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OF PERSONNEL OF BUSINESS ENTITIES

The article presents the results of research on the assessment of business activity and
professional orientation of personnel of business entities. It is substantiated that in the conditions of
modern management, high requirements are imposed on the accounting of socio-psychological
factors that affect intellectual activity. In this regard, within the framework of the general strategy
of intellectual capital management and based on information from the knowledge base about the
intellectual potential of employees, managers need to form potential additional intellectual
products and services that can be useful in reorienting the professional activities of personnel and
assessing business activity. It is proved that intellectual capital is the basis for ensuring competitive
advantages of modern enterprises. These advantages are determined by the adequacy of the
intellectual potential of employees and effective management, which creates conditions for the
disclosure of personal professional and collective skills. Attention is focused on the fact that
currently the traditional relationship between employees and the administrative management of
enterprises is in crisis in the short term. The development of new strategies, personnel policies and
approaches to personnel management requires time, economic overload and taking into account the
impact of war. To solve this problem, the authors proposed a model for determining the
organizational and economic feasibility of attracting intellectual potential based on outsourcing.
The conceptual framework for managing personnel development proposed by the authors can serve
as tools for internal management of the reproduction of intellectual capital of enterprises.

Keywords: business, business activity; innovative potential;, management, personnel;
personnel selection; professional orientation; retraining.

JIrogmuiia M. IN'anymak-€ gpimenko
Kuiecokuii nayionanonuil ynigepcumem mexHo102iii ma ousainy, YKpaina
S Kocida
Cnosauvkuil ynieepcumem cinocokoz2o cocnooapcmea ¢ Himpi, Cnosauuuna
Cans I'onrera
Yuisepcumem npuxnaonux nayx «/lasocnae Pyscuuka» y Bykoesapi, Xopeamisn
OIIHKA JIJIOBOI AKTUBHOCTI I TPO®ECIHHOI OPIEHTAIII
HEPCOHAJIY CYB’EKTIB I'OCIIOJAPIOBAHHS

B cmammi npedocmasneno pezyremamu  0ocniodceHb, w000 OYIHIOBAHHA  Oil08OI
akmusHocmi i npoghecitinoi opienmayii nepcounany cy6’ekmie eocnooaprogants. Ob6epyHmMoeaHo,
Wo 8 YMOBAX CYHUACHO20 20CNOO0APIOBAHHS Npeo A6lAIMb BUCOKI UMO2U 00 00JIKY COYIANbHO-
NCUXONIO2TUHUX YUHHUKIG, WO YUHAMb GNIUE HA IHMENeKmMYalbHy aKmusHicmo. B 367a3ky 3 yum y
pamKax 3a2anvHoi cmpamezii YNpaeiinHsa iHmeieKmyaibHumM Kanimaiom i Ha niocmaei ingpopmayii
Oazu 3HAHb NPO  IHMENeKMYAIbHUll NOMEHYIal CniepoOIMHUKIE, MeHeodcepam HeoOXIOHO
Gopmysamu nomeHyiuni 000amKo8i iHMeNeKmyaioHi NPOOYKmMU ma cepeicu, AKi Moxcyms Oymu
KOpUCHUMU Npu nepeopienmayii npogeciunoi OisnbHocmi nepcoHanry ma oyinyi 0iloeoi
akxmuenocmi. [losedeno, wo inmenekmyanvHull Kanimaui — ocHO8a 3a0e3nedeHHs. KOHKYPEHMHUX
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nepesaz cyuachux nionpuemcme. Li nepesacu eusnauaromovcsi 00CmMamuicmio iHMeNIeKMmyaIbHO20
nomenyiany cnigpoOIMHUKIE | e(eKmUBHUM YAPABIIHHAM, WO CMEOPIOE YMOBU Ol POIKPUMMSL
ocobucmichux npogheciunux i KOJNEKMUGHUX HABUHOK. AKYEeHMOoBaHo yeazy Ha me, W0 HApasi
mpaouyitine GIOHOWLEHHs MIdC NPAYIBHUKAMU | AOMIHICIMPAMUBHUM YNPABLIHHAM NIONPUEMCE €
KpU308UMU 8 KOPOMKOCMPOKO8oOM)Y nepiodi. Pozpobka nosux cmpameeiti, kaoposoi nonimuxu i
nioxo0i8 00 YNpaginHi NePCOHAIOM BUMARAE YACY, eKOHOMIUHO20 NePeBaHMANCEeH s I 8PAX)8AHHS
enaugy GiuHu. J{na eupiwenHs yiei npobdiemu agmopamu 3anponoHO8AHO MOOENb GU3HAYEHHS.
Op2aHi3ayitinoi ma eKoOHOMIYHOI OOYINbHOCMI 3ANy4eHHs IHMeNeKMYAIbHO20 NOMEHYIANY HA OCHO8I
aymcopcunzy. 3anpononosami aemopamu  KOHYEeNnmyaabHi OCHO8U VNPABNIHHA PO3GUMKOM
NEePCOHANLY MOJNCYMb  CNY2Y8amu IHCMPYMEHMAMU GHYMPIUHLO20 VNPABIIHHA GIOMBOPEHHAM
IHMeNeKmyanibHO20 Kanimaiy niOnpueEMcma.

