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acnipaHT

XapkiBCbKWil HALiOHA/TbHWIA TEXHIYHUIA
YHIBEPCUTET CiflbCbKOro rocrnogapcraa
imeHi MeTpa Bacunexka

Y cmammi 3arporioHoBaHO MexaHi3m 3abesrie-
UeHHsI egheKmuUBHOCMI MEHEOXMEHMY Nepco-
Haty 8 IPOUeCi opaaHizauyitiHux 3viH. loz2o ¢hop-
MyBaHHs1 rnepedbadyae obrpyHmysaHHsi cucmemu
MpuUHYUnis, Memoois, BaXeris, IHCMPYMEHMIB,
QOyHKYiOHa/IbHUX  rpoyecis 3 ypaxyBaHHsIM
8By 30iticHeHHs opaaHizauyitiHux 3miH. Moeo
peaizayisi cripsiMoBaHa Ha 3abe3reyeHHst eqhek-
MUBHO20 (hOPMYBaHHSI, BUKOPUCMAHHS, PO3BU-
MKy ma Momusauil nepcoHasy, wo siorosioae
cmpameeii po3gumky nionpuemcmsa. BusHa-
ueHo, WO ornepeoHs OYiHKU 20mosHoCMI rep-
CoHasly 00 3MiH 00380/1UMb ideHmugbikysamu
ma 3HU3UMU Br1/IUB Oropy MepcoHasty fpu npo-
BEOEHHI 3MiH Ha eqheKmUBHICMb MEHEOXMeHMy
rnepcoHasly  nionpuemcmsa.  BriposadeHHs
0aHo20 MexaHi3My crpusimume He MifibKu nio-
BULEHHIO e(heKmUBHOCMI MEHEOXXMEHMY Mep-
CoHasny, asie U po3pobyi OCHOB MOda/IbWO20
HapouwjysaHHsi Moxsiusocmeli  BUPOBHUYMBa
nionpuemcmsa.

KniouoBi cnoBa: MeHedxMeHmM [1epcoHasy,
3abesreyeHHsT eqheKmusHOCMI MeHeOXMeHmMy
1epcoHasty, MexaHiam, opaaHizayitiHi 3MiHu, orip
repcoHasy.

B cmambe nped/ioxeH MexaHu3m obecrieyeHust
aghchekmusHocMU  MeHedxMeHma nepcoHana
B rpoyecce opaaHu3aYUOHHbIX usMmeHeHul. E2o
chopmuposaHue rpedycmampusaem 060CHOBa-
Hue cucmeMb| NPUHYUINOB, Memodos, Pbi4a2os,
UHCMPYMEHMOB, (hyHKYUOHa/TbHbIX MPOYeccos
C y4emoMm 8/USHUSI OCYWecmes/ieHusi opaa-
HU3aYUOHHbIX U3MeHeHul. E20 peanusayusi
Haripas/ieHa Ha obecriedeHue 3ghgheKkmusHO20
¢hopMupOBaHUsI,  UCMO/b30B8aHUSI,  Pa3sumust
U momusayuu repcoHasa, 4mo coomsem-
cmsyem cmpameauu pasgumusi npeonpusmust.
OnpedesieHo, Ymo npedsapumesibHasi OYeHKa

20MOBHOCMU MNEPCcoHasIa K U3MEeHeHUsIM 110380-
Aum udeHmughuyupoBame U CHU3UMb B/USTHUE
corpomue/ieHusi nepcoHasa npu  nposede-
Huu u3MeHeHull Ha 3ghcheKmuBHOCMb MEHEO-
JKMeHma nepcoHasna npednpusimusi. BHeopeHue
0aHH020 MexaHu3ma Gydem criocobcmsosamb
He MO/IbKO MOBbILEHUD 3ghghekmusHocmU
MeHeOXMeHma nepcoHana, Ho U paspabomke
0CHOB Oa/ibHeliwe20 HapaujusaHuUsi BO3MOXHO-
cmeli npou3sgodcmaa Npeonpusimusl.
KnioueBble cnosa: MeHeOXMeHm nepcoHasna,
obecrieveHue aghghekmusHOCMU MeHedXXMeHma
repcoHana,  MexaHusM,  opaaHU3ayuOHHble
U3MeHeHUSI, COMpomuB/ieHUe MepcoHasa.

The mechanism for ensuring the efficiency of
personnel management in the process of orga-
nizational change is proposed in the article. Its
formation is involved justification of the system
of principles, methods, levers, tools, functional
processes, taking into account the influence
of organizational changes. Its implementation
is aimed at ensuring effective formation, use,
development and motivation of personnel, which
corresponds to the strategy of enterprise devel-
opment. It has been determined that the prelimi-
nary assessment of staff readiness for change
will identify and reduce the impact of staff resis-
tance in carrying out changes on the efficiency
of personnel management of the enterprise.
Implementation of this mechanism will contribute
not only to improving the efficiency of personnel
management, but also to developing the basis
for further enhancement of enterprise production
capabilities.

