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The views of the vast majority of experts agree that the key to successful
development of the economy of our country as a whole and its agrarian
sector in particular is the need to create a modern flexible mechanism for
managing human resources development at the level of each entity.
Unfortunately, the current state of affairs in the field of human resources
management bears signs of unsystematic, imbalance and lack of complexity
in solving personnel issues, which, accordingly, adversely affects the quality
of management and, as a consequence, the effectiveness of the enterprise.

In view of the above, identifying and assessing the degree of influence of
factors on the formation and development of human resources, as well as
creating an effective mechanism for managing them is not only purely
methodological, but also quite practical, as it is a guarantee of resource
balance of the economy of the entire agrarian industry. The agrarian sector of
the national economy today, as well as most of its spheres, is experiencing a
significant shortage of qualified personnel, which necessitates the
introduction of modern approaches to the organization of personnel
management, which would solve not only current problems but also strategic
tasks [6, p. 65].

In today’s extremely difficult economic conditions, fierce competition, the
main condition for effective functioning of enterprises is their flexibility, ie
the ability to adapt in a dynamic market environment in a timely and fast
manner. An important role in the effective functioning of the enterprise is
played by the personnel component of its potential, which influences not
only the final indicators of economic activity of the enterprise and
achievement of its competitive advantages, but also the possibility of
ensuring competitive development in the strategic perspective [5, p. 96].

According to T.M. Khayanok, «personnel potential of an agricultural
enterprise is a set of individual, psychological, professional, qualification
and other characteristics of the personnel of the enterprise, their complex of
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knowledge, skills, abilities, experience and reserve of opportunities, which
are involved in labor activity, taking into account the specifics of the
industry goals and objectives of production or achievement of social effect»
[6, p. 66]. The problem of human resources development is of particular
importance due to the shortage of qualified personnel in the agricultural
sector and is caused by a number of reasons of objective and subjective
nature, including: specific working conditions combined with low level of
remuneration; constant deficit of both own and attracted financial resources
necessary for the development of the agrarian sector, tendencies of
destructive nature in the system of structural and investment development,
etc. [4, p. 56].

It should also be noted that efficiency of utilization of the enterprise
potential in a broad sense and, as a consequence, long-term efficiency of
activity of agricultural enterprises in particular and the effectiveness of
socio-economic development of the agricultural sector as a whole depends
on the personnel component [6, p. 66].

The formation of human resources involves the creation of the real
potential of living labor, knowledge and skills at the level of industry or
enterprise, which originate in the individual, professional and
psychologically physiological capabilities of each employee. It should be
remembered that the use of human resources is the realization of the work
and qualifications and skills of the employee, the workforce and society in
general. In the market conditions, rational use of human resources potential
is as the most complete identification and realization of the abilities of each
employee of the enterprise, raising the professional qualification level of
employees by stimulating and evaluating the contribution of each employee
in the end result [6, p. 67].

In the formation of modern agrarian production, its personnel potential
should develop harmoniously at different levels of management, taking into
account the specificity of the industry. Given that the basis of the
development of human resources in most cases depends on the qualitative
structure, which consists of the characteristics of all sets of individual
qualities of the employee, scientists have proposed a system of factors for
influencing the development of human resources at different levels of
management. This approach makes it possible to evaluate personnel potential
more objectively, in addition reveals a quantitative assessment of the set of
qualitative parameters of individual potentials in their relationship.

Thus, in order to maximize the efficiency of the mechanism of human
resources development, it is necessary to carry out systemic socio-economic
transformations, both at the level of the individual enterprise and at the level
of the whole industry, which would contribute to the active use of labor
resources, which will eventually create opportunities for rapid response to
factors of influence of different subsystems of organization or external

64



environment and will provide prompt solution of problems of development
of personnel potential. Actually, this is the approach of formation of
personnel potential of the enterprise (organization) and creates prospects and
provides opportunities for development of personnel potential of the
agricultural sector, namely: it becomes an internal source of candidates for
key positions; helps retain potentially talented workers and accelerates their
development; enables to prepare workers for future socio-economic changes
and to react quickly to them; provides staff with new career opportunities
and more.

