

Strategic Human Resource Management depends on the goals of the
enterprise (increase the profitability of the enterprise, increase customer loyalty,
enter the market, etc.), its available resources (financial, capital, human) and
environmental factors. The main leaders’ goals of the researched enterprises
when investing in staff development are:

first, the growth of profitability of the enterprise;

secondly, increasing the level of customer satisfaction, increasing the
quality of their service;

third, the possibility of expanding the specialization of the employee (at
Ukrainian enterprises);

fourth, reducing the level of defects (in the UK).

To draw a conclusion about the Strategic Human ResourceManagement in
the researched enterprises, consider in more detail other components.

At the UK company, the main factors of Personnel selection are the level
of education, skills, age and professional experience. Gender, level of conflict,
place of residence, family ties (acquaintances), recommendations and nationality

are absolutely irrelevant. Instead, at Ukrainian enterprises the main factors are


https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/million-person+city
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/million-person+city
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/the+researched
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skills, the level of conflict and work experience. At the same time, an important
fact is that the level of education of the employee when hiring him/her for 50%
of Ukrainian enterprises is important for 2 points (out of 5), and for the other
50% of Ukrainian enterprises — for 3 points (out of 5). At a foreign company, the
level of education of the employee is very important (5 points out of 5) (Fig.

2.1).

( skills: \ ( level of education: \

skills;
age;
professional experience

level of conflict;
work experience

gender; gender;

level of education; level of’conflict-
a8e; . place of residence;
place of residence: pamily ties

family ties (acquaintances); (acquaiyntances)'

nationality ) k : :
\ nationality }

Fig. 2.1. Factors influencing the selection of Personnel in small

enterprises of the food industry in Ukraine and the United Kingdom (according
to a survey of managers of the researched enterprises)

Source: developed by the author

Thus, the peculiarity of the researched enterprises is that all are focused
on hiring ready — made workers, and not interested in «growing» their own staff
«from scratch». However, in the future, companies are ready to invest in the

formation of Personnel skills, as well as to reduce staff turnover. This is
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manifested in ensuring that employees undergo training and/or internships, and
various motivations[7, 10].

It should be pointed out that according to the results of the survey among
people involved in recruitment (2,200 people took part in the survey — HR-
specialists, recruiters, business owners) (1600 people). In addition, an important
fact 1s that 62 % of respondents are small enterprises (up to 20 employees).
Survey was conducted in Ukraine in early 2020 by the OLX job portal. So
respondent employers when hiring employees pay attention to:

v’ skills (52 % of respondents);

v’ personal qualities (47 % of respondents);

v work experience (38 % of respondents) [132].

The candidate's level of education is important only for 9% of employers.
Other factors of low importance to employers when hiring are language skills
and matching CV for job vacancy.

The results of the survey show that the main requirements of employers to
candidates are:

v’ responsibility (80 % of respondents);

v good learnability (54 %);

v punctuality (38 %).

It is important to note that only 17 % of employers consider low level of
conflict to be the main among the selection criteria [132].

Thus, the results of our survey are confirmed by the results of a survey
conducted by the OLX job portal. However, it is worth pointing out another
important requirement of employers for candidates for the position — widely
qualified employees. This is due to the fact that employees must be able to
perform the work of absent for certain reasons staff. Therefore, in small
enterprises, the T-shaped employee model becomes especially relevant. Such
specialists, in addition to being highly qualified in one of the fields, are open-

minded [59]. That is why in order to check the availability of such skills and the


https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/widely+qualified+persons
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possibility of their formation, each researched enterprise has an adaptation
period and staff development. In addition, all surveyed business leaders agree
with the statement that «The level of development of the enterprise depends on
the level of qualification of its employees».

Note that the professional development of staff of all enterprises,
including small ones, is based on the concept of lifelong learning, which reflects
the awareness of the knowledge importance and the gradual increase of their
role and education for successful development of society and its citizens. At all
enterprises, staff development takes place mainly through training, internships
and mentoring. At the company in the UK, trainings and mentoring take place
twice a year, for a total of 60-90 hours. At Ukrainian enterprises, the main forms
of staff development are trainings, mentoring and internships, which take place
three times a year. But the training of employees is not given specific time, and
it happens in the process. Professional development of workers (managers)
occurs through one-day trainings (their number depends on changes in the
market and / or in the enterprise).

However, it should be noted that only employees of «Libo Company Ltd.»
and Sushiya LLC are completely satisfied with the possibility of skills
development. Marketopt LLC and Lviv Croissants Bakery have more employees
who find it difficult to determine the answer (60 % and 52 % respectively) than
those who are «apparently satistied» (40 % and 48 % respectively).

In addition, according to the results of the research of national practice in
Human Resource Management, which was carried out in 2017 on the basis of
enterprises in Ukraine of different sizes, organizational and legal forms and
areas of activity, staff development in small enterprises often looks like refresher
courses (38 % of employees), internal corporate trainings and seminars

(29,31 %) and trainings outside the company (17,24 %) (Table 2.2).
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Table 2.2
Forms of Personnel training in terms of enterprises in 2017, %
Forms of training
Ent i internal trainings
nterprises
corporate | ide the | 2dvanced Other
trainings and training
. company
seminars
Large 34,94 % 26,51 % 37,35 % 1,2 %
Medium-sized 29.37 % 27,59 % 43,10 % -
Small 29,31 % 17,24 % 41,38 % 12,07 %
Average 31,20 % 23,78 % 40,61 % 4,42 %

Source:116, p. 286

In addition, the survey found that the leaders of all respondent companies

also encourage employees to self-development, using:

1) providing prizes, bonuses, gifts; wage increase (at a company in the

UK);

2) wage increase, career growth, participation of employees in decision-

making regarding the enterprise (at the Ukrainian enterprises).

The most important element of Strategic Human Resource Management in

the enterprise is the system of employee motivation. Thus, according to research
(OLX job portal, 2020"), employers believe that wage increases are the best tool
for keeping an employee in office, this is what 70 % of respondents said. More
than 50% of them are ready to raise salaries by 10-20 %.

Thus, the average monthly wage in the food, beverages and tobacco

production in 2010-2021 is lower than the average monthly wage in Ukraine as

12200 people took part in the survey — recruitment specialists, recruiters, business owners
(1600 people), 62% of respondents are representatives of small businesses (up to 20
employees)
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a whole (in 2021, wages in this field was 71,3 % of the average monthly wage in

Ukraine, in 2020 — 92,8 %) and lower than in industry (Table 2.3).

Table 2.3
Wage level in Ukrainian food industry enterprises in 2010-2021
2010 | 2013 | 2014 | 2015 201 | 201 | 201 | 2019 | 2020 | 2021
6 7 8
Average
monthly | 1 5o | 3082 | 3480 | 4195 | 318 | 710 | 886 | 1049 1y 50, 1 s
wage in -) 3 4 5 7
Ukraine
Average
monthly
wageinthe | = | 2578 | 3774 | 3088 | 4789 | 290 | 763 | 963 | 1178 | 15550 | 1490
. =) 2 1 3 8
industry
field
2| 2145 | 3117 | 3337 | 4184 | S18 | 675 1833 | o056 | 10761 | 12448
- 2 6 8
Average
monthly
wage in the 8
food, g
beverages | &
and Sh .S 94
tobacco §§ 953 | 949 | 958 | 99,7 | 99,9 | 95,1 1’ 95,1 | 928 | 71,3
production | & =
38
X
k=
350 | 498 | 587
The g 1424 | 2195 | 2261 | 2786 5 2 5 6730 | 6026 | 9710
average
monthly
wage in the |-8
field of %‘
temporary E
accommod | & ¢ 66
ationand | £ § 63.2 | 668 | 649 | 664 | 67.6(702| " | 641 | 520 | 556
food &
service 8
X
k=

Source: compiled by the author on the basis of 83.
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There is different situation in the field of temporary accommodation and
food service: the average monthly wage there in 2021 was 55,6 % of the average
monthly wage in Ukraine (in 2020 it was 52,0 %). Although these indicators
show insufficient financial incentives for employees of the researched industries,
however, it is worth noting a positive trend: compared to previous years, the
ratio of average monthly wages in temporary accommodation and food service
to the average monthly wage in Ukraine is growing: from 63,2 % — in 2010 to
70,2 % —in 2017, but then it began to fall (in 2020 we saw the lowest indicator —
52,0 %) (Table 2.3, Fig. 2.2).

20000
18000
16000
14000
12000
10000

8000
6000
4000
e i e I A

2010 2013 2014 2015 2016 2017 2018 2019 2020 2021

=

m Average monthly wage in Ukraine
m Average monthly wage in the industry field
m Average monthly wage in the food, beverages and tobacco production

m The average monthly wage in the field of temporary accommodation and
food service

Fig. 2.2. Wage level in Ukrainian food industry enterprises in 2010-2021

Source: complied by the author on the basis of 83
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Respondents highly rate the wage level in their company — 41% consider
that level is consistent to the market, 25% — slightly above the market and 18% —
high.

At all respondent enterprises as at November 2021, the wages of
employees ranged from 9 000-11 000 UAH, which is lower than the industry
average and lower than the industry average.

All employees of Sushiya LLC are satisfied with their salaries (20 % are
completely satisfied and 80% are probably satisfied). A similar situation is
observed at Libo Company Ltd. (67% and 33% respectively). However, the
situation in the Lviv Croissants Bakery is critical — 84 % of employees are
dissatistied with their salaries and 16% cannot decide. Only60 % of employees
are satisfied with wages at LLC «Marketopt».

At the same time at Ukrainian enterprises (Sushiya LLC, Lviv croissants
Bakery, Marketopt LLC) the salary of staff depends on the category (every four
months person should be certified, that allows the employee to get a higher rank)
and the number of employees’ hours. Also in the Lviv croissants Bakery the
wage depends on the length of service, as increasing the length of service at this
company provides career growth — the opportunity to become a senior shift or
administrator at a new place (+ 10 UAH / hour). At the same time, the salary
may increase if the employee becomes widely qualified — will pass tests in two
professional areas for «excellent» (+ 5 UAH / hour). At the company «Libo
Company Ltd.» wages depend in part on individual and group productivity, as
well as on work experience.

In addition, intangible incentives are important in the system of employee
motivation. It helps to increase the loyalty and interest of employees of the
enterprise along with reducing the cost of compensation to employees for their
labor costs. Intangible incentives include the provision of interest — free loans to
improve living conditions, provide employees with travel tickets, health

insurance, involvement of employees in the decision-making process on various
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topical issues of the enterprise, which allows them to feel their importance in the
company.

The researched enterprises use tools of both tangible and intangible
motivation:

v Libo Company Ltd. uses bonuses for high results of work for
employees; payments for absence from work; vouchers for treatment and rest;
establishment of pension supplements; recognition of the merits in the form of
praise, gratitude; greetings with significant dates; organization of a solemn in
boarding to company for new people;

v"in Ukrainian enterprises, economic motivation is mostly related to
management staff. The main condition for the payment of bonuses and
surcharges is the over fulfillment of the plan by a certain percentage. However,
the management of enterprises widely wuses socio-psychological and
administrative methods of motivation — recognition of the merits of the
employee in the form of praise, gratitude; greetings with significant dates; fines
and reprimands;

v’ at all enterprises, management consults with employees about making
decisions to improve the production process, although 68 % of employees of the
Lviv Croissants Bakery say that management never consults with employees
about decision-making. At the same time, it is significant that the management
tries to take into account the wishes of employees.

The results of the survey conducted by the OLX robot portal show that the
employers — respondents offer potential employees: formal employment (62 %);
normalized schedule (60 %); paid leave (36 %); paid sick leave (31 %).
Employers often motivate employees using:

v bonuses (74 % of respondents);

v’ paid refresher courses (22 % of respondents);

v’ free mobile communication (21 %), holidays abroad, career growth;

v’ flexible work schedule [132].
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In addition to the above features of Strategic Human Resource

Management in the researched small enterprises of the food industry, it is

worth paying attention to national models of Human Resource Management,

which are formed under the influence of geographical location, historical and

socio — economic development, culture and religious consciousness.

Thus, it’s necessary to consider the features of national models of Human

ResourceManagement systems in Ukraine and European countries (Table 2.4)

Table 2.4

Features Of National Models of Human ResourceManagement

Systems in Ukraine and European Countries

UKraine

European countries

v" belief in the successful outcome
of the case;

v" technological conservatism;

v" non — legal attitude to the law;

v’ assuming the possibility
making professional mistakes

v’ justice;

v’ equality of employees «at the
finish liney;

v’ trust in business partners;

v’ collectivity;

v" hedonistic motivation of work;

v" high level of both formal and
informal authority;

v’ replacement of competition
between employees by specific
organizational mechanisms

v’ voluntary association of people
for joint action;
trust in the team
refusal of rigid unanimity;
non — aggressiveness;
openness of employees;
dedication to tradition;
respect for the wealth

of

DN NI N NI NN

v" building interpersonal
relationships based on pragmatism;

v’ entrepreneurial thinking style;

v' high level of competitive
behavior of employees;

v’ active labor activity;

v" high level of employee mobility;

v’ orientation on economic and non
— economic methods of motivation;
individual freedom;
personal organization;
equality of people at the «starty;
competence;
desire for organization;
need for guidance;
formal authority;
accuracy;
strict ~ adherence
established rules;

v' desire for order;

v’ strict hierarchy and organization
structure;

v’ possibility of powers delegation

AN N N NN AN

to the

Source: developed by the authors
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Despite the differences in the features of national models of Human
Resource Management systems and based on the above survey results and
statistics, we highlight the common features of Strategic Human Resource
Management in small enterprises:

1) Professional Staff Development.Training of employees at the
enterprise 1S a necessary condition for maintaining and increasing the
competitiveness of any enterprise. This is confirmed by increasing attention to
the development of human capital and the theory of the half-life of knowledge.

In 2020, Latvia (96.8%), Sweden (91.5%) and the Czech Republic
(85.9%) had the largest share of enterprises providing advanced training for their
own employees among the countries of the European Union. The fewest such
enterprises were in Romania (17.5%) and Greece (17.8%) (Fig. 2.3). In 2020, on
average across the EU countries, the number of enterprises providing personnel
training was 67.4%, which is 3.1 pp. below, according to 2015 (70.5%). This
can be explained by the reduction in business activity of enterprises and their

closure due to the COVID-19 pandemic.
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Fig. 2.3. Enterprises providing continuing vocational training in 2020, EU

Source:110.
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It is also worth considering the data on improving the qualifications of
employees depending on the type of economic activity of the enterprise (Fig.
2.4). In 2015-2020, the share of enterprises in almost all industries is decreasing.
The exception was industry: in 2020, the share of enterprises increased by 1
percentage point compared to 2015. The biggest reduction (-5.3 percentage
points) in the share of enterprises providing advanced training of their own
personnel was in construction (69.4% in 2015 to 64.1% in 2020), and the lowest
indicator (-1.7 percentage points) was in the field of information and
communication services, financial and insurance activities (from 84.5% in 2015
to 82.8% in 2020).Regarding the sphere of wholesale and retail trade, transport,
accommodation and catering, the reduction was (from 66.5% in 2015 to 62.1%
in 2020)[36].

Enterprises providing continuing vocational training by activity in 2020, EU
(% of all enterprises)

Industry (except construction)
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Fig. 2.4. Enterprises providing continuing vocational trainingby activity in
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2) Application of Personnel outsourcing and leasing. The development

of Personnel leasing and outsourcing is a priority area of work with staff in a
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crisis, the relevance of which is due to the need for optimal use of Human
Resources of the organization in conditions of increasing uncertainty of the
external environment. It is noteworthy that according to the results of the study,
the main strategic alternatives for the development of small enterprises in
Ukraine, managers consider the provision of current cash needs (32,1 %) and

outsourcing and leasing of Personnel (23,46 %) (Table 2.5).

Table 2.5
Strategic alternatives for the enterprises development (%)
Strateglc Large enterprises Med1um-§ ized Small enterprises
alternatives enterprises
Optimization of 25.20 12,90 16,05
expenditures
Organizational 13,04 6.45 7.4
changes
Personnel
outsourcing and 17,39 14,52 23,46
leasing
Sales promotions 13,04 22,58 16,05
Provision of 28.7 41,94 3.1
current cash needs
Other 2,61 1,61 4,94

Source: [116, p. 286].

The analysis of the experience of using outsourcing in Ukraine allowed us
to identify the main reasons for the enterprises transition to outsourcing:

1) the presence of periodically performed work at the enterprise;

2) the presence of operations that require special equipment;

3) there are strong fluctuations in demand for products or services of the
company;

4) the use of outsourcing as a business model during the crisis.
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Outsourcing allows you to get both tangible and intangible benefits. First,
many outsourcers work under a simplified taxation system, which saves a lot of
money and reduces direct costs for the client. Second, in some situations, the
organization's management tries to limit the hiring of employees, while
maintaining the existing quantitative and qualitative composition of employees.
Third, it is economically feasible to remotely use employees, especially for IT
companies, which allows you to save significantly on rent, equipped workplaces
and more. Also, when outsourcing, additional benefits are associated with the
lack of costs for finding and training employees, registration of employment
relationships.

It 1s important to note that there is no need to abuse outsourcing and staff
leasing, as it weakens the links between employees, reduces the level of trust
and loyalty of employees to the company. In addition, the possibility of
commercial espionage is not ruled out.

However, in contrast to developed countries, where leasing is used not
only as a business model during the crisis, but also as an investment and
innovation model, in Ukraine, Staff leasing is becoming widespread only during
the crisis.

3) Corporate culture. Today, corporate culture is becoming a widely
recognized tool for effective Personnel Management, and therefore even small
businesses that work in the long run, has its formation as priority. At such level
this formation is manifested in the use of dress code, appropriate company
symbols and teambuilding. However, only 55 % of modern Ukrainian leaders
believe that ideally corporate culture should be in the enterprise; 40 % of our
entrepreneurs try to form it with the help of Western technologies; 35 %
acknowledge the need for it, but they lack neither the time nor the resources;
25 % generally consider it unnecessary [13]. At the same time, corporate culture

has a significant disadvantage — it resists the introduction of new strategies and
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methodologies, because they threaten the existing culture and structure of the

organization.

In addition to common features, there are also distinctive features in the

Human ResourceManagement of small enterprises in Ukraine and the European

Union (Table 2.6).

Table 2.6

Distinctive Features in The Human ResourceManagement Of Small

Business In Ukraine And The EU

Feature

Ukraine

Countries in
European Union

1. Employment

of
staff

dismissed

In the course of staff reductions at the
enterprise, the employee independently
solves employment problems

Outplacement
application

2. Development

of the
Work Institute

Decent

The low level of formalization of labor
relations in small enterprises provokes
social insecurity of staff.

