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Abstract. The investigation and research conducted on ensuring the competitiveness of enterprises have shown that the
strategy of personnel development, particularly its adaptability to the instability of environmental factors, has a significant
impact on their level. One of the crucial elements of a company’s success is the careful selection of personnel based on their
relevant competencies. These competencies should be developed while achieving the company’s goals and be monitored
and evaluated. The purpose of this study was to identify areas for the development of the company’s human resources and
to develop an effective human resources development strategy to ensure efficient and competitive operations. This study
employs grouping, synthesis, and analysis to determine the primary competencies and factors affecting the personnel
development strategy, alongside the methods of modelling and strategic diagnostics. The article provides a systematic
approach for devising a personnel development strategy for an enterprise. It is based on a comprehensive study and analysis
of factors that promote productive employee activity, especially on personal professional competences. The primary skills
of production personnel in an enterprise are classified by their level of contribution to the personnel strategy, ranging
from corporate to functional. This paper outlined the algorithm for developing and implementing a human resource
development strategy that is in line with the modern world order and its challenges. The study determined the steps to
implement the personnel development strategy of the enterprise within the context of active social communication and
information activities. The grouped indicators that influence the strategy of the company’s human resources development
will allow considering the personal, social, and economic trajectories of the company’s human resources development in
the context of employee motivation to ensure high performance and competitiveness on the market
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Personnel development strategy...

Introduction

In today’s competitive environment, it is important for
businesses to ensure not only efficient operations, but long-
term staff development. The rapid development of the ex-
ternal business environment causes an urgent need for the
company and its staff to adapt to these changes. Proper plan-
ning, clear organisation, proper motivation, and an effec-
tive system of control over the work of the company and its
human resources determine the efficiency and effectiveness
of the company’s activities and its level of competitiveness.

Human resources are the key link and driver of the
company’s development. It is vital to bring together com-
petent and dedicated employees into a team that is commit-
ted to the company and their own personal development.
When examining personnel development in the context of
current competitive factors, it is recommended to identify
current issues and problems that have already been studied
but require further investigation

M. Armstrong (2020) made a noteworthy contribution
to the research on the components and factors of staff devel-
opment. Internal and external factors in human resources
management are highlighted, which allows simplifying the
analysis of the environment in the system of developing a per-
sonnel development strategy and identifying strengths and
weaknessesin the development of the organisationasawhole.

Thus, M. Zos-Kior and M. Semenyuta (2020) formed
the key goals of implementing the personnel strategy and
identified the tasks of strategic personnel development,
based on the provision of personnel according to the firm’s
strategy, the specific features of forming the internal en-
vironment of the organisation and eliminating contradic-
tions in personnel management.

O. Mantur-Chubata et al. (2022) structured the main
components of the management of professional develop-
ment of enterprise personnel, which helped analyse them
according to the main management functions and to high-
light the main tasks of the personnel development strate-
gy in implementing each individual function. Based on
the proposed tasks of implementation of the enterprise’s
personnel development strategy, the stages of their imple-
mentation are defined, and special attention is paid to the
training of employees.

V. Voronina (2021) investigated the role of the en-
terprise’s personnel development strategy in the strategic
management system. The study proposes a methodology
for assessing the effectiveness of training and development
of personnel and considers the stages of implementation of
this methodology. It was found and substantiated that the
success of strategic management largely depends on and
should be based on an effective system of personnel man-
agement strategy.

Typically, researchers focus on the importance of the
organisation’s human resources, the formation of a human
resources development strategy based on the key compe-
tencies of employees, and the proposal of an algorithm for
the development and implementation of a human resourc-
es development strategy for companies.
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Numerous studies by foreign and Ukrainian re-
searchers have been devoted to the development of or-
ganisational staff. One notable foreign researcher is
M. Armstrong (2020), who in his research paid a signifi-
cant role to the problems of long-term personnel develop-
ment, specifically the possibility of providing the company
with personnel under the influence of changing factors of
the external environment and the internal environment of
the organisation.

According to G. Mintsberg’s (2018) research about
management styles in different organisations, a successful
manager plays a vital part in developing the personnel of
the company. The research suggests specific areas of em-
ployee development based on individual characteristics
and qualifications.