Key words: personnel management, ensuring
efficiency of personnel management, mecha-
nism, organizational changes, personnel resis-
tance.

MoctaHoBKa nNpo6nemun. Cy4yacHuin cTaH eKOHO-
Miku Ta Tl rnobanizauis, piHaHCOBI KpU3K, NOCUNEHHSA
KOHKYPEHLT, a TakoX NMPUCKOPEHHST TEMMIB HAyKOBO-
TEXHIYHOTO NpOrpecy CTUMY/IOKTL BCEGIYHMIA po3-
BUTOK NiAMNPUEMCTB, SIKUIA € HEMOXINBUM 6€3 3a6€e3-
neyeHHs eqEeKTUBHOCTI MeEHeMKMEHTY MepcoHarly.
Axe 6yab-AKi B3aEMOBIOHOCHN MK npavuiBHYKaMm
Ha Pi3HKX PIBHAX yrNpas/iHHA (DOPMYIOTb BiANOBIAHWUIA
couiasibHO-NCUXO/OTIYHMIA KiMaT B KOMEKTUBI, a He
6angyxe BIAHOLIEHHS KepiBHMUTBa A0 MNepcoHay
3yMOB/OE NiJBULLEHHS NPOAYKTUBHOCTI Npavi, MOTu-
BYE X Ha eDEKTUBHY AiSNIbHICTb Ta GadkaHHS LIyKaTu
a/IbTEPHATUBHI LUNAXN 1T NiABULLEHHS.

Y T0 i1 e yac 3a41s 36epeXxXeHHsT KOHKYPEHTHUX
Mo3uLiin, BUCOKOT SIKOCTi BUrOTOB/IEHOT MPOAYKLIT un
HafaHux Mocnyr, CNpPUATANBOrO KOPMOpaTUBHOIO
iMIDKY SIK HA BHYTPILLHIA, Tak i Ha 30BHILLHIA apeHi,
nignpMemcTBa 3060B'A3aHi 34ilicHIOBaTM OpraHisa-
LifHI 3MiHK. B Takmx ymoBax oyHKLiOHyBaHHSA, nepes
nignpMemcTBamMmu, MOCTaE HaA3BUYANHO BaxkvBe
NUTaHHA a4anTUBHOIO Ta FHYYKOro ynpaseiHHA opra-
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Hi3aUiiHAMN 3MiHAMW B KOHTEKCTi 3abe3neyeHHs
e(heKTMBHOCTI MEHEMKMEHTY NepPCoHaUy.

AHani3 ocTaHHIX JocniMKeHb Ta nyo6sikawii.
Mpo6nema nigBuLLEHHS eDEKTUBHOCTI MEeHeKMEHTY
nepcoHasy nignpuemcTea YCrillHO po3pobnsnaca sk
3apyODPKHUMM, TaK i BITYNSHSAHMMM BYEHUMU. 30KPEMA,
B 00NnacTi TeOPeTUKO-METOANYHMX acnekTiB 3abesne-
YeHHs eqDEKTUBHOCTI MEHEeKMEHTY nepcoHasny 3Ha-
YHe Micue 3aiMatoTb AocnigpkeHHs J1. BanabaHoBoi [1],
H. MaBkanogoi [2], O. Maepuu [3], O. NepacumeHko [4],
B. Aantok [4], /1. JosraHsb [3], A. KibaHoBa [5], A. KonoTa
[4], T. KoctuwwmHoi [6], O. Hectyni [6], O. Capgak [1],
H. CutHuK [3] Towwo. Pasom 3 TiM, CKNafHIiCTb, Heo-
[HO3HAYHICTb Ta BaXX/MBICTb 06YMOB/IEHOT Npobnemu
B YMOBAaXx AMHaMIYHOIO CepefoBuLLa rocriofaptoBaHHs,
i BUHVKHEHHS1 HOBMX PUHKOBMX | BHYTPILLHbOrocnoaap-
CbKWUX 3arpo3 i MOX/IMBOCTEW, BUMAraloTb nogasbLumnx
JOcnigpKeHb B 06nacTi po3BUTKY MEXaHi3MiB 3abe3-
neyeHHs1 edeKTUBHOCTI MEHEeMKMEHTY MEPCOHasTy Ha
nignpuemMcTsi. OTXe, He3BaXKalouuM Ha 3HauyHy ysary
BITUM3HSAHUX Ta IHO3EMHUX HAyKOBUiB A0 Mpobremu



