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HR TECHNOLOGIES IN PERSONNEL MANAGEMENT: THE ESSENCE, FUNCTIONS, TOOLS

Irtyshchev O. HR technologies in personnel inanagement: the essence, functions, tools.

In modern conditions, personnel management for business entities is the most complex process that requires constant fundamental
changes and improvements. Personnel for enterprises and organizations is a source of obtaining maximum profit by providing quality ser-
vices, participating in the production process, and generating various ideas, ensuring appropriate competitiveness. That is why there are
innovative technologies, mechanisms, systems, and tools for personnel management in the constant field of scientists' research. The article
aims to reveal the essence of HR technology, its functions, and the tools it uses in personnel management in modern business conditions. The
essence of the definition of HR technology in personnel management was disclosed, and different researchers' statements were compared,
making it possible to form one's own author's approach. A comparative analysis of the functional approach of personnel management and
HR technology was carried out. The classification of HR technology tools in personnel management at different management stages is pro-
posed. The essence of HR technology in personnel management is revealed. It has been proven that in a significant part of scientific research,
HR technology is considered software technology that automates and informs the personnel management process. An author's approach has
been formed, where HR technologies are defined as a set of enterprise personnel management methods that function in a single information
system and allow various tools to increase the efficiency of business entities. A comparative analysis of the functional approach of personnel
management and HR technology was carried out. It is emphasized that among the main functions of HR technology is the training and
development of personnel, which allows them to increase and improve their skills. It was determined that most HR software products are
aimed at continuous training and self-development of personnel and evaluation of progress from these processes. It was determined that the
classification of HR technology tools in personnel management is divided and used in the formation of the enterprise's image, in the selection
and training of personnel, and personnel management based on outsourcing. The proposed classification of HR technology tools in personnel

management allows us to comprehensively characterize the possibility of using different tools at different management stages.
Keywords: HR technologies in personnel management, digital transformation, tools, functions.

Statement of the problem in general. Manag-
ing personnel in the contemporary business land-
scape is an exceedingly intricate process that necessi-
tates ongoing, fundamental innovations and
enhancements. Businesses and organizations' work-
forces are pivotal elements in maximizing profits
through delivering high-quality services, involve-
ment in manufacturing activities, and generating di-
verse ideas, all of which contribute to maintaining a
competitive edge. Consequently, exploring cutting-
edge technologies, methodologies, systems, and tools
for managing personnel remains a critical area of fo-
cus for researchers.

Analysis of recent research and publications.
A considerable portion of scholarly work by Ukrain-
ian researchers is dedicated to exploring personnel
management via HR technologies. Notable contribu-
tors include O. M. Vaskiv, M. O. Godyashchev,
V. M. Zapukhlyak, V. L. Kyfyak, I. S. Kramarenko,
Y. A. Stadnyk, and M. L. Stegnei. Nonetheless, the ad-
vent of digital transformation has broadened the
scope and capabilities of HR technologies in manag-
ing personnel. This underscores the importance of
conducting further studies to elucidate the core prin-
ciples, functions, and instruments of HR technology
in personnel management under the evolving condi-
tions of modern business.

Formulation of the goals of the article (state-
ment of the task). The article's purpose is to reveal the
essence, functions, and tools of HR technology in per-
sonnel management in modern business conditions.

Presentation of the main material of the re-
search. For national enterprises, navigating the com-
plexities of personnel management is particularly
challenging in the context of ongoing military con-
flicts across vast territories. The implementation and
continuous extension of martial law intensify

mobilization efforts, which, in turn, exacerbate the
shortage of workforce as individuals are either
drafted or voluntarily join the Armed Forces of
Ukraine. This situation is further complicated by a
significant migration of highly skilled professionals to
other countries, with little anticipation of their return
to Ukraine soon. Such dynamics lead to an acute scar-
city of qualified personnel, progressively forcing do-
mestic businesses to consider recruiting foreign labor
to fill these gaps. In this critical period, it becomes par-
amount for companies to focus on retaining their ex-
isting employees to prevent exacerbating the already
dire shortage of skilled labor in the future.