Kniouosi cnoea: 6iznec, 0Oinosa axmugHicmv, IHHOBAYIUHUU NOMEHYIAN, YNPAGIIHHA,
nepcoua; niooip nepconany, npogeciina opicnmayis, nepekeanigikayis.

Problem statement. In the process of solving diverse tasks of intellectual resource
development management, in particular, making decisions on the feasibility of outsourcing
knowledge, the company's management needs to have detailed information about employees, the
most important component of which is information about the business activity and professional
orientation of the personnel.

Unresolved parts of the problem. In the process of forming a human resource, with an
orientation towards improving the quality of the intellectual product, based on the adopted concept,
developed models and methods, the business activity of the company's employees is assessed. The
algorithm for implementing the methodology for assessing potential opportunities ("resources" in
the aforementioned concept), performance results and reputation of an employee in the team
contains five stages:

1) creating an information base;

2) structuring the system of indicators;

3) setting primary indicators and translating them into relative values;

4) calculating level and index indicators;

5) forming a qualitative assessment of the state of the human resources of the unit ("expert's
resume").

The developed methodology allows you to obtain information about personnel activities
from the perspective of Total Quantity Management (TQM) at the enterprise.

The purpose of the article is to study the methodology for assessing business activity and
professional orientation of enterprise personnel.

Analysis of the main articles by research problem. Currently, the labor market is
considered the most turbulent of all markets and is characterized by the most acute struggle for
talents, knowledge and competence of specialists [4, 8]. The conditions of interaction of employees
with the enterprise are becoming more severe, their loyalty to organizations is decreasing, and
mobility is increasing. Frequent job changes lead to significant costs for enterprises, the need to
recruit and retain personnel. In this regard, the following aspects of analysis were selected to
characterize the state of personnel and determine the development prospects: personnel structure,
dynamics of movement and requirements for the main categories of personnel.

Presentation of the main material The concept of "Three P", implemented in the
developed methodology for assessing the business activity of personnel, and the open structure of
the indicator system allow:

- to logically build a system of values, using as a basic intangible resource the potential
capabilities of the enterprise's employees;
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- to orient the activities of personnel towards the implementation of the strategy developed
by the management through their motivation and stimulation to increase competence and
professionalism;

- to evaluate the results of work, predict and reveal problems, even according to "weak
signals";

-to observe, analyze and characterize the general state of the socio-technical system
operating in a complex and dynamic environment;

- to assist enterprise managers in forming groups and developing effective solutions.

It implements a systematic approach based on the principle of "part to total", that is, from
assessing the activities of an individual employee to assessing the effectiveness of the functioning
of the entire enterprise — a manufacturer and supplier of quality products (services).

All assessments are dimensionless and are expressed in relative indicators, called level and
index quality indicators.

Level indicators are determined by the sum of the products of indicators by their weight
coefficients, which are set, as a rule, by expert means.