P. Druker (2020) investigated the impact of each em-
ployee’s productivity on the performance of the organisa-
tion as a whole, which in turn affects competitiveness.

Further development is needed in effective organisa-
tion and motivation of the company’s personnel, based on
the strategic priorities of the company’s development and
its competitive advantages.

The purpose of this study was to identify areas for the
development of personnel of enterprises based on key com-
petencies and personal qualities of employees and to devel-
op a strategy for personnel development to ensure efficient
and competitive activity.

Materials and Methods

The works of the authors upon which this study is based
are worth noting: theoretical aspects of strategic manage-
ment of personnel development by R.A. Noe et al. (2017),
V. Voronina (2021), N. Havkalova (2020), M.R. Buckley et
al. (2019), S. Stoyanova et al. (2019), H. Adoli & J.M. Ki-
lika (2020), the issue of staff development as a factor in
ensuring the competitiveness of the enterprise (Kosova et
al., 2022; Zos-Kior & Semenyuta, 2020; Lazorenko, 2021).

When examining the trends in the company’s per-
sonnel development, the study employed methods such as
synthesis, analysis, modelling, and interviews to process a
more extensive range of sources.

To consider the features of the enterprise’s personnel
development strategy, the methods of generalisation and
systematisation were used. The process of developing a per-
sonnel development strategy was formed using the analysis
and grouping method.

The system analysis was used to identify the main envi-
ronmental factors and the specific features of their impact
on the activities of enterprises and personnel development.
An important stage was the identification of methods for
evaluating the company’s personnel, as well as the descrip-
tion and improvement of the employee evaluation algo-
rithm, for which purpose the grouping and abstract-logical
methods were used.

A survey of employees was conducted to obtain infor-
mation on the main competencies and components of the
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impact on the efficiency of work performed, which was ob-
tained through questionnaires and interviews. The survey
was conducted among employees of state-financed institu-
tions (educational institutions), trade and manufacturing
enterprises, and catering establishments. Employees were
asked questions orally, and some filled out questionnaires.
In total, about 40 employees took the survey. Upon analys-
ing the respondents based on their professions, one may
observe that they include teachers, sales managers, admin-
istrators, salespeople, warehouse workers, and cooks. The
use of these methods allowed getting answers to the follow-
ing questions:

What is the level of employee satisfaction with their
work?

What factors affect their productivity?

What motivates them to develop professionally?

What is the psychological atmosphere in the team?

Strategic diagnostic methods were used to analyse the
competitive environment of enterprises.

Research involving human subjects was conducted ac-
cording to the norms of the Declaration of Helsinki (1975).
All participants were fully informed that anonymity was as-
sured, why the study was being conducted, how their data
would be used, and the risks involved.

Graphical and tabular methods are used to visualise
the results of the study and to interpret the classifications
and groupings of the indicators under study schematically.

Results and Discussion

The importance of personnel development in an enter-
prise’s operations is driven by changes in the business en-
vironment, which encourage management to take meas-
ures to unleash the personal potential of employees and
increase their ability to make a significant contribution
to the organisation’s performance. To ensure proper and
effective personnel development, it is important to devel-
op and implement a personnel development strategy as
part of the company’s existing strategy. This allows setting
a clear goal and formulate long-term personnel develop-
ment objectives. Management outlines the course of staff
development, and employees themselves, seeing the pros-
pects for their own development, are motivated to be more

productive in a particular organisation and become com-
mitted to the company and its goals.