Considering these challenges, M. O. God-
yaschev [1] emphasizes the importance of developing
an effective personnel management system that is re-
sponsive and proactive in addressing both the gener-
alized and specific issues businesses face today face.
Such a system should prioritize periodic investments
in innovation and capital to foster the development of
employees' labor potential, aiming to maximize their
productivity and facilitate personal and intellectual
growth. This approach is essential not just for enhanc-
ing the efficiency and competitiveness of the work-
force but also for ensuring the sustainable develop-
ment of the enterprise in a rapidly changing business
environment.

Moreover, the unpredictable variability of ex-
ternal conditions necessitates a flexible and adaptive
approach to personnel management. Enterprises
must continuously monitor and adjust their strategies
and methodologies in response to evolving business
landscapes. This involves a comprehensive and sys-
temic view of personnel management, treating it as an
interconnected framework of elements, principles,
functions, and resources all geared towards achieving
strategic objectives.
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Effective personnel management in the current
climate demands a holistic and adaptable strategy
that recognizes human capital as a critical asset. It
calls for strategic investments in workforce develop-
ment, a commitment to nurturing talent, and an agile
approach to navigating the challenges posed by exter-
nal factors. By adopting such a comprehensive strat-
egy, enterprises can not only overcome the immediate
challenges of personnel shortages but also lay the
foundation for long-term success and resilience in the
face of future uncertainties.

Considering the prevailing personnel shortages,
business entities must adopt contemporary personnel
management systems that leverage innovative technol-
ogies and tools. Such adoption fortifies and elevates the
caliber of personnel management practices. In the con-
text of Industry 4.0, digital transformation becomes an
inescapable process for enterprises, extending to the
domain of personnel management. Integrating innova-
tive, digitally driven personnel management systems
empowers leaders to enhance the quality of manage-
ment decisions. This underscores the critical im-
portance of employing HR technologies in personnel
management to boost competitive edge significantly.

O. M. Vaskiv and Yu. A. Stadnyk highlight the
rapid progression of advanced technologies and their
increasing infiltration into all facets of economic and so-
cial life, including organizational management and busi-
ness operations. They note that digital transformations
reshape managerial practices, revolutionize change
management, foster digital mindsets, and radically alter
employee experiences. Existing HR technologies must
be modernized to stay aligned with these changes.

Thus, the application of HR technologies in
personnel management emerges as a vital require-
ment for the successful operation of businesses today.
Given its strategic advantage, this shift away from
standardized management towards HR technologies
is increasingly favored by many company leaders.

The collective insights from various authors elu-
cidate that HR technologies consist of a spectrum of
personnel management methods aimed at evaluating
and enhancing an enterprise's "human resource".
These future-oriented methods are pivotal in sustain-
ing high-skilled personnel availability through system-
atic training and motivational frameworks.

O. B. Korolenko and N. G. Kutova articulate that
HR management represents a system of human re-
source management that synergizes human resources
and information technology via specialized software
solutions. These HR technologies, predicated on utiliz-
ing information technologies and associated software
(whether bespoke for the entity or widely adopted), are
witnessing an upsurge in Ukraine.

Overall, the concept of HR technology still
needs to be explored in academic research. Typically,
HR technologies are integrated into a comprehensive
HR management system. This integration is pivotal,
encapsulating personnel management practices
geared towards the future, underscoring the ongoing
quest for innovative personnel management meth-
ods. These endeavors are crucial for ensuring the
availability of highly skilled personnel through an ef-
fective system of training and motivation, marking a
significant stride toward enhancing organizational
competitiveness in the modern business landscape.