Formality of labor relations is
manifested in the fact that: often
preference is given to oral labor
contracts, labor protection is rarely
guaranteed, flexible forms of coercion
of employees to work without paid sick
leaves and vacations are widely
practiced. Preservation and deepening
of insecurity, progressive social
injustice, shortage of decent working
conditions take place.

Adherence to
European standards
and principles of
decent work

3.Selection
Personnel

of

The recommendations in  small
businesses are in fact a confirmation of
the presence of the candidate's
acquaintances and colleagues who are
ready to answer their reputation for the
employee's actions. In other words, it is
important not only the content of the
recommendation, but the identity
(position) of the person who gives it.

When
Personnel,
prefer
evidence
candidate's
professional
capacity (availability
of
recommendations),

selecting
they
direct

of a
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Continuation of table 2.6

Personnel selection principles are | eliminating

focused not on direct but indirect | nepotism during
evidence of a candidate's professional | employment (giving
ability. preference to

relatives and friends
regardless of their
professional
qualities)

Source:developed by the author

Moreover, the following features of Strategic Human Resource
Management were identified based on the results of a survey among the leaders
of small food businesses in Ukraine and the EU countries:

1) business executives fully agree that the level of development of the
enterprise depends on the level of its employees skills;

2) in addition to professionalism, the main criteria for selecting employees
are: in Ukraine — the level of conflict, in the UK — the level of education and
professional experience. Moreover, it is important to note that education in the
EU is more important when hiring, in turn it is not in Ukraine;

3) enterprises have an adaptation period (1 month) and much attention is
paid to employee development through training, internships and mentoring.
Prerequisites for the development of the personnel are the expectations of the
Ukrainian entrepreneurs of the profitability growth in the enterprise; improving
customer satisfaction; the possibility of expanding the workers specialization
(the ability to replace workers in different departments) and for entrepreneurs
from the EU — all, the above listed, and in addition, reducing the level of defects;

4) in Ukraine, workers are involved in self — development through wage
increases; career advancement; participation in decision making regarding the
activity of the enterprise; in European countries, the growth of wages, the

awarding of bonuses and gifts are driving factors too;




100

5)small enterprises use economic, social — psychological and
administrative methods of staff motivation. However, the list of activities at
Ukrainian small business enterprises is narrower (mostly the cash reward is used
in economic methods) and not all employees are encouraged. For example, in
case of over — fulfillment of plans for the sales volume per month, only
management staff receives a salary bonus. In European countries, all employees
are motivated by bonuses for high performance, by payment for their training
and for absenteeism, compensation for the treatment and rest vouchers, setting

up pension increments.

2.2 Evaluation of Social Atmosphere in Small BusinessCompanies

An important indicator of the development of any team is its socio-
psychological climate. In addition to the fact that the socio-psychological
climate reflects the emotional relationships that have developed in the team,
complemented by emotionally colored mutual assessments of personal
characteristics of team members, the nature of professional and personal
contacts that collectively affect the emotional sphere of the human mental state,
reduce human life processes [109, p. 145], and it demonstrates the psychological
reserves of the team.

The state of the socio-psychological climate in the team depends on both
the leader (his/her ability to use adequate leverage on subordinates and regulate
their activities) and subordinates (their personal characteristics, such as the level
of professional «burnout», emotional intelligence, adaptive mobility and creative
potential, assertiveness, as well as the same understanding and acceptance of
organizational norms and values, cohesion in action, ability to work in a team,
ability to communicate, etc.) [109, p.145]. Hence, the culture of man’s
inhumanity to man plays an extremely important role in the formation of a

favorable socio-psychological climate of the company [6, 3, 8].


https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/over-fulfillment
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/compensation+for
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/pension+increments
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The psychological climate of the team is considered in terms of socio-
psychological (interpersonal relationships that demonstrate stable group
attitudes [82, p. 106]). And the moral and psychological climate of the team —
employee satisfaction with working conditions and activities.

Based on the type of socio-psychological climate of the team (favorable,
unfavorable, neutral), you can partially determine the quality of Strategic
Human Resource Management in the enterprise, identify problems of this
management and identify areas for improvement.

One of the most important indicators of the socio-psychological climate at
the enterprise is staff turnover. Possible causes of this phenomenon may be:

v low level of job satisfaction at the company, which is manifested by a
mismatch of expectations with reality — lack of career growth, irregular and too
intense work, unsatisfactory working conditions, etc.). This is a consequence of
the wrong Human Resource Management strategy. The wrong Human Resource
Management strategy also includes a weak adaptation policy, inefficient
candidate selection procedure, low level of employee motivation and violation
of S. Adams' Theory of Justice, etc.;

v’ the difficulty of hiring employees elsewhere due to high
unemployment, the need for additional training, the pre-retirement age of
employees;

v’ perception of employment at the enterprise as an opportunity to obtain
temporary earnings, etc.

The leader among the surveyed enterprises in terms of staff turnover in
2017-2019 was the Lviv Croissants Bakery (the value of the turnover ratio
ranged from 90-120%) — the number of laid off exceeds the average annual
number of staff. The lowest staff turnover rate (0%), which has not been
changed during the research period, was observed at Libo Company Ltd. At
Marketopt LLC, the staff turnover rate in 2017-2019 increased to 10%, and at
Sushiya LLC it has remained within 30% for three years (Table 2.7).
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But the situation with personnel changed in 2020-2021. This is due to the
coronavirus pandemic. Thus, in 2020, at Sushiya LLC and Lviv Croissants
Bakery, staff turnover was 100% and 120%, respectively. Such indicators were
affected by the reduction in the number of employees due to COVID-19. The
turnover rate at Marketopt LLC was 0%, as employees did not quit and there
was still a need for additional employees. At Libo Company Ltd. Turnover
increased because the government provided welfare, which encouraged
individuals to be unemployed rather than work.

To better understand the reasons for staff turnover at the surveyed
enterprises, it is necessary to divide the staff into administrative and working,

than calculate the staff turnover ratio in the context (table 2.7.).
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Table 2.7
Staff Turnover At The Surveyed Enterprises In 2017-2021
The average number of Number of dismissed employees Staff turnover ratio

Name of company employees, persons during the year, persons

2017 | 2018 | 2019 | 2020 | 2021 | 2017 | 2018 | 2019 | 2020 | 2021 | 2017 2018 2019 2020 2021
Sushiya LLC 12 12 12 6 10 4 3 4 6 1 30% | 25% 30% | 100% | 10 %
(November, 2013)
Administrative 2 2 2 1 1 1 0 0 1 0 50 % 0 % 0% 100 % 0%
staff
Working staff 10 10 10 5 9 3 3 4 5 1 30% | 30% 40 % 100 % 11 %
Lviv  Croissants | 11 12 11 5 9 10 14 12 6 1 90 % | 120% | 110% | 120% | 10 %
Bakery
(December, 2017)
Administrative 2 2 2 1 1 1 0 1 1 0 50 % 0 % 50 % 100 % 0%
staff
Working staff 9 10 9 4 8 9 14 11 5 1 100% | 140% | 1229% | 125% | 12,5%
Marketopt LL.C 38 42 49 50 50 0 3 5 0 3 0 % 7 % 10 % 0 % 6 %
(March, 2017)
Administrative 15 16 16 16 16 0 0 1 0 1 0 % 0 6,25 % 0% 6,25 %
staff
Working staff 23 27 33 34 34 0 3 4 0 2 0 % 11 % 12 % 0% 5,88 %
Libo Company | 25 27 30 29 30 0 0 0 6 1 0% 0 % 0 % 23% | 3,7%
Ltd.
(January 2009)
Administrative 3 3 3 3 3 0 0 0 0 0 0 % 0 % 0% 0% 0%
staff
Working staff 22 24 27 26 27 0 0 0 6 1 0 % 0 % 0% 23 % 3,7%

Source: developed by the authors.




Based on the analysis of staff turnover ratios in terms of working and
administrative staff at the enterprises of LLC «Sushiya», Lviv Croissants
Bakery, LLC «Marketopt», we can identify the following trends (features):

v’ the turnover ratio of administrative staff is lower than the turnover ratio
of working staff;

v’ staff turnover ratio at the enterprises in small cities in the first years of
operation 1s lower (Marketetopt LLC) than at the same enterprises in large cities
(Sushiya LLC, Lviv Croissants Bakery);

v’ the turnover rate at the food industry enterprises in small city
(Marketopt LLC) is lower than at the enterprises (Sushiya LLC, Lviv Croissants
Bakery) in large cities.

Staff turnover at the enterprise is influenced with the age of employees
and length of service at the enterprise. So, recruiters claim that:

v’ workers under the age of 25 are most prone to frequent job changes;

v’ the risk of dismissal of employees with length of work at the enterprise
for more than three years is lower than with length of work — up to three years.

Length of service at the surveyed enterprises (Table 2.8) is an additional
risk for Lviv Croissants Bakery, Marketopt LLC and Sushiya LLC, as the length
of work of some employees is less than 3 years.

Table 2.8
Employees’ Length Of Work At The Researched Enterprises (2022)

Length of work
Name of company

The smallest The largest
Sushiya LLC 6 months 5 years
Lviv Croissants Bakery 4 months 2 years
Marketopt LLC 6 months 3 years
«Libo Company Ltd.» 4 years 10 years

Source: developed by the authors.
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Regarding the age of employees, only in the Lviv Croissants Bakery the
average age of employees is 20-21 years. At the other enterprises, the average
age of employees is over 25 years. In addition, the bakery employs mainly 2nd-
4th years students or persons who have completed military training (army), the
main purpose of employment of which is mostly to obtain temporary earnings.

At all surveyed enterprises except the Lviv Croissants Bakery, employees
enjoy their job (Fig. 2.5). At this enterprise, only 16% of employees are satisfied
with their job, as well as 16 % of surveyed employees do not like work, while

68 % of respondents said they are indifferent to work.

don’tlike
probably don’tlike
indifferent to work
probably like
really like

0 20 40 60 80 100 120
%

B «Libo Company Ltd.» ™ Lviv Croissants Bakery mMarketopt LLC m Sushiya LLC

Fig. 2.5. The level of employee satisfaction with work at the surveyed
enterprises in November 2021

Source: developed by the author.

At the same time, the answers of employees of all enterprises regarding
whether they would like to change their work were significantly divided. 84 %
of Lviv Croissants employees would also like to change jobs. At other surveyed

food industry enterprises, most employees do not show a desire to change jobs:
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100 % of employees of Libo Ltd., 80 % of employees of Sushiya LLC, 70 % of
employees of Marketopt LLC. At the same time, when answering the questions
about returning to the current place of work, in case the employee stopped
working for some reason, most employees of the surveyed companies confirmed
that it had and only 32 % of employees of Lviv Croissants LLC were undecided,
and 68% would not return to this place.

We believe that the level of employee satisfaction with their job is
influenced by a number of factors: workplace equipment, workload, variety of
work, salary, health standards, relations with the immediate supervisor, relations
between employees, the possibility of training and so on. The results of the
research showed that all employees of Sushiya LLC and almost all employees of

«Libo Ltd.» (The exception is the «volume of work»): 83 % of employees are

satisfied, while 17 % — are undecided) (Fig. 2.6).
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Fig. 2.6 The level of employees’ satisfaction of the surveyed enterprises in

November 2021
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Source: developed by the author

Regarding the Lviv Croissants Bakery, all employees are satisfied with
the equipment of the workplace and health standards, 84 % of employees are
satisfied with the relationship with the immediate supervisor, 68 % — with the
variety of work. This company has problems with the amount of work and the
amount of wages, as only 8 employees are satisfied with the amount of work
(dissatisfied — 40 %), and 84 % of employees are dissatisfied with the amount of
wages, while 16 % are still undecided. Thus, we can conclude that the amount of
work performed by employees is poorly correlated with the amount of wages
they receive (expectations exceed reality).

Marketopt LLC has a problem with the opportunity for employees to
improve their skills, as only 40 % are satisfied and 60 % are undecided.
According to other performance, the number of satisfied is more than 50 %, and
all employees were fully satisfied with the equipment of the workplace, health
standards and relations with the immediate supervisor.

Thus, based on the results of the survey, it was concluded that the
relationships between employees and the manager at all enterprises is
satisfactory.Consider and analyze the portrait of the head of the enterprise in
relation to the degree of development (manifestation), according to employees,
such qualities as diligence, social activity, professional knowledge, concern for
people, insistence, responsiveness, amity, fairness, ability to understand people
and friendliness (assessment was carried out on a 5-point scale, where 1 — not

manifested at all, and 5 — totally manifested) (Table 2.7).
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Table 2.7
Assessment By Employees Of The Degree Of Manifestation Of The
Enterprises Heads’ Qualities, % (November 2021)*

Sushiya | Marketopt Lviv «Libo
LLC LLC Croissants | Compan
Bakery y Ltd.»
Diligence 100 100 100 83
Social activity 100 70 16 88
Professional knowledge 100 100 68 100
Concern for people 100 100 100 100
Insistence 100 100 100 100
Responsiveness 100 100 84 100
Amity 100 100 100 100
Fairness 100 100 32 100
Ability to understand people 100 100 68 100
Friendliness 100 100 52 100

* only the answers of employees who rated the qualities of managers within 4-5 points

are taken into account

Source: developed by the author

The managers of Sushiya LLC, Marketopt LLC and Libo Company Ltd.
have the above research qualities that have a positive impact on the formation of
socio-psychological climate in the team. At this time, the staff of the Lviv
Croissants Bakery said that they would like to see the leaders fairer, friendlier,
more professional and more active.

Also, the type and quality of the relationship between the manager and
employees can be evidenced by the level of trust, which can be partially
assessed by involving employees in setting goals and taking into account their
wishes, as well as the level of freedom (the degree to which employees can

change something at the enterprise).
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At the surveyed enterprises, employees are involved in setting goals:
management of enterprises usually consults with their employees regarding
decision-making (Fig. 2.7). The exception is the management of the Lviv
Croissants Bakery: as 68 % of employees noted, the management «never»

consults on improving the production process.
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®m Marketopt LLC Lviv Croissants Bakery «Libo Company Ltd.»

Fig. 2.7. Respondents' answers to the question «How often does your
management consult with you regarding decisions to improve the production
process?»

Source: developed by the author

However, the management of the bakery takes into account some wishes
of employees, although rarely (said 92 % of respondents). The wishes of
employees of Marketopt LLC and Sushiya LLC are more often taken into
account and the wishes of Libo Company Ltd. employees are always fulfilled,

which was confirmed by 67 % of respondents (Fig. 2.8).
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Fig. 2.8. Respondents' answers to the question «How often does your
management take your wishes into account?»

Source: developed by the author

The average level of the employees’ freedom in the company (the ability
to make certain changes in the company) was assessed on a 5-point scale, where
1 — low level of freedom (employees are not allowed to change anything, must
act clearly according to instructions), 5 — high level of freedom (employees are
allowed to make any changes). The leader in terms of freedom is Libo Ltd. (4
points out of 5). This figure is very high, which confirms the high level of trust
in employees. In second place — LLC «Sushiya» (3 points out of 5), next are
LLC «Marketopt» (2 points) and Lviv Croissants Bakery (1 point). It is clear
that the freedom level of workers depends on the type of activity, the
qualifications of the employee, his experience at the company, production
technology and so on. However, if the average level of freedom is 1, it means
that the initiative of all employees is restrained. However, given the contingent
of Bakery employees and their experience in this company, it is clear that a high

level of employee freedom is a risk for the entrepreneur, so he insures it by
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limiting the initiative — each operation has its own instructions, which must be
strictly followed. That is, the main tasks of the head at this stage are to provide
instructions to employees, coordination and control of their implementation.

The low level of freedom at Marketopt LLC can be explained by the short
existence of the enterprise on the market (only 3 years); gaining the work
experience by some employees in this area only at this company (when opening
the company there were no special requirements for staff qualifications and
length of service); the team goes through only the initial levels of its
development and therefore it is not possible to talk about the delegation of
authority by the manager (although some employees will have a low level of
freedom constantly, because they must strictly adhere to production technology).

Employees of Sushiya LLC have a fairly high level of freedom, in our
opinion, due to significant experience in this company and a significant level of
team development.Concluding on the level of head’s trust to employees, we note
that it is the highest at the company «Libo Ltd.», where the manager can
delegate their powers to employees. At other enterprises it is lower, which
indicates that it depends on a number of other conditions.

Thus, we can say that all companies have a healthy relationship between
manager and employees, as most employees are satisfied with the management,
although the head of Lviv Croissants Bakery should pay attention to the
development of such qualities as fairness and friendliness.

The results of the survey show that most employees at all companies,
except for the Lviv Croissants Bakery consider their colleagues nice and
friendly people: Sushiya and Marketopt LLC — 90 % each, the company «Libo
Ltd.» — 67 %. The rest of the respondents at each of the enterprises, as well as all
the respondents at the Lviv Croissants enterprise, believe that the team is

represented by different people (both good and not).
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Employees of all the companies, except for the Lviv Croissants Bakery
like the team with which they work (the results of the survey were distributed
within 1-4 points, where «1» means the team that the employee likes very much,
and «10» — the one that is very do not like). Respondents of the bakery described
the team within 5-8 points. From here it is possible to draw a conclusion about
unhealthy relations between employees at the enterprise. At the same time, an
important fact remains that all respondents can describe the personal qualities of
their colleagues (friendliness, generosity, honesty) and most of them can
describe their business qualities (professionalism, entrepreneurship, etc.).

The atmosphere in the team most employees of the surveyed enterprises
described as positive (answers were distributed within 8-10 points, where «1»
corresponds to an unhealthy, unsociable atmosphere, and «10» characterizes the
atmosphere of mutual understanding and respect). However, the majority of
employees (68 %) of the Lviv Croissants Bakery described the atmosphere at the
company within 5-6 points. At the same time, employees of Ukrainian
companies claim that conflicts in the team are rare, and 83 % of employees of
«Libo Ltd.» note that there are no conflicts in the team.

Most of the employees of the surveyed companies believe that after
retirement they would feel the desire to meet with team members and celebrate
holidays with them. The only exception is the employees of Lviv Croissants
Bakery, 16% of whom have not yet decided, and 84 % would not like to meet.

When describing the team on a 9-point scale (where «1» characterizes the
team that employees really like, and «9» — the one that does not like) — from
89% to 100% of all respondents except the Lviv Croissants Bakery believe that
they work in a team that is close to a good team (1-4 points) and 92 % of
employees of the Lviv Croissants Bakery do not like the team (6-8 points). As
usual, many companies hold joint celebrations of certain events in order to form

favorable relations in the team. An example is the Lviv Croissants Bakery, the
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management of which is interested in and promotes the organization of joint
celebrations of significant dates (birthday of the institution) or important, in the
opinion of the leadership, holidays. Sushiya LLC also uses this method of team
building. Marketopt LLC does not have any joint celebrations, which is a
consequence of the work schedule (the institution works every day, and
employees work in shifts). And at «Libo Ltd.» there is self-organization of
employees for joint leisure. This allows us to conclude about the high degree of
development of the team.