The overall results of the survey on employee job
satisfaction show a variety of responses. Most employ-
ees (approximately 60%) express average job satisfaction,
indicating that their feelings fluctuate depending on the
circumstances. Approximately 20% of respondents are
highly satisfied with their work and say that they find
real satisfaction in it and achieve personal development.
Another 20% showed a low level of satisfaction, citing
mismatched expectations and routine tasks. The factors
affecting labour productivity were diverse. Most employ-
ees (approximately 70%) noted the importance of clear
communication, opportunities for professional develop-
ment and recognition of their contributions. Favourable
working conditions (for 60% of respondents) and the
possibility of work-life balance (for 50%) also have a sig-
nificant impact. The motivation for professional develop-
ment is mainly related to the desire to achieve greater ex-
pertise and career growth (approximately 65%). Personal
satisfaction from learning and development is important
for 25% of employees, while 10% showed less interest in
professional growth. With respect to the psychological at-
mosphere within the team, almost three quarters of the
respondents (about 75%) stated that the work environ-
ment is friendly and supportive, and that it fosters co-
operation and mutual support. Nevertheless, about 20%
reported instances of conflict or tension that affect the
overall comfort of the work environment. The availability
of opportunities for social interactions and joint activities
was positively assessed by more than half of the respond-
ents. Overall, the survey highlights that satisfied employ-
ees and a favourable working environment are key aspects
to increasing productivity and professional development
in an organisation.

M. Armstrong (2020) suggests that devising a human
resources development strategy involves identifying the
external and internal factors that influence staff. Based on
this, management methods can be proposed for both direct
and indirect influence on company employees, which can
contribute to the organisation’s staft’s continuous develop-
ment (Fig. 1).

external

Factors affecting the company’s personnel

internal

Methods of direct influence (personnel management)

Methods of influencing employees

Continuous development of the organisation’s personnel

Methods of indirect influence (management)

Figure 1. The process of developing a personnel development strategy
Source: compiled by the author based on M. Armstrong (2020)
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Externalfactorsincludesocial,economic, political, envi-
ronmental, financial,and technological ones. Internal factors
include management, vision, structure, culture, and strategy.

Considering the methods of influencing employees in
the process of implementing the human resources devel-
opment strategy, the methods of direct influencing define
the particular functions of managers in the interaction with
employees and in the use of methods of influencing em-
ployee behaviour, while the methods of indirect influenc-
ing are aimed at developing, implementing and evaluating
the effectiveness of recruitment, evaluation, remuneration
and development of employees.

While developing an HR strategy for an organisation,
it is necessary to align it explicitly with the organisation’s
goals, mission, and objectives, while considering the fac-
tors of the external and internal environment, as well as the
personal qualities and abilities of each employee and their
motives. According to the consideration of social factors
of management, there are 4 main goals of implementing a
personnel development strategy: employees’ contribution
to the work performed, staff placement, competence, and
commitment (Zos-Kior & Semenyuta, 2020).

One of the aspects of this process is the need to explain
to employees the importance of each of them and their work
in achieving the organisation’s goals and objectives, thanks
to their competence, dedication and correct placement of
personnel at all stages of the enterprise’s activities. Once the
goals of personnel development have been set, it is impor-
tant to understand and formulate the tasks in this process.

The personnel management process involves supply-
ing the enterprise with the required personnel based on its
priorities; creating an internal organizational environment
where values, needs, and culture stimulate human resourc-
es reproduction; resolving centralization-decentralization
issues in staffing; efficiently organising work; motivating
employees as per the company’s growth strategy and de-
signing an adequate employee monitoring system.

More specifically, L. Lazorenko (2021) proposes en-
suring staff development by accomplishing the following
tasks: arranging professional training for employees, cre-
ating favourable conditions to ensure effective staff work
and implementing a flexible postgraduate education sys-
tem; organizing production-based adaptation for person-
nel, professional development and qualification promotion
to achieve strategic management goals; ensuring that the
employee’s abilities, interests, and skills, as well as their ed-
ucational and professional potential, are fully utilised for
implementing innovations and advanced technologies in
practice, thereby increasing the flexibility and competitive-
ness of the organisation in the market; evaluating and cer-
tifying personnel, fostering positive attitudes towards the
organization and its management through deliberate career
planning for employees, effective material and non-mate-
rial incentives for their development, and increasing the
organisations prestige and attractiveness among young
people and other population groups. The personnel
development strategy is a component of the enterprises
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personnel strategy and is aimed at addressing the following
issues: determining the quality of personnel, developing
criteria for recruiting employees, forming the structural
and staffing table of the enterprise, and identifying areas
for advanced training of certain categories of employees
(Lazorenko, 2021; Shaulska et al., 2021).

