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Necessity of innovations implementing in HR sphisreonsidered in the article. Modern methods ofdtadf selecting,
training and motivation in the company on the basdhe world tendencies in HR are determined. Ctatsiomplex
analysis of the labor market of Chernihiv is cortédc Unemployment indexes on the local level aterdéned. Necessity of
introducing the newest staff-technologies with thgppse of decreasing the unemployment level arergted.

It was proved in the article that innovations in tHR system require from organization changes ifediht aspects: in
teaching and training; in the system of hiring;technologies of material and technical provisiamsbcial support. It was
satetd that the complex HR system combines bo#futeselecting of the candidates, and efficientiéag, adaptation and
motivation of the staff within the company. HR meéghatate policy on the labor market, developmérthe production
processes don't stimulate the growth of the emplayrievel. Indexes on the labor market, in particula the city of
Chernihiv, also certify about that.
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Posensinymo HeobXiOHIicmb 8npo8addicenHss IHHO8ayill y chepi ynpaeninks nepconanom. Busnaueno cyuacui memoou
niobopy, HABYAHHS MA MOMUEAYIl NEPCOHANY 8 OP2aHi3ayii HA OCHOBI CEIMOBUX MEHOCHYIU ) MEHeONCMEenmi NepCoHAary.
Ilposedeno xomnnexcHuii amaniz pumxy npayi m. Yepmicosa. Busnaueno noxasuuxu 6e3pobimms Ha MiCye8oMy pigHi.
O6rpynmosano HeoOXionicmes npoeadIHCeHHs HOBIMHIX NEePCOHAN-MEXHOI02Il 3 MeMOoI0 3MEHULEeHHS DigHs 6e3pobimmal.

Jlosedeno, wo innosayii 6 cucmemi ynpaegiinHs NepcoHAIOM SUMA2alOMb 8I0 Opeanizayii 3MIiH Y PI3HUX ACNEeKMAax. y
HABYAHHI Ma Ni020mMosyi, ¥ cucmemi HAMy, ¥ MeXHON02IAX MAMEPIANbHO20 MAd MeXHIYH020 3a0e3neyeHHs, Y COYianbHill
niompumyi. ApeyMeHmosano, w0 KOMIIEKCHA CUCMeEMA YNPAGIIHHS NEPCOHATIOM NOEOHYE K pemenbHull niooip KaHouoamis,
max i eqpekmueHe HA8UAHHA, A0ANMAYI MA MOMUBAYTIO NEPCOHATY 8cepeduHi Komnarii. Memoou ynpaeiinHs nepcoHanom,
noximuka 0eparcasu Ha puHKy npayi, po36UmoK 6UPOOHUYUX NPOYECI8 He CIUMYIIOIOMb 3DOCMAantA pieHa 3aiinamocmi. IIpo
ye cgiduamyp i NOKAZHUKU HA PUHKY Bpayi, 30Kpema 6 micmi Yephicosi.

Kniouogi cnosa: mpyoosi pecypcu; meneodicmennm nepcorany;, nepcoHan-mexnono2ii; Memoou ynpasninus nepcoHaiom,
inHoB8ayii 8 ynpasninHi nepcoHanrom, pieeHv 6e3podbimms, puHox npayi.

Tab6n.: 3. bibn.: 16.

Paccmompena neobxooumocms enedpenusi unnosayuil 8 cgepe ynpasienus nepconanom. Onpeoenenvl cospemenHble
Memoobl nodbopa, 06yueHUs: U MOMUBAYUU NEPCOHANA 6 OP2AHU3AYUU HA OCHOBE MUPOBLIX MEHOCHYULl 6 MEHeIMHCMEHme
nepconana. Ilposeden xomnaexchvlii ananuz pvinka mpyoa e. Yepnueosa. Onpedenenvt noxaszamenu bOespabomuysl Ha
mecmHom yposre. OBOCHOBAHA HEOOXOOUMOCTb GHEOPEHUS. HOBEUUUX NEPCOHANI-MEXHON02UIL C Yelbl0 YMEHbUEHUS YPOBHS.
be3pabomuybl.