Table 1
The essence of HR technology in personnel management
Author Concept
HR technolo HR technology is software or hardware that helps HR teams streamline and automate large parts
[6] &Y of the HR function. It includes everything from employee engagement tools to payroll software
and candidate tracking systems used in the hiring process.
HR technology is an umbrella term for software and related hardware to automate human re-
Shaun Sutner [7] | sources in organizations. It includes employee payroll and rewards, talent acquisition and manage-
ment, workforce analytics, performance management and benefits administration.
Vaskiv O. M., HR-technologies for business, we can claim that the significant acceleration of the development of
Stadnyk Yu. A. advanced technologies contributes to a significant increase in their penetration into all spheres of
[3, c. 120] economic and social life into the processes of managing organizations and conducting business.
Volvanska- HR technology is a mechanism for the interaction of managers at all levels of management with
Savch yk LV their staff to make the most complete and efficient use of the limited economic resources available
avchuk L. V. [8] . . . . . .
in production, primarily the workforce, the labor potential of all categories of employees
Kushniruk G. HR management is the management of personnel with the aim of achieving such a level of labor
[9, c.173] productivity that will contribute to increasing the efficiency of the enterprise.
HR technologies allow you to attract professionals to the business, provide for easy adaptation of
Kushniruk G. personnel, delegation of individual tasks or a set of services, which specialists will be able to do
[9, c. 179] better, because they have experience, have undergone the necessary training and can start per-
forming duties immediately.
HR technologies HR technology is an umbrella term for all technologies used by HR teams to improve organiza-
[10] tional performance.

Source: generated by the author [3, c. 120; 6; 7, 8; 9, ¢.173, c. 179; 10].

In most academic literature, HR technology is
predominantly viewed as a software solution that fa-
cilitates the automation and streamlining of personnel
management processes. However, we contend that HR
technologies embody a comprehensive suite of meth-
ods for managing enterprise personnel, operating
within a unified information system. This framework
enables the deployment of diverse tools to bolster busi-
ness operations' efficiency.

Distinctively, HR technologies differ markedly
from traditional personnel management in terms of
their functionalities. Whereas conventional manage-
ment practices encompass planning, organization, co-
ordination, motivation, and control, the functionali-
ties inherent to HR technologies are primarily
designed to refine and enhance the overarching per-
sonnel management system.
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A critical examination of the functional ap-
proaches between personnel management and HR
technologies reveals that traditional management em-
phasizes planning, organization, coordination, moti-
vation, and control. However, it is observed that the
aspect of training often needs more attention from
most managers. In contrast, contemporary HR tech-
nologies are predicated on the principle of ongoing
training and self-education for employees, underscor-
ing a fundamental shift towards continuous personal
and professional development.

O. B. Korolenko and N. G. Kutova highlight
several essential functions integral to the HR manage-
ment of an enterprise, including;:

1. identifying the skills and experience re-
quired for employees to perform their duties effec-
tively, which aids in the recruitment of suitable

candidates, setting appropriate compensation, and
devising training programs;

2. establishing policies on health and safety, ad-
dressing employee grievances, engaging with trade
unions, etc., thereby ensuring regulatory compliance;

3. conducting performance evaluations, which
not only facilitate employee growth through con-
structive feedback but also provide benchmarks for
promotions, career progression, and termination de-
cisions;

4. recognizing and rewarding achievements,
which serve as a motivational tool encouraging em-
ployees to align with business objectives;

5. promoting professional development to en-
hance productivity, reduce employee turnover, and
minimize the necessity for oversight.
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Fig. 1. Comparative analysis of the functional approach of personnel management and HR technology

Source: generated by the author

These functions delineate a strategic approach
to HR management, positioning it as a critical compo-
nent in developing a robust, efficient, and responsive
personnel management system. By integrating these
practices, enterprises can significantly improve their
operational efficiency, foster a more engaged and mo-
tivated workforce, and ultimately achieve a competi-
tive advantage in their respective industries.

It's crucial to highlight that a principal function
of HR technology is training and developing person-
nel, aiming to enhance and refine their skills. This is
why many HR software solutions focus on facilitating
continuous training, self-improvement, and progress
evaluation for employees.