B EKOHOMIYHA TEOPISl TA ICTOPISI EKOHOMIYHOI AYMKM

3a6e3neveHHss  e(PeKTMBHOCTI  MEHEMKMEHTY, Criif,
3a3HaunTK, LLO OKPEMi TEOPETMKO-METOAUYHI Ta npu-
KnagHi acnekTy WoA0 BUPILLEHHS LbOro NUTaHHS B KOH-
TEKCTi NPOBEAEHHS OpraHi3aLiiH1X 3MiH, iX n1aHyBaHHSA
Ta BNPOBaKEHHS, NOTPEeOYTh NOAASLLLONO BAOCKO-
HaUTEHHS.

MocTtaHoBKa 3aBAAHHA. Y 3B'A3KY 3 UWM, METOH
CTaTTi € po3pobKa Ta 06rpyHTYBaHHSI MEXaHI3My 3a6e3-
neyeHHss edqIeKTUBHOCTI MEHeMKMEHTY MepcoHasy
B NpOLECi opraHizauiiHix 3MiH Ha NianPUEMCTBI.

Buknapg ocHOBHOro martepiany. Npobnematvka
[aHoro [OC/iMKEHHA BK/IOYAE aHani3 Takux K-
YOBUX HamnpsMiB, K CYTHICTb MexaHi3my, MOHATTA
3a6e3neyeHHs edeKTUBHOCTI MeHeMKMEeHTY nep-
COHaJ/ly, HayKOBO-METOAMYHI acnektn ¢hopmyBaHHS
MexaHi3aMy 3abesneyeHHss edEeKTUBHOCTI MeHelX-
MEHTY NepcoHaUy, Lo BUMaraioTb YTOYHEHHS 3 NO3u-
Lii iX B3aEMOoiT i B3aEMO3YMOB/IEHOCTI.

Tak, Kateropisi «MmexaHiam» B €KOHOMiYHY Teopito
npuiwia 3 TEXHIKN, nepeBaxHa OiNbLUICTb BYEHWX,
cepep akux A. Konort, B. [laHiok Ta O. 'epacumeHko
[4], AOTPUMYIOTLCA PO3YMIHHS MEXaHI3MY YpaBiHHSA
AK AMHAMIYHOro e/leMeHTY CUCTEMU ynpaBniHHA nig-
NPUEMCTBOM, SIKMIA ABNSE COOOK CYKYMHICTb B3a-
EMOY3rOKEHNX | B3AEMOMNOB'A3AHNX E€/IEMEHTIB,
TakuX SIK: MeToau, BadKesli, iIHCTPYMEHTM Towwo. [Hwa
yacTMHa HayKoBUIB [6] CTBEPAXYIOTb, LLIO MEXaHi3M
ynpaBniHHA Le, B NepLUy Yepry, Npouec ynpasiHHS.

HeobxigHO 3a3HaunTW, WO B Cy4aCHWX YMOBax,
KO/IN OCHOBHMMW YMHHUKAMWU KOHKYPEHTOCMPOMOX-
HOCTi cTae 3abe3neyeHiCTb MepcoHasIoM, CTYMiHb
noro mMoTumBauii, 3a0BOSIEHOCTI ymMOBaMu po6oTw,
O BM3HAYalOTb e(IEKTUBHICTb BUKOPUCTAHHA nep-
COHany, Bce 6i/ibl BaXINBUMM CTaOTb NUTAHHSA 5K
HOBOFO PO3YMIHHSA CUCTEMU MEHEMKMEHTY Mnepco-
Hasy nignpuUEMCTBa, Tak i HOBOTO PO3YMIHHA MeXxa-
Hi3My 3abe3neyeHHs il eDeKTMBHOCTI, N0ro B3aEMOZII
3 iHWUMW CTPYKTYPHUMU enemMeHTamu, o 3abesne-
yyloTb CTabifibHe Ta pesynbTaTuBHe (PYHKLiIOHYBaHHS
nignpuemMCcTB.