Human resource efficiency is the downside of a human resource that
reflects the extent of its realization. In turn, the qualitative level of personnel
potential reflects the degree of socio-economic development [6, p. 67-68].

In order to effectively utilize and manage human resources, in order to
increase the competitiveness of enterprises, it is necessary to implement
sound and purposeful personnel policies. Its main tasks are: timely provision
of the enterprise personnel in accordance with the chosen marketing, and
within its personnel development strategy; creation of conditions of
realization, stipulated by labor law, rights and duties of citizens; rational use
of staff; formation and support of effective work of the enterprise, etc.
[1, p. 122; 5, p. 97].

Therefore, the main directions of increasing the efficiency of utilization of
the personnel potential of the enterprise are: formation and maximizing the
effective use of the personnel reserve; formation and annual review of
personnel policy at the enterprise in order to adapt it to new conditions of
activity of the enterprise; formation of an effective strategy for increasing the
efficiency of human resources utilization; formation of an effective system
of enterprise staff motivation; accelerating the growth rate of labor
productivity and more.
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I'PAHTU SAK ITIEPCIIEKTUBHE /UKEPEJIO
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BITUU3HSAHUX 3AKJAJIIB BUIIIOI OCBITHU (3BO)

[IpiopureTom cyyacHOi AepKaBHOI MOJITUKH y Oararbox KpaiHax CBITY €
po3poOka Ta peamizamis e(OEKTHUBHUX 3arajlbHOHAIIIOHAIBHUX CTpaTerii
PO3BUTKY YHIBEPCUTETIB Ha 3acaliax, Kl J03BOJSIOTH IM IHTETPYBaTUCh Y
rII00aJIbHY CHCTEMY 3HaHb, 3a0€3MeduyBaTh HAWBHIII OCBITHI CTaHAAPTH Ta
pe3yabTaTH HAyKOBUX JAOCHIKEHb 1 THM CaMUM JOCSITaTH BHCOKOI'O
KOHKYPEHTHOro ctarycy. OOOB’S3KOBUM €JIEMEHTOM IPH LOMY € L1JIbOBE
(diHaHCYBaHHS YHIBEPCUTETCHKUX BHUJIATKIB 3 JIEP>KaBHOTO OIODKETY, 00CsITH
AKuX (IKCYIOTbCSI B OQIIIAHUX JOKYMEHTAaX, a BUKOPUCTAHHS YITKO
pernaMeHTyeThesi. KOHKYpeHTHI BIJHOCHMHHM B OCBITHIM cepi CIIOHYKaIOTh
3BO po3BuBaTH MarepiadbHO-TEXHIYHY 0a3zy, MOJINIIYBATH SKICTh
BukiananHsg. [Ipore BITUM3HSIHA cdepa OCBITH 1 HAyKH, HE3BaXKAIOUM Ha
MEeBH1 YCIIXU, HE BIJMOBIJIa€ MPOBIJHUM CBITOBUM CTaHAApTaM 4yepe3 HU3KY
npuurH. OHIEIO 3 HAWBAXKIMBIIIUX 3 HUX € HECHPUSITIMBA JJIS 11 PO3BUTKY
cucrema (piHaHCOBOTO 3a0€3MEUEHHS.

[IpoGnemam (QiHaHCYyBaHHS HAYKOBOi MISUTBHOCTI TPHUCBSYEHI TMpari
O. JIpyroBa, B. Cyxapesuua [1], M. Kyxenesa [2], I'. Ilypiii [3],
M. CopyeBa [4], H. Illeuenko [5]. IlutanHs TrpaHTOBOi MIATPUMKH
HAYKOBHX JIOCHIKEHb PO3TJISAAIOThCS TaKMMHM BYeHUMH, sk M. COpyes,
E. Ctpensiiosa [6], H. IlleBuenko.

MeToro maHOTO AOCTIHKEHHS € BU3HAYEHHS POJIi TPAHTOBO1 MIATPUMKH Y
(diHaHCYBaHHI JOCIiKeHb BITYM3HAHUX 3BO B cyyacHuX ymoBax.
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