Thus, the relationship between the employees of the Lviv Croissants
Bakery is problematic, as evidenced with the employees’ characteristics of the
team in which they work, and the atmosphere in the team.

For a more detailed understanding of the socio-psychological climate in
the team, it is necessary to determine the type of climate — favorable,
unfavorable or neutral (by generalization) (Table 2.10), because the type of
socio-psychological climate affects productivity, activity and initiative of
employees.

Table 2.10

Signs ofa Favorable Socio-Psychological Climate inthe Team at The
Surveyed Companies, November 2021

Indicators of a favorable Sushiya | Marketopt Lviv «Libo
socio-psychological climate LLC LLC Croissants | Ltd.»
Bakery

Trust between employees + - - +
Sufficient awareness of the + + + +
team members about the tasks
and state of affairs in the team
A high degree of emotional + + - +
inclusion and mutual
assistance, if necessary
Awareness and responsibility + + - -
for the state of affairs in the
group by each of its members
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Continuation of table 2.10

High performance + + - +
Low staff turnover + + - +
High level of work ethic + + + +
No conflict in the team +/- +/- +/- +

Source: developed by the author

Thus, table 2.10 shows that at all enterprises except the Lviv Croissants
Bakery, a favorable socio-psychological climate has been formed. In addition,
the results of the survey prove that all enterprises have a favorable moral and
psychological climate.

Special attention should be paid to the activities of the investigated
companies in 2020-2021. The coronavirus pandemic made significant
adjustments to the activities of companies in all spheres of the economy in
general and the food industry in particular.

However, it is necessary to distinguish between the activities of public
catering establishments (restaurants, bars, and cafes), as well as enterprises
engaged in the retailing of food products.

According to the study by the Poster company, sales of public catering
establishments in Ukraine from March 12 to 15, 2020 decreased on average by
26 %, compared to the same period last week. During March 14-15, sales
decreased by 36 % [154].

In terms of cities, sales decreased both in the largest regional centers of
Ukraine (in Lviv the indicator decreased by an average of 23 %, in Kharkiv — by
20%, in Odesa and Dnipro — by24 %), and in the capital (by 24 % in four days
compared to the same period last week [154].

Companies in the food industry worked during the quarantine. However,
one of the main problems in these enterprises (which were located in the capital)

was the difficult access of employees to their workplaces, since many employees
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live in the suburbs. Therefore, the stoppage of public transport became a big test
for food-oriented enterprises [155].

According to the results of the Poster survey, the revenue of catering
establishments in June 2020 compared to June 2019 decreased by 20% (in 24%
of companies), decreased by 60-80% (in 24% of companies), decreased by 40-
60% (in 19% of companies), decreased by 20-40% (in 9% of respondents). Only
8% of surveyed companies received revenue in June 2020 at the level of 81%
and higher, compared to the same period in 2019 [129].

The main task for catering establishments in 2020 was to ensure the safety
of visitors and employees and the functioning of the establishment.

In 2020, UK small and micro enterprises faced the following challenges in
their activities:

1) Difficulties with staff search. The heads of the companies noted that
their companies had difficulties in finding candidates for the positions of both
dishwashers and managers. The explanation for this is that workers were leaving
the food industry for more reliable work in another area, which will be
insignificantly affected by COVID-19.

However, the government offered good social support to people at risk in
the workplace. This led to the fact that it was more profitable for employees to
receive help and not go to work (some of them took advantage of it).

In addition, due to the increasing amount of cleaning, it was necessary to
hire additional workers. It was also problematic because of the government
policy.

2) Implementation of safety measures regarding COVID-19. These
measures included: social distancing, use of personal protective equipment,
prohibition of restrictions on visitors in stores, etc. Information on how to

implement these measures was readily available (via Gov.uk or from local
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authorities), however, the main challenge was the supply of personal protective
equipment (including hand sanitizers and masks) [42].

At the same time, many businesses have started home delivery. This
required them to improve their websites, cooperate with delivery firms, improve
logistics, and implement new products (which belong to healthy food) to
distinguish their products from those of competitors.

The implementation of these measures occurred not only because the local
authorities carried out regular safety checks (food, social distancing, disinfection
procedures), but also because companies were concerned about the health and
well-being of their employees and customers.

3) Changes in personnel training. It concerned COVID and security
measures. Due to the observance of social distancing in micro and small food
industry enterprises with small premises, it was difficult to conduct staff training
according to usual standards.

4) Change of suppliers. Supply disruptions were caused by both Brexit
(February 1, 2020) and COVID. In the first case, the prices of products
increased (if the goods were from EU countries), and additional documents were
required. In the second case, companies mostly looked for suppliers of
packaging or goods that had already been packaged according to the security
measures. Therefore, enterprises either diversified suppliers (switched from one
supplier to 7-8), which subsequently reduced the cost of production, or changed
one supplier to another and, thus, the cost, on the contrary, increased.

Regarding the investigated companies, it is worthwhile to understand that:

1) in different countries (in Ukraine and Great Britain) various measures
were applied to limit the coronavirus and various measures - to help businesses;

2) Sushiya LLC and Lviv Croissants Bakery belong to the public catering
establishments, while Markettopt LLC and Libo Ltd. - to establishments selling

food products.
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The revenue dynamics of the studied enterprises in 2020-2021 can be
followed according to the data in table 2.11.
Table 2.11
Expected and actual indicators of revenue at the studied enterprises

in 2020 and 2021.

Company 2020 2021

name
Expected Actual Expected Actual
revenue revenue revenue revenue
indicators in | indicators in |indicators in | indicators in
2020 2020 2021 2021
compared to | compared to | compared to | compared to
2019, % 2019, % 2020, % 2020, %

Sushiya LLC 20 -40 30 32

Lviv 20 -45 40 35

Croissants

Bakery

Markettopt 15 10 10 8

LLC

Libo Ltd. 15 5 5 5

Source: developed by the author

The biggest difference between expected and actual indicators was
observed in 2020. For example, at Sushiya LLC and Lviv Croissants bakery,
revenue decreased by 55-60 % compared to 2019, but at the same time, at
Marketopt LLC and Libo Ltd. revenue increased. That is, the opposite trends
were observed in the studied enterprises: a decrease in demand for non-essential
products and a hyped-up demand for the most necessary food products (cereals,
salt, oil, etc.).

In 2021, Sushiya LLC and Lviv Croissants bakery showed higher growth

rates compared to the previous year, however, they only came close to the pre-
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crisis year (2019). LLC "Marketopt" and "Libo Ltd." demonstrated the
achievement of planned indicators.

In our opinion, the strategic management of the company's personnel in
the future requires:

1) Form employees' sense of belonging to the company. For this, it is
worth paying attention to the formation of organizational culture, personal
relationships and communication between managers and subordinates. A sense
of belonging is a basic human need. If it disappears (or is not formed), then the
labor productivity of workers decreases and staff turnover increases (due to the
dismissal of workers), which also negatively affects the degree of achievement
of the set goals.

2) Take care of the physical and mental health of employees. This is
due to an increase in the length of the working day, an increase in the workload
on employees of certain professions, and an increase in the level of stress due to
the need for a balance between professional and personal life. It is extremely
necessary to realize the role of human capital in the development of the
company and rethink traditional approaches to work with personnel.

3) Develop staff. While working in the conditions of the pandemic, the
company's employees had to quickly master new roles, regardless of their level
of education and qualifications, which requires companies to expand
opportunities for employee development (it was during COVID-19 that
Markeopt LLC rotated employees in such a way that each of the workers could
work in each department of the store and know the specifics of this or that job).
This, in turn, requires the development of an appropriate motivation system.

4) Change the wage system. During the pandemic, workers in some
professions were more in demand and performed important functions (cleaners,

packers), so there is a need to develop clear principles of remuneration, which
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should take into account not only the market value of labor, but also fairness,
transparency and the possibility of career growth.

The Corona crisis faced by enterprises in general, as well as small
enterprises of the food industry in particular, significantly affected business and
once again confirmed the value of personnel, and the importance of ensuring

support for the physical and mental health of employees.

2.3 Measuring the SHRM Performance and Effectiveness in Small

Business Companies

An integral part of the strategic management of personnel of the enterprise
is to ass ess the effectiveness of this management, which allows to increase the
effectiveness of the management process. Ambiguous views and approaches of
scientists to the problem of assessing the effectiveness of personnel management
were considered and analyzed by us in the article «Assessing the effectiveness
of human resource management strategy in the small business sector based on a
balanced scorecardy.

Strategic management of personnel development requires a systematic
approach, and the effectiveness of this management is measured by achieving
the company's goals in implementing this strategy [9]. These problems, in our
opinion, can be solved by a balanced system of indicators by D. Norton and R.
Kaplan.

This technique allows to objectively estimating the extent of the work
performed and efficiency of each employee, department of the companyas a
whole, using a set of indicators, united in a single (integral) system. At the same
time, balanced scorecard consists of goals which are interconnected (Strategic
Map). It allows to determine which indicators need to be changed in order to

achieve the ultimate goals.
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In our opinion, the main advantages of using a balanced scorecard at small
enterprises in the food industry are:

v’ inexpensive means of strategic management in the company;

v’ clear dedicated structure;

v' the possibility of transforming the company's mission into concrete,
tangible tasks and indicators;

v’ clear employees' focus on certain goals;

v it simplifies the development of material and non-material motivation
system for employees at the enterprise;

v' it accelerates adaptation the enterprise to changes in the environment.

We offer our own methodology for assessing the effectiveness of strategic
management of the enterprise. Goals and indicators of this system are formed
depending on the outlook and strategy of each particular company and consider
its activities in four components: Finance, Business Processes, Customers and
Personnel (development). Thus, given the above-mentioned features, we
propose Key Performance Indicators (KPI) for small enterprises of the food
industry for the construction balanced scorecard (BSC) due to the components
Finance, Business Processes, Clients, and Personnel (development) (tables 2.12,
2.13,2.14, 2.15).

Thus, according to the Finance component, the objectives for a small food
processing company can be (Table 2.12): increasing the profitability of an
enterprise / increasing the level of profitability of a company / reducing costs;
increasing in the value of a company / brand; increasing the efficiency of
financial risk management; growth of solvency / liquidity of the enterprise;

optimizing the use of assets and investments.



121

Table 2.12

Key Performance Indicator (KPI) For Small Businesses In The Food
Industry For Building Balanced Scorecard (BSC) For The Finance

Component

Possible aims for small
enterprises in food industry

Key Performance Indicators (KPI)

increasing the profitability of
an enterprise / increasing the
level of profitability of a
company / reducing costs

(\

production/capital/assets/unit of production
profitability;

profit (income/expenses) growth/decline rate;
production cost;

profit rate per employee

increasing in the value of a
company / brand

ANANENENEN

brand’s/company’s market price;

growth rate for brand’s/company’s market
price;

franchise’s value;

number of franchises sold

increased financial risks

management efficiency

AN

company’s income structure depending on
the source of income (operation income,
assets income);

v/ amount of acceptable profit/expenses
deviation
growth of solvency / liquidity | v capacity to pay/liquidity rate

of the enterprise

optimizing the use of assets
and investments

v

v

operating capital amount necessary to support
and increase production;
investments profitability

Source: developed by the author

The component Business Processes can be represented by the following

objectives (Table 2.13): expansion of production capacity; automation of service

processes; increasing the product quality; increasing the equipment quality;

improvements in efficiency in the operation of the fixed assets.
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Table 2.13

Key Performance Indicator (KPI) For Small Businesses In The Food

Industry For Building Balanced Scorecard (BSC) For The Business

Processes

Possible aims for small
enterprises in food industry

Key Performance Indicators (KPI)

expansion  of  production | v' fixed/operating capital value growth;
capacity v' product sales growth rate
automation of service | v/ number of self-service terminals;
processes j number of on-line orders;

automotive operations number (labour and
technical)

increasing the product quality

AN

faulty goods rate;
number of positive/negative feedback from
customers (regarding quality of goods);

v’ sales rate;
v" unsold products rate
increasing the equipment | v depreciation reserve ratio;
quality v’ average annual value for fixed capital;
v’ repairmen frequency (cost)/number of
breakage
improvements in efficiency in | v fixed-asset turnover;
the operation of the fixed | ¥ capital-output ratio;
assets v’ capital-labour ratio

Source: developed by the author

Regarding the Clients component, the main objectives of the company

may be (Table 2.14): increasing the quality of customer service / increasing the

customer satisfaction; growth of market share; increasing the number of

potential customers; expansion of the client base, etc.
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Table 2.14

Key Performance Indicator (KPI) For Small Businesses In The Food
Industry For Building Balanced Scorecard (BSC) For The Client

Component

Possible aims for small
enterprises in food industry

Key Performance Indicators (KPI)

increasing the quality of
customer service / increasing

the customer satisfaction

ASANENENENEN

income from one client (one bill value);
customer satisfaction rate;

quality of service;

transaction speed (service, food making);
customer’s loyalty;

number of customers who used company’s
service/goods second time

growth of market share

<

company’s market share compared to the
biggest competitive;
relative market share of the company

increasing the number of

potential customers

ANANENEN

number of web-page visitors;

average duration of visiting web-page;
number of people who saw the ad (youtube,
posters)

expansion of the client base

v
v
v

number of store-cards owners;
number of people who downloaded the app;
number of customers increase rate

Source: developed by the author

Thus, according to the component

Personnel (development) we can

formulate the following goals: growth of motivation; accelerating adaptation of

personnel / maintaining an optimal level of staff adaptation; support of favorable

socio-psychological climate in team; support / increasing the staff quality at the

optimal level; the formation of highly skilled workers team that contribute to

achieving the stated objectives of the enterprise. The degree of achievement of

these goals can be assessed using the key indicators identified by us (Table

2.15).
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Table 2.15

Key Performance Indicator (KPI) For Small Businesses In The Food

Industry For Building Balanced Scorecard (BSC) For The Personnel

(Development) Component

Possible aims for small
enterprises in food
industry

Key Performance Indicators (KPI)

increased staff motivation

AN

(\

wage fund;

average rate of compensations and social security
benefits payment

deviation in number of employees (planned and
listed);

workforce productivity;

employee’s loyalty level;

rate of expenses for salary in total expenses;
average salary rate;

the ratio of wages and labor productivity

accelerating adaptation of
personnel / maintaining
an optimal level of staff
adaptation

AV VAN N NRN

<

share of employees who quit company after
working less than a year;

level of social and psychological atmosphere
among staff (based on different methods)

support of  favorable
socio-psychological

climate in team

<

<

level of social and psychological atmosphere
among staff (based on different methods);
employees’ satisfaction with the organizational
culture;

staff stability ratio;

number of conflicts in a certain period

support / increasing the
staff quality at the
optimal level

number of trained employees;
number of certified employees;
average expenses per employee;
staff average age;

average level of experience;
staff education level;
employment turnover rate

the formation of highly
skilled workers team that
contribute to achieving
the stated objectives of

AN N O N N SRR

<\

turnover rate for highly qualified employees;
number of employees who actively participate in
increasing company’s efficiency;

number of trained employees;
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Continuation of table 2.15

the enterprise

réserve,;

staff members quickly

v' number of employees hired from personnel

v' number of employees who can substitute other

Source: developed by the author

Each enterprise forms its own objectives and key development indicators

depending on the strategy it pursues at this stage (dynamic growth,

entrepreneurial, profitability of the enterprise, liquidation, cyclical). But the

most important condition is the relationship among objectives: if the objectives

are not interconnected, the enterprise at this stage of development should not be

considered, because such objectives require a lot of resources, using of which

can provide a greater effect from their direction at achieving the interrelated

objectives (Figure 2.9).

Component
«Finances»
increased profitability/ decreased
expenses

Component
«Personnel(development
»
optimal level of human
recourses quality

Component
«Business Process»
Possible aims for prqduct quality
a company increased
N 4
\7
Component
«Client»

quality of service increased /
customer satisfaction rate increased

Figure 2.9. An example of the relationship between the strategic

objectives of the enterprise for all components of balanced scorecard (a
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simplified model of the Strategic Map, a balanced system of enterprise
indicators)

Source: developed by the author

Based on the Balanced Scorecard, we assessed the degree of
implementation of strategies by the surveyed companies in general and in terms
of the components of the Balanced Scorecard — staff, finance, business processes
and customers (table 2.16). The leader among enterprises according to the
implementation of the strategy is «Libo Ltd.» (in 2019, the strategy was
implemented by 77,5 %), in second place with a result of almost 73 % —LLC
Sushiya. Marketopt LLC has the lowest indicators of the strategy
implementation (indicator almost twice as low as the leader —40,59 %). It is
advisable to analyze the degree of implementation of the strategy in terms of
components of the Balanced Scorecard. So, at all enterprises except «Libo Ltd.»
the degree of implementation of the strategy on the component «Finance» is
above 100%: Marketopt LLC — 184,58 %, Lviv Croissants Bakery — 179,96 %,
Sushiya LLC — 121,84 %. However, the leaders in the strategy implementation
for the component «Finance» significantly differ in the degree of
implementation for other components. Thus, in Lviv Croissants bakery for the
component «Clients» the set goals are not only not achieved, but there is a
deterioration of the already achieved indicators (-8,33 %). A similar situation is
observed in Sushiya LLC (-10,56 %). In Marketopt LLC, the implementation of
the strategy by the components «Business Processes» (-30 %) and «Personnel»
(-0,02 %) is problematic. At the same time, there is also a low level of

achievement of goals for the «Customers» component — only 7,8 %.
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Table 2.16

The Degree Of Implementation Of Corporate Strategy By The Surveyed
Enterprises In 2021 On The Basis Of The Balanced Scorecard, %

Lviv
Components of . . Marketopt | Sushiya
Balanced Scorecard «Libo Ltd» | Croissants LLC LLC
Bakery

The degree of
implementation of 77,49 50,04 40,59 72,72
corporate strategy
Component «Finances» 44,64 179,96 184,58 121,84
Component «Client» 70,83 -8,33 7.8 -10,56
Component «Business 108.33 23.33 30 100
Process»
Component «Personnel 86.15 5.19 0,02 79,58
(development)»

Source: developed by the author

Special attention in the implementation of corporate strategy should be
paid to the component «Personnel». As mentioned earlier, Marketopt LLC has
problems with the implementation of goals for this component. The highest rate
of goals achievement for the component «Personnel» was observed at «Libo
Ltd.» (86,15 %), in the second place is«Sushiya LLC» (79,58 %), then —«Lviv
Croissants Bakery» (5,19 %).

Critical analysis of indicators allows us to conclude about the degree of
goal achievement in the development strategy of the enterprise, trends in certain
phenomena and processes. But this analysis does not assess the quality of the
strategy (for example, high degree of goal achievement may be not cause of
quality strategic management system, but underestimated (sustainable)
development indicators, etc.).