One of the salient advantages of HR technology
is its comprehensive and systematic approach to per-
sonnel management — from planning to the final phase
of control—anchored in digitalization. This approach
significantly boosts the transparency and effectiveness
of management decisions while minimizing the impact
of human bias. In today's personnel management land-
scape, amidst ongoing changes in labor laws designed
to protect employees, an unfortunate rise in profes-
sional bullying by managers and employees has been
observed. Such bullying has become a leading cause of
employee turnover. Thus, modern HR technologies are
an impartial arbiter in gauging personnel productivity
levels. Moreover, by deploying diverse tools, HR tech-
nologies enable effective personnel management
across all phases, from recruitment to the application
of outsourcing technologies.

V. 1. Kyfyak and V. M. Zapukhlyak emphasize
that evolving business priorities necessitate the dis-
covery of efficient tools for shaping organizational
structures and managing personnel. This synergy can
be achieved by integrating engineering and technical
system tools into the management system, which are
systematized and tailored for managing changes in
economic systems through engineering methodolo-
gies. The advancement of this change management

approach has given rise to HR engineering as a dis-
tinct management discipline.

Our investigation into the tools of HR technol-
ogy in personnel management reveals a varied classifi-
cation that spans the entire management spectrum. Ac-
cordingly, HR technology tools in personnel
management are distinguished by their application in
shaping the enterprise's image, recruiting, and training
staff, and managing personnel through outsourcing
strategies. This classification allows for a holistic por-
trayal of the diverse tools' applicability at different
stages of enterprise management, underscoring the
versatility and strategic importance of HR technologies
in today's dynamic business environment.

Conclusions. The concept of HR technology in
personnel management has been elucidated through
this discourse, establishing that a considerable seg-
ment of scholarly work perceives HR technology pri-
marily as a software solution designed to automate
and digitize the personnel management process. An
innovative authorial perspective has been developed,
framing HR technologies as an integrated suite of
methods for managing enterprise personnel within a
unified information system. This approach facilitates
the utilization of diverse tools to enhance the opera-
tional efficiency of business organizations.

A detailed comparative analysis between the
traditional functional approach to personnel manage-
ment and the modern HR technology framework has
been conducted. A key finding from this analysis is
that personnel training and development are core
functions of HR technology. This function is pivotal
for elevating and refining employee skills, emphasiz-
ing the importance of continuous training, self-im-
provement, and monitoring progress as central com-
ponents of most HR software products.

Furthermore, the research delineates a specific
classification for the tools of HR technology in personnel
management. This classification is strategically seg-
mented to address different facets of management,
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including enterprise image crafting, personnel recruit- technologies at various management stages. This classi-
ment and training, and staff management through out- fication not only underscores the multifaceted nature of
sourcing practices. The proposed categorization of HR | HR technologies but also highlights their critical role in
technology tools offers a comprehensive framework for optimizing contemporary business entities' manage-
understanding the potential applications of these ment and operational efficiency.
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Abstract.

Ipmuwe6 O.C. HR-mexnoaoeii 8 ynpabainna nepconasom: cymuicmes, pynkyii, incmpymenmu.

