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Temy 3aTBepa:KeHO HAKA30M peKkTOpa YHiBepcurtery Bix" " 20

Kpauaigikaniitna 6akanaBpcbka pod0Ta BUKOHYEThCS Ha marepiaiax TOB
«Cuibno-®ym»



Ilnan kBagigikauniiiHoi 6akagaBpcbKOI podoTH

PO3ALJI 1. TEOPETUKO-METOJAYHI ACHEKTHA THHOBAIIVMHWUX TEXHOJIOI'TH
OIIHIOBAHHS ITEPCOHALY.

PO31IJI 2. AHAJII3 CYYACHOI'O CTAHY OHLNIHIOBAHHSA IIEPCOHAJIY HA
HIAINPUEMCTBI TOB «Cinbno-®ym»

PO3/LJI 3. PEKOMEHJIAIII 11010 BIIPOBAJI)KEHHSI IHHOBAIIIMHUX TEXHOJIOTI'TH
OIIHIOBAHHS MTEPCOHAJTY HA NIAITPUEMCTBI TOB «Cinbno-®ym»

OO0’ €eKT A0CTIIKEHHSI: TIPOLIECH OILIIHIOBAHHS MEPCOHATY 3 BUKOPUCTAHHSAM 1HHOBAIIIHHUX TEXHOJIOT1H
Ha mianpuemctsi TOB «Ciibno-®ym»

IIpenmer gociaizKeHHsI: TEOPETUKO-METOAMYHI 3acaJd Ta NPAKTHUYHI AaCMeKTH BIPOBAIKEHHS
IHHOBAIIMHUX TEXHOJIOTIH OIIHIOBAHHS MTEPCOHATY Ha ITiIMTPHUEMCTBI.

Mera kBagidikaniliHoi 6akasaBpcbKoi po00TH: aHAIII3 TEOPETHKO-METOUYHUX 3aca/l IHHOBAIIHHUX
TEXHOJIOT1H OILIIHIOBAHHS MEPCOHAIY, TOCIIIKEHHS Cy4acHUX MiAXOJIB J0 OI[IHIOBaHHS IEPCOHAIY Ha
nignpueMctBi TOB «Cinbno-®ya» a TakoX po3poOJeHHS PEKOMEHJAIli MO0 BIOCKOHAJICHHS Ta
BIIPOBA/KCHHS 1HHOBAIIIMHUX TEXHOJIOTIM OIIHIOBAHHS IEPCOHATy HAa OCHOBI aHaNi3y MPAKTUK Ta
MOTEHIIHHUX MOKIIMBOCTEH X 3aCTOCYBaHHSI.

KonkpeTHi 3aB1aHHs, siki 3100yBa4 NOBUHEH BUKOHATH JIJIsl JOCSITHEHHS MOCTABJIEHOI METH

Y Po3aii 1

. BU3HAYNTH KOHIIENITYaJIbHI 3aCa/IM OLIHIOBAaHHS MEPCOHATY B CYYaCHUX YMOBAX;

. IIpOaHaJIi3yBaTH Cy4yacH1 METOU Ta TEXHOJIOTIT OLIHIOBAaHHS [IEPCOHAIY;

. JOCIITUTH IHHOBAIIHI TEXHOJIOTIT B OIIHIOBaHHI IIEPCOHAY: BU3HAYCHHSI T4 OCOOIMBOCTI;

Y Pozaii 2

. HA/IaTH OpraHi3aniiHO-eKOHOMIYHY XapakrepucTuky mianpueMctBa TOB «Ciibno-®yny;

. [IpOoaHasi3yBaTH MPAKTUKU OLiHIOBaHH: nepcoHany nignpuemcrsa TOB «Cinbno-®yn»

. OLIIHUTH €(PEKTUBHICTh MIPAKTUK OI[IHIOBaHHA epcoHaiy Ha mianpuemMcti TOB «Ciiibmo-®yn»
Y Pozaii 3

. PO3pOOUTH MPOMO3HULIIT 1110/I0 BIPOBAIKEHHS IHHOBAI[ITHIX TEXHOJIOT'1H OLlIHIOBaHHSI IEPCOHAITY
nignpuemctBa TOB «Ciibno-@yn»»;

. OOIPYHTYBaTH COIIQJIbHO-€KOHOMIYHI €(QeKTH BiJl MPOMO3ULIA 1100 BIPOBAKEHHS

IHHOBAIIHUX TexHOMNOTiH ouiHOBaHH: nepcoHany TOB «Ciibno-®ya»».
3aBnaHHs MiArOTyBaB

HAYKOBHMH KepIBHUK poueHt Bapic 1.O.
(nionuc) (iniyianu, npizeuwye)
27 BepecHs 2024 p.
3aBnaHHs oepxkaB
3100yBa4 JIax L.O.
(nionuc) (iniyianu, npizeuwe)

27 BepecHs 2024 p.



PEDEPAT
[HHOBAIIIIHI TEXHOJIOT] B OI[IHIOBAHHS IEPCOHAITY Ha IiIMPHUEMCTRBI

KgamidikamiitHa 6akamaBpcbka podoTa CKIaIaeThes 3 3 pO3IiTIB, mepili 2 3 SKUX
MarTh 10 3 MAMYHKTH 1 OCTaHHIN TpeTid — 2 MiANyHKTH. [lepimmii po3aiyl BUCBITIIIOE
TEOPETUYHI ACMEeKTH TEMH OIlIHIOBaHHS TEPCOHANy B OpraHizaiii, Ipyruil po3miia €
aHAIITUYHUM, TPETId - pekoMeHmariHuM. OOcsr nurmioMHOi pobotu - 73 apkyiia,
BKJIFOUAIOYHU CIIMCOK BUKOPUCTAHUX JPKEPEN Ta JOJATKU. Y AUILIOMHIN poOoTi HasiBHI 17
TabnmuIk, 6 pUCyHKIB Ta ouH noaatok. [1ig yac Hanmucanusa Bukopuctano 50 mkeper.