At Marketopt LLC, Sushiya LLC, Lviv Croissants Bakery the target and

actual values for staff development are 100%. This is ensured through

mandatory training for employment and periodic certifications throughout the
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year (motivation is a promotion, not a dismissal). Complete training is provided
by management staff (managers) and it is carried out about 3 times a year.

An indicator that requires detailed analysis is the average score of the
team's assessment of employees. The worst performance is observed in the Lviv
Croissants Bakery, where employees rated their team at 6 points (on a 9-point
scale, where 1 is a great team, and 9 is a terrible team). The value of this
indicator is confirmed by the level of job satisfaction at the enterprise — only
20 % are satisfied with the work, that is 20 percentage points lower than last
year. The consequences of such phenomena and trends level can be a low level
of labor productivity, hidden conflicts, neglect of employees and their work, and
so on. Quite the opposite situation at Libo Ltd., where all employees are
satisfied with their work and evaluate their team at 1,8 points.

Thus, the Human Resource Management strategy needs detailed
consideration. It is closely related to the overall strategy of the organization,
which changes from the stage of the life cycle — birth, growth, maturity, decline.
These stages correspond to the following strategies of the Human Resource
Management — entrepreneurial, dynamic growth, profitability and liquidation.

Lviv Croissants Bakery uses an entrepreneurial strategy, the main task of
which is to gain a foothold in the market. The most popular measures for Human
Resource Management at this stage are the development of organizational and
staffing structure, staffing table, job descriptions, incentives; formation of
criteria for selection of candidates for positions; selection of the least expensive
sources of recruitment, selection and evaluation of staff.

In its activity Marketetopt LLC, Sushiya LLC and Libo Ltd. try to
implement a strategy of dynamic growth, which focuses on expanding and
creating the company's image. The main prerequisite for its observance is the
emergence of new customers. The main areas of strategy, implemented by the

surveyed enterprises are:
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v’ staff adaptation — all hired employees have to adopt the corporate

culture quickly and with minimal

cost;

v’ staff incentives and promotion system — active bonuses development

and regulations are depending on the contribution and years of service, in-house

training programs are conducted;

v' staff is trained both on their own and with the help of external sources

of information.

In addition, at Libo Ltd. there is a delegation of authority and through

training in the formation of the company's personnel reserve, increases the

amount of incentive payments in order to maximize the interest of staff in work

and increase productivity.

Table 2.17

The Degree Of Implementation Of Corporate Strategy By The

Surveyed Enterprises In 2021 In Terms Of Components Of The Balanced

Scorecard, %

Possible aims and Key «Libo Cr(fi:sl;’n s Marketopt | Sushiya
Performance Indicators (KPI) | Ltd.» Bakery LLC LLC

Key Performance Indicator (KPI) for building Balanced Scorecard (BSC)
for the Personnel component

increasing staff motivation 58,33 69,64 55 105
formation of a team with highly

qualified employees who will help

achieve the goals of the enterprise 106,25 -50 15,38 100
maintenance / growth of staff

quality at the optimal level 100 16,67 -57,14 33,33
maintaining a favorable socio-

psychological climate in the team 0 -15,56 13,33 0
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Continuation of table 2.17

Key Performance Indicator (KPI) for building Balanced Scorecard (BSC)
for the Finances component

increasing the level of profitability
of the company 41,67 62,5 162,5 74,19
expenditure level of the company | 47,62 297,41 206,67 169,49

Key Performance Indicator (KPI) for building Balanced Scorecard (BSC)
for the Client component

incr?asing the quality of the client 37.5 41,67 96,26 75
service

increasing client satisfaction 100 -100 -130 -166,7
increasing the number of potential 75 3333 5714 60
clients ’ ’

Key Performance Indicator (KPI) for building Balanced Scorecard (BSC)
for the Business Process component

capacity expansion 108,33 23,33 -30 100

Source: developed by the author

Achieving the company's financial goals depends on achieving the goals
of the customer component — increasing the quality of customer service,
increasing customer satisfaction, increasing the number of potential customers,
which, in turn, largely depend on achieving the goals of the component «Staff)
(increase staff motivation, support / increasing the quality of staff at the optimal
level, the formation of a team of highly qualified employees who will help
achieve the goals of the enterprise, maintaining a favorable socio-psychological

climate in the team) (Fig. 2.10).
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Fig. 2.10. Strategic map Libo Ltd.

Source: developed by the author.

Thus, the analysis of the Corporate Management strategies and the Human

ResourceManagement strategies in the surveyed companies allowed us to draw

the following conclusions:

1) it is possible to assess the degree of implementation of corporate

strategy on the basis of the balanced system of indicators;

2) the role of staff in the enterprise should not be underestimated, as the

achievement of any goals of the company (financial, customer, etc.) depends on

the level and quality of development of its staff (see strategic map);




132

3) Qualitative analysis of Personnel development strategies at the studied
enterprises showed the existing problems in this area, the main of which are: low
level of attention to staff development, unsatisfactory level of socio-
psychological climate in the team (especially Lviv Croissants Bakery) and staff
motivation;

4) comparative assessment of the quality of the Human Resource
Management strategy at these enterprises requires a study not only of internal
characteristics (goals), but also the analysis of additional parameters (type and
level of competition, product range, customer specifics, etc.) and other

functional strategies.

Conclusions to the Second Chapter

For the thesis research in the experience of Strategic Human
ResourceManagement at the small food industry enterprises, private enterprises
from different Ukrainian regions were selected — LLC Sushiya (Kyiv), Lviv
Croissants bakery (Kyiv), Marketopt LLC (Poltava region), as well as the
experience of a foreign company (from Great Britain) — «Libo Company Ltd.»
was analyzed. The results of the analysis of the surveyed enterprises prove that
each of them pays much attention to Strategic Human ResourceManagement —
the leaders of the surveyed companies understand the importance of personnel
issues in enterprises, as well as the role of staff in achieving goals: increasing
profitability; increasing the level of customer satisfaction, increasing the quality
of their service; opportunities to expand the employee's specialization; reduction
the defect level, etc.

Peculiarities of Strategic Human ResourceManagement at the researched
enterprises are: employment orientation of employees with working experience,

wide specialization of employees (T-shaped employee model), use of tools of
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both tangible and intangible motivation, stimulation of employees' self-
development.

Among the problems of the studied enterprises in matters of Strategic
Human ResourceManagement are the following:

1) Dissatisfaction of employees with the performed work. Only 16% of
employees of the Lviv Croissants bakery are satisfied with their work, just as
16% of the surveyed employees do not like the job, while 68% of respondents
said that they are indifferent to work.

2) Low level of employee satisfaction with the type of relationship that
has developed between employees and the manager, as well as the socio-
psychological climate in the team. This problem is also evident in the Lviv
Croissants bakery: employees said they would like to see managers fairer,
friendlier, more professional and more active.

Unsatisfactory socio-psychological climate in the team is also manifested
in a low level of trust between employees and the manager. It is confirmed by
the low degree of involvement of employees in setting goals and taking into
account their wishes, as well as on the basis of the level of freedom (the degree
of permission for employees to make any changes in the enterprise). At the same
time, despite the fact that the professional development of staff of all enterprises,
including small ones, is based on the concept of lifelong learning, employees
note that managers pay little attention (some managers don’t pay attention at all)
to staff development.

The state of relations in the team reflects the assessment by team members
of their colleagues’ professional and human qualities, the atmosphere in the
team, the type of climate in the team, as well as the characteristics of the team as

a whole.
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3) Unsatisfactory policy of motivation and incentives for employees. This
issue is especially relevant given the characteristics of small businesses (lack of
career growth, low financial opportunities, etc.).

The importance of these problems is confirmed by the results of the
evaluation of the Strategic Human Resource Management effectiveness at the
enterprise, as well as the degree of achievement of the company's goals. Thus,
our assessment of the effectiveness of Strategic Human ResourceManagement
on the basis of the Balanced Scorecard (proposed in paragraph 1.3), proved that
there is a significant relation between the socio-psychological climate in the
team and the achievement of the company's goals. At the same time, it is
necessary to pay considerable attention to the level and quality of development,
as it also affects the level of achievement of any goals of the company
(financial, customer, etc.) (strategic map).

Thus, there is a need to develop areas of improving the socio-
psychological climate in the team, staff development, as well as both tangible
and intangible motivation of staff. It helps to increase the loyalty and interest of
employees together with the reduction of costs for compensation of labor costs
by employees.

4) The COVID pandemic has made adjustments to the activities of
companies, creating threats and opportunities for their development. At the same
time, the strategic management of personnel at enterprises has changed. So, the
key tasks in this direction are: taking care of the physical and mental health of
employees, developing personnel with the aim of increasing the
interchangeability of employees, forming employees' sense of belonging to the
company, etc.

The main statements of the dissertation’s chapter are reflected in the

following works: [4,5,7,8,90]
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CHAPTER THREE. The Major Ways of Improving Strategic HRM

In the Small Business Sector

3.1. Stratigic Directions of Training and Developing Employees

Rapid changes in the nature and content of labor, its intellectualization
and complications, the growth of mobility of workers and other trends in
modern development cause a constant increase in the importance of the human
factor of production as a decisive basis for all aspects of the efficiency and
competitiveness of economic activity. Personnel development plays an
important economic and social role in the development of the enterprise and the
country, as well as in human development. This is due to the fact that it is the
training of personnel that allows to solve important strategic tasks — to ensure
economic growth on an innovative basis, to ensure the implementation of the
advanced development model (at the state level), to improve production
efficiency and product quality (at the enterprise level), to improve the standard
of living, to create opportunities for the realization of their abilities, to increase
the competitiveness of the employee (at the employee level).

The leading role of high-quality labor force in ensuring the prospects of
development of domestic enterprises determines the objective need for
continuous growth of the qualification level of personnel, which occurs through
the continuous development of employees. Investments in personnel
development are one of the main factors in increasing productivity, overcoming
crisis phenomena and achieving high rates of economic growth. At the same
time, personnel development becomes the basis of the company's sustainability
in the strategic dimension [131].

It is proved that the economic effect of investments in the development of

personnel is higher than that of investments in the means of production: an
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increase in the cost of training employees by 10 % leads to an increase in
productivity by 8,5 %, while the same investment in capital allows you to get
only 3,8 % growth. In Western Europe, investment in human capital accounts
for about 75 % of the increase in national wealth [19, p.4]. International
practice shows that the development of personnel should be spent 5-10 % of the
wage fund.

Staff development is a systematic process of improving the knowledge,
skills and abilities of employees of the enterprise, which is implemented through
a set of legal, organizational, personnel, training, financial, investment and
information and consulting activities. The creation of an effective system of
strategic personnel development is an important component of the strategic plan
of its development and an important condition for its implementation and

contains these main stages (Figure 3.1)

Needs assesment

Monitoring Objective

Development

Implementation -
planning

Fig. 3.1. Stages of Strategic Personnel Development

Source: 114.
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The main subjects that ensure the development of personnel of small
enterprises of the food industry: the state and the enterprise. Secondary role
belongs to employees and international organizations. The role of the state is to
encourage small food industry enterprises to social responsibility. Although the
share of socially responsible enterprises is growing every yearin Ukraine (in
2018, 83 % of the surveyed companies used social responsibility practices
against 67 % in 2010 and 76 % in 2005) [152, p. 12], social responsibility
measures remain irrelevant for enterprises due to lack of funding (33 %) and
lack of incentives from the state (14 %) [152, p. 14]. The latter is also confirmed
by the results of the study of the center for «development of corporate social
responsibility», according to which the main incentives for the introduction of
corporate social responsibility in 2018, according to Ukrainian companies,
would be the introduction of preferential taxation (62,5 % against 75 % in
2010), reducing the administrative pressure of local authorities (38 % against
38,5 % in 2010) and providing them with proposals for social development
programs in the region (26 %). The second group of incentives is represented by
public recognition (26 %) and an increase in the level of trust and loyalty of
consumers and society (30,5 %). These data confirm the high level of
dependence of domestic companies on the activities of the state [152, p. 42].

At the same time, it should be noted that the main obstacles to the
implementation of corporate social responsibility are: the unstable political
situation in the country (48 %), the imperfection of the legal framework in the
state, which would contribute to this activity (46 % vs. 31 % in 2010), lack of
funds (37 % vs. 72 % in 2010), tax pressure (32 % vs. 33 % in 2010), lack of
own experience (29 % vs. 28 % in 2010) and lack of information on principles
and methods of corporate social responsibility implementation (26 % vs. 38 %

in 2010) [152, p. 43].
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At the same time, it should be noted that 76% of companies implementing
corporate social responsibility implement the policy of development and
improvement of working conditions of staff, 51 % of respondents provide
charitable assistance, 30 % — assistance to ATO soldiers and residents of the
ATO zone [152, p.22]. In addition, according to K. Gumenyuk and
V. Khachatryan, for the majority of companies that position themselves as
socially responsible, the responsibility in respect of personnel consists in official
registration for work, timely payment of wages, conducting training at work and
providing leave of no less than the legally established [131]. This is confirmed
by the survey results (Fig. 3.1), according to which the main measures of
socially responsible companies in relation to personnel are: regular increase in
wages and payment of bonuses to employees (65,5 %), payment of only «white»
wages (64 %), strict compliance with labor legislation (59 %), provision of
flexible hours (47,5 %) and career/vocational training of workers (44,5 %) [152,
p. 33]. In fact, this is a basic degree of social responsibility — elementary

compliance with the laws.
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We have no special measures, but we strictly adhere to the

o 59
labor legislation

We have a system of loans, money to pay for housing,
education, education and other high costs of our workers

We pay "clean" salary

We involve immigrants in our work | 14,5
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We regularly raise salaries and pay bonuses to employees
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L

Fig. 3.1. Distribution Of Respondents To The Question «Which Of These
Activities For The Staff Is Carried Out By Your Company?»
Source: developed by the authoron the basis of 152, p. 33.

The real social responsibility of the business in relation to the staff is a
purposeful social policy of the enterprise, the responsibility of the employer in
relation to the staff. It includes all the elements of decent work and high quality

of working life: not just paid on time, but rather high wages, normal working
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hours, respect for employees, social insurance and social guarantees,
occupational safety and health, the formation of a progressive corporate culture,
etc. [131].

Thus, given the high degree of dependence of the development of
corporate social responsibility in domestic enterprises on state support, in the
development of basic measures of the state to ensure the development of
personnel of small enterprises should take into account the international
experience of interaction between governments and employers in addressing this
issue (table 3.1).

Table 3.1
Types of Relationship Between Government and Employers in

Selected Countries

World countries Types of relationships
UK, Canada, Organizations have no legal obligation to train staff
Netherlands, USA, and Finance their training
Ukraine, Sweden
Germany, Japan, Employers voluntarily on their own initiative assume
Switzerland obligations for professional training of personnel
Belgium, Denmark, Employers and trade unions, with the assistance of
Netherlands the Government, establish funds for the development

of vocational training, retraining and advanced
training of personnel, the terms of use of which are
regulated by collective agreements

France, India, Ireland, On the basis of the current legislation, governments

Pakistan, Malaysia, introduce mandatory schemes of personnel training
Nigeria, Singapore, for organizations (companies), which mainly provide
Latin American for the introduction of a tax to Finance the training of
countries employees

Chile, Germany Governments stimulate organizations (companies)

that provide professional training of personnel,
primarily through the introduction of tax incentives

Source: 151, p. 32.
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For example, in Hungary, a common mean of state participation in the
financing of training of personnel of enterprises is the holding of grant
competitions among employees for scholarships for advanced training. They are
held twice a year by the Ministry, whose powers include the regulation of the
sphere of labor. For the provision of training annually allocated 2 million euros.
In addition, individuals enrolled in advanced training programs receive 30 % tax
benefits [151, p. 27-28]. Grant funding for advanced training of employees is
also common in Austria, the UK, and the Netherlands.

In Spain, tax incentives are provided to enterprises that provide training to
their employees. If enterprises have trained their staff at their own expense, they
are entitled to an annual staff development grant. Similar measures applied in
Chile, and introduced incentives on the taxation of enterprises of industry,
services and agriculture, which funded the professional training of the personnel.
Firms, depending on the volume of costs for professional training, can reduce
their income taxes by an amount within 1 % of the wage Fund. Exemption from
taxes occurs after reaching the upper limit of the cost of the training module (it
is established by the National service of training and employment) [151, p. 31].

In France, the system of professional education of personnel is financed
by the state and regional budgets, as well as by enterprises. Companies cover
their part of the costs in the form of apprenticeship tax, which is 0,5 % of the
wage fund (funds from which are sent to training centers that implement
appropriate programs). Under special conditions, if companies take several
students for training, they are exempt from this tax. At the same time, the wage
Fund of enterprises is subject to a special tax on the needs of alternative
education, which is primarily used to pay for vocational training of employees.
This tax is payable at the end of the year if the employer has not used the funds
for vocational training. According to the agreement between employers and

trade unions, enterprises with more than ten employees allocate at least 1, 5 % of
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the wage Fund for vocational training, and firms with less than ten employees —
0,25 9% [151, p. 31].

The system of educational vouchers for employee training is also applied
in the EU countries. A voucher is a targeted allocation of funds for certain social
needs of a person, in particular for education. The voucher does not cover 100 %
of the tuition fee, but compensates at least 60 %. The list of organizations that
can provide educational services for the voucher, the cost of the voucher and the
rules for its provision (accounting for the length of service of the employee,
confirmation of the need for social assistance, etc.) is determined by the state
[151, p. 27].

In Denmark, primary vocational education is provided to citizens by
educational institutions, companies and inter-firm training centres. Funding is
provided through the allocation of costs among all subjects of vocational
training on the basis of a legally-conditioned tripartite procedure, which
involves the participation of the state, employers’ organizations and trade
unions. In addition, state grants are allocated from the Danish national budget
for vocational training [151, p. 31].

In Sweden, employee training and corporate development are dealt with
by the employment promotion funds, which are organized under a collective
agreement between the Confederation of employers of Sweden and the Swedish
Confederation of trade unions. Financing of employment promotion funds is
mainly provided by contributions from member companies of the funds. The
amount of the contribution depends on the size of the company's payroll and is
determined annually at the conclusion of collective agreements [151, p. 31].

In some European countries, collective agreements provide for paid study
leave for employees. These holidays are financed from deductions from the

payroll and personal income of employees.
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An effective way to promote on-the-job training is to support mentoring,
including on a competitive basis. In Belgium, an «on-the-job training»
programme is being implemented where experienced workers (over 50 years of
age) provide individual training (300 to 480 hours per year) to young workers
with less than one and a half years of work experience. Companies, who support
this program, receive significant subsidies from the state, distributed according
to the scheme of the grant competition [151, p. 28].