Jokaszano, 4umo uHHOBAYUU 6 CUCMEME YNPAGTIeHUs NePCOHANOM mMPedyIom Om OP2aHU3AYUY USMEHEHUL 6 PASTUYHbIX
acnekmax: 6 oOyueHuu u n0O20MogKe; 8 cucmeme HaUMa, 6 MexXHOIOSUAX MAMEPUATILHOL0 U MEXHUYECK020 06ecneyeHus, 6
COYUANbHOU noddepicKe. ApeymMeHmuposano, 4mo KOMNWIEKCHAS CUCHeMd YNpaeieHus NepCoHANoM 00beduHsem Kax
muamenvhbiil noobop Kanoudamog, max u dpgekmusnoe obyuenue, a0anmayuio U MOMUBAYUIO NEPCOHANA GHYMPU
Komnanuu. Memoovl ynpaeienus nepcoHalom, NOIUMUKA 20Cy0apcmea HA pulHKe mpyod, pazeumue npou3e00CHEeHHbIX
npoyeccog He cmumyaupylom pocm yposus sanamocmu. O6 2mom ceudemenbcmayiom u noKkazamenu Ha pblHke mpyod, 8
uyacmuocmu, 6 20pooe YepHueose.

Kniouesvie cnosa. mpyoogvle pecypcvl, MEHeONCMEHm NepCOHANd; NEePCOHAN-MEXHOA02UU, MemOoObl YNPAGLeHUs.
NepCoHANoM; UHHOBAYUYU 8 YNPAGIEHUY NEPCOHANIOM; YPO8eHb H6e3pabomuybl; pulHOK mpyod.

Tab6n.: 3. bubn.: 16.

JEL Classificstion: 031;M12; J21

Problem setting Economic situation in the country in firts turrepgends on the
resultativeness of the economic subjects activiprking efficiency of the enterprise, no
doubt, is supported by labor resources, in padigubn their competence , qualification,



PROBLEMS AND PROSPECTS OF ECONOMICS AND MANAGEMENT Ne 1 (9), 2017

THEORETICAL PROBLEMS OF THE DEVELOPMENT OF THE NADNAL ECONOMY

ability to learning and development within the orgation. However, current indexes of
unemployment on the labor market of Ukraine stas the active system of organization of
social production, in particular, HR requires imggment.

Working experience of the foreign corporations aom$ that implementing on the
practice the newest technologies in HR managenmentases the effectiveness of the staff
work, improves the indexes of the team work, redwstaff turnover and decreases enterprises
activity on the different levels of economic adyviDirectly, positive results in the operation
of the domestic enterprises shall attract as vee#ifin capital in the scientific-technical and
innovative spheres of the economic activity of Utkea

Analysis of the recent researches and publicationtn field of theoretical and practical
aspects considering of HR innovations introducimgnificant number of domestic and
foreign works of outstanding researches in fieldH& management were devoted, namely:
D. Bogyniag O. Vikhansky, V. Diatlov, P. Drucker, G. Desler, Mgorshyn, J. LaftiA. Pul,

A. Shegdi, S. Shekshni and others. However, insefficesearch of the newest methodic of
HR management requires more detailed and informaiticonsideration.

Definition of not solved before parts of general ppblem. Notwithstanding numerous
scientific works in sphere of HR innovations, theogess of introducing the newest
technologies in practice of labor market requicebd improved.

Aim and tasks of the article The aim of the article is grounding of the fedsipbof HR
innovations introducing at the enterprises.

Statement of the main material. Current stateof the economy of Ukraine directly
depends on the level of living standards, emplaymndexes and working capacity of the
population. The newest methods of staff managewheattly form the efficiency level of the
staff work, working efficiency of the staff, fronihat depends unemployed number on the
labor market.

Personnel management in current conditions is dnéheo most powerful tools of the
competitiveness, financial independence and ensepdevelopment forming. That is why,
at the present moment, there acute necessity atseslaborate and introduce such
administrative levers that could correspond tordmgiirements of the market economy [7].