B cyuachux ymobax ynpabainna nepconasom 041 cyd’ekmif eocnodapiobanna € HAUdiAbUL CKAAOHUM NpoYecoM, o Bumazae
nocmitiHux 0OKOPIHHUX 3MiH ma YoockoHaeHs. [lepconas 041 nidnpuemcms ma opeanizayii € 0kepesom OMpPUMAHHA MAKCUMAABHOZO
NpudYmKyY WAAXOM HAOAHHA AKICHUX nocaye, bepyuu yuacms 6 npoyeci Bupodbnuymba, eenepylouu pisnomarimui idet, uwjo 8 cboio uepey
3abesneuye HatexHULl pibens konkypenmocnpomoxrocmi. Came momy, 6 nocmiiiHomy noi docaioxens Haykobyib € innobayiini mex-
HOA021, MEXAHIZMU, CUCTIEMU A THCHPYMEHMY Ynpabainta nepcoHalom. Memoto HaNUcaHHa cmammi € npoyec posKpUImms cymo-
cmi, ¢pynxyii ma incmpymenmib HR-mexHor0eii 8 ynpabainna nepconasom 6 cyuacnux ymobax eocnodaproBants. 30iiicHeHo posk-
pumms cymuocmi decpiniyii HR-mexnonoeii 8 ynpabainni nepconasom ma npoBedero nopibHAnHA mbepoxens pisHux 00cAIOHUKIB, 140
0az0 3moey cgpopmyBamu Baacnuil amopcokuii nioxio. IlpoBedero nopi6uasvHutl anasis pynxkyionasbHoeo nidxody ynpabainta nepco-
nasom ma HR-mexwoaoeii. 3anpononobano xaacudgpixayito incmpymenmi6 HR-mexnooeii 6 ynpabaintia nepcoHasom Ha pisHux cmadiax
Mmenedxmenmy. Poskpumo cymnicme nonammsa HR-mexnonoeii 8 ynpaBainni nepconasom. JJoBedero, ujo 8 3nauniti uacmumui Haykobux
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docaioxens HR-mexHo0eil posessidacmbes AK mexHoA0eis npoepamtoeo sabesneuenus, ujo 0036045€ abmomamusybamu ma iHgopma-
mu3sybamu npoyec ynpabainua nepconasom. CgpopmoBaro abmopcokuii nioxio, de HR-mexronoeii Busnauaemsca ax cykynHicms memo-
0i6 ynpabainna nepconasom nionpuemcmba, wo gynxyionyoms 6 eounui ingpopmayinnii cucmemi ma dosbosse GuxopucmoBybamu
pisHOMAHIMHI THCmMpYMenmu 04 nidBuiyenns egpexmubrocmi grynxyionybanna cyo’exmi6 eocnodapiobanns. ITpobedeno nopibHaAAbHIT
AHAAI3 (PYHKIYIOHAAHO20 Ni0X00Y Ynpabainna nepconarom ma HR-mexwoaoeii. Hazonoueno, ujo ceped ocHobrux ¢pymxyiic HR-mexto-
A0eii € HaBuanna ma posBumoxk nepconary, ye 0036o1se nidbuuyyBamu ma yoockonasobamu itioeo HaBuuku. BusHaueno, ujo biabuiics
npoepamnux npodyxmié HR nanpabaeni na nocmiite Habuannsa ma camopo3Bumox nepconary, a maxox oyinioBanms 0ocseHenms npo-
epecy 610 yux npoyecib. Busnauero, wjo kaacupixayia incmpymenmié HR-mexnonoeitl 6 ynpabainma nepconasom nodisaemocs ma Gu-
KopucmoByemuca npu gpopmybBarni imioxy nionpuemcméba, npu niobopi ma HABUAHHI NepCOHANY, NPU YNPaBAIHHI NEPCOHALOM HA 3Aca-
dax aymcopcuney. 3anpononobana xaacudpixayia incmpymenmi6 HR-mexnoaoeiis 6 ynpabainna nepconasom 0036041 KOMNAEKCHO
oxapakmepu3ybamu MoxAUBicms BUKOPUCHAHHA PISHUX THCHIPYMeHINIB Ha PISHUX emanax MeHeOXMeHY.
Karouo8i caroBa: HR-mexnonoeitl 6 ynpabainus nepconaiom, yugppoba mpancgpopmayis, incmpymermu, gpyrxyii.
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MAPKETVHIOBA OISJIBHICTD CYB’'€KTIB ATPAPHOTO BI3HECY: OCOBJIMBOCTI YII-
PABJIIHHJI TA HATIPJIMU BOOCKOHAJIEHHS

Bisrowanka I0.M. Mapkemunezo8a diarvnicme cyb’ekmib azpapnoeo 6i3necy: ocobaubocmi ynpabainusa ma nanpamu
B0ockonasenna.