Index indicators are determined by the ratio of level indicators or parameters taken for the
current (t) and past (baseline — b) periods, in dimensionless integers, fractions, percentages. A single
algorithm is used to calculate level and index indicators.

The information base is built taking into account the concept of "Three P" and contains data
necessary for assessing resources, results and reputation.

To assess the resource capabilities of personnel, characteristics of subjects and indicators
characterizing professional results over the past period of work are collected. To assess the results,
data on the values of primary indicators are collected. When assessing the reputation of an
employee, indicators of activity efficiency, productivity and surveys of team members are
compared.

The most difficult stage is considered to be the structuring of the system of indicators by
hierarchy levels, taking into account the logical relationship between them. Thus, primary (n)
indicators constitute the first (lower) level, group (0) indicators constitute the second level,
summary (0) indicators constitute the third level, and so on. At the last (upper) level, an integral
assessment is formed. The complexity of this stage is explained by the variety of requirements,
conditions, characteristics, cause-and-effect relationships, as well as the tasks solved by the system.
However, it is here that the greatest opportunities for creativity are hidden, since the hierarchy of
indicators must accurately characterize the features of the assessed subjects. Primary indicators can
be specified quantitatively in the appropriate units of measurement - percentages or points. For the
assignment in points, four-, five-, and ten-point qualimetric scales are usually used. Given the
heterogeneity of the primary indicators, the latter must be recalculated (taking into account the
target trend) by comparing the values obtained for the current and past periods.

The target trend "The more, the better" (for example, in relation to the productivity of
developers) is determined by comparing the values of the indicators
o M
]

K3
and the target trend "The less, the better" (for example, in relation to costs), on the contrary:
%
e
Thus, the relative primary indicator (n_i"0) can take on the following values:
n_1"0 = 1, which means the invariance of the indicator during the observations;
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n_1"0 > 1 — indicates an increase in the value of the indicator;

n_1"0 < 1 — characterizes its decrease.

In order to move on to relative values, it is enough to compare the actual value of the
primary indicator at the current moment of time with the base value of this indicator. As a base
value, you can take a standard, standard, ideal — a progressive value achieved in other firms,
countries or planned at this enterprise.

If, when compared with the ideal, the relative value of the primary indicator turns out to be
equal to one, then the result can be considered optimal (i.e., there is no need to spend unnecessary
resources and efforts on exceeding the ideal).

To calculate the level group indicators (d), relative primary indicators (n_i"0) are used,
"weighted" taking into account their weight (qi)

&=ZFnf q4.

where i=1-+n; n is the number of primary indicators combined into a group indicator.

The calculation of summary indicators is carried out similarly:
— o

where j=1+m; m — the number of group indicators combined into a summary indicator.

Calculations of indicators of the following levels are made in the same way.
Finally, an integral assessment is formed. Weight coefficients are set by experts, and > :iiq i

To track the dynamics of changes in level indicators, an index assessment is used, which can
be obtained by comparing level indicators for the current and past periods, which are taken as a
reference base. The index assessment is expressed in percentages or dimensionless numbers. Taking
into account the target trend, index indicators are determined as follows:

J 6=0"1/0"6 ; J 0=6"1/6"0 — in integers or fractions or
J_8=0"1/8"6 x100%; J_0=6"1/6"6 x100% — in percentages.

Thus, using the index indicator, it is possible to determine the trends of changes in the
activities of each employee.

The application of this technique is illustrated by the example given in the Table 1. When
filling out the table, the status (Si) of the employee is first indicated — the position he occupies in the
unit. The status values are set by the manager. This technique uses five status values from 0 to 4.

The range of status values from 0 to 1 corresponds to low values of the primary indicators.
The range of values from 3 to 4 indicates high status.

Information about the resource "base" of an employee — a management subject is updated
annually in the event of advanced training, is used in the assessment of the knowledge base and is
stored in the unit to determine the business activity index, such a calculation can be carried out
quarterly, accumulating data for managing the employee's career. It is advisable to analyze data on
performance results quarterly (as planned tasks are completed) and take them into account when
assessing the group's performance.