In Ukraine, in 2018 the total average monthly costs per one full-time
employee of enterprises of food industry and small business companies
amounted to UAH 11 268 and 8 647 respectively, the average monthly costs of
enterprises for vocational training amounted to 11 and 9 UAH/person (0,1 per
cent of average monthly expenditure)respectively, expenditure on housing — 3
and 7 UAH/person (0.1 %)respectively, the cost of cultural and consumer
services—39 and 6 UAH/person (0,3 and 0,1 %) respectively,expenses on social
security of workers — 1931 and 1530 UAH/ person (17,1 and
17,7 %)respectively(table 3.2) [39, p. 34, 40]. An interesting fact is that the
structure of labour costs in the European Union in 2020 and in Ukraine in 2018

is almost the same (Appendix C).

Table 3.2
The average monthly labor costs of enterprises per capita in 2018

Manufacture of

food products, UAH/ Small UAH/

beverages and | person | businesses | person

tobacco

Total costs 11268 100 8647 100
wages 7701 68,3 6207 71,8
payment for overtime 532 4,7 421 4,9
bonuses and irregular payments 306 2,7 298 3,4
expenditure on housing 3 0,0 7 0,1
expenses on social security of 1931 17.1 1530 17.7
workers
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Continuation of table 3.2

costs pf enterpn.ses for 1 0.1 9 0.1
vocational training

cost 'of cultural and consumer 39 0.3 6 0.1
services

other costs 233 2,1 162 1,9

Sourse: 39, p. 34, 40.

Hence, the world experience confirms that the state can either directly or
indirectly influence the development of personnel of enterprises of any size and
any kind of economic activity, thus increasing the level of social responsibility
of enterprises. Thus, taking into account the world experience, the specifics of
food enterprises and domestic realities, the main directions and measures to
ensure the development of personnel of small food enterprises by the main
economic entities (state, enterprises, international organizations and employees)
were developed and presented in Appendix D.

In our opinion, the main state measures to ensure the development of
personnel of small food industry enterprises should be:

1) development of staff training and development regulations;

2) organization of national and international exhibitions (seminars) of
food industry products;

3) development of qualification system (bit depth);

4) development of platforms for training and professional development of
employees;

5) grants, competitions for free training of employees(advanced training);
vouchers for training; financing through the system of public-private
partnership; financing through the system of social partnership; application of

the system of preferential taxation for enterprises;
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6) explanatory work among enterprises on the need to improve the skills
of employees;

7) awareness-raising programmes for companies on the principles and
practices of social responsibility, including the use of international experience.

At the same time, enterprises should be socially responsible with regard to
personnel development, since according to the results of recent studies there is a
positive relationship between the company's investments in personnel
development and the rate of its shares, the attitude of employees to the company
and its income, the level of education of employees and their productivity.
Growth of 5 % perception of the company by its employees leads to an increase
in customer demand for products by 1,3 %, which in turn causes an increase in
profits by 0,5 %; a 10 % increase in the level of education leads to 8,6 %
increase in productivity [68, p. 57-58]. For companies, social investment is very
attractive because a large proportion of consumers in the US and the UK prefer
products from companies with socially responsible programs. The fact that
socially responsible business stimulates employees to increase and improve their
commercial activities is also worthy of attention.

Thus, in our opinion, the measures of a small food industry enterprise that
would contribute to the development of personnel should be:

1) formation of training management system; introduction of active forms
and methods of training of employees in the workplace; creation of insurance
funds and financing of professional development;

2) the use of a system of cards of individual professional development,
which will contribute to quality and comprehensive training in the enterprise.
Their essence is that within a year heads of divisions, observing behavior and
work of the subordinates can make the corresponding records in cards. At the
end of the reporting year, the Manager must analyze the cards for each

employee, on the basis of the results to organize this type of training, which is
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necessary for a particular employee. The introduction of these cards will make it
possible to choose for the employee the type of training that is most necessary
for the performance of official duties and will help to reveal its potential [19,
p. 139];

3) use of organizational and motivational support of employees in the
process of their self-education, higher education;

4) formation of a contingent of mentors for training or industrial training.
The company can provide experienced employees who would become mentors
for less experienced or new employees. In this case, the employee-mentor for
the year must work a certain number of hours (360-480 hours.). This will
improve the skills of employees and ensure self-realization of employees-
mentors;

5) attraction of external sources of financing for personnel development
(grants, sponsors, government and local development programs, public
organizations);

6) constant informing of employees about the opportunities and conditions
of professional training, internship or professional development at the enterprise
and beyond;

7) explanatory work on the need to improve skills;

8) creation of competition in the workplace in order to stimulate self-
development of staff.

As for the surveyed companies, the following measures should be applied
to each of them:

1) Lviv Croissants Bakery. To reduce staff turnover and attract the best
staff, it is necessary to develop the employer's brand. Although most Lviv
Croissants Bakery companies are open to franchising and the main condition for
selling a franchise is compliance with certain conditions, each individual

company can also influence the development of the employer's brand;
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2) Sushiya LL.C ta Marketopt LLC.Improving the quality of staff involves
the annual renewal of employee skills, as the surveyed food industry is not
characterized by outsourcing and freelance. In addition, these companies have a
small budget to improve the skills of employees, so it is worth using the latest
technology.

However, it is important to note that in addition to professional skills,
employees need to develop skills in the field of spiritual, physical and
intellectual development (for example, psychological training), which increase
employee loyalty to the company. However, you should also consider factors of

strategic personnel development (Figure 3.2).
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Figure 3.2. Factors of Strategic Personnel Development.

Source: 114.
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As for «Libo Company Ltd.», this company has no problems with staff
development — there 1s a full professional and psychological development of
employees.It is important to understand that development needs not only direct
employees, but also leaders of the companies. Because the worldview of
managers, their knowledge and values depend on the direction of enterprise
development in general and strategic personnel management in particular.

Despite the fact that the main role in the development of personnel
belongs to the state and enterprises, it is necessary to remember that market
relations require the support of competitiveness in relations between employees.
This in turn should stimulate their self-education and self-realization. The latter
is manifested in the transfer of experience through the creation of teaching
textbooks, video channels, blogs, mentoring and the like. It is the competition
between employees that stimulates the latter to improve their knowledge and
skills, to maintain an active life position.

Thus, the development of the company's personnel is aimed at the
formation of a person as a person and the highest value not only of the company,
but also of society. It is this investment project that has a synergetic effect: for
example, investing in the development of capital from one of the economic
entities leads to positive economic effects for all economic entities. This can be

demonstrated by the cross-investment matrix (table 3.3).
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Table 3.3

Matrix of Cross-Investment In The Development of Personnel Of

Small Enterprises Of The Food Industry

State Enterprise Employee
The growth of the Innovative development | Self-realization,
intellectual potential | of the enterprise, growth of

of the population, the
acceleration of
economic growth, the
lack of social tension
in society (reduction
of unemployment),
stabilization of

increase of
competitiveness of
production of the
enterprise, increase of
competitiveness of the
enterprise

intellectual, labor,
social capital of the
worker, growth of
competitiveness of
the worker in the
labor market

% revenues to social

V) funds, etc
Promotion of Increasing the level of | Reduction of staff
economic social responsibility of | turnover by
development and business, increasing establishing long-
economic growth of | consumer confidence in | term relations with
the national economy, | the company and its the employee,
improving the products, increasing the | development of
competitiveness of level of productivity social capital,
the country's and labor efficiency in | development of the
economy, ensuring the enterprise, reducing | employee's labor
innovative resistance to change, potential, growth of
development, simplifying the motivation to achieve

9 implementation of the | production of new production results

E model of advanced products, etc

F..: development of the

&= country
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Continuation of table 3.3

Reducing
unemployment,
reducing public
spending and
education, reducing
the level of
marginalization of
society

£
5

The increase in the level
of productivity and
efficiency of labor in
the enterprise,
innovative development
of the enterprise,
increase of
competitiveness of
production enterprises,
improve the
competitiveness of the
enterprise itself,
reducing resistance to
the changes, the
simplification of the
production of new
products

Simplification of
employment, growth
of competitiveness of
the worker in the
labor market,
increase of level of
self-assessment,
growth of level of a
salary, possibility of
career growth

Source: developed by the author.

Thus, public investment in the development of personnel of small

enterprises of the food industry can be presented in the following forms: tax

incentives to enterprises, state grants, vouchers for training, financing through

the system of social and public-private partnership and the like. This contributes

to the growth of the intellectual potential of the population, accelerating

economic growth, improving the competitiveness of the national economy,

ensuring innovative development, the implementation of the model of advanced

development of the country, reducing social tensions in society, reducing the

level of marginalization of society. At the same time, public investments will

contribute to the innovative development of the enterprise, increase its

competitiveness, increase the competitiveness of its products, and increase the
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level of productivity and labor efficiency at the enterprise reducing the
resistance of employees to changes, simplifying the production of new products
and the like. In addition, the positive effect is received by the employee —
increasing the educational and professional level of employees, improving
mental and physical abilities, increasing its competitiveness in the labor market,
wage growth, career growth, increasing the level of self-esteem.

Thus, the development of personnel of small enterprises of the food
industry-improvement of mental and physical abilities, human qualities, talents,
cultural development, education of high moral values, which is aimed at the
formation of a person as a person and the highest value not only of the
enterprise, but also of society — should take place with the active interaction of
the state, enterprise and employee. Only in this case it will be possible to feel the

synergetic effect of this investment project.

3.2. Implementation of Monetary and Nonmonetary Motivation

Strategies

In connection with the specifics of the small food industry in Ukraine,
which is manifested in the unsatisfactory level of social protection of employees,
flexibility in the organization of labor, the growing importance of personal
qualities of workers and, as a rule, the lack of vertical career growth and
personnel services, etc.), acquires specific features and personnel management
system.

The need to improve classical personnel management systems is also due
to the lack of bureaucratic relations that provided the necessary legal support.
The absence of a legal framework forces managers and subordinates to solve all
problems arising in the course of their interaction. At the same time, the lack of

classical management systems creates a lack of motivation tools — employees
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perceive career not in its traditional manifestation, but only as an increase in
their responsibilities. In addition, it is worth paying attention to the fact that
small businesses are closer in their relations between subordinates and the
employer, which unites them in their work.

Thus, the main motivating factors for the employment of workers in small
enterprises of the food industry are usually as following:

v' the convenience of the location of the enterprise;

v’ no restrictions in the choice of methods of performing the task and
promotion of individual approach;

v' remuneration for work depends on the specific results of the person,
the entire enterprise and the relationship with management;

v' the size of wages is not inferior to wages in large enterprises;

v' the close relationship between the employee and the employer allows
you to quickly solve any force majeure situations relating directly to the
activities of the enterprise, and the life of the employee and the like.

An entrepreneur (employer) is interested in the success of his enterprise
and low staff turnover (this is especially important for small enterprises, since
close ties between employees and managers contribute to high awareness of
employees about the performance of the enterprise), so he tries to create all
possible conditions for employees to ensure productive long-term employment
in the company. Thus, the most important, in our opinion, direction of
improving the strategy of human resources management in small enterprises of
the food industry is to improve the mechanism of motivation of economic
activity of employees of the relevant enterprises. It is from the development of
an effective motivational mechanism depends on the economic efficiency of the
enterprise.

In practice, the ideal situation is when the motivational goals of each

individual employee coincided with the interests of the enterprise and ultimately
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led to the success of the enterprise. Properly organized motivation system helps
to significantly improve the efficiency of staff, increase sales, improve the
production process and the level of customer service, without particularly large
material costs of the enterprise. This is due to the fact that when an employee
performs his duties with pleasure and his goals of self-development include the
development of the enterprise as a whole, his efficiency increases significantly.
But the lack of motivation, as a rule, leads to the loss of valuable employees and
in critical cases may lead to the termination of its activities. In addition,
disgruntled employees have a negative impact on the business reputation of the
enterprise [13, p. 212].

The efficiency of the economic mechanism of motivation of work of
employees is facilitated by the use of such forms of monitoring and adjustments
as the assessment of the transformation hierarchy and composition of the needs,
interests, values and motives of employees; monitoring the operation of
components of the mechanism and bringing the ratio of types of motivation and
their tools to the optimum state according to the criterion of efficiency of
production; analysis of results of operations and overall effectiveness of the
motivational mechanism [128, p. 8-9].

Hence, the improvement of the mechanism of motivation of economic
activity of employees of small enterprises of the food industry requires a
comprehensive and systematic study of the structure of personnel needs. The
main factors under the influence of which there is a transformation of the latter,
in our opinion, are as follows:

1) changes in the value orientations of employees. As A. Kolot noted,
sociological surveys and research in the field of labor prove that those workers
who started their work in the 90-ies have changed their value orientations. Self-
realization and self-development come to the fore [63, p. 63]. At this time, the

younger generation (generation «Y») is not indifferent to material well-being,
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although it does not consider it as an end in itself, but only as a means for self-
expression and realization of higher interests and needs. That is why, the new
requirements for the content of the labor process, working conditions,
psychological climate in the team come to the fore;

2) age and career stage of the employee. In career management, there are

several stages of career in which a person meets different needs:

v' preliminary stage (up to 25 years). During this period, a person can
change several different jobs in search of an activity that meets his
needs and meets his capabilities. If she finds such kind of activity-
there is her self-affirmation as a person growing needs for the security
of existence;

v’ stage of formation (25-30 years). The employee masters the
profession, acquires the necessary skills, his qualification is formed,
there is self-assertion and there is a need for independence. Concerned
about the safety of existence and health. There is a need to receive
wages exceeding the subsistence minimum;

v’ stage of promotion (30-45 years). There is a process of growth of
qualification, promotion. There is an accumulation of practical
experience, skills, growing need for self-affirmation, achieving a
higher status and even greater independence, self-expression begins as
a person. The efforts of the employee are focused on increasing wages
and health care;

v' conservation phase (45-60 years). There comes a peak of improvement
of qualification and there is its increase. At this stage, a person reaches
the heights of independence and self-expression, so interested to
transfer their knowledge to young people;

v' completion stage (60-65 years). There comes a career crisis: the

employee gets less satisfaction from work and experiences a state of
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psychological and physiological discomfort, self-expression and
respect for themselves and others reach a peak [99, p. 46-47];

3)type and level of development of organizational culture of the
enterprise. Organizational culture is an important component of solving practical
problems in the field of strengthening the motivation of employees. An
entrepreneur will not be able to get the maximum economic effect from the
activities of employees, if they are not United by common ideals, combining the
idea, basic principles, values and beliefs, management ideology, common
beliefs, expectations and norms, that is, the organizational culture of the
enterprise;

4) the economic situation in the country. The latter affects the formation
and development of the needs of the population of Ukraine. Thus, according to
the results of recent studies:

v" some Ukrainians are unable to meet their physiological needs (23,3 %

of the population are unable to buy the most necessary products,
16,3 %— necessary clothing, 45,7 % lack the necessary medical care,
23,7 % — necessary furniture, 35,4 % — good quality housing, 49,2 % —
in legal aid to protect their rights and interests);

v' in 2014 a growing proportion of households, which with a significant
increase in income, would have directed additional funds primarily to
meet the physiological needs (food, clothing, shoes, treatment);

v there is a special class — precariat (in Ukraine in 2012 precariums were
50,7% of the economically active population). Precariums have to
refuse to meet the security needs in order to meet the physiological
needs;

v" the culture of consumption of low — and medium-income groups of the

population is transformed under the influence of the phenomenon of
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glamour. These groups of the population have a need for statutory
consumption;

v’ social development leads to the emergence of new needs —

«information» [108, p. 10-11].

Today, domestic employers have a negative attitude to the motivation of
work or sometimes just ignore it. This is due to the high level of unemployment
in Ukraine: according to the national statistics, the load on one job in September
2018 was 3 people against 7 people in December 2017 (with the level of
registered unemployment in December 2017 of 1,4 %) [83] However, the
registered unemployment rate is significantly different from the unemployment
rate in Ukraine, calculated according to the methodology of the international
labour organization. For reference, in 2016 the unemployment rate in Ukraine
according to the methodology of the international labour organization was
9,3 %.

At the same time, according to the results of research, among those small
enterprises of the food industry that pay attention to the motivation of labor, the
main means of motivation is wages. It remains the only source of cash income
for the majority of workers of small enterprises of the food industry and allows
to satisfy their needs. Being the most mobile and flexible form in the general
personnel management system, wages perform three main and a number of less
important functions in the organization of personnel management: stimulation of
high-performance labor, reproduction of labor force and social function, which
ensures the implementation of the principle of social justice with respect to
obtaining their own income. With the weakening of one of these functions
weakens the influence of others. Therefore, an increase in the level of wages is
an important condition for the material promotion of high-performance labor of

personnel [118, p. 95].
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Other important means of financial motivation, which are actively used by
entrepreneurs, there are awards, bonuses, gifts, profit sharing program and the
like. Material benefits, both monetary and in-kind, are always an active
incentive for workers. The interest of employees in them is determined by the
fact that these benefits are mainly satisfied not only material, but also cultural
and spiritual needs of employees and their families.

In addition, non-material incentives play an important role in the
employee motivation system. Non-financial incentives include preferential
medical care, a system of internal training and refresher courses, various
programs of individual development. Non-financial incentives include the
following areas: the first of which is the creation of trust between the manager
and subordinates, which is achieved by establishing common values, that is,
employees are given clear objectives and goals of activities, the achievement of
which is carried out as a result of quality, efficient work and continuous
professional development. Also, employees have the right to participate in
decision-making on various topical issues of the enterprise, which is achieved as
a result of surveys, methods of «brainstorming» and in general allows them to
feel their involvement in the company; another direction of non-material
stimulation of personnel is associated with the development of employee
individualism. To do this, the enterprises take into account the opinion of each
employee, the employee at all levels delegated additional powers in the
management of production, distribution of profits, trust the preparation of
projects, which allows the employee to feel its importance in the functioning of
the enterprise.

Intra-firm programs and benefits are widespread in the United States:
companies offer a set of benefits from which an employee can choose the ones
that are most suitable for him at the moment. The employee is given the

opportunity to deduct to the pension Fund in exchange for hospital insurance,



158

participation in the insurance Fund of the company or flexible working hours,
various types of vacations. Us law allows the choice of benefits to be made once
a year and not reviewed before the end of the year.

Today, foreign enterprises are actively using indirect financing of the
employee, which provides for the transfer of a certain amount during the year to
a separate account, which the employee will be able to receive only after a
certain period (5-10 years). The availability of additional social protection is a
motivating factor for an employee who seeks stability after retirement. And the
company to some extent «binds» the employee to itself, spending less money
than if it would be necessary to raise wages [13, p. 213].

Thus, it can be concluded that the improvement of systems of motivation
in enterprises should take into account that the system of financial incentives
should be simple and understandable to each employee, be flexible, give the
opportunity to immediately encourage every positive result of the work. The
amount of incentive should be economically and psychologically justified (more
and less; more often, but less). Promotion of staff is important to organize on
such indicators, everyone perceives as correct.

