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A strategy is a qualitative sequence of actions and states that are used to achieve the goal.

The process of forming a strategy for enterprise development includes the stages of the analysis
of the environment and the state of the enterprise's potential, the formation of the goal of
development, the formation of criteria for achieving the goal, the formulation of tasks, identification
and allocation of available resources for development, identification of risk factors and force majeure
and taking measures to neutralize them. These steps are usually performed by specialists in different
functional units.

Personnel management in the conditions of a developed market economy - a phenomenon more
voluminous than the concept of "work with personnel." In the new conditions of management, the
philosophy of personnel management, while preserving the known classical tasks of personnel
management, must be consistent with the basic strategic concept of enterprise management [8].

Thus, personnel management is not only an integral part of the concept of enterprise
development, but is organically combined with it. This policy should be guided by the trends and plans
of economic development, the achievement of the main goal of the enterprise and designed to take into
account:

— long-term development of the enterprise;

— preservation of its market independence;

— obtaining the corresponding dividends;

— continuously necessary growth of the enterprise;

— self-financing growth;

— preservation of financial equilibrium;

— consolidating the profit achieved [1; 3].

A brief strategic role of personnel management can be defined as follows:

— Personnel management must be represented at the top management level of the enterprise;

— The personnel management function must be taken into account when developing the business
strategy and organizational structure of the enterprise;

— All linear leadership should participate in the implementation of human resources management.

Based on the strategic role of personnel management, the basis of its concept is now:

— integration of human resources management with business strategy;

— ever-increasing role of the person of the employee in determining his development;

— knowledge of the motivational installations of the worker and the group;

— the ability to form and direct them according to the development strategy of the enterprise [6].

Personnel strategy is a system of methods and means of personnel management, used for a
certain time in order to implement personnel policy.

On the results of the company's activity, the function of personnel management can be
significantly affected only when its various aspects (career development, selection and recruitment,
motivation, attestation, training, partnership of the workforce and managers, etc.) are combined into a
single program. , which is part of the business strategy. Only in these circumstances, the management
of personnel will help to disclose the benefits of human potential of the enterprise.

There are many models of the strategic management process that more or less detail the sequence
of steps in this process, but the three key steps are common to all models:

— strategic analysis;
— strategic choice;
— implementation of the strategy [5; 7].

Strategic management is a continuous process. Once strategies have been implemented, they
need to be tracked and evaluated in real time over time. An important condition for this is the choice of
appropriate criteria that determine how well the strategy is selected from the point of view of strategic
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analysis. This is, above all, its feasibility, i.e. the degree of difficulty and the amount of effort that this
strategy should be applied in practice, as well as its admissibility, that is, the determination of the extent
to which the results of the application of a particular strategic option are directed towards the
tulfillment of the mission of the enterprise and its achievement goals

Therefore, qualification of employees, as well as financial resources is a strong limiting factor
when choosing a development strategy. Deepening and expanding the qualification potential of
employees is an essential condition that ensures the possibility of transition to new productions or
qualitative technological upgrading of existing production.

Not having enough information about qualification potential, management can not make the
right choice of enterprise strategy.

Key Stages of the Strategic Management Process:

— strategic analysis;
— strategic choice;
— implementation of the strategy [2].

The stage of strategic analysis interprets the strategic position of the enterprise by, firstly,
identifying the changes that have occurred in the economic environment of the enterprise, and
identifying their impact on the enterprise and its activities, and secondly, identifying the benefits and
resources of the enterprise depending on these changes.

The main objective of strategic analysis is to assess key actions for the current and future position
of the company and determine their specific impact on strategic choices.

One of the results of a strategic analysis is the definition of the general purpose of the enterprise,
which defines its scope of activity. Objectives are determined on the basis of the goal. They are used to
represent strategic planning indicators. Indicators presented in writing may have a financial or non-
financial nature. Financial indicators are numerous, expressed in figures, convenient for comparing the
strengths and weaknesses of different strategic development options, and it is easy to control them.

A strategic choice involves developing a series of strategic alternatives, based on the purpose of
the enterprise, its advantages and disadvantages, as well as external capabilities and threats. Each
strategic alternative may represent possible directions of action. At this stage, the following main
question appears: what strategic development seems to be the most acceptable? When designing
strategies it is important to take into account the greatest possible number of options, since there is a
tendency to take into account only the most obviously acceptable options and already at the early stages
of putting alternatives to discard others. However, such an assessment is always subjective [4].

Choosing a strategy may make decision-making necessary, for example, what kind of technology
is needed to apply, what size of workforce is needed in implementing a new strategy, etc.

Strategic lines of conduct and plans involve work in areas such as research and development,
capital requirements, and labor issues. The most characteristic, coherent strategic choices are the
following plans:

I. Needs in the workforce. All strategic plans should include a review of the staff of the company.
Since most of them allow for adjustments, depending on the specific situation, the staff of the
enterprise can increase or decrease. The plan should be prepared taking into account the number of
different categories. This will help to identify the need for staff for the duration of the plan.