The pace of the country development nowadays dedtigevements in science and
technologies that increases the importance of iations in all spheres of life activity. Today,
on the regional level stable tendency to decreaaatiyity in scientific-technical sphere and
innovative activity can be observed (Table 1). Tiu€hernihiv, number of scientific-technical
works executors for the period of 2011-2015 deectaf®r 105 persons. The number of
innovative active enterprises for this period wasrdased for 12 pieces, and volume of the sold
products — for 21,4 min UAH.

Table 1
Science, technologies, innovations in Chernihiutiierperiod 2011-2014 2]
Index name Year

2011 2012 2013 2014 2015
General amount of scientific and scientific-teclahic 16,8 18,8 18,1 17.8 16,9
works performed by own forces, min UAH
Number of scientific and scientific- technical werk 293 304 240 235 188
executors, persons
Number of innovative active enterprises, pieces. 20 22 22 15 8
Volume of sold innovative products, min UAH 68,9 , A9 35,7 83,8 47,5
N_umber of implemented new technological process, 5 11 13 9 22
pieces.
Number of !mplemented innovative types of the 16 15 48 354 45
products, pieces.
Purchased new technologies, pieces. @ ( 0 D 1
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To the main reasons that brake the developmenhefirtnovative activity absence of
actual stimulus to renew the production means autdf intellectual capital, non efficiency
of the technologies transfer, not sufficient numiskequalified labor resources can be related.

Concerning HR innovations in staff management, that understand as introducing
changes to the process of working activity of theffsclimate of inter personal relations,
system of work distribution, and motivation factoo$§ work in the company. Their
implementation envisage economic and social afféstsugh increasing material and moral
staff welfare [14, p. 456].

HR innovations require from the companies changadifferent aspects: in teaching and
training; in hiring system; in technologies of nr&k and technical providing, in social
support.

Modern requirements to the staff define competeheaé the employees should acquire,
namely: general correspondence to the qualificati@mands in sphere of social and
economic direction; communicative experience tham ®e manifested in possibility of
collective efficiency of cooperation; target diiect openness for changes and innovations;
highly specialized compliance to the employer’s deds; availability of desire to learn and
increase qualification.a

Forming of optimal staff is performed on the basegoalitative selection, analysis of
proficiency, staff placement and rotation in thempany. The newest technologies in
selecting the staff — success of the whole companrk. Either of the companies that cares
about time, labor and financial resources savihgukl not allow employment of any not
relevant staff.

Technically, search of the qualified staff is vexymplicated because of limiting labor
resources of this type. Such staff selecting iseriagdnade with the help of headhunting. This
iIs a method of searching the staff that are vakidloith by professional profiles, and work
professionalism [15]. More often, these are thekers of the legal, accounting, managerial
profiles or narrow directed specialties.

Headhunting is used in two directions:

1. When skills are required (networking). With the phedf recruiter agencies the
enterprises search for those employees that angtesests for the enterprise but which are
impossible to be directly interested in work.

2. By direct search. In this case, both a recruitegnag, and the enterprise with the
vacant post define the number of the companiesevités possible to find appropriate labor
forces. Further, though the recruiters a propasisamade to interested candidates.

Using by search services of recruiter agencies ghoit is quite a costly service
(commission reaches about 50 % of the yearly sabdirthe employee), but it is mostly
efficient [10].

Taking into account that representatives of sonodepsions can be rarely met on the
market, search of this staff type requires consiolertime and financial costs, Selecting of
the staff of such level is made within the regiorptace of the enterprise location. The main
method of searching in this case is recruiting.sTihisiness process is related to the staff
manager responsibilities at the enterprise. Searahade either directly by the enterprise
itself, or by the recruiting agency. Candidatesestahg either is made on the base of the
modern data base of the employees, or on the empgluywebsites. Nowadays, this is the
most spread method because of the completenebg lopnhdidates the database [13, p. 389].