In the current economic climate, there are growing de-
mands on staffin business enterprises. In today’s labour mar-
ket, it is not enough to have high qualifications and profes-
sional skills; personal qualities and abilities are also valued,
and these, combined with qualifications, make an employee
competitive and sought-after in the labour market. Making
timely and effective management decisions is vital while
being influenced by various factors of the micro and macro
business environment. It is important to have a prominent
level of stress resistance and adaptability to the activity.

It is common for students to receive theoretical train-
ing with only partial practical exposure to current industry
standards. As a result, they may face difficulties in adapting
the knowledge they have gained to the specific activities
and delegated powers within a company once they start
their career after graduation. Employees should remain
open to learning and be willing to improve their knowledge
about their roles. When motivated, experienced employees
who love their job and work towards achieving organisa-
tional goals take on the role of a coach, it can become a
highly effective staft development strategy.

Besides having the necessary qualifications, an employ-
ee should have certain personal qualities and abilities. These
include organizational and communication skills, quick re-
sponse time, adaptability to change, loyalty, and willingness
to move when required. It is also important to continuously
improve your business and personal qualities, develop your
labour and innovation potential, be ready to take on dele-
gated powers and extra tasks, have a desire for professional
growth, and work cooperatively with others in the team.
Supporting business ethics, following labour discipline,
and adhering to organisational culture are also essential.

When developing a personnel development strategy, it
is advisable to consider the following alternatives: invest-
ment strategy, incentive strategy, and engagement strategy.

The author of this study proposes to implement the
above-mentioned type of strategy at enterprises according
to the algorithm presented in Figure 2.

When implementing the personnel development strat-
egy, the authors of this study propose to follow these as-
pects: professional training of personnel, career manage-
ment, formation of a personnel reserve, and development
of organisational culture. All these activities aim to develop
not only professional abilities and qualifications but also to
ensure that the organisational culture of the enterprise, in-
cluding common values and traditions, is developed. This
helps to create and develop a stable workforce that is fo-
cused on achieving common goals and objectives.

When implementing the above areas of personnel de-
velopment, it is worth noting the indicators that will affect
the quality of the personnel development strategy (Fig. 3).
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+ defining the mission and goals of the management

- analysis of the internal state of the personnel management system

+ analysis of the enterprise's external environment and the impact of its factors on the enterprise's personnel

+ generating alternative options for the personnel development strategy

+ selection and implementation of a personnel development strategy

« control and evaluation of the effectiveness of the implemented strategy

+ adjusting and supplementing the existing staff development strategy

) (-C- LA - 4

Figure 2. Algorithm for developing and implementing a human resources development strategy
Source: compiled by the author based on A. Gruzina & V. Deryhovska (2014); T. Bilorus (2018)

personnel satisfaction with their work

labour productivity

personnel training costs

psychological atmosphere within the team

information support for employees

PIR PR PP

employees' readiness for career growth

= == - N — —

Figure 3. Indicators that influence the implementation of the personnel development strategy

Source: compiled by the author of this study

The competence of the company’s personnel is a vi-
tal component in its formation and development. Staff
performance evaluations should be carried out, but the
HR manager should also systematically carry out ques-
tionnaires and interviews with employees. This will help
to identify the key abilities of a particular employee and
use them effectively in professional activities, identify
employees with needs for professional growth, leaders,
and find sources of new ideas and non-standard solu-
tions to work problems.

During the study, the main professional and person-
al competences of the enterprise’s personnel are consid-
ered based on scientific sources and supplemented with
the most relevant ones in modern realities (Fig. 4).
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General corporate
Personal behavioural

Qualification |
N "4

Personal professional

Figure 4. Groups of employee competences in enterprise
personnel development
Notes: developed by the author of this study based on
V. Deryhovska, 2013; T. Hulyk & A. Kobzev (2018);

T. Bilorus (2018)
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The main competences in the context of the above
groups were considered in greater detail.

General corporate competencies: understanding of the
strategy and specifics of the organisation’s activities, focus
on enterprise development, result orientation, adherence to
the company’s mission and corporate goals. It is important
that employees are aware of the company’s strategy and un-
derstand that their personal performance will make an im-
portant contribution to theachievement of the organisation’s
goals, which is one of the aspects of employee motivation.