Cmamma npucbauena obrpyrmybanmio ocHoBHUX esemenmib edpexmubroi mapkemuneoBoi diasvrocmi ma GusnauenHo Hanps-
Mif 11020 ydockonasenHs 045 cyd exmiB aepaproeo bisHecy 3 ypaxybanuam cyuacrux ymob Bedenns bisnecy. B ymoBax cyuacroeo punky
azpapi nionpuemcmba nobunni akmubro Bubuamu nonum, KoHkypenyito ma sminioBamu c6oi nidxodu do Bupobruymba, cnpusouu
echexmubromy ynpabainnio pecypcamu ma nidBunjennio axocmi npooyxyii. Xoua Bitina ma xkpu3o8i cumyayii Moxyms cmboproBamu
craadHouyl, akmubre Bnpobadxenta MapkemuneoBbux cnmpameziti Moxe 00noMoMU aepapHuM nionpuemcméam 3bepeemi KOHKYpeHmo-
CNpoMOIKHICHy A 3abe3nedumu cmaie eKoHoMItHe 3pocmanna. Busnauerno cpaxmopu, sxi nepewrxodxaioms npoepecy 8 mapkemureo-
il disavHocmi Ha aepapHux nionpuemcmbax (obmexene pinancybarna docaioxens ma Gidcymmuicms kBarighikobarnux xkadpi6). 3asma-
HeHO, W0 Y YUX NIONPpUEMCMBAX UACTO CHOCHEePieacmbCs Henocai0oBHe 3acmocyBanna okpemux achekmib mapkemumey. Ha ocobi
ananisy purkoBoeo cepedobunia 8 Yxpaini Bxasyemucs, ujo egpexmubricms ciabcbkoeo 20cnodapcmba 00cAAEMbCA 34 pAXYHOK akyeHmy
Ha moBapu i npodykyito, w0 cyneperums npuHyunam mapkemuney. ObrpyHmoBaro, o azpapui nionpuemcméa mMaoms axmubHo pos-
Bubamu mapkemuneoby disssHicms ma 6niubamu Ha puUHOK 3a 00NOMO2010 MAPKEMUH20BUX KOMYHIKAYIIHUX Mermo0iB. Bxasywomusca
Mpu MoXKAUBL wAAXU 00CASHEHHA KOHKYPEeHMHUX nepebae | cibcbkomy eocnodapcmbi: sHuxenns Bnauby xouxypenmis, camoboocko-
HAAeHHA ma 3MiHA punkoBoeo cepedoBunya. Budiserno ocnobui dhaxmopu, 10 yckaaonioroms mapkemuneobi cmpameeii Ha aepaprux nio-
npuemcmbax (KOHMpoAb pUHKY aepompenidepamil ma HeOOCMAMHA KOHKYPEHMOCHPOMOXKHICIL MaAux nionpuemcmb). Poskpumo Bax-
Aubicmy po3Bumxy mapkemuneo8020 komnaekcy 044 azpapHux nionpuemcmé AK 3acody omMpUMAHHA KOHKYpeHmHUX nepebae ma
posuiupenns diasvtocmi. Takox axyenmyemocs y6aea Ha poai MapkemureoBoeo komniexcy y gpopmyBanni KoHKypeHmuux nepebae ma
11020 Bnaubi Ha punxoby pibrobazy.

Kat0u08i cr08a: komnaexc mapkemumey, azpapri nionpuemcméa, MapxemuneoBuil incmpymenmapiil, Mapkernuteobe ynpadainusL.