EdekTuBHICTb OyAb-IKOTO ynpaBiHHA 3a1eXUTb
Bif] AKICHOro NnaaHyBaHHA AAHOro npolecy Ta opmy-
BaHHA BiANOBIAHOMO MexaHi3My fjil. Bpaxoytouu Le,
3anpornoHOBaHO MeXaHi3M 3abe3neyvyeHHs eqeKTmB-
HOCTi MEHEeLXMEHTY nepcoHany, Sk npeacTasnsie
€060t cucTeEMyY NPUHLMNIB, METOAIB, BaXENIB, IHCTPY-
MEHTIB, (PYHKLiOHa/IbBHUX MPOLECIB, SKNIA OYHKL,iO-
Hye BiANOBiIAHO BCTAHOB/IEHUM yMOBaM Ta BUMOram
3 ypaxyBaHHSAM BNAUBY 34INCHEHHS opraHisauiiiHnx
3MiH, Ta SKMA cnpsAMOBaHWli Ha 3a6e3neveHHs edek-
TMBHOTO (POPMYBaHHS, BWKOPUCTAHHA, PO3BUTKY
Ta MOTUBaLil nepcoHasly, WO Bignosigae crparerii
pO3BUTKY NigNpuemMcTBa.

TakMm 4YMHOM TO/IOBHMMU 3aBAaHHAMK  hop-
MyBaHHA MexaHi3my 3abe3neyeHHs edeKTUBHOCTI
MEeHeMKMEHTY MepcoHasly B Mpoueci 3AiACHEeHHS
opraHisaujiiiHMx 3MiH Ha MigNpUEMCTBI €: aHauis,
BUSIBNIEHHSI | YCYHEHHS1 nepeLukoq, B npoLeci 3aii-

CHEHHS1 OpraHisauiiiHMx 3MiH Ans 3abes3nevyeHHs
ePeKTUBHOCTI MEHeKMEHTY nepcoHany nignpu-
€MCTBA; OOI'PYHTYBaHHS IHCTPYMEHTIB NiABULLEHHS
e(peKTMBHOCTI MEHEKMEHTY NepcoHay.

CTpyKTypa MexaHi3my 3abesneyvyeHHsi edekTuB-
HOCTI MEHeKMEHTY nepcoHasny B NPOLECi opraHisa-
LiiHMX 3MiH NpeAcTaB/ieHa TakuMm enemMmeHTaMu, sK:
NPUHUMNK, MeToaM, (OYHKLIOHa/IbHI NPOLECK, YMH-
HVKW BN/IVBY.

OCHOBHOIO METOH [AaHOro MexaHismy € ontu-
Mi3auis  (QyHKUIOHaNIbHUX MpoLeciB MeHe[XMEHTY
nepcoHasty B KOHTEKCTI MiABULLEHHSA /Or0 edhekTms-
HOCTI 3 ypaxyBaHHSIM HeOOXiAHOCTI Ta BaX/IMBOCTI
NPOBEAEHHST opraHi3auiiHMX 3miH. [ocArHeHHs uiel
MEeTK nepenbdavae BMPILLEHHS BXX/IMBMX 3aBAaHb 3a
TakMMu HanpssMamu:

1. MopentoBaHHA edeKTUBHOCTI MEHEeKMEHTY
nepcoHasny MiagnpUEMCTBA LIAXOM NO6yAoBN OUHA-
MiYHOI HOPMATUBHOT MOZen.

2. lgeHTudpikalisa Ta 3HWKEHHS BNAMBY OMOPY
nepcoHany npu NpPoBefeHHiI 3MiH Ha edEeKTUBHICTb
MEHeKMEHTY NnepcoHany Ha NignpueMcTBi 3aBAsAKU
nonepeaHbOI OLiHKM rOTOBHOCTI NepcoHasty A0 3MiH

3. 3abe3neyeHHs edheKTUBHOI B3AEMO/i 30BHiLU-
HbOrO i BHYTPILUHBOrO cepefoBuLLla NignpUEMCTB.

BignosigHO [0 NocTas/ieHoT MeTH | 3aBAaHb Mexa-
Hi3M 3ab6e3nedyeHHs1 eqIEKTUBHOCTI MEHEMKMEHTY
nepcoHany po3risafacTbCa B PO3pPi3i  TaKTUYHOrO
i CTpaTeriyHoro niaxoAis Ao oro oopmyBaHHS.

TakTnuHWiA nmigxig [0 dOpMyBaHHS MeXxaHi3my
nepenbayae po3pobky 3acobiB (BaxeniB, MeToAiB
i IHCTPYMEHTIB) ynpaBniHHSA, OpiEHTOBaHNX Ha peani-
3auito uinei, 3aBaaHb, YHKLUIA ynpaBniHHA TakTWy-
HOro xapaktepy, Lo BiAHOCATLCA A0 cepeiHbOCTPO-
KOBOI nepcrnekTuBn oyHKLiOHyBaHHA MignpueMCcTBa.
Vioro iges nonsrae B 3a6e3neueHHi NOTOYHOI ynpas-
NIHCbKOT Ais/IbHOCTI, & B OCHOBY MOK/1aZlEHO MPUH-
LMN1 CUCTEMHOCTI, 36anaHCOBaHOCTI, afeKBaTHOCTI,
onepaTMBHOCTI TOWO, | METOAMN TaKTMYHOrO MAaHy-
BaHHSA, aHai3y i KOHTPO/IIO.