Qualification competences are divided into two
groups — personal professional and personal behavioural
competences. Personal professional competencies include
compliance with labour standards, effective application
of knowledge, skills and abilities, mastery of computer
technology and modern information systems, ability in
planning and organising work, ability to perform com-
plex tasks, ability to utilise working time rationally, abili-
ty to complete the work on time and within the stipulated
timeline, production of high-quality work, orientation to-
wards performing tasks safely and in compliance with safe-
ty regulations, as well as possessing the desire and ability
for professional growth. The efficient use of working time
is highly appreciated in contemporary times, and personal
time management enables one to prioritize essential daily
tasks while also scheduling less productive work and rest.
Short breaks at work enable the employees to restore their
work performance. Furthermore, the rational use of work-
ing time allows completing tasks quickly and on time, even
with limited deadlines.

Many employees strive for professional development
when given the chance for career progression. This moti-
vation often compels them to gain a better understanding
of their work, and in turn, enhance their task performance.
Personal behavioural competencies include responsibility,
organisation, punctuality, communication skills, adapt-
ability, independence, initiative, teamwork, persistence to
achieve goals, leadership, authority, self-control, discipline,
stress resistance and conflict resolution. The personal pro-
fessional competencies of employees play an equally signif-
icant role. Business leaders highly value the organisation
and initiative of their employees at all levels, and stress
tolerance is increasingly valued by employers. Humanity is
living in a time of constant stress, especially in recent years
(pandemic, war), and when stress affects human perfor-
mance and productivity, it has an immediate impact on the
organisation’s performance as a whole.

Companies often conduct special trainings on stress
resistance, adaptability, organisation, leadership skills, etc.
Such trainings help to develop and improve the above-men-
tioned abilities of employees and reveal hidden talents.

Another important competency is the ability to work
in a team. By building a team that is friendly and commit-
ted to the organisation, management can be confident of
high performance and lower staff turnover. An essential el-
ement here will be a leader who can develop teamwork and
create a favourable social climate in the team.
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Using the above competencies, it is proposed to de-
velop questions for questionnaires and interviews with
employees. It is advisable to conduct an initial interview
when hiring a new employee. The results of such a survey
will allow assessing the employee’s general competencies,
and by observing their work performance and behaviour
in the team, one will be able to adjust the methods used to
influence a particular employee. Conducting a methodical
employee survey can be effective. Additionally, it is essen-
tial to hold informal talks and observe the staff members, in
which the managers discreetly attend to their queries and
receive relevant information about the employee’s work at-
titude, management preferences, motivation level, etc.

The employee survey and evaluation results can assist
in identifying the contribution of staff towards the work
performed and its outcomes such as innovation, flexibil-
ity, efficiency, and creativity. Other elements to consider
include employees’ rational placement, their competence
level, ability to identify with and be part of the organisa-
tion, which in turn can determine the goals of the person-
nel development strategy.

An increasing number of Ukrainian and foreign re-
searchers are investigating the role of enterprise personnel
and its development in the overall strategy of the enter-
prise. When analysing the aspects of developing a human
resources development strategy discussed in the paper, it is
important to note that an essential issue is the assessment
and analysis of staff competencies to determine their level
of development in order to design an effective human re-
sources development strategy in general.

The process of developing an enterprise’s personnel
development strategy is supplemented and graphically pre-
sented in Figure 1, using the results of research on enter-
prise personnel in Armstrong (2020). This approach ena-
bles the consideration of internal and external factors that
affect the organisation while developing the HR strategy;
furthermore, it facilitates the identification of methods to
influence employees and specific features of a particular
employee group to be taken into account during strategy
development.

Per the social factors of influence on the development
of enterprise personnel according to Zos-Kior & Semenyu-
ta (2020), it is noted that in the context of considering the
contribution of employees to the work performed, the spe-
cifics of the personnel placement, employee competence and
commitment, this study managed to determine the levels of
staff motivation in implementing the strategy of their devel-
opment. Notably, a dedicated employee will be motivated to
develop and grow within the company in their profession.