Candidates selecting of the lower level is madeth@nlocal level, mostly through the
employment centers [15]. Staff search of this lagemade by the help of “screening”, in
other words, surface selecting. Characteristicctelg criteria by age, sex and working
experience are determined.
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Current state of the labor market of Ukraine erggsacorrespondent level of training of
already employed staff. The information societyfdemed in such order that knowledge ,
skills and abilities quickly become obsolete, anafgssional ability of the staff depends on in
what extent abilities correspondent to the marketason. That is why, each enterprise
should continuously develop the existing staff. fTha performed through forming
competence in the process of continuous trainingtf hanagement in this case gives the
possibility to maximally reveal potential of eacin@oyee with significant contribution in
social and economic results of the enterprise work.

Experience of economically developed countries gitlge possibility to define some
methods of training that allow to improve qualifica characteristics of the staff not
dismissing it:

— Training classes. This method gives the possitititdevelop not big group of people.
In the process of training minimum information ‘@ted” from unnecessary details, is used.
Skills and competence are formed on account ofceses on the base of acquired data.

— Case study — means of staff development on the dfaisg¢eractive technologies. The
task of this method is to learn to process big amoilinformation, define key elements from
the information flow in correspondence to the @sks and find the most optimal solution.

— Coaching — one of the training forms where with tie¢p of the coacher the employee
on his own finds the problem solution and ways afuifficult situations with further fixing
them on practice.

— E-learning — system of remote learning with thephef information and electronic
technologies: video classes, e-books, special anogyr The advantage of this method is
massiveness of simultaneous use.

— Self-learning. Method of the staff development gsactual information media: data
base, documents archive, job descriptions or gafloftware [5, p. 25].

However, for learning and development at the ents¥p the employee should have
definite stimulus based on the individual motives.

At the present moment some groups of methods ifoukidting to work are defined:

1. Economic. Forms of this stimulus manifestation difeerent: salary depending on the
way of its calculation, bonus, interest-free loamsurance and others. The efficiency is
defined depending on adequacy understanding anddaiof the stimulus by the staff.

To innovative system of labor payment in this ceae be related analytical system and
method of indirect Hay profile tables. Analyticalstgem of labor payment is based on note
differential assessment of the work complicatednessccordance with qualification, skills
and abilities of the employee [1]. Method of indirélay profile tables is the most popular in
the West. Its essence lies in defining market valueach profession on the base of which
system of labor payment is based on the selectstl Pbat gives the possibility to decrease
the staff turnover and optimize employees numbeé}. [1

2. Management methods by aims. These methods areatsedre than a half of the
Western enterprises. The essence lies in usingcaghelation of the employees’ needs to the
aims of the enterprise activity. The employeesaaganized in groups to which the aims are
stated in the qualitative or quantitative index@#he enterprise activity. By achieving the put
tasks, the group of the employees receives negessarulus. To the newest method of the
group the following ones can be related:

— Compensation by Scanlon system — remuneratiorhtorasults of work or acquiring
new skills;

— Rucker bonus system — bonus system for increasi@ginounts of net products in
correlation to the unit of salary;

— lproshear bonus system — reward for working timenga(in man-hours) that are
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spent for production of the input amount of readydpicts;

— reward for innovative propositions of the workerassing the courses of qualification
increasing second higher education, etc.

Stimulating of the employees by this method givespgossibility to increase productivity
through individual material interest [6].

3. Work enrichment. These methods lie in increasirgglével of moral satisfaction by
labor through increasing the labor prospects, agweent of labor processes, granting
autonomy in decision-making, using resources otaliisg the operating mode. Innovative
technology that is very popular in this group df thethods is attracting some employees for
task performing defined for one employee. Thatvedldo perform optimally the target with
comprehensive problem consideration, when the eyepla@cannot work the full day. One
more interesting approach under this methodologyallecation of working time for
elaboration of own projects within specifics of tt@mpany work. That gives the possibility
to arise more interest for self development with plossibility of bonus receiving for positive
results after projects implementing [2].

4. Methods of participation. They can be manifestethlas collegial problem solving
considering the employees’ thoughts, and a padimp in the company’s profit by means of
shares buying. In this case, they employees arerdagincrease economic results of the
company’s activity, strive for development and jperity, and, thus, increases the percent of
own profit for work [6].

Grounded on these methods, at the present momigntgopporations elaborate own
technologies of staff management combining differgmproaches and stimulus. But each
company, basing on its own mission, aim and targetee activity, and starting from that to
start building its strategy of staff management.