The assessment of the reputation of the subject can be carried out less often, for example,
once every three years or when an employee is transferred to another position. Weighting
coefficients are established by expert means and stored for a long period to prevent distortion of
assessments.
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The information obtained as a result of evaluating the elements of the "Three P" concept of
each responsible employee of the enterprise allows you to form a "picture" of the intellectual
resource of competencies and professionalism, radically change and accelerate the selection of
personnel, improve the system of motivation and stimulation of activity in the necessary areas, and
purposefully manage the development of personnel in the process of forming and multiplying the
intellectual capital of the enterprise.

Conclusions and research prospects. Personnel development is the basis of a strategic
orientation towards strengthening the competitive advantages of enterprises, which determines the
particular relevance of the theoretical elaboration and methodical formalization of the process of
developing personnel management:

The proposed approach allows us to study various strategies for enterprise development and
explains the trends and features of the interaction of entities in the external environment. Each
component of the concept changes over time and is subject to the actions of many factors. This
allows us to study the dynamics of the development of entities, characterizing different situations
that differ in the values of the resource, result and reputation.

Long-term observations of behavioral reactions of personnel and diagnostic studies of
actions of various types, systematically conducted by the author, revealed the need to improve
manageability and operational adoption of optimal management decisions in conditions of
significant uncertainty based on modeling methods.

Taking into account the fact that the presented concept has an "open architecture" — a
variable set of performance evaluation criteria, modeling of organizational development processes
was performed in the ARIS system. The methodology of this system, which is a leader in the field
of modeling the activities of enterprises, is fully consistent with this concept.

The management of the intellectual capital of the enterprise is associated with providing
managers with complete, reliable and timely information in this area. This area is vital for
enterprises, the effectiveness of which directly depends on the creative intellectual activity of key
specialists. In this regard, managers are faced with the acute problem of determining the feasibility
of attracting specialists on the basis of outsourcing. To solve this problem, the author proposed a
model for determining the organizational and economic feasibility of attracting intellectual potential
on the basis of outsourcing.

Thus, the conceptual foundations of personnel development management proposed by the
authors can serve as tools for internal management of the reproduction of intellectual capital of
enterprises.

References

1. Harkavenko, S. S. (2002). Marketynh: pidruchnyk
[Marketing: a textbook]. Kyiv: Libra. 712 p. [in
Ukrainian].

2. Zhygalkevych, Z., Vorzhakova, Y., Koleshnya, Y.,
Dergachova, A. (2022). Influence of the Digital
Economy on the Innovative Development of
Enterprises. 2022 IEEE 3rd International Conference
on System Analysis and Intelligent Computing (SAIC
2022). DOI: 10.1109/SAIC57818.2022.9922974.

3. Tulchynska, S., Popelo, O., Marhasova, V.,
Nusinova, O., Zhygalkevych, Z. (2021). Monitoring of
the ecological condition of regional economic systems

23

Jlitreparypa

1. I'apkasenko C. C. MapxkeruHr:
nigpyunuk. Kuis: JIi6pa, 2002. 712 c.

2. Zhygalkevych Z., Vorzhakova Y.,
Koleshnya Y., Dergachova A. Influence of
the Digital Economy on the Innovative
Development of Enterprises. 2022 [EEE 3rd
International Conference on System Analysis
and Intelligent Computing (SAIC 2022).
DOI: 10.1109/SAIC57818.2022. 9922974.

3. Tulchynska S., Popelo O., Marhasova V.,
Nusinova O., Zhygalkevych Z. Monitoring
of the ecological condition of regional



ISSN 2786-5398 MMPOBJIEMU PO3BUTKY
KypHaa cTpaTeriYyHuX eKOHOMIYHHX EKOHOMIKH
JocaiKenb, Ne 6(23), 2024

in the context of sustainable development. Journal of|economic systems in the context of
Environmental Management and Tourism, Vol. 12,|sustainable development. Journal of

Iss. 5, P. 1220-1228. DOIL: 10.14505/jemt.v12.5(53).
06.