When developing a strategy, it is advisable to use in-
dicators that can be used to assess the level of develop-
ment of the company’s personnel. Proceeding from this,
the author grouped the indicators that influence the level
of staff development, among which are the following: la-
bour productivity, employee job satisfaction, staff training
costs, socio-psychological climate, information support
and readiness of employees for career growth. Information
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for the analysis of these indicators can be obtained from the
organisation’s management, as well as through interviews
and questionnaires with employees.

The works of V. Deryhovska (2013) and T. Hulyk &
A. Kobzev (2018) consider and investigate the main staff
competences, the analysis of which should be given consid-
erable attention when developing a staff development strat-
egy. Specifically, it is advisable to study them at the stage of
analysis of internal factors of influence on the enterprise’s
personnel, as presented in Figure 3: algorithm of the pro-
cess of developing a personnel development strategy. Un-
like previous authors, this study identified four groups of
competencies. These include general corporate, personal
behavioural, qualification, and personal professional. Thus,
personal behavioural competencies currently play a signif-
icant role in staff development, as they allow determining
the level of staff motivation for development based on the
psychological aspects of a particular employee’s personality
development.

Developing a universal system for the advancement of
a workforce in an enterprise can be challenging due to the
unique personality traits, psychological factors, qualifica-
tions, and professional expertise of each employee, which
necessitates the refinement of the workforce development
strategy for specific groups of staff and at times for an indi-
vidual employee. This causes difficulties and added costs in
terms of managerial time, material, and financial expenses.

The company’s staff is a factor in its competitiveness
and productive activity. Increasing the level of staft devel-
opment can be achieved through training, as evidenced by
G. Bay’s (2018) research results. It is training that has now
gained wide popularity in all spheres of our lives and is
relevant in developing personal and professional qualities,
stress resistance, organisation, etc.

Productive and efficient work by employees is crucial
in achieving a company’s business objectives, meeting cus-
tomer needs, implementing strategic business lines and,
ultimately, enhancing the company’s competitiveness. It is
vital to recruit capable personnel and guarantee their pro-
fessional development within the organisation. Addition-
ally, it is necessary to enable personnel to build personally
relevant skills, not just professional qualifications. During
the various stages of forming and implementing the per-
sonnel development strategy, it is crucial to fully assess and
analyse the main indicators of personnel development and
vital personal professional and personal competences. In
staff development, it is important to focus on not only pro-
ductivity and efficiency indicators, but also the social and
psychological indicators of employees” adaptation and per-
sonal growth. Based on a consideration of employees’ com-
petences in developing enterprise personnel, this proposal
suggests dividing them into separate groups according to
their importance in professional activity. Identifying and
improving employees’ competencies can help to develop
highly qualified professionals who can grow and advance
their company.

By adhering to a specific algorithm for formulating and
executing a personnel development strategy, managers can
guarantee an adequate level of staff progression, avoiding
waste of time and ensuring logical sequencing of tasks. Mo-
tivating employees to enhance their skills continuously and
offering training and education to new recruits as part of
their responsibilities and tasks is crucial.

During further research, it is important to develop
ways to ensure the adequate level of motivation of a mod-
ern employee, as well as ways to implement the company’s
personnel development strategy adapted to particular sec-
tors of the economy.

Conclusions Acknowledgements
It is the responsibility of the HR manager to ensure that the =~ None.
company has the necessary staffing levels. However, their .
most important task is to recruit staft that are professional, Conflict of Interest
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Crtpareris po3BUTKY NepcoHany
AIK HanpsiM 3a6e3ne4YeHHs1 KOHKYPEHTOCMPOMOXXHOCTI MignpuemMcTBa

BikTopisi OnekcaHgpiBHa Jlarotiok

KaHauaat eKOHOMIYHUX HayK
YepHiBeLbkunii haxoBuii KOE[X TEXHOJIOTIN Ta Au3aniHy
58001, Byn. [pebiHku, 16, M. YepHiByji, YkpaiHa
https://orcid.org/0000-0003-4406-4551