Y cBOW 4yepry, cTpaTteriyHmin nigxig nepenbadvae
PO3pO6KY i CTBOPEHHSA KOMM/EKCY 3acobiB crpaTte-
riyHOro ynpasniHHsA. BiH cnpsimoBaHmWii Ha CTBOPEHHS
noTeHUjiasly Po3BMTKY NiANPUEMCTBA 3 ypaxXyBaHHSM
NPUHLMNIB LisIecnpsMoBaHOCTI, KOMNIEKCHOCTI, nep-
CMEeKTUBHOCTI, 6e3nepepBHOCTI, IH(OPMATMBHOCTI
Ta iHWKX, | CNUPAETbLCA HaA METOAM NPOrHO3yBaHHS,
cTpaTteriyHoro aHanisy i nnaHyBaHHs.

Biggin, Sknii Mae MOHITOPUTK B OnepaTuBHOMY
pexuMi piBeHb eeKTUBHOCTI MeHe)XMeHTy nep-
COHany, kopurysatm ymoBM Ti 3abe3neyeHHs, a
TaKoX LUBMAKO pearyBaTtun Ha opraHisaviiHi 3MiHn, —
Lue kagposa cnyxba abo Bigain ynpasniHHA nep-
CoHanoM. [nd ubOro BMKOPUCTOBYHOTHLCH METOAM
3abe3neyeHHs e(peKTUBHOCTI MeHeXMeHTy nep-
COoHany, cepep SKMX OiNbWICTb BYEHUX [1-3; 5;
7] BWOKPEMIOIOTb EKOHOMIYHi, afMiHiCTpaTUBHI
(opraHnisauiinHo-po3nopaadyi) i couiasibHO-NCUX00-
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riYHi Ta KnacudikyoTb X B KOHTEKCTI 34iIACHEHHS
BM/IMBY Ha BUKOHaBLiB. OKPiM LbOro, BMOKPEMJIIO-
I0Tb MeToAu MPSMOro BMAUBY Ta METOAU Henps-
MOrO BM/IMBY 3a XapaKTepoM BMAUBY Ha BMKOHaB-
uiB. TakoX BMAINATb 3@ eTanamMmu ynpasniHCbKOT
JIANbHOCTI  MeToAM NiArOTOBKM  YNPaB/iHCbKUX
pilleHb, MeToamn iX NPUAHATTSA, METOAM opraHisa-
LiT BMKOHAHHS yNpaB/liHCbKMX pilleHb Ta MeToau
KOHTPOJII0 3a IX BUKOHAHHAM.

LUlo cTtocyeTbeca Baxenis BNAUBY, TO Y NPakTU4-
Hil AiSNBHOCTI CydacHUX MNigNPUEMCTB NepeBaxa-
I0Tb HacTynHi [1; 3; 5]: opraHisaujiitnini Bnve (cTa-
TYT, KOMEKTUBHWIA [OTrOBIP, BHYTPILHI/ pO3Nopsagok,
MocafoBi IHCTPYKL,T, LUTATHUIA PO3NKC); PO3MOPASYNIA
BN/MB (Hakasu, po3nopsmKeHHs, HOPMaTUBK, MIaHn
pO3BMTKY MiANPUEMCTBA Ha [AOBro- Ta KOPOTKOCTPO-
KOBi TEpMiHK); MaTepianibHa BiANoOBiAa/IbHICTb, NOKa-
paHHsa (Bi4NOBifa/IbHICTL 3@ 3aTpUMKy, NOBHa Mare-
pianbHa BigNOBiAa/IbHICTL, YTPUMaHHSA i3 3apnnaru,
[00OpOoBiNbHE BIALWKOAYBAHHSA LUKOAW, KOMEKTUBHA
MaTepianbHa BiAnoBifasIbHICTL); AncUMnIiHapHa Bif-
noBiganbHICTb | NOKapaHHA (AoraHa, 3ayBaXeHHs,
NMOHMXEHHA nocajy, 3BiNIbHEHHSA); aAgMiHICTpaTUBHA
BiANOBifa/IbHICTE (LWITpadu, nonepemkeHHs, BUny-
YEHHS, agMiHICTpaTVBHUIA apeLuT, BUNpaBHi po6oTn).