II. Capital requirements. This plan should take into account the general need for capital and for
each year it is included. The plan must foresee both the need for both working capital and capital to
replace or expand areas, structures, machinery and equipment.

I1I. Requirements for research and development. This plan should identify the research and
development projects, the period of their implementation, the responsible persons, as well as the
expected scale of the tasks. This plan must be coordinated with the strategic plan [3].

Plans for the first year should be included in the current estimates of the current year. This allows
the company to start working on a new strategic plan, and the management to track progress during the
first year.

The third, final and longest stage of the strategic process is the implementation of the strategy. At
this time, the strategy and the strategy chosen by the leadership is being implemented. The
implementation of the strategy makes it necessary to adopt the system used for enterprise management.
This system determines which units will bear responsibility and what information systems will need to
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monitor the implementation of a strategy that will require retraining of the workforce, etc.

To succeed in implementing the adopted strategy, an enterprise must have a structure that
provides maximum opportunities for its implementation. The development of the structure includes
the division of responsibility for the execution of tasks and the right to make decisions in the
enterprise. It is also necessary to decide what structure the company should have: horizontal or vertical
(centralized or decentralized decision making), to what extent it should be divided into relatively
independent working groups, etc.

Successful implementation of the strategy requires its structure, culture and leverage management
company. Different strategies and variations of the situation may require enterprises of various
structural changes, other cultural values and control systems. It is also necessary to formulate plans for
resources and different

At the stage of strategy implementation, there are many problems and there are objective reasons:
there is a transition from design to management practice. In addition, the design process requires some
(sometimes significant) time, during which there will be changes in the environment of the enterprise,
that plans may to some extent "outdated" before the start of implementation. Let's distinguish the
following typical for the process of implementing the strategy of the problem:

— There may be a mismatch between the strategy and the structure and they can counteract each
othet;

—lack or lack of certain skills and the need for their compensation. The reluctance of managers to
change the style of work and acquire new skills;

— Information and communication systems may not meet the new requirements of management and
do not give an adequate assessment of the changes that take place, so the senior management team will
not fully manage the situation;

— The implementation of the strategy involves changes that, in turn, include uncertainty and risk,
which can lead to a caution of the managers, a reluctance to take responsibility for taking risky
decisions on oneself;

— Management methods such as compensation program, development of a management structure,
etc. operating within the framework of a structural scheme may not be consistent with the strategic
goal [5].

Strategic management is a continuous process. Once strategies have been implemented, they
need to be tracked and evaluated in real time over time. An important condition for this is the choice of
appropriate criteria that determine how well the strategy is selected from the point of view of strategic
analysis. This is, above all, its feasibility, i.e. the degree of difficulty and the amount of effort that this
strategy should be applied in practice, as well as its admissibility, that is, the determination of the extent
to which the results of the application of a particular strategic option are directed towards the
tulfillment of the mission of the enterprise and its achievement goals

Hence, the qualifications of employees, as well as financial resources, are a strong limiting factor
in choosing a business development strategy. Deepening and expanding the qualification potential of
employees is an essential condition that ensures the possibility of transition to new productions or
qualitative technological upgrading of existing production.
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VYAOCKOHAAEHHSA OPTAHI3ALIIMIHOI CTPYKTYPU
CIABCBKOT OCITOAAPCBKUX ITIATIPMEMCTB B CYUACHHX YMOBAX

KoAoAAKHA A.FO.,
XAPKIBCbKHI HALTIOHAABHHH TEXHIUHHH YHIBEPCUTET
CIAbCBKOI'O T'OCITOAAPCTBA IMEHI ITETPA BACHAEHKA
Hayxosuii xepisnux — x.¢p.n., doyenm bobaoscoxui O.FO.

[Iporec po3sBUTKYy PHHKOBOI €EKOHOMIKH BHCYBA€ IIEPEA BUPOOHUKAMU CIABCHKOTOCIIOAAPCHKOL
IIPOAYKIIl ~ HOBI  3aAadi:  INABHINEHHSA  PIBHA  3aAOBOAEHOCTI  IIOIHTY  CIOKHBAYIB  Ta
KOHKYPEHTO3AATHOCTI IIPOAYKII, OHOBAGHHA 3aCO0IB BHPOOHHUIITBA, BHKOPHUCTAHHA AOCATHEHD
HAYKOBO-TEXHIYHOTO IIPOTPECY TOIO. BHKOHAHHA LHX 3aAa9 MOKAHBE 32 (POPMYBAHHA HAYKOBO
OOIPYHTOBAHOI OPraHi3aliiiHOI CTPYKTYPH arpapHUX IHAIIPHEMCTB.

B prHKOBHX yMOBax BCI IIAIIPHEMCTBA 3HAXOAATHCHA B PEKNMI IOCTIHHHUX 3MiH, BIAOYBAIOTHCA
LIAECIIPAMOBAHI IIEPETBOPEHHSA AK OKPEMHUX X €AEMEHTIB, TaK 1 CHCTEMH YIIPABAIHHSA 3aTaAOM.