4. Kotler, P. (1984). Marketing Essentials. Prentice-
Hall. 556 p.

5. Prymak, T. 0. (2009). Marketynhovi
komunikatsiini stratehii: kompleksnyi pidkhid do yikh
klasyfikatsii [Marketing communication strategies: a
comprehensive approach to their classification].
Formuvannia rynkovoi ekonomiky = Formation of a
market economy: collection of scientific works.
Special issue. Marketing: theory and practice, Kyiv:
KNEU, P. 548-559. URL: https://ir.kneu.edu.ua:443/
handle/2010/22124 [in Ukrainian].

6. Raievnieva, E. V., Tonieva, E. V. (2004). Model
efektyvnoho rozpodilu obsiahu asyhnuvan na reklamu
[A model for the effective distribution of advertising
budgets]. Marketynh v Ukraini Marketing in
Ukraine, Ne 3, P. 24-26 [in Ukrainian].

7. Rossiter, J. R., Percy, L. (1980). Attitude change
through visual imagery in advertising. Journal of]
Advertising, No. 9, P. 10-16.

8. Yermoshenko, M. M., Hanushchak-Iefimenko, L.
M. (2010). Mekhanizm rozvytku innovatsiinoho
potentsialu klasteroobiednanykh pidpryiemstv:
monohrafiia [Mechanism for developing the
innovative potential of cluster-associated enterprises:
monograph].  Kyiv:  National = Academy  of
Management. 236 p. [in Ukrainian].

9. Danko, Y., Nifatova, O. (2022). Agro-sphere
determinants of green branding: eco-consumption,
loyalty, and price premium. Humanities and Social
Sciences Communications, Vol. 9, Iss. 1, Art. 77. DOI:
10.1057/s41599-022-01077-9.

10. Ganushchak-Efimenko, L., Shcherbak, V.,
Nifatova, O., Kolodiziev, O, Rebilas, R. (2019).
Methodological framework for integrated business
structures  branding development in  Ukraine.
Innovative Marketing, Vol. 15, Iss. 2, P. 14-29. DOLI:
10.21511/im.15(2).2019.02.

Environmental Management and Tourism.
2021. Vol. 12, Iss. 5. C. 1220-1228. DOI:
10.14505/jemt.v12.5(53).06.

4. Kotler P. Marketing Essentials. Prentice-
Hall, 1984. 556 p.

5. I[Ipumak T. 0. MapkeTnHrosi
KOMYHIKaIlifHI ~ cTpaTerii: KOMILJICKCHUN
nigxig mo ix kmnacudikaiii. DopmysarHs
puHK080i exoHomiku: 30. Hayk. np. Cney.
eéun. Mapkemune: meopia [ npakmuka.
Kuis: KHEY, 2009. C. 548-559. URL:
https://ir.kneu.edu.ua:443/handle/2010/221
24,

6. PaeceueBa E. B., Tonesa E. B. Monenb
e(hEeKTUBHOTO po3mnoairy obcsry
ACUTHYBaHb Ha pekinamy. MapxemuHne 8
Yrpaini. 2004. Ne 3. C. 24-26.

7. Rossiter J. R., Percy L. (1980). Attitude
change through visual imagery in
advertising. Journal of Advertising, No. 9,
P. 10-16.

8. €pmomienko M. M., I'anymak-€dimenko
JI. M. MexaHi3M pO3BUTKY 1HHOBaLIHHOTO
MOTEHITIATY KJIaCTepo00’ € THAHUX
1 IPUEMCTB: MoHorpadis. K.:
HamionansHa akagemist ympasiiaas, 2010.
236 c.

9.Danko Y., Nifatova O. Agro-sphere
determinants of green branding: eco-
consumption, loyalty, and price premium.
Humanities and Social Sciences
Communications. 2022. Vol.9, Iss. 1.
Art. 77. DOI: 10.1057/s41599-022-01077-9.
10. Ganushchak-Efimenko L., Shcherbak
V., Nifatova O., Kolodiziev O, Re¢bilas R.
Methodological framework for integrated
business structures branding development
in Ukraine. Innovative Marketing. 2019.
Vol. 15, Iss. 2. P.14-29. DOL

24

10.21511/im.15(2).2019.02.