3abesneyeHHa  eEeKTUBHOCTI  MEHemXMEHTY
nepcoHasly Ha NignpueMCTBI B po3pisi hopMyBaHHS
MeXaHi3My 3aNeXuTb He TifIbkU Bif, 3aCTOCYBaHHA
KEPIBHULTBOM TUX 4/ [HWKUX METOAIB, BaXXMBUM
€ [JOTPUMAHHSA 3aras/ibHUX Ta cneumniyHmux npuHLK-
niB, Nig SKMMY NepeBaxHa YacTvHa HayKOBLB PO3y-
MIi€ OCHOBHI MpaBwu/ia, NOMOXEHHS Ta HOPMU, SIKUX
MalTb OOTPUMYBATUCL KEPiBHWKM Ta cneuianictn
B MPOLECI MEHEeMKMEHTY NepcoHasy, WO B CBOI
yepry, € 060B’A3KOBOI0 YMOBOK AOCATHEHHS Nignpw-
€MCTBOM MOTOYHUX i MEPCNEeKTUBHUX LiNei.

Bax/MBuUM enemMeHToM MexaHismy 3abe3nedyeHHs
e eKTUBHOCTI MEeHe)KMEHTY NepcoHasly € B/lacHe
(PYHKLiOHaNbHI Mpouecn ynpas/iHHA MNepCoHasIoM,
Tak, HaliMm i BiA6ip nepcoHasTy € MPOLECOM Ha nignpu-
€MCTBI, SIKMIA 3yMOB/IOE peanizaLitd BCiX HACTYMHUX
npoLeciB yrnpasBniHHA nepcoHanoM. HAKiCTb npouecy
HaliMmy i Bigbopy nepcoHasy BM/MBA€E Ha BENVNYMHY
BUTPAT Ha niabip nepcoHany i opraHisauio Koprnopa-
TMBHOTO HaBYaHHA. TO6TO NiABULLLEHHSA eDEKTUBHOCTI
Hamy Ta Bigbopy CNpUATMME 3MEHLLEHHIO BUTPAT Ha
nepcoHaJl, Lo € BaX/IMBUM 3aX00M B KOHTEKCTI nif-
BULLEHHA eDEKTUBHOCTI Ai/IbHOCTI NiANPUEMCTBA.

Mpouec nigbopy nepcoHasly | NaaHyBaHHA
noTpebu B NepcoHani € O4HUM i3 LEeHTPaIbHNX STaHOK
Yy CUCTEMI MEHeMKMEHTY nepcoHasy. HAKiCTb npo-
BEJEHHS LMX NpOoLEeCiB BM3HAYaE pe3yNbTaTuBHICTb
BUPOBGHMYOI AisANIbHOCTI BCbOro MPOMUCNOBOro nif-
NPUEMCTBA, a He TiNIbKU MEHEMKMEHTY MEepPCOHaUy.
To6TO, O4EBUAHO, LLO KOPEKTHa Ta BYacHa poscTa-
HOBKa MepCoHasly MoXe, iHOAi, 3irpatu BupillanbHy
ponb B AOCATHEHHI BUCOKMX MOKa3HMKIB BUPOOHUYOT
AisiNbHOCTI nignpuemcTBaa.
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Ha dopmyBaHHs noTpebu B NigBuLLEeHHI npode-
CiiHOro piBHSA nepcoHany BnavBae 6e3niy akTo-
piB, Y TOMY 4YmMCAi AUHAMIYHI NPOLECU 30BHILLIHBLOIO
cepefioBuLLLa: NosiBa HOBUX BUAIB TEXHIKW | TEXHOO-
rii, 3MiHa rany3eBoi CTPYKTYPU PUHKY npaui, Heooxia-
HICTb OCBOEHHSI HOBMX BUAIB AiSA/IbHOCTI TOLLO, a ue
MOB'A3aH0, B CBOK Yepry, He Ti/IbKX 3 NigBULLEHHAM
PiBHSA €PEKTUBHOCTI MEHEMKMEHTY NiANPMEMCTBA, a
1 3 AKICHUM POCTOM NepPCoHany.

3abe3neyeHHss epeKTUBHOCTI CUCTEMU CTUMYIIO-
BaHHS MepPCOoHasly HEObOXigHO MPOBOAUTW B HanpsiMmi
NigBULLEHHA NPOAYKTUBHOCTI npaLi; nigBULEHHSA
AKOCTI Mpavi; 3HWKEHHS MNJIMHHOCTI KaapiB; 3MeH-
LWUEeHHS TEXHOSONYHMX | AUCUMNAIHAPHNX NOPYLLEHb;
MOAIMNIIEHHA  couUia/IbHO-MCUXOMNONYHOro  Kimarty
B KOJIEKTUBI.

