MODERN PERSONNEL MANAGEMENT SYSTEM
IN ENSURING THE SUCCESSFUL DEVELOPMENT
OF THE ENTERPRISE

HRIDIN O.V., CANDIDATE OF ECONOMIC SCIENCES,
ASSOCIATE PROFESSOR,
KHARKIV PETRO VASYLENKO NATIONAL
TECHNICAL UNIVERSITY OF AGRICULTURE

The personnel of any enterprise is the basis for its successful
development. Almost all processes occurring in the enterprise directly
depend on the personnel. Therefore, without a highly qualified, cohesive
labor collective united to achieve a common goal, it is extremely difficult
for an enterprise to maintain a stable competitive position in the market,
even with the latest equipment and modern technologies.

All this requires the creation of a personnel management system that
would meet the requirements of today and become the main tool in
ensuring the development of the enterprise. The created Personnel
Management System should take into account the specific features of the
enterprise's functioning in the external and internal environment and be as
adaptive as possible, able to adapt to constant changes as quickly as
possible [4-5].

The main goal of the Personnel Management System should be to
necessarily solve the following series of issues: providing personnel;
developing personnel; achieving an acceptable level of staff mobility, etc.
So, Personnel Management of modern enterprises can be defined as a set
of measures aimed at optimal quantitative and qualitative formation of their
personnel, Organization of professional and social development,
achievement of a rational degree of mobility and full and effective use of
potential in the process of activity [9].

The Personnel Management System is directly related to the
relations between the employee and the employer, their relationships
regarding the unconditional provision of their legal rights and functional
duties performed by them [2, p. 159]. That is, there is increased work in
enterprises aimed at creating an optimal personnel management system that
would meet certain requirements, namely: efficient, renewable and flexible
[8, p. 47; 10, p. 96].

All this requires the transition from traditional Personnel
Management to the concept of modern Personnel Management [3]. The
modern approach is a harmonious combination of human values,
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organizational transformations and constant adaptation to changes in the
external environment. That is, the priorities are aimed at: developing
organizational culture; improving the efficiency of Personnel Management;
developing corporate culture, etc. [4; 6].

According to experts, foreign experience in the organization,
Personnel Management, Labor motivation, etc. is extremely important in
the development of new and improvement of existing Personnel
Management Systems [1, p. 27; 4].

In world practice, the Japanese and American models are considered
standards of Personnel Management Systems. They are completely
opposite in many components. So, if American firms focus on
individualization, then Japanese firms prefer the team concept, which
provides for "lifetime employment". The main motivational component for
an American employee is material, and for a Japanese employee — non-
material remuneration. American firms focus on the specialized knowledge
and professional skills of their employees. Japanese firms apply the practice
of enriching labor by moving horizontally between structural divisions [1,
p- 27-29]. So, the formation of a personnel management system involves
taking into account specific circumstances, the nature of their influence on
individual elements of this process [7, p. 67].

Conclusions. The key to rapid and successful adaptation of an
enterprise to market conditions is its transition from traditional HR
management to the concept of modern HR management, and the best
foreign experience is extremely important when developing new and
improving existing HR management systems. At the same time, it is
absolutely necessary to take into account the specific features of the
functioning of a particular enterprise.
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OLIHKA 3AXMINEHOCTI BIBHEC-ITPOLIECIB
TTIAITPUEMCTB TOPTIBAI 3 YPAXYBAHHAM PEAAI3ALIIT
IHTEPECIB CTEMKXOAAEPIB

KonreBA I'M., KAHA. EKOH.HAYK, AOLIEHT
HAIIIOHAABHUH TEXHIYHHH YHIBEPCUTET
«XAPKIBCHKHH MMOAITEXHIYHUH IHCTHTY T»

Sk BIAKpHTZ €KOHOMIYHA CHCTEMa IIAIIPHEMCTBO (DYHKILIOHYE Ta
HAOyBa€ PO3BUTKY 3 YPAXYBAHHAM CYKYIIHOCTI BIAHOCHH, IO (DOPMYFOTBCA
y 1HOro 3OBHIIIHBOMY Ta BHYIPIIIHBOMY CEPEAOBHIMI 3 PISHUME
yIacHHKAMU (CTEHKXOAAcpamMu). EKOHOMIUHI IHTEpPECH INAIPHEMCIBA Y
BUTASIAL 3POCTAHHA IPUOYTKY, BAPTOCTI, EKOHOMII BHTPAT PEAAIZYIOTBCA B
pasi 3aAOBOACHHA IHTEPECIB YYACHHKIB EKOHOMIYHHX BIAHOCHH, AKi,
BPAaXOBYIOYM IX CIPAMOBAHICTb, CTAHOBAATH CYKYIIHICTb EKOHOMIKO-
EKOAOIYHO-COLIAABHHX  iHTEpeciB. VY  mpoMy CHMDIO31  3HAXOAATH
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