ITocraHoBKa mpoOsieMM y 3arajJJbHOMY BM-
msai. MapkeTnHrosa AisUIBHICTE Cy0'€KTiB arpap-
HOTO Oi3Hecy € Ha/I3BMUaTHO BaXXK/TMBOIO Y Cy9acHOMY
cBiTi. Ilo-Tiepirte, BOHa H03BOJISIE arpapHUM MiOIIpu-
€MCTBaM 3aViMaTV Bi[IIOBiIHY IO3MIIiI0 Ha PUHKY,
KOHKYPYIouM e(peKTVBHO 3 iHIIMMMM yJ4acHUKaMU Ta-
1y3i. JlocArHeHHsI KOHKYpeHTHVX IlepeBar depes ede-
KTMBHUW MapKeTVHI CTa€ KJIfodeM [0 ycrixy. Kpim
TOT0, MapKeTMHTIOBi CTpaTerii J03BOJIAIOTh MiAIIPUEM-
CTBaM aJalITyBaTVCS 4O 3MiH Y CIIOXKVMBYMX YIIOH0O0aH-
HSIX Ta PMHKOBMX TeHEHIIigX, 110 € BayXJIMBVM B YMO-
Bax IIOCTiMHOI AMHaMiKM PUHKY. BukopucranH:a
MapKeTUHIY [IoIloMara€ IIifBUIIyBaTU CBiToMicTb
po OpeHI Ta MOOYAyBaTH IO3WUTMBHE CIIPUHSITTS
cepeq, crioxmBadiB. KpiM 11b0Oro, MapKeTUHT J03BOJIHLE
ONITMMI3yBaTM BUTpaTU Ta eeKTUBHO PO3MONUISTU
pecypcy, 110 0cobNIMBO BaKJIMBO B yMOBax oOMexxe-
HMX OIO/KeTiB. 3acToCyBaHHS MapKETMHIOBVX iH-
CTPYMEHTIB J103BOJISIE 301TBIIIITI OOCSTY ITPOIAKiB Ta
PVWHKOBY [IOJIIO, IO BIUIMBaE Ha ¢iHaHCOBI

MOKa3HVKM IigIIpreMcTBa. MapKeTuHI TaKoX JOIO0-
Marae arpapHuM cy0’exTam 3abesrneuyBaTy sSKiCHY Ta
IIUTPOBY KOMYHIKaIIifo 3 KIi€HTaMM, 30UTbITyoun ix
JIOSUTBHICTD Ta BifytaHicTh OpeHmy. BpaxyBaHHsa map-
KeTVHIOBUX acIeKTiB JI03BOJIA€ MigIIpUeEMCTBaM ede-
KTVMBHO BiNIIOBimaTy Ha moTpeOM pMHKY Ta 3abe3re-
uyBaTW CTaOUIBHWMI PO3BUTOK Yy KOHKYPEHTHOMY
cepemoBuIIi. TakyM 4iHOM, MapKETVHT CTa€ HeoOXif-
HUM iHCTpyMeHTOM I yCHilIHOro ¢yHKIiOHY-
BaHHSI arpapHOro Oi3Hecy B CyJacHMX yMOBaX.
MapxkeTnHrOBa HisUTbHICTH CyO’'eKTiB arpap-
Horo DOi3Hecy y BOEHHWMI Yac Ta Ha TEPUTOPIi CBOET
KpalH! BUKOHYE BaXXIMBYy POJIb y 3abe3ledeHH] cTa-
OiybHOCTI Ta BiTHOBJIEHHI €KOHOMIUYHOTO PO3BUTKY.
3o0kpeMa, BOHa JoroMarae B yIpapJliHHI pecypcaMu
Ta ONTWMMi3aril mocTavaHHS IIPOMYKIil, 3a0e3medy-
109V HaJIOKHWUI PiBeHb JOCTYIIHOCTI Xap4oBMUX IIPO-
IYKTiB Ha BHYTpiIHbOMY puHKY. Kpim Toro, Mmapke-
TUHIOBI ~ CTpaTerii HO3BOJISIIOTH  IIATPUMYBaTU
KOMYHIKallil0o 3 KJIi€HTaMM Ta iHBecTopamu, IO
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