Mpouec thopMyBaHHS pe3epBy € HEBIA'EMHOIO YMO-
BOIO e(peKTMBHOCTI MEeHeMKMEHTY NepcoHasly, apke
rO/I0BHVM 3aBAaHHAM JAHOM0 (OyHKLIOHaNBHOMO Mpo-
Liecy € niaroToBka rpaMoTHMX oaxiBLiB, 3a6e3ne4eHHs
B TEPMiH Nigpo3A4inis MignpUEMCTBA iHXEHEPHO-TEXHIY-
HUMW NpaLiBHUKaMU | KEPIBHUM CK1af0M.

OpHieto 3 MOXIMBOCTEl 3abe3neyeHHs1 CBoeYac-
HOrO i SIKICHOrO NPUIAHATTA pilleHb y cdepi MeHeX-
MEHTY MepcoHasly € BMPOBAMKEHHS Cy4YacHOro
iHhopmaviiiHoro 3abesneyeHHs, nepeBaramu BUKO-
PUCTaHHS SIKOTO € He TifIbKN MOX/MBICTb 360py i 36e-
piraHHs Be/IMKMX 06¢AriB iHpopMmaii, ane i HasaBHICTb
BE/IMYE3HOI Ki/IbKOCTi BapiaHTiB IX 06p0o06KM i aHani3y.
[ns 6iNblIOCTI Cy4acHMX KEPIBHUKIB CTae o4eBug-
HAM, WO edeKTUBHICTbL YNpaBiHHA 3aNeXxuTb Bif
HasIBHOCTiI NOBHOI Ta onepaTuBHOI iHdhopmaLlji. Tomy
3a6e3neveHHs epeEKTMBHOCTI iIHGhopmaLiiHoro 3abes-
neyeHHs ynpasniHHA NepcoHanIoM [,03BONUTbL NifBu-
LWNTKW WBUAKICTb NPUIAHATTS YNPaB/IiHCbKMX PilLEHb.

HeobxigHO 3a3HaunTW, Npouec 3AiliCHEHHST opra-
Hi3aUiiHMX 3MiH BpaxoBYyE He TiflbKM OpraHisauiiHi
3MiHW, AKi CnpAMOBaHi Ha BMpILIEeHHA npobrem, Lo
BMHVKaOTb B MPOLECI Ais/IbHOCTI NiANPUEMCTBA, ane
HOBOBBEJEHHSA MpKW iHTeHcudikauii opraHisauiiHoro
PO3BUTKY.

Mpobnemu, WO BMHUKAKTL Mg Yac niaHyBaHHSA
opraHi3auiiiHMX 3MiH Ta OLHIOBaHHS pe3ynbraTiB X
BMPOBaPKEHHS MOX/IMBO BUPILLUTY TaknMu ansrep-
HaTUBHVMMU LLNSAXaMK, SK:

hopMyBaHHS YiTKOro po3nogisly 060B’s3kiB Ta Bif-
MOBIJa/TbHOCTI YCIX Y4YaCHWKIB NPoLecy 3A4iACHEHHS
opraHizaujiiiH1x 3MiH;

noLWyK HagiiHux mxepen iHopmayii, ski TicHO
NoB’A3aHi 3 30BHILUHIM CepefoBULLEM;

HaBYaHHA MepcoHany Ta opMyBaHHS GayvyeHHs
y NpauiBHUKIB MaibyTHbLOro pe3ynsTaTy opraHisawii-
HWNX 3MiH.

BucHOBKM 3 NnpoBeaeHOro AoCNifKeHHSA. Tak1um
YMHOM, CPOPMOBAHO MexXaHi3M 3abe3neyeHHs edrek-
TMBHOCTI MEHeMKMEHTY MepcoHasny nianpueMcTsa,
AKWIA 3aNpPONOHOBAHO PO3rNsAaTh 3 No3uuii cMCTeMM
NPUHUMNIB, METOAIB, BaXesiB, IHCTPYMEHTIB, (PYHK-