Takox pobGoTa MICTUThH pe3yabTaTH MPAKTUYHOI HAYKOBOI MisiibHOCTI: HaykoBa
crarta «l{udpoBa Tpanchopmaliiss ynpapiiHHS JOCBIOM IpalliBHUKA: 1HCTPYMEHTH,
NPaKTUKU Ta TPEHIW», O Oyna BUAaHa y KypHam [Ipukapnarcbkoro yHiBEpCUTETY
iMeHi Bacuns Credanuka B coaBropctsi 3 Bapic 1.O. ta Kpasuyk O.1.

00’ekmom 00cnidxscenHa € IPOIECU OLIHIOBAHHS MEPCOHATY 3 BUKOPUCTAHHSAM
1HHOBALIMHUX TexHoJor1 Ha mianpueMcTBl TOB «Cinbno-®yn».

Ilpeomemom O0ocnioxyceHHss € TEOPETUKO-METOIWYHI 3acajd Ta MPaKTHYHI
aCMeKTH BIPOBA/KEHHSI 1HHOBAIITHUX TEXHOJIOT1M OI[IHIOBAaHHS TMEPCOHATy Ha
MITPUEMCTBI.

Memoro keanighikayiitnoi pooomu € OOIPYHTYBaHHS TEOPETUKO-METOAUYHUX
3acaj Ta po3poOIeHHs MPAKTUYHUX PEKOMEHAAIlIN 11040 BIPOBAKEHHS IHHOBAI[IMHUX
TEXHOJIOT1{ OIliHIOBaHHS nepcoHaty Ha mianpueMcTsl TOB «Cinbno-@yny.

3aeoannsn Keanipikauiiinoi daxanagpcovKoi pooomu:

*  BU3HAYUTH KOHIICTITyaJbHI 3acaJil OIIIHIOBAHHS TEPCOHANTy B CyYacHHX
YMOBaX;

*  MpoaHaii3yBaTH Cy4acHi1 METOAM Ta TEXHOJOTIi OI[IHIOBaHHS MEePCOHANY;

*  JOCHIAUTH 1HHOBAI[IIHI TEXHOJOTI] B OL[IHIOBAHHI MEPCOHATY: BU3HAUYCHHS
Ta 0COOJIMBOCTI;

*  HaJATU OpraHi3aliiiHO-eKOHOMIYHY XapaKTepUCTHKy mianpuemctsa TOB
«Cinpnio-Dyny;

*  mpoaHaNi3yBaTH NPAKTUKHU OLIHIOBaHHA NepcoHany mianpuemctsa TOB

«Cimpnio-Dyny;



*  OIIHUTU €(PEKTUBHICTb MPAKTUK OI[IHIOBAHHS MEPCOHATY Ha MIAMNPHUEMCTRBI
TOB «Cinbrio-®yny;

*  pO3poOWTH MPOMO3UINi M0N0 BIPOBAHKCHHS 1HHOBAIIMHUX TEXHOJOTIN
oliHoBaHHs nepconany nignpuemctsa TOB «Cinbno-Dyny;

*  OOIpyHTYBAaTH COIIIAJIBHO-EKOHOMIUHI €(eKTH BiJ TPOIMO3UINKN MO0
BITPOBA)KCHHS 1HHOBAILIIMHUX TEXHOJOT1# omiHioBaHHs nepcorany TOB «Cinbno-®Oymny.

Memooamu oOocnidrycennna € METONM aHaAJI3y Ta CIHTE3Y, IOPIBHSIHHA,
CHCTEeMaTH3allisl Ta MOSICHEHHS [T OTIPAIIOBAHHS TEOPETUYHOTO MaTepiajy; OMUTYBaHHS
Ta EMIIPUYHUN METOA Il JOCHIDKEHHS CTaHy IMOTOYHMX METOJIB OIlIHIOBaHHS
nepconany Ha manpuemMctsi TOB «Cinbno-®ymy.

Haykoea nosusna po6omu nojsirae B y3araJibHEHHI Ta CHCTEMaTH3aIlii Cy4acHUX
M1JIXO/IIB /10 OI[IHIOBAHHS NEPCOHANY 3 aKIIEHTOM Ha 1HHOBAIIMHI TEXHOJIOT1I, 30KpeMa
uuppoBl MIarGopMu Ta aBTOMATHU30BaHI I1HCTPYMEHTH. Y poOOTI 3alpONOHOBAHO
NPaKTUYHI PEKOMEHJANli 1010 BAOCKOHAJEHHS CHCTEMH OILIIHIOBAHHS NEPCOHANy Ha
ocHoBi aHami3y nocsiny TOB «Cinbno-Dymy.

Ilpakmuune 3Hauennsa poOomu TONATAE Yy aHANIZYy MOTOYHUX METOMIB
omiHiOBaHHsS TmiepcoHany Ha mianpueMctBi TOB «Ciunbno-®@ym» Ta po3pobieHH1
pEeKOMEHJAIIi 1010 BIPOBAIXKCHHSI 1HHOBALITHUX TEXHOJIOTIA B  OI[IHIOBAHHS
nepconany Ha mignpuemctsi TOB «Cinbno-Dymy.

Kniouoei cnosa: oniHIOBaHHS TIEPCOHAITY, MEHEIDKMEHT MEPCOHAITy, IHHOBAIlIHHI
TEXHOJIOT1i, IU(PPOB1 IHCTPYMEHTH, aBTOMATU3