AHotauis. Ha ocHOBi BUBYEHHS i JOCHPKeHHA IUTaHb 3a0e3NedeHHS KOHKYPEHTOCIIPOMOXKHOCTI IifJIIPUEMCTB
BUAIB/ICHO 3HAYHUIT BIUIMB Ha 1I piBeHb cTpareril po3BUTKY IIepCOHaIY, a 0COOINBO JIOT0 afallTUBHOCTI 10 HecTabimbHOCT
YJMHHYKIB 30BHILIHBOTO cepepoBuina. IlepcoHas K ofyH 3 K/I040BYUX (HaKTOPiB yCIiXy KOMIaHIl IOTpedye peTenbHOro
nif6opy 3a BiUIOBIMHMMUI KOMIIETEHTHOCTAMY, PO3BUTKY B IIpoljeci peamisanil Iiijeil mifnpueMcTBa, OLiHKM Ta
KOHTPOJII0. MeTo0 po60TH € BUAB/ICHHA HAIIPAMIB pO3BUTKY II€pCOHATY Ii/IIIPUEMCTB Ta po3poOKa e eKTUBHOI cTparerii
PO3BUTKY IIepCOHaIy i 3a0e3nedeHHs e(heKTUBHOI Ta KOHKYPEHTOCIIPOMOXKHOI JiA/NbHOCTI. Y mpoueci JOCipKeHHA
BUKOPYICTAHO METOJ, IPYIIyBaHH, CMHTE3y Ta aHa/Ii3y /I BU3HAYeHHA OCHOBHIUX KOMIIETEHTHOCTEN Ta (aKTOPiB BIUIMBY
Ha CTpareTilo pO3BUTKY IIepPCOHAy, METOJ, MOJIEIIOBAHHA Ta CTPATETrivHOI [[iarHOCTMKI. 3allpOIIOHOBAHO IOKPOKOBi
HampsaMu po3poOku i peamisanii cTparerii po3BUTKY IepcOHalTy MifIIPUEMCTBA, fAKi IPYHTYIOTbCA Ha yceOidHOMY
BUBUYEHHI i aHai3i (axTopiB 3abesledeHHs NPOJYKTVBHOI Mis/IbHOCTI NPAI[iBHMKIB, 30KpeMa Ha OCOOMCTICHMX
podeciiiHNX KOMIIETeHTHOCTSIX. 3rPYIOBAHO OCHOBHI KOMIIETEHTHOCTI BMPOOHMYOrO IIEPCOHATY MiIPMEMCTBA
BifIIOBifIHO 1o piBHIB peasnisanii kagpoBoi cTpareril Bify kopropaTuBHOro o (GyHKIioHambHUX. OKPEeC/IeHO alTOPUTM
PO3poOKM Ta BIPOBAPKEHH: CTpaTeril pO3BUTKY IePCOHAITY BifJIIOBIJHO 10 Cy4aCHOTO CBITOYCTPOIO i J10T0 BUK/IUKIB.
CdopmoBaHO HampsAMU peayisawil cTpaTerii po3BUTKY IepCOHANTy HifIPMEMCTBA B YMOBaX aKTMBHUX COLiaJIbHMX
KOMYyHiKaliil Ta inpopmaniitHol Ais/IbHOCTI. 3rpynoBaHi aBTOPOM INOKa3HVIKY, AKi BIUIMBAIOTh HA CTPATETil0 PO3BUTKY
IIepCOHA/Iy MifIPMEMCTBA HafyTbh 3MOIYy BpaxyBaTH OCOOMCTiCHI, cOLlia/ibHi Ta eKOHOMIYHi HampsAMM PO3BUTKY
IIepCOHATy MiANPUEMCTB B KOHTEKCTi MOTMBANIi IpalliBHUKIB 3a//11 3a0e3Ie4eHHsA BUCOKIUX Pe3y/IbTaTiB AiANbHOCTI Ta
KOHKYPEHTOCIIPOMOXXHOCTI Ha PUHKY

KniouyoBi cnoBa: 0co6ucTi AKOCTi; KOMIIETEHTHOCTI; COLia/IbHi YMHHUKI; MOTUBALLis
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