As for moral incentives, they should include such means of attracting
people to work, which are based on the attitude to work as the highest value, on
the recognition of labor merits as the main ones. They should not be limited only
to rewards, their application provides for the creation of such an atmosphere,
public opinion and a moral and psychological climate in which the workforce is
well aware of who and how to work, and everyone is rewarded. This approach
requires assurance that the conscientious work and exemplary behavior always
get recognition and positive feedback, bring respect and gratitude.

Hence, the basic principles on which the system of motivation of
employees of small enterprises of the food industry should be based should be as

follows:
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v’ perception of the employee as a person, respect for him, his needs and
interests;

v' creation of safe and comfortable working conditions;

v' creation of conditions and provision of equal opportunities for
professional advancement of employees;

v' the use of objective criteria for assessing employee;

v' ensuring compliance of the employee's remuneration with the results
of his / her work;

v' fair distribution of income, participation of employees in profits;

v' involvement of employees in production management;

v' ensuring moral and social protection of the workforce [121, p. 12].

Regarding the restraining factors that affect the level of motivation in
Lviv Croissants Bakery and Marketopt LLC are:low level of employee
satisfaction with the amount of work, the possibility of professional
development, the level of wages. Another important factor is that leaders of
companies don’t consult with employees to improve the production process. The
latter factor affects the level of trust between managers and employees.

In addition, the motivational factors of employees are different in the
different countries around the world. So, in 2021, as a result of Attractiveness of
the employer’s brand Research in Ukraine and in the world, the main criteria for
choosing an employer by employees were identified (Fig. 3.3, 3.4). The study
involved 190,000 respondents from 34 countries (80 % of the world economy)

and 6,493 companies.
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Pleasant working atmosphere

Interesting project

‘Work-life balance

Figure 3.3. The main criteria for choosing an employer by employees in
Ukraine in 2021.
Source: 100.

The criteria for choosing an employer in Ukraine and in the world are
different. Despite the fact that the most important factor is wages, other factors
do not coincide. This situation is explained by the level of development of the

country and the population’s standard of living.

Competitive salary

Work-life balance

Job security

Figure 3.4. The main criteria for choosing an employer by employees in
the world in 2021.
Source:124.

On the basis of the above, we believe that an effective system of

motivation of personnel of small enterprises of the food industry should include:
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1) the use of indirect financing of the employee (transfer within a year of
a certain amount to a separate account, which the employee will be able to get
only after 5-10 years), which will allow the employee to ensure stability after
retirement, and reduce staff turnover and the company and, as a result, will lead
to increased productivity;

2) establishing of a dialogue between management and staff: the office of
the head of the enterprise should always be «open» to the ideas of employees.
The efficiency of staff increases when employees respect the head as a skilled
Manager, and do not feel fear of him;

3) the possibility of obtaining the company's products at reduced prices;

4) the possibility of free use for the benefit of the employee of the
property of the enterprise (car, composition, tools) or its lease;

5) the possibility of obtaining a short-term interest-free loan for urgent
needs, housing loan (especially in small towns), free financial advice;

6) professional development of employees, involvement of experienced
employees (mentors);

7) creating an atmosphere of openness and freedom of communication;

8) allocation of the employee's individual contribution to the overall goal
by means of personal and public recognition;

9) involving staff in decision-making;

10) provision of additional leave to employees for the best performance
(«employee of the year»);

11) focus on the selection of personnel in the first and last stages of career
development, since during this period the dominant needs are either gaining
experience or stable income and self-realization. At the same time, it is
necessary to carry out testing to determine the motivational profile of the
employee (in order to weed out ambitious employees) and the type of employee,

depending on the approach to building a career (it is desirable to hire «ants» or
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«masters» and avoid «climbersy, «ilyuzionist», «collectors» and «usurpers» [99,
p. 152-155]). This is due to the limited opportunities for career growth in small
enterprises of the food industry;

12) the possibility of providing employees with a set of benefits from
which they can choose once a year for themselves those that are most suitable
for them at present: contributions to the pension fund in exchange for hospital
insurance, participation in the company's insurance Fund or flexible working
hours, various types of vacations or remuneration using bonuses;

13) the possibility of providing employees with such forms of incentives
as one-time bonuses for anniversaries or holidays, free or for a small fee legal
assistance, collective insurance of passenger vehicles, providing a free day
among the week and the like.

In addition, it is important that the employers of the surveyed companies
include in the motivation system a list of benefits that will reflect the most
important trends in HR-benefits related to workplace flexibility, work-life
balance (family), mental health of employees, their value and importance to the
company, as well as a sense of purpose and involvement.

At the same time, it should be noted that an important role in the system
of personnel motivation should be assigned to the state, the market, directly to
the employee and civil organizations. Thus, state motivation is a set of actions
implemented by public authorities and aimed at creating, first of all, social
prerequisites for the economic activity of employees. The main forms of such
motivation should be:

a) tangible orientation — social guarantees, norms (for overtime; during
holidays, after hours and weekends; at night; during the shutdown, which
occurred through no fault of the employee; in the manufacture of products,

which turned marriage through no fault of the employee; employees under
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eighteen years of age, reduction of the length of their daily work, and the like)
and payment in wages, indexation of wages, state benefits;

b) intangible kinds of honors and distinctions, propaganda and agitation
formal employment, regulation of labor, programs of training and advanced
training abroad, guarantees economic freedom and rights, participation in the
state innovation and research projects. Indicator of the state of motivation of the
intangible focus is the employment rate of the population [128, p. 9].

It should be taken into account that market motivation is carried out
through the influence of competition, conjuncture and infrastructure of the labor
market on the factors of economic activity of employees. In order to improve the
efficiency of market motivation of economic activity of employees, it is
proposed to implement the following measures by public authorities: transition
to public-private partnerships in financing projects related to the development of
labor market infrastructure; the synergies between employment service and
educational institutions for attracting the latter to the approval of the list of
demanded professions and financial support of these institutions; intensive
introduction to the practice of employment services, new effective forms of
retraining of unemployed (to strengthen the practical orientation of the courses
through the use of interactive approaches, the proliferation of distance learning,
providing free information and teaching materials, which will reduce learning
time and to provide the required level of training [128, p. 10].

In addition, at the present stage the relevance of self — motivation-the
process of activation of the essential forces of the individual on the basis of self-
employee internal factors of its economic activity and their coordination with
external factors of influence on it increases. Elements of self-motivation are as
follows: analysis of internal factors of economic activity (needs, interests,
values, motives; knowledge and skills; life orientations; beliefs; emotional

feelings; habits and traditions) and identification of priority (the most important
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or updated) of them; coordination of the latter with external factors of influence
(motivational tools of the state, society, employers); planning and monitoring of
activities; self-assessment and self-control. Self-motivation of economic activity
of employees, on the one hand, increases the employee's desire for professional
self-improvement, and on the other hand, encourages productive work, including
the production of innovative products, which is in demand and has competitive
advantages. [128, p. 12].

The main tools of self-motivation are the usefulness of the results of
economic activity, the level of income, a sense of satisfaction from the process
of activity. In our opinion, in order to increase the efficiency of formation and
strengthening of self-motivation of employees of small food industry
enterprises, there should be: increasing the level of their autonomy in the
process of activity, providing an opportunity to formulate intermediate goals,
determine ways to achieve them and criteria for assessing the results; providing
access to information that relates to various departments of the enterprise; the
establishment meerestechnik coefficients; self-control of quality of
manufactured product [128, p. 12].

It should be noted that in the European economically developed countries,
a significant motivating effect on economic activity employees is performed by
public organizations: local communities, the media, trade unions for help
normative, analytical (conferences, legal advice, monitoring the actual state of
working conditions and labour relations in enterprises) and organizational
(strugglewith hidden injuries and violations of occupational safety through the
implementation of special investigations, preventive measures — vaccinations
and provision of medicines, protests and strikes, control over the conclusion of
tariff agreements) work [128, p. 10-11].

Therefore, an effective system of labor motivation in small food industry

enterprises depends on timely and systematic analysis of the structure and
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hierarchy of employees 'needs, monitoring of employees' professional skills with
the help of individual professional cards, state motivation policy, employee

motivation and activities of public organizations.

3.3. Improving Employee Relations as a Basis of HR-Strategy

Realization

The relationships between employees lead to increased productivity and
profit maximization, improvement of product quality, the formation of
competitive advantages of the enterprise [106], so their management is one of
the most important elements of personnel management in the enterprise and
takes its proper place along with the management of motivation and
development of personnel.

The main objective of the company in the management of relations
between employees is the formation, development and preservation of human
resources to achieve corporate goals by improving the moral climate in the team
and communication of employees, increasing their loyalty and readiness for
change, conflict management, effective and consistent remuneration [3,6].

Agreeing with John. Henderson, we believe that the management of
relations between personnel in small enterprises of the food industry should be
carried out in the following areas (Fig. 3.5):

1) management of employer-employee relations;

2) management of employee-employer relations;

3) management of relations between the ancestors.
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The relationship between the
employer and the employees
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the enterprise

The relationship
between the
employees and
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Employee
relations

Fig. 3.5. Relationship Management in a small food processing enterprise

Source:developed by author

However, there are difficulties with the allocation of measures to improve
each of the areas of relationship management, as some measures can
simultaneously affect the formation of relationships in all three directions.

Thus, the management of relations between personnel in the enterprise
involves the formation and/or improvement of corporate culture, the formation
of a favorable socio-psychological climate in the team, regulation and avoidance
of conflict situations, improving management style, management of staff
adaptation, support of individual orientation of staff, convergence of interests of
employees with the objectives of the enterprise development, regulation of
contractual relations.

The company, built on the unity of labor values of its employees, becomes
the most harmonious and dynamic form of the business community. The
prevailing labour values unite people into a single social community and

contribute to social cohesion.
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Corporate culture consists of organizational culture, the center of which is
the philosophy of business (management and marketing), as well as rules,
norms, principles, traditions, individual and group interests, underlying relations
and interactions both within the organization (employees with each other and
with the organization) and beyond. Sources of formation of corporate culture
are: system of personal values and ways of their realization; ways, forms of the
organization of activity and structure of the organization; the idea of the optimal
and acceptable model of employee behavior in the organization, reflecting the
system of intragroup values.

It should be noted that for the results of the study, the management of
small enterprises of the food industry pays little attention to the formation of
corporate culture, limited only to its individual elements — the dress code and
individual corporate events. However, we note that corporate culture arises in
any case, even without the will of management, since the establishment of the
organization. Such an uncontrolled corporate culture can become a factor
hindering the successful functioning and development of the organization.
Therefore, any process in the organization must be managed. Thus, from the
first minutes of the organization's existence, management needs to purposefully
form and manage the corporate culture. When forming a corporate culture, it
should be noted that its basis is the basic values of the nation to which the
majority of employees and managers of the organization belong.

Thus, in modern small enterprises of the food industry formed a corporate
culture should focus on continuous training, rotation, making rationalization
proposals, training, which is due to the rapid growth of innovative processes and
changes in market conditions, and the like. This requires the personnel
management system to organize appropriate courses, training programs,

seminars, and the like. In addition, since the formation and development of
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corporate culture is an innovation, it is necessary to work with the staff to adapt
it to changes.

The formation or introduction of changes in the existing corporate culture
should be carried out in compliance with the principles and requirements that
will ensure the maximum efficiency of such a process:

a) top management should be the initiator and guide of the changes;

b) the basis of the changes should be social training, which will give the
staff role models;

c¢) use of opportunities to influence the workforce through the creation of
group norms and values;

d) ensuring emotional impact on staff through extensive use of rituals and
symbols;

e) changes in corporate culture should apply to both personnel
requirements and management system requirements [3, p. 100-101].

Thus, the formation of a corporate culture will contribute to the
convergence of the interests of employees with the objectives of the enterprise in
achieving high productivity, improving production efficiency, obtaining high
economic results of entrepreneurial activity.

However, it is impossible to form a corporate culture without trust, which
is based on honesty, goodwill and reliability of partners — managers, employees
and the environment. The development of trust is possible only in the presence
of a favorable socio-psychological climate in the team. For some of the studied
enterprises (Lviv Croissants Bakery, Marketopt LLC), the main problems
related to employee relations are: unfavorable socio-psychological climate in the
team.

Assessment and analysis of the socio-psychological climate, its formation
by adequate methods of knowledge and transformation is an important aspect of

the management of the workforce, as in teams with a favorable climate reduces
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staff turnover, the level of conflict of their members, increases productivity. The
formation of a favorable socio-psychological climate in the team is one of the
important areas of its improvement, which are associated with the establishment
of interpersonal relations of employees, the development of spiritual, creative
potential of each member of the team as a unique and inimitable personality, and
contributes to the development of the team as a whole [109, p. 145].

An important role in the formation of a favorable socio-psychological
climate is played by the culture of emotional attitude of a person to a person. In
the complex world of emotional interaction of people there are many
contradictions, accompanied not only by the effect of compassion, complicity
and mutual understanding, but also psychological barriers of bias, rejection of
each other and alienation. Naturally, the creation of a favorable socio-
psychological climate involves overcoming these barriers of mental tension and
is accompanied by the tension of negative emotions that may arise in the process
of communication between people. The urgency of this task is determined by the
weight of potential latent creative energy of the personality, is inhibited by
psychological barriers [109, p. 146].

Today, one of the main tasks of managers in small enterprises of the food
industry is to improve the structure and content of the socio-psychological
climate in the team and the removal of unnecessary mental stress of staff,
through the dominance of administrative style and management methods. To
create a favorable socio-psychological climate in the team, it is necessary to:

v to create conditions for the organization of joint activities of
employees, to encourage activity, initiative, creativity;

v’ to find a common interest that would unite members of the team;

v’ to form the traditions of the team;

v’ to encourage employees to spend their free time together;

v’ to strive to engage in the life of the team of each worker;
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v’ to increase human values in the life of the team;

v" to listen to the interests of everyone, to dwell on a joint, compromise
solution;

v  to create conditions for improving the comfort of health and
maintaining positive relations between managers and workers;

v" to develop communication culture and communication skills;

v' to conduct special trainings to improve team cohesion and develop
skills in the team.

All this will contribute to improve the socio-psychological competence,
the accumulation of emotional capital of employees of enterprises [109, p. 147].

However, it should be noted that even with effective management in any
organization, conflicts may arise, since conflict is a constant companion of
human life and a natural condition for the existence of people. The main causes
of conflicts in small enterprises of the food industry are: the belief of employees
that in connection with certain actions of the head, conditions are created
through which their specific needs and aspirations can not be satisfied; the
incompatibility of abilities, views, positions, interests, desires, motives and goals
of individual employees; unfavorable management style; competition between
employees for power.

The conflict that has arisen in a given situation leads to a decrease in
productivity. An employee who is in a conflict situation, is in a state of
emotional tension, nervous disorder, experiences. However, the problem of
conflicts and their destructive impact on the company has another, constructive
side. In other words, some conflicts are not only possible, but even desirable.
This is due to the functional consequences of conflicts: identifying weaknesses,
resolving contradictions, creating new, more effective relationships between the
structural elements of the enterprise, employees, etc., stimulating labor and

others. That is, the conflict itself, and most importantly — the effective
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management of it, can lead to an increase in the level of competitiveness of the
enterprise and the effectiveness of its functioning.

Thus, the efforts of managers should focus not on conflict prevention, but
on competent and effective management, identifying characteristic forms of
behavior of employees in conflict situations, to turn them into a tool for the
development of the organization.

Solving a conflict situation, you need to first take into account the
interests of the case, as well as educational, cultural and intellectual level, the
Outlook of employees, interest, desire and their ability to perform work. The
choice of the best way to resolve the conflict depends on the people involved in
the conflict and the specific situation.

In the case of a pre-conflict situation, the priority actions of the Manager
should be:

v" find out the circumstances of the disagreements, their cause, sources
and the like;

v  to interview persons who own the information that arises a
contradiction;

v" to conduct an individual conversation with each of the parties to the
conflict in order to determine their views (opinions) about the situation and ways
to further work with them;

v' to determine the possible consequences of disagreements;

v' to take an active part in overcoming these differences.

If the conflict has already begun, it is necessary:

v' to use all recommendations proposed in the previous version;

v’ to take measures that exclude moral or material damage from the
parties to the conflict;

v to consider the conflict on its merits and give it a principled

assessment;
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v' to achieve the actual elimination of acute disagreements.

A very important factor that affects the level of conflict of employees and
the effectiveness of their relationship is the style of management. Among the
well-known management styles, the least suitable for solving conflict situations
and forming good relations between the personnel of the enterprise is autocratic
and liberal, since the goal of an authoritarian leader is to strictly control the
actions of subordinates, subordinate the team to their will, consciously limiting
contacts with employees, which reduces their activity, creativity and creativity.
Liberal leader, on the contrary, is characterized by excessive softness of
character and behavior, lack of scope in activities, lack of initiative and
expectation of instructions from above, unwillingness to take responsibility for
decisions and their consequences, little delves into the affairs of subordinates
and does not show sufficient activity, acts mainly as a mediator in relations with
other teams. The leader of this type is unpredictable in actions, because it is
easily influenced by others, is limited, doubts his own competence, is unclear
about his position in the service hierarchy.

A leader with a democratic style of management respects people, fairly
assesses the efforts of employees, creates the necessary conditions for the
performance of work, provides subordinates with independence, which
corresponds to their qualifications and their functions. He consults with them
and listens to their opinion, stimulates the initiative from below, showing respect
for subordinates, gives instructions not in the form of orders, but in the form of
proposals, advice and even requests.

The authoritarian-democratic style of management with the use of
administrative and economic methods of motivation prevails in the majority of
small enterprises of the food industry. However, it is worth noting that a
Manager who strives to be effective cannot constantly apply the same

management style in any production situation, because there is no universal
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style. The best style in a particular situation is one that is based on the real state
of Affairs. An experienced and competent leader skillfully uses different
methods, leadership styles, the most appropriate to a particular situation.

When choosing a style, managers use such basic criteria:

v' availability of experience and necessary information in subordinates;

v level of requirements for the decision to be made;

v structure and complexity of the problem;

v degree of involvement of subordinates in the Affairs of the
organization;

v the probability that an individual decision would receive the support of
the staff;

v' the interest of the performers as the result;

v' the probability of occurrence of the conflict of decision-making and
the like.

T. Peters and R. Waterman developed the concept of effective
management, according to which the components of an effective style are:

v focus on action and activism;

v’ attentive attitude to subordinates;

v’ promoting self-reliance and creativity;

v' creating conditions for maximum results;

v dedication to the chosen cause;

v" support of values and good traditions of the team;

v’ awareness of each member of the team of their responsibility.

Therefore, effective management should be based on the development of
employees, thus ensuring the growth of their productivity. From this we can
conclude that the ideal management style is a style that allows you to ensure the
successful solution of production tasks in combination with the conditions for

the maximum development of creative abilities of people. Its essence lies in the
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ability to build the work so that employees see it as an opportunity for self-
realization and confirmation of their own importance, which will contribute to
the staff's use of their capabilities and all its potential.