KpiM pO3BHTKY EKOHOMIKH TakOK HEOOXIAHO 3MIHIOBATH 1 INAXOAHM AO YIIPaBAIHHA Ta
CTBOPIOBATH IIAPO3AIAH, fIKI BIAIIOBIAAFOTH PHHKOBHM ymMOBaM. [IpoOaemu edeKTHBHOIO yIpaBAIHHA
IIAIIPUEMCTBAMU BiAOOpakeHO y HaykoBux Iparax B.M. I'eens, B.M. I'punbosoi, I1.T. Cabayxka, 1.O.
CealxoBofi T2 1H.

Ha xaap, He yci KEpIBHUKH INAIIPHEMCTB PO3YMIIOTh IIOTPEOH ChOTOACHHA 1 HEOXOYE HAYTh Ha
3MiHY OpPraHI3aIiifHOI CTPYKTYPH T4 BUKOPUCTAHHA CY9ACHUX METOAIB yIrpaBAiHHA. OAHHM 31 CIIOCOOIB
BUPIIIEHHA TAKHX IIPOOAEM € CTBOPEHHS Ha IIAIIPHEMCTBI IAPO3AIAIB AKI O BIAIIOBIAAAHM T4 IIIBHAKO
pearyBaAn Ha 3MIHU PUHKOBOIO CEPEAOBHIIA, 2 CAME BIAAIAIB MAPKETHHIY.

Possurok opramizamifiaux dopm 1 dyHKIIN MapkeTHHry, Ak crBepAkyioTs 'ymenrok K. b. ta
Aymax B. B., Ha mApreMcTBi BUABAABCA y TOMY, IO HAKOIIMYECHHA KIABKICHUX €AEMEHTIB MAPKETHHIY
BHUKAMKAAO SAKICHI OPraHi3amifiHO-YIIPABAIHCHKI 3PYIIEHHA, fKI IIPHUBEAM AO 3POCTaHHA KIABKOCTI
CHIBPOOITHHKIB-MAPKETOAOTIB 200 30IABIIEHHSA KIABKOCTI PI3HUX IIAPO3AIAIB. ¥V pe3yAbTarti i3 CKpOMHOL
dyHKII BIAAIAY 30yTy MapKETHHI IIEPETBOPHUBCA Y IOBHOMACINTAOHY CAYKOy, fIka Ma€ CHABHHH 1
BHU3HAYAABHUN BIIAUB Ha BCl CTOPOHU I'OCIIOAAPCHKOL AIIABHOCTI IAIIpuemcTBa [1].

3 KOXHHUM PpPOKOM pOAb MAapKETHHIY 3POCTa€, IO IIPOSABAAETBCA Y IIOOYAOBI HOBHX
OPTaHI3aIlHHO-YIIPABAIHCBKUX CTPYKTYp. lle A03BOAsfi€ B IIOBHIM Mipl 3aAOBOABHATH IOTPEOH
CIIOKHBAYIB 1 3alIMATH TIAHE MICIIE CEPEA YNCACHHHUX KOHKYPEHTIB.

I'oAOBHOIO ~ IPHUYMHOIO  BHKOPHUCTAHHA  MapKETHHIY  CTaAa  IIOTpeda  arpapHHX
TOBAPOBHUPOOHHKIB y CTBOPEHHI Ta INATPHUMAHHI B pPOOOYOMY CTaHI TaKOTO OpPraHi3aIliifHO-
YIPaBAIHCBKOTO MEXaHI3My Ha ITAIIPUEMCTBI, AKUI AO3BOAAB OM IIIBHAKO M aAE€KBATHO pearyBaTH Ha
3MIHH PHHKOBOTO CEPEAOBHIIA, MAKCHUMAABHO 33aAOBOABHAIOYH IIOTPEOM 1 BHMOTH CIIOKHBAYIB,
CTBOPIOIOYHN TAKI KOHKYPEHTHI II€PEBArH, AKi AO3BOAAAHM O IM YKPIIAATH PHUHKOBI no3unil. BiaroBiaHO
AO IIBOTO 3POCTAAA I POAb MAPKETHHIY B AIIABHOCTI IIAIIPUEMCTB, IO 3HAXOAUAO CBOE BIAOOpPaKEHHSA
y HOOYAOBI OpraHi3amifiHO-yIIPaBAIHCBKHX CTPYKTYp Ta iX (pyHKHif. 3 (DPYHKIIIOHAABHOTO IIOTAAAY
MAPKETHHI IIPOMIIOB TaKi €Tald: BHUKOHAHHA (PYHKIIl PpO3IOAIAY, BHUKOHaHHA QyHKI 30yTy,
BHOKPEMACHHSA B CAMOCTIHHY CAYKOY (BIAAIA MAPKETHHIY), CTAHOBACHHA MAPKETHHIY fK I€HEPAABHOL
yHKIIT MAIPHEMCTBA, A6 OCOOAUBE 3HAYEHHSA IIPUAIASETHCS IHTETPaLii BCIX PECYPCiB AASl AOCATHEHHSA
OCHOBHOI ITiAl IIAIIPHEMCTBA, KA BUPAKAETHCA ¥ TPHBAAOMY 1 CTIHKOMY ICHYBAHHI Ha PUHKY [2].
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