Complex system of management combines both cacafdidates selection, and efficient
learning, adapting and motivation of the staff witthe company. Efficiency of innovative
methods introducing is grounded by the resultsooifjn enterprises activity and countries
with the developed economy. However, Ukraine carfoatst such results. Our methods of
management, state policy on the labor market, deweént of the production processes don’t
stimulate increasing the employment level. Aboat tiso the indexes on the labor market, in
particular, in the city of Chernihiv, can certify.

As of the ' of January, there were in the city one big (PJS8Bernihivoblenergo”), 121
medium, 2677 small enterprises and 15.5 thousahidsliwidual entities,. Small and medium
business is a base of the economy of the city.elasx employed 66 % staff members of the
city [12].

Table 2
Employees number in sphere of small and mediunegneieurship of the city of Chernihiv,
persong12]
Index name 2011 2012 2013 2014 2015
Employees number in sphere of small
and medium entrepreneurship 42921 42089 64424 51997 48522

If to take into consideration that small and mediusiness is the base of the economy of
the city, then the level of labor resources aseflieginning of 2016 fell for 6,6 % comparing
to the same period of 2015 and increased for 13¢cb#tparing to 2012.

Average number of the staff personnel in the regimrDecember 2016 made 188,0
thousand of people comparing with the relevantgaeef 2015 , was shortened for 1,2
thousand of people [11]. Average monthly nominab&af one of the staff employee of
Chernihiv by the results of 2015 increased compann2010 for 80,4 % and made 3298 UAH,
that is for 0,1 % more than in Chernihiv region293,0 UAH) and lower for 21,4 % than in
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Ukraine (4195,0 UAH).

By the data of the State Statistic Service becadfighe inflation processes the wage in
Ukraine by the results of 2015 fell in relationttee level of 2011 for 7,6 %, in Chernihiv
region — for 4,5 %. Among the regional centers &fdihe, Chernihiv by the level of wages
continues to take one of the last places. The sideeChernihiv by the level of wage are the
cities Chernivtsi (3224 UAH), Ternopil (3277 UAH)Z].

Within 2011-2015 increase of the city inhabitantsswobserved that were accounted by
the municipal employment centers (hereinafter —Eg).the results until 01.01.2016 there
were accounted 16050 unemployed citizens, comp&nir2014 more for 7,2 %, with 2011 —
for — 26,8 %.

Table 3
Dynamics of the persons number accounted as ungetplitizens at the Employment
Centers, thousands of persdid]

Year Index, thousands of persons
2011 12,7
2012 13,2
2013 15,3
2014 15,0
2015 16,1

At the same time, number of vacancies submittethbyEmployment Center starting from
2014 was decreasing. By the results as of 01.06.8@dre were available 7283 vacancies that
for 4,0 % less than in 2011.

However, work efficiency with employment is beimgieased. Thus, as of 01.01.2016 by
sending of the Employment Center within the yed158nemployed citizens were employed,
that is for 20,5 % higher than the index of 2011][1

All available in the Employment Center vacancieencd be completed because of non
compliance of specialization or qualification oktpersons that are accounted to the stated
requirements. That indicates wrong system of legrind training of the employees at the
employment places and inefficient state policyphexe of the qualified staff training in the
higher educational and specialized establishments.

Conclusions and propositionsThus, under the performed analysis of HE innovation
the labor market of Chernihiv the following conctrs can be made that percent of the
unemployed citizens grows with each year. In gdneaanparing with the indexes of 5-years
ago this index increased more than for a quarterthi®, the level of average monthly index
wage fell nearly for 8%. This situation on the labmarket confirms inefficiency of the actual
methods of the staff management at the enterpriasing the problem of unemployment
both on the local, and state level is possible onlghe condition of increasing the production
capacities of products with high content of valuleled, introducing foreign experience in
sphere of the staff management. Personnel-techieslagplementing at the enterprises will
allow to decrease the level of the staff turnover,improve the living standards of the
population and decrease the indexes level of urgyn@Ent and that is, in its turn, will
positively influence on general economic situaiiothe country.
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