An important place in the system of improving the relationship between
employees belongs to the mutual adaptation of the employee and the
organization, which occurs in the process of gradual entry of the employee into a
new professional, social, organizational and economic environment.

Adaptation of new employees in enterprises is a direct and very important
measure to continue the process of hiring employees, because the company
already spends a lot of money when looking for a new employee. Therefore, it is
interested in the fact that a new employee, firstly, did not quit after a few weeks
or months, and secondly, as soon as possible began to bring the company a
certain income. At the same time, this event is necessary for employees, as it
reduces their level of anxiety in the new workplace and in the new team and
contributes to the growth of labor productivity. Thus, the system of labor
adaptation is beneficial not only to the new employee, but also to the company's
management.

For effective implementation of the adaptation process in small
enterprises of the food industry it is necessary to use the adaptation program,
which is designed for the period of probation and involves a number of activities
aimed at mastering the system of specialized professional knowledge and skills
necessary for this position, as well as their effective application in practice.

The purposes of adaptation programmes during the probationary period
include:

v' speeding up the process of entering the position of a new employee;

v" reducing the psychological discomfort of employees in their first
working days;

v' achieving the required efficiency in the shortest possible time;
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v' reducing the number of possible errors associated with inclusion in the
work;

v' preparation of employees for effective performance of functions and
duties in full, improvement of their level of qualification;

v' objective assessment of the real level of qualification and potential of
employees directly in the working process;

v" reduction of staff turnover and related financial losses;

v" reducing the number of dismissals of employees undergoing probation;

v new employee's attachment to the team, its structure;

v’ mastering the basic requirements of corporate culture and rules of
conduct;

v' prevention of interpersonal conflicts in units;

v' formation of personnel reserve.

In our opinion, improving the process of adaptation of workers of small
enterprises of the food industry should be carried out in such areas (Appendix ):
organizational adaptation (providing information about the duties, workplace,
colleagues, organizational structure, corporate culture), social and psychological
(acquaintance with colleagues, participation in trainings and events of the
enterprise) and production (explanation of professional duties, discussion of
tasks and performance indicators, mentoring, etc.).

In order to determine the effectiveness of adaptation, as well as the degree
of readiness of staff for productive activities within the organization, it is
necessary to periodically conduct a professional and psychological assessment
of the work of team members.

Thus, the correct adaptation procedure forms employee's loyalty to the
company and motivates for long-term cooperation, where he begins to look in
the same direction as the organization in which he works, knows its mission and

values, which allows to achieve the strategic goals of the organization.



176

At the same time, support for individual orientation of personnel should
become an integral part of the philosophy of personnel management of small
food industry enterprises in the future. Its essence is to change the attitude of
employers to their employees — the perception of them not only as a labor force,
but as ordinary people with their needs and desires. The philosophy of personnel
management of small food processing enterprises in the future should be based
on the awareness of the diversity of the needs of employees and the
development of such a program of individual orientation, which can be adapted
to the specific needs of each of them.

However, not always the management of small domestic enterprises of the
food industry pays enough attention to the development of positive relations
between workers in the above areas, justifying this by using administrative
methods, compliance with labor legislation and the presence of competition
among the unemployed for one job.

Thus, an important role in establishing effective relationships at the level
of «employer-employee» is played by contractual relations, which can not only
regulate the behavior of the two parties, but also become an effective tool for
increasing motivation, improving the socio-psychological climate in the
organization.

There is a low level of collective bargaining for small food processing
enterprises, so the focus should be on labour contracts. The latter are considered
today mainly from the legal point of view of the regulation of relations, and the
socio-economic component is lowered. On the other hand, in order for
employment contracts to become an important element of social partnership and
motivation system in small enterprises of the food industry, it is necessary that
they take into account a number of problematic positions, which today are

important for employees.
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In the world there is an increase in life expectancy, resulting in an
increase in the retirement age. Today, for example, in the EU countries the
average retirement age is 65 years for women and men, and in the most
developed countries it is 67 years. But for a number of countries, including
Ukraine, this leads to an increase in social tension and aggravation of social
experiences of workers, as Ukrainians (men and women, respectively) live on
average for 14 and 23 years after retirement. In order to reduce the level of
tension and increase the employer's responsibility to employees, we suggest that
the employment contract should contain a number of points in relation to:

v compulsory fixing of responsibility for professional development
before the employer for persons of pre-retirement age. According to the selected
stages of career according to the needs [99, p. 68], at the completion stage (60-
65 years), a person is preparing for retirement and is more concerned about the
future (pension payments) rather than the current inflow of money (i.e. wages).
And such workers are not ready to spend their own funds to improve their skills,
because in the short term for employees such costs will not pay off, and in the
long term he does not need to look. But for an employer, these costs are
important and necessary to maintain or improve productivity and efficiency. For
small businesses in the food industry, this is compounded by the fact that the
lack of career opportunities the main potential employees are people who start
their careers and want to gain experience (18-25 years) or pre-retirement and
retirement age (because in the structure of their needs there is no dominance of
career growth);

v' contributions to non-state pension funds part of the profit provided that
the high profitability of the enterprise. This point is especially relevant for
employees of Ukraine in the context of the pension reform, when in the near

future there will be a transition to non-state funded pension funds;
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v" in order to ensure the equality of employees regardless of their position
and to improve the quality and standard of living of employees, it is necessary to
ensure the same level of wage growth for both «ordinary» employees and
managers when concluding contracts. Thus, there will be not only an increase in
the level of income of employees, but also an increase in confidence within the
organization, improvement of the socio-psychological climate in the team and
social solidarity of employees. All this together will help to increase the level of
productivity of small enterprises of the food industry.

An important motivating element in the system of relations in the «head-
employee» is the fact that the head should not only take into account the factors
that affect the level of discontent, but also independently ensure the emergence
of certain motivating factors. And try to develop measures that would not affect
all employees, and take into account the individual needs of each employee. For
example, an increase in wages with increased hours of work can be a good
incentive for a single workaholic worker, but for an employee who has small
children, it can be a demotivating factor on the contrary.

If we consider the two-factor theory of motivation of Herzberg, we can
see that it depends on the effectiveness of the head of the impact of hygienic
factors on the motivation of workers, because only he is responsible for the
policy of the company and the administration, working conditions, wages, the
degree of direct control over the work, the stability of the workplace, and the
like. But these hygienic factors affect only the level of workers ' dissatisfaction
with work. That is, improving these factors, the Manager does not increase the
level of satisfaction of employees, but rather reduce the level of dissatisfaction
to zero. Thus, it can be concluded that the system of relations «employer-
employee» should be aimed at minimizing or approaching zero level of

dissatisfaction of personnel of small enterprises of the food industry.
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The improvement of interaction between the employer and the employee
should be ensured not only by the desire of the former (or their demonstration)
to motivate their employees, but also by the development within the enterprises
of real legal documents regulating material incentives, their size and payment
procedure. The clearer and more detailed these rules are, the higher the level of
motivation and trust between the employer and the employee, and therefore the
quality of such relationships improves. In fact, it is about transforming the key
production indicators (KPI) and the employer's goals into clear figures for
employees, for the achievement of which they can receive additional
remuneration. In particular, in this perspective we propose that the employer:

v’ for each employee developed and fixed on paper or electronic media a
system of key indicators, based on the company's KPI, which would evaluate
their work and determine the level of the award;

v’ be sure to determine what the employee receives a fixed level of
wages, and for that-may vary;

v" introduced the indicator «budget savings», so that employees do not
neglect the company's funds and to strengthen the level of collective
responsibility on the part of employees. Most of these funds should be redirected
to bonuses or surcharges, to increase the level of employee motivation;

v' developed uniform bonus standards for all employees or divided them
into groups and formed for them the same criteria for evaluating performance
and bonus rates;

v' approved the «Regulations on the system of corporate bonuses at the
enterprise» with the obligatory reflection of all essential conditions (bonuses and
reprimands, interest, criteria, indicators, terms, etc);

v" allowed to join the employees to develop bonus systems and assess the

effectiveness of their work.
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Thus, for the studied small enterprises of the food industry, the priority
directions for improving the management of relations between personnel at the
enterprise should be: improving corporate culture, the formation of a favorable
socio-psychological climate in the team through constant sociometry and the use
of team building methods, conflict management, improving the management
style in the direction of supporting the individual orientation of personnel and
the use of the situational approach, managing the adaptation of personnel,
regulation of contractual relations. All these measures, in our opinion, will help
to bring the interests of employees closer to the development goals of the

enterprise and, as a result, will lead to an increase in its competitiveness.

Conclusions to the Third Chapter

The selected and analyzed problems of Strategic Human Resource
Management at the studied enterprises require the search for new and
improvement of existing conditions and directions of overcoming these
problems.

In order to improve the Strategic Human Resource Management in small
food industry enterprises, especially in the Lviv Croissants bakery (Kyiv), in this
section areas for improving the socio-psychological climate in the team and new
tools of tangible and intangible motivation were developed, as well as directions
of Human capital development are proposed.

The leading role in the development of small enterprises of the food
industry — ensuring the constant growth of staff skills, improving mental and
physical abilities, human qualities, talents, cultural development, development
of high moral values — belongs to the state, enterprise and employee. In the case
of active interaction of these economic entities can the synergetic effect of this

investment project be felt.
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The social responsibility of enterprises, the level of development of which
can be actively influenced by the state, is an effective direction of staff
development. In addition to the positive relationship between employee attitudes
and income, employee education and productivity, social investment is very
attractive to companies, as a significant proportion of consumers in the US and
the UK prefer the products of companies with social responsible programs.

Another area of improving the Strategic Human Resource Management in
the studied enterprises of the food industry is to upgrade the motivation
mechanism of employees' economic activity. It requires a comprehensive and
systematic approach for studying the structure of staff needs, which are
transformed under the influence: changes in the values of employees, age and
career stage of the employee, type and level of organizational culture, economic
situation in the country.

Improving the system of material motivation in the surveyed companies
should be simple and clear to each employee, be flexible, provide an opportunity
to immediately encourage every positive result of work, and the size of the
incentive should be economically and psychologically justified. It has been
studied that in small food industry enterprises one of the main means of
motivation is wages, which for most employees is the only source of income and
allows them to meet their needs. At the same time, it is worth paying special
attention to intangible incentives, as they form the level of employee loyalty to
the company.

The basis of the enterprise stability in the strategic dimension, along with
staff development is the quality of relationships in the team. The main role in
this process should belong to the manager, because this person must not only
take into account the factors that affect the level of dissatisfaction, but also to
ensure the emergence of certain motivating factors that would take into

consideration the individual needs of each employee and increase employee
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satisfaction. That, in turn, would have a positive effect on employees' self-
motivation for development.

In our opinion, the improvement of Strategic Human Resource
Management in the studied small enterprises of the food industry should take
place in the following areas: improvement of corporate culture, use of team
building activities, conflict management, improvement of leadership style to
support individual orientation and use of situational approach etc.

The main statements of the dissertation’s chapter are reflected in the

following works: [3, 6]
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GENERAL CONCLUSIONS

Conducted research led to solving Scientific task of the work which was
grounding of the specificity of the Strategic Human Resources Management at
small companies and evaluation of its effectiveness. It makes possible to
significantly improve small business functioning and development.

This thesis research allowed to make the following conclusions and to
propose the following offers:

1) The variability of the external environment required the search for
long-term competitive advantages of enterprises, which led to systemic
transformations in management: the separation of Strategic Human Resource
Management as an organic component of the overall strategic unit; emergence
of new organizational strategies of efficiency and innovations; transformations
of organizational culture as an integral component of competitive advantages at
the enterprise.

We mean by the Strategic Human Resource Management, as a new stage
of enterprise management, a comprehensive approach to Human Resource
Management, aimed at developing and implementing its competencies,
motivations, which will be used in one area or another to increase the socio-
economic effect of its application (ensuring sustainable competitive advantages
of the enterprise and achieving individual and organizational goals; formation
and development of innovative economy).

The main elements of the StrategicHuman Resource Management in the
enterprise: the presence of a holistic overall concept of enterprise development;
the level of efficiency of the systems of formation and development of human
capital operating at the enterprise; compliance of the organizational structure of
the Strategic Human Resource Management at the enterprise with the tasks of its

development; compliance of levels and methods of Strategic Human Resource
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Management of the enterprise with current and perspective requirements of its
development; parameters of organizational culture of the enterprise;
opportunities for staff formation from various sources, paying special attention
to their own «cultivationy»; the knowledge of human capital managers about the
state of the environment and its possible changes; the level of strategic thinking
of owners and managers of human capital development.

2) Strategic Human Resource Management of the enterprise has its own
characteristics depending on: the size of the enterprise, the level of staff
competence and talent, the degree of staff loyalty to management and the
company as a whole, the effectiveness of incentives, its own staff development
base.

The main features of Strategic Human Resource Management in small
enterprises are: the dependence of all personnel procedures on the managers’
professionalism and personal qualities; blurred boundaries of division of
professional responsibilities among the company's staff; high level of awareness
of the company's employees about the state of affairs at the enterprise; a specific
system of staff motivation due to the lack of vertical career growth in small
enterprises, etc. Based on the above, the Human Resource Management policy,
which is a strategic line of conduct of the employer in relation to employees,
should contribute to the achievement of the company's business goals. In
addition, in order to ensure consistently high levels of performance, the
company will also develop its corporate culture so that the quality and efficiency
of work in each workplace become the main value and pride of every employee
of the company. This approach will provide the company more effective
management in non-standard situations, in the absence of clear rules and
procedures.

3) Measuring the effectiveness of Human Resource Management in the

enterprise is an integral part of the management process. The effectiveness of
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Human Resource Management can be assessed using three groups of indicators:
1) the final results of employees (gross profit, income, cost, level of profitability,
product quality, costs of enterprise management, etc.); 2) indicators of
productivity, quality and complexity of labor (labor productivity, the ratio of
productivity growth and wages, the frequency of occupational injuries, loss of
working time per employee, the average wage per employee, the quality of
staff); 3) indicators of social efficiency (staff turnover, level of labor discipline,
the ratio of workers and employees, reliability of staff, uniformity of staffing,
socio-psychological climate in the team).

4) The study of the experience of Strategic Human Resource Management
in small food industry enterprises was carried out at Ukrainian and foreign
enterprises: Sushiya LLC (Kyiv), Lviv Croissants bakery (Kyiv), Marketopt
LLC (Poltava region), «Libo Company Ltd.» (United Kingdom).

The results of the study prove that in modern conditions at the enterprises
of the country insufficient attention is paid to the formation of the Human
Resource Management system as a whole set of interacting elements, which
ensures the adoption of economically sound management decisions. Experience
has shown, the problem solving of the Human Resource Management is mainly
limited to studying of issueses of remuneration at the enterprise.

The researched enterprises use tools of both tangible and intangible
motivation — rewarding employees for high performance (mostly only
management staff); payments in case of no absenteeism; recognition of the
merits of the employee in the form of praise, gratitude; greetings with significant
dates, taking into account the wishes of employees regarding decisions on
improving the production process. However, employers believe that raising
wages is the best tool to keep an employee in office. 84% of Lviv Croissants
bakery employees are dissatisfied with their salaries, while only 60% of

employees at Marketopt LLC are satisfied with their wages, respectively.
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Professional development of employees is not a priority of all surveyed
enterprises, although the concept of lifelong learning is preferred. Yes, the
management of «Libo Company Ltd.» and Sushiya LLC constantly conduct
trainings, internships and use mentoring (employees are completely satisfied
with this opportunity); employees of Marketopt LLC and Lviv Croissants bakery
undergo only training-reminders of the technology rules and study of
instructions.

The corporate culture, which is not limited to the presence of a dress code,
but also the formation of appropriate values, is present only in small businesses
located in large cities.

5) Socio-psychological climate is one of the key indicators of the
development of any team. When describing the team from 89 % to 100 % of
respondents believe that all companies except the Lviv Croissants bakery
suggest that they work in a team that is close to a good team. 92 % of employees
of the bakery Lviv Croissants bakery don't like the team very much.

The atmosphere in the team was described by the majority of employees
of the surveyed enterprises as positive, except for employees of Lviv Croissants
Bakery. This indicates an unhealthy relationship between employees.

At the researched enterprises in order to form favorable relations in the
team and its cohesion hold joint celebrations of certain events. At Sushiya LLC
and Lviv Croissants Bakery, the management tries to use the team building
method — it promotes the organization of joint celebrations of significant dates
or important, in the management’ opinion, holidays. Marketopt LLC does not
have any joint celebrations, which is a consequence of the work schedule (the
institution works every day, and employees work in shifts). And at «Libo Ltd.»
there is self-organization of employees to conduct joint leisure, which may
indicate the formation of microgroups at the enterprise, as well as insufficient

attention of management to their own team.
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v 6) Human Resource Management in conditions of increased
competition should be related to the business strategy of the enterprise, focus on
trends and development plans of the organization, achieving its key goals, take
into account long-term development of the organization, ensuring its market
independence, maintaining financial balance and more. Such a systematic
approach to assessing the effectiveness of Human Resource Management, in our
opinion, can provide the Balanced Scorecard of D. Norton and R. Kaplan. This
technique allows you to objectively assess the amount of work performed and
the efficiency of each employee, a division of the company as a whole using a
set of indicators combined into a single (integrated) system. The author’s
contribution is a set of special indicators, which include
production/capital/assets/unit of production profitability; fixed/operating capital
value growth; product sales growth rate; income from one client (one bill value);
customer satisfaction rate; number of store — cards owners; number of people
who downloaded the app; rate of expenses for salary in total expenses; level of
social and psychological atmosphere among staff (based on different methods);
number of conflicts in a certain period; average expenses per employee; number
of trained employees; number of employees who can substitute other staff
members quickly.

Based on the Balanced Scorecard, the degree of implementation of
strategies in the surveyed enterprises in general and in terms of components of
the scorecard — staff, finance, business processes and customers was assessed.
The leader among the enterprises is «Libo Ltd.» (in 2019, the strategy was
implemented by 77,5 %), in second place with a result of almost 73 % — Sushiya
LLC. Marketopt LLC has the lowest indicators for the implementation of the
strategy —it’s almost twice lower than the leader (40,59 %).

Critical qualitative and quantitative analysis of corporate management

strategies and Human Resource Management strategies in the surveyed
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companies allowed us to draw the following conclusions: the surveyed
enterprises have problems in the field of Human Resource Management, the
main of which are: low level of attention to staff development and the
development level of the socio-psychological climate and social ties in the team,
problems in the system of staff motivation.

7) The above-described problems that exist in the studied enterprises, and
relate to the development of the Personnel and their training, in our opinion, can
be solved by the interaction of such economic entities as the enterprises, state
and the employee. This is explained by the fact that the development of the
company's staff is aimed at forming a person as the highest value not only of the
company but also of society. This investment project that has a synergistic
effect: for example, investing in the development of capital by one of the
economic entities leads to positive economic effects by all economic entities.