B EKOHOMIYHA TEOPISl TA ICTOPISI EKOHOMIYHOI AYMKM

LioHa/IbHUX MpoLeciB, WO (YyHKLUIOHYE BigNOBIAHO
[0 BCT@HOB/IEHNX YMOB Ta BUMOI 3 YypaxyBaHHSAM
BMN/IMBY 3[iCHEHHS OpraHi3auiiHuX 3MiH, Ta SKUi
CnpsiIMOBaHWn Ha 3abe3neyeHHs edekTnBHOro dop-
MyBaHHS, BUKOPWCTaHHSA, PO3BUTKY Ta MOTmBaLl
nepcoHasy, WO BiANOBiga€e cTparerii po3BUTKY Nif-
npuemMcTea. B mexax fii mexaHiamy 3arnponoHOBaHoO:
MOAENBaHHA e(PeKTUBHOCTI MEHeMKMEHTY nepco-
Hany nignpyvemcTBa LWASXOM NOOyA0BU AMHAMIYHOT
HOpMaTMBHOI Mofeni; ifeHTUdiIKauito Ta 3HWKEHHSA
BNAMBY OMOpY NepcoHasly Npu MpoBeAeHHI 3MiH Ha
e(PeKTVBHICTb MEHEKMEHTY MnepcoHasly nignpuem-
CTBa 3aBASKW MONepesHili OuiHLi FOTOBHOCTI Nepco-
Hany A0 3MiH; 3abe3neyeHHst epeKTMBHOT B3aEMOil
30BHILUHBLOMO i BHYTPILWHLOIO cepefoBula nignpu-
€MCTB. BnpoBamxeHHs faHOro MexaHiamMy 403BOMUTb
He TiNbKW NigBULLMTL e(PEeKTUBHICTb MEHEeKMEHTY
nepcoHany, ase i 3akiacTu OCHOBM MOLAJIbLUIOIO
HapOLLlyBaHHS MOX/MBOCTEW BMPOBHMLTBA Nignpu-
emMcTBa.
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DEVELOPMENT OF MECHANISM FOR PROMOTING THE EFFICIENCY
OF PERSONNEL MANAGEMENT IN THE ORGANIZATIONAL CHANGE PROCESS

The study of the effectiveness of personnel management is one of the topical issues in the field of person-
nel management, regardless of the stage at which the company is located. Whether it be the stage of forma-
tion, active growth, the seizure of new markets or restructuring, the need for qualified personnel is one of the
most pressing in the face of fierce competition. Properly planned and well-organized work with personnel is
a key to achieving the company's strategic goals, its competitiveness, and the readiness for organizational
change. Therefore, the purpose of the article is to develop and substantiate the mechanism for ensuring the
effectiveness of personnel management in the process of organizational changes in the enterprise.

The article uses such methods as: theoretical generalization, analysis and synthesis, induction and deduc-
tion — to clarify the essence and content of the concept of «mechanism for ensuring the effectiveness of
personnel management»; system and process approaches — to develop a mechanism for ensuring the effec-
tiveness of personnel management in the process of organizational change; the method of formalization — to
substantiate the elements of the proposed mechanism.

As a result of analysis of the terminology apparatus, the essence of the mechanism for ensuring the effec-
tiveness of personnel management has been clarified. It is proposed to understand it as a system of principles,
methods, levers, tools, functional processes, which functions in accordance with established conditions and
requirements taking into account the impact of organizational changes, and which is aimed at ensuring the
effective formation, use, development and motivation of personnel, which corresponds to the strategy of enter-
prise development.

Itis determined, that the main objective of this mechanism is to optimize the functional processes of person-
nel management in the context of increasing its efficiency taking into account the necessity and importance
of organizing changes. The achievement of this goal involves solving important tasks in the following areas:
modeling the effectiveness of enterprise personnel management by constructing a dynamic regulatory model;
identification and reduction of the impact of staff resistance when making changes on the effectiveness of
personnel management at the enterprise due to the preliminary assessment of staff readiness for change;
ensuring the effective interaction of the external and internal environment of enterprises.

The paper substantiates the structure of the proposed mechanism, which is represented by the following
elements: purpose, factors of influence, principles, methods, functional processes. It was determined that the
main tasks of forming a mechanism for ensuring the effectiveness of personnel management in the process of
implementing organizational changes in the enterprise are: analysis, detection and elimination of obstacles in
the process of implementing organizational changes to ensure the effectiveness of management of the person-
nel of the enterprise; substantiation of tools for improving the efficiency of personnel management.

It is proved that in accordance with the set goals and objectives, the mechanism of ensuring the effec-
tiveness of personnel management is considered in the context of tactical and strategic approaches to its
formation. Thus, the tactical approach to the formation of the mechanism involves the development of tools
(levers, methods and tools) management, focused on the implementation of goals, tasks, functions of tactical
management, relating to the medium-term perspective of the operation of the enterprise. A strategic approach
involves the development and creation of a set of strategic management tools aimed at creating the potential of
enterprise development, taking into account the principles of purposefulness, integrity, perspective, continuity,
informativeness, and others.

Implementation in practice of the mechanism of ensuring the effectiveness of personnel management will
solve the following problems that arise during the planning of organizational changes: the formation of a
clear division of responsibilities and responsibilities of all participants in the process of organizational change;
search for reliable information sources that are closely related to the external environment; training personnel
and shaping the vision of employees for the future outcome of organizational changes.
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