Public investment in the development of Personnel of the small food
industry enterprises can be presented in the following forms: tax benefits to
enterprises, government grants, training vouchers, funding through a system of
social or public-private partnership, and so on. Positive effects for the employee
will increase his/her educational and professional level, improve mental and
physical abilities, increase competitiveness in the labor market, increase wages,
career opportunities and improve self-esteem.

In our opinion, the measures for a small food industry enterprise that
would promote staff development should be: formation of a training
management system; implementation of active forms and methods for training
workers in the workplace; creation of insurance funds and financing of
professional development; use the system of cards for individual professional
development; organizational and motivational support of employees in the
process of their self-education, getting high education; formation of a contingent

of employees-mentors for internships or industrial training; involvement the
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external sources of funding for staff development (grants, patrons, government
and local development programs, NGOs); constant informing of employees
about the opportunities and conditions of professional training, internship or
advanced training at the enterprise and abroad; explanatory work on the need for
professional development.

Although the main role in staff development belongs to the state and
enterprises, it is necessary to remember that market relations require maintaining
competitiveness in relations between employees. It is the competition between
employees that stimulates them to improve the knowledge, skills and abilities, to
lead an active life position.

8) Problems with staff motivation at the surveyed enterprises (domestic
employers have a negative attitude to work motivation or sometimes just ignore
it) require improvement of this mechanism, which, in turn, requires a
comprehensive and systematic study of the structure of staff needs. The main
factors which have the impact for transformation, in our opinion, are: changes in
the values of employees, age and career stage of the employee, the type and
level of organizational culture of the enterprise, the economic situation in the
country.

The main areas of improving the system of staff motivation at the
surveyed enterprises should be: establishing a dialogue between management
and staff; the possibility of obtaining the company's products at reduced prices;
the possibility of free use the enterprise’s property (car, warehouse, tools) or its
lease for employee; celebration of the individual contribution of the employee to
the overall goal through personal and public recognition; involvement the staff
in decision-making; application of indirect employee financing, etc.

At the same time, an important role in the development of an effective
system of motivation belongs to the state, the market, directly to the employee

and public organizations.
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9) One of the important elements of the Strategic Human Resource
Management at the enterprise which takes its rightful place along with the
management of motivation and staff development is the management of
relationships between employees of the enterprise. They lead to increased
productivity and profit maximization, improving product quality and the
formation of competitive advantages of the enterprise.

For the studied small enterprises of the food industry the priority
directions for management improvement of mutual relations between the staff at
the enterprise should become: improvement of corporate culture, formation of
favorable social and psychological climate in a team by constant carrying out
sociometry and using the methods of team building, regulation of conflict
situations, individual orientation of staff and the usage of situational approach,
management of staff adaptation, regulation of contractual relationships.

The system of relations «employer-employee» should be aimed at
minimizing the level of dissatisfaction of the staff at small enterprises in the
food industry, which in turn will improve socio-psychological competence, the

accumulation of emotional capital of employees.
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Appendix B

Criteria for the division of enterprises depending on the size in Ukraine
and the United Kingdom

United Kingdom

UKkraine

Conditions

turnover

e balance sheet total (meaning
the total of the fixed and
current assets)

o the average

employees

number of

number of employees
the amount of income from any activity
for the year

Micro-entity

A micro-entity must meet at

least 2 of the following

conditions:

e turnover must be not more
than £632,000

e the balance sheet total must
be not more than £316,000

e the average number of
employees must be not
more than 10

individual entrepreneurs, whose
average number of employees for the
reporting period (calendar year) does
not exceed 10 people and the annual
income from any activity does not
exceed the amount equivalent to 2
million euros, determined at the average
annual rate of the National Bank of
Ukraine;

legal entities - business entities of any
organizational and legal form and form
of ownership, in which the average
number of employees for the reporting
period (calendar year) does not exceed
10 people, and the annual income from
any activity does not exceed the
equivalent amount to EUR 2 million,
determined at the average annual
exchange rate of the National Bank of
Ukraine

Small
company

Small company must meet at

least 2 of the following

conditions:

e annual turnover must be not
more than £10.2 million

e the balance sheet total must
be not more than £5.1

million
e the average number of
employees must be not

more than 50

individual entrepreneurs, whose
average number of employees for the
reporting period (calendar year) does
not exceed 50 people and the annual
income from any activity does not
exceed the amount equivalent to 10
million euros, determined at the
average annual rate of the National
Bank of Ukraine;

legal entities - business entities of any
organizational and legal form and form
of ownership, in which the average
number of employees for the reporting
period (calendar year) does not exceed
50 people and the annual income from
any activity does not exceed the amount
equivalent to 10 million euro,
determined at the average annual rate of
the National Bank of Ukraine
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Continuation of Appendix B

Medium-sized
company

To be a medium-sized

company, you must meet at

least 2 of the following

conditions:

e the annual turnover must be
no more than £36 million

e the balance sheet total must
be no more than £18 million

the average number of

employees must be no more

than 250

other business entities belong to
medium-sized enterprises

Large
company

e Any companies that do not
meet the criteria for micro-
entities, small or medium
are large companies. Large
companies must prepare and
submit full accounts

legal entities — business entities of any
organizational and legal form and form
of ownership, in which the average
number of employees for the reporting
period (calendar year) exceeds 250
people and the annual income from any
activity exceeds the amount equivalent
to 50 million euros, determined at the
average annual rate of the National
Bank of Ukraine

Source: developed by author by author on the basisof21; 133.
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Appendix D
Directions and measures to ensure the development of personnel of small enterprises of the food industry
Events
Direction ) International
State Enterprise Employee . L.
organizations
Normative- - development of regulations on - contractual ~ consolidation  of
legal staff training and development | relations between the participants
of the professional development
process
Organizational - organization of national and |- the formation of a learning - organization of
international exhibitions | management system; international
(seminars) of food industry |- organizational support of competitions
products employees in the process of their
self-education, higher education
Personnel - development of qualification - formation of a contingent of

system (levels)

mentors  for  internship  or
industrial training;

- involvement of specialists from
educational  institutions  and
leading enterprises of the industry
to get acquainted with the latest

achievements
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Continuation of Appendix D

Educational- | development of platforms for |- introduction of active forms and |- self-education
methodical training and  professional | methods of training of employees | (trainings, master
development of employees | in the workplace; classes, courses);
(managers) - development of individual and |- transfer of
collective programs of training | experience
and  industrial  training in| through the
accordance with the needs of| creation of
students teaching  AIDS,
video  channels,
blogs
Financial- - grants, competitions for free |- creation of funds of insurance and |- self-financing - grants,
investment training of employees | funding for professional competitions  for
(professional development); development; free training of
- training vouchers; - attraction of external sources of employees
- financing through the public- | financing for personnel
private partnership system; development;

- financing through the social
partnership system;

- application of the system of
preferential ~ taxation  for

enterprises

- use of motivation methods to
encourage employees to self-
development
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Continuation of Appendix D

Information-
consulting

- explanatory work on the need
to improve skills;

- educational programs to raise
awareness of companies about
the principles and practices of
social responsibility, including
international experience

- constant informing of employees

about the opportunities and

conditions of vocational training,
training or professional

development at the enterprise and

beyond;
- explanatory work on the need to
improve skills

- mentoring

Source: developed by the author.




Appendix E

Measures To Improve The Efficiency Of The Process Of Adaptation
Of Workers Of Small Enterprises Of The Food Industry

Direction of . Social and )
) Organizational ) Production
the adaptation ] psychological )
adaptation . adaptation
process adaptation
The essence of | Assimilation of Introduction to the staff | The
the direction of | written and unwritten | of the company, development of
adaptation rules and regulations | department the direct
of the company functional
duties
The purpose of | Acceptance by a new | Early resolution of Development of

the direction

employee of values,
attitudes, principles
without prejudice to
personal values

uncertainty an
employee when
applying for a new job

the system of
professional
knowledge and
skills by a new
employee.
Their effective
application in
practice.

Necessary
actions in the
direction
ofadaptation

v'To acquaint a new

employee with the
company's policy
(mission, goals,
internal corporate
culture, traditions,
working conditions,
form of payment,
etc.);

v'To familiarize with
the  organizational
structure, place,

functions and role of
the new employee in
achieving success of
the company;

v'To introduce the new
the
company's management

employee to

and direct management;
v'To introduce

the Department;
v'To introduce
introduce a
the staff of
he  will
cooperate;

v'To tell the newcomer

and
introduce the new team
member to the staff of

and
new
member of the team to
other
departments with whom
constantly

v'To explain to
the new
employee  the
main tasks and
immediate
responsibilities;
v'To acquaint
with job
description and
other working
instructions;
v'To  discuss
objectives and
performance
indicators  for
the period of

v'To provide | about the employees | adaptation and
information about | with whom he works: | for the future;
the employees with | character, Hobbies, | v To train a
whom  the new | achievements, etc.; new employee
employee will v'To carry out an (introductory
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Continuation of Appendix E

interact (role,
functions, where
they can be found,
how to contact, what

questions to
address);

v'To provide
«written» rules of the
company  (general
instructions, quality
service standards,

internal regulations).

informal procedure of
entering the company /
Department;

v/ Participation of a new
employee in festive,
cultural and social
events of the company;
v'To conduct trainings
with team-building
effect.

course, training,
supervision,
etc.);

v'To attach a
new employee
to a mentor and
conduct an
internship;
v'To include in
independent
work.
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Appendix F
APPLICATION FORM FOR EMPOYEES
Name of the enterprise
Position
Work experience at the enterprise
Education

1. Do you like your job?

*Realy like it

* Apparently like it

*Work is indifferent to me

* Apparently dislike it

*Don’t like

2. Would you like to change job?
*Yes

*No

*Don’t know

3. Please evaluate the level of development (manifestation) of the

following qualities of your manager on a 5-point scale (5 — manifested; 1 —

not manifested at all):

Manager’s qualities

Score on a 5-point scale

hardwork

social activity

professional knowledge

taking care of people
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insistence

sensitiveness

sociability

ability to understand people

fairness

goodwill

4. Suppose that you are temporarily out of work for some reasons.

Would you return to your current place of work?

*Yes

*No

*Don’t know

5. Please indicate which of the following statements you agree with:
*most members of our staff are good and friendly people;

*there are different (both good and not very good) people in our team;
*most members of our team are not very nice people.

6. In your opinion would it be good whether the members of your

team live close to each other?

*No;

*More likely than not;

*I don't know;

*I’ve never thought about it;
*Rather yes than no;

*Yes.

7. Describe your team on a 9-point scale, where «1» characterizes the

team that you really like and «9» — the one, that you don't like.

1

2 3 4 5 6 7 8 9 10

8. Can you characterize competencies (professional, entrepreneurial,

etc.) of your employees?



https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/competencies
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More I’ve never Rather ves
Yes likely than | thought Y No
) than no
not about it

Competencies

of most

team’s

members

9. Can you characterize the personal (kindness, generosity, honesty,

etc.) qualities of your employees?

) I’ve never
More likel Rath
Yes ore fxely thought ather yes No
than not : than no
about it
Personal
qualities of
most
team’s
members

10. If you had the opportunity to spend your vacation with the
members of your team, how would you feel about it?

*It would suit me completely;

*1 don't know, I’ve never thought about it;

*It wouldn’t suit me at all.

11. What is the atmosphere that usually prevails in your team? On
the scale below, the figure «1» corresponds to an unhealthy, non-social
atmosphere, and «10»— in contrast, to an atmosphere of mutual

understanding and respect.Choose cell of the table for your team.

1 2 3 4 5 6 7 8 9 10

12. How often do conflicts appear in your team?
*Rarely;

*Often;

*Never;

*Always.
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13. What do you think, whether you had retired or hadn’t worked for

a long time for any reason, would you like to meet members of your team,

celebrate holidays with them?

*Yes, of course

*Rather, yes than no

*It’s difficult to answer

*More likely than not

*Of course, not

14. How well,in your opinion, is work organized?

*As for me, our work is organized very well

*In general, not bad, although there possibility of improving

*It’s difficult to answer

*Work is poorly organized, time is wasted

*As for me, work is organized very poorly

15. How do you think your manager influences team’s affairs?

*Definitely yes

*It seems SO

*It’s difficult to answer

*Maybe no

*Definitely not

16. Please indicate to what extent are you satisfied with the different

conditions of your work?

It’s
.. Absolutely | Apparentl ) Apparently | Completel

Conditions satisﬁedy spzftisﬁedy difficult to diIs)spatisﬁez dissal‘zisﬁec}il
answer

Equipment

of the

workplace

Volume of

work



https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/possibility+of+improving
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/volume+of+work
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/volume+of+work
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Salary scale

Sanitation

Relations
with the
immediate
superior

Possibility
of
advanced
training

Variety of
work

17. How often does your management consult you about making
decisions connecting with improving the manufacturing process?

*Rarely;

*Often;

*Never;

*Always.

18. How often does your management consider your wishes?

*Rarely;

*Often;

*Never;

*Always.

19. What would you like to change in the Human Resource

Management in your enterprise?



https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/sanitation
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/immediate+superior
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/immediate+superior
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Appendix G
APPLICATION FORMfor manager of the enterprise

Location of the enterprise

Name of the enterprise

Number of employees

1. Please indicate how important are personnel issues for you at the
enterprise? (on a 5-point scale, where 1 is absolutely unimportant, 5 is very
important):

1 2 3 4 5

2. What are the criteria for selecting employees? (there are several
variants for answer)

a) education level,;

b) professionalism (skills);

c) age;

d) professional experience;

e) sex;

e) level of conflict;

g) place of residence;

g) family relationships (dating);

h) recommendations of acquaintances;

1) nationality.

3. Indicate the importance of the employee's education level? (on a 5-
point scale, where 1 is absolutely unimportant, 5 is very important):

1 2 3 4 5

4. How much time do you give for a new employee to adapt to the
business?

a) [ don’t give any time;

b) the probation period up to 1 month;

¢) the probation period up to 2 months;

d) the probationperiod is determined individually (indicate the interval);

e) the probationperiod up to 1 year.

5. What factors determine the pay of your employees? (there are
several variants for answer)
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a) individual productivity;

b) group labor productivity;

¢) partly individual and group labor productivity;

d) performance of the enterprise (profit);

e) professional experience;

e) family relationships;

g) personal sympathies;

g) sex;

h) Your variant.

6. What economic methods of motivation do you use most often?
(there are several variants for answer)

a) bonuses for rationalization and invention;

b) bonuses to employees for high performance;

c) tuition fees;

d) extra pay for ideal attendance;

e) surcharges for work experience;

f) expatriation allowances;

g) «thirteenthy wages;

g) payment of additional holidays provided by the current legislation;

h) payment of treatment and rest;

1) preferential food, accommodation and transport;

j) pension increments;

k) one-off retirement assistance;

1) Your variant.

7. What social and psychological methods of motivation do you use
most often? (there are several variants for answer)

a) commendation in the form of praise, gratitude;

b) greetings with significant dates — anniversaries, birthdays, wedding
days, child birth, retirement, etc.;

c) the organization of a solemn procedure for acquaintance new hired
employee with the company and personnel;

d) honor roll, which displays the results of work and the names of the best
employees;


https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/expatriation+allowances
https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/pension+increments
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e) assignment of titles: «best manager of the company», «best seller»,
«best professionaly;

f) Your variant.

8. What administrative methods of motivation do you use most often?
(there are several variants for answer)

a) penalties;

b) reprimands;

c) decrees;

d) dismissal;

e) Your variant

9. Indicate the average monthly wage for employee?

a) minimum wage;

b) up to 5000 UAH;

¢) 5000-6000 UAH;

d) 6000-7000 UAH;

e) 7000-10000 UAH;

¢) more than 10000 UAH.

10. Do you provide personnel training and development?

a) yes;0) no.

11. How often do you train personnel? (indicate the number of
training per year).

12. On average, how many hours per year are spent for training an
employee in your company? If employees have not been trained, please
indicate it.

13. What activities do you use for personnel development? (there are
several variants for answer)

a) trainings;

b) internship;

c) allocation of time to the employee for self-education;

d) mentoring;

e) Your variant

14. How many employees have been trained during the last year? If
employees have not been trained, please indicate it.


https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/decrees
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15. What is the most important result(effect )of staff development?
(choose 3 variants for answer). If the company is not engaged in staff
development, please indicate it.

a) productivity growth;

b) increase in profitability of the enterprise;

c) increasing the level of customer satisfaction;

d) improving customer service;

e) possibility of expanding the specialization of the employee (the ability
to replace employees in different departments);

f) reduction of the defects level,;

g) Your
variant

16. Do employees take part in setting the goals of the enterprise?

a) never;

0) rarely;

B) often;

r) always.

17. What are the indicators in your company that measure employee
performance? (there are several variants for answer)

a) labor productivity;

b) profitability of the enterprise;

c) level of customer satisfaction;

d) quality of customer service;

e) increase in the market value of the enterprise;

f) sales volumes;

g) defects level;

h) increase in competitiveness of the enterprise;

1) Your variant

18. What are the ways in which your company encourages employees
to develop themselves? (there are several variants for answer)

a) wage growth;

b) complicity in decision making regarding the activity of the enterprise;

c¢) extension of employees' powers;

d) career advancement;

e) granting additional vacation leave;
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f) giving reward, bonuses, gifts;
g) workers don’t need any encouragement;
h) Your variant

19. Indicate employees’ level of freedom (Can employees change the
formulation, order of operations, decoration, etc.)? (on a S5-point scale,
where 1 is a low level of freedom (nothing is allowed), 5 is a high level of
freedom (employees are allowed to make any changes independently):

1 2 3 4 5

20. Are the vast majority of employees in your company required to
be highly specialized or broadly specialized?

a) highly specialized;b) widely specialized.

21. How many new employees come to your company on average
every year?

22. How many employees are fired at your company every year?

23. Do you agree with the statement: «The level of the enterprise’s
development depends on the level of the employees’ qualification»? (on a 5-
point scale, where 1 is absolutely unimportant, 5 is very important):

1 2 3 4 5

24. Do you use a strategic approach forpersonnel development?

a) yes;b) no;c) partially.

25. Identify the reasons why you don’t use the strategic approach for
personnel development? If the answer to the previous question is negative
(choose 3 variants)

a) lack of knowledge;

b) insufficient funds;

¢) insufficient qualifications;

d) there is no need for strategic staff development;

e) resistance to change;

f) reluctance to develop by employees;

g)lack of the benefits from strategic staff development;

h) Your variant.

Thanks for your time and answers!



https://context.reverso.net/%D0%BF%D0%B5%D1%80%D0%B5%D0%B2%D0%BE%D0%B4/%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9-%D1%80%D1%83%D1%81%D1%81%D0%BA%D0%B8%D0%B9/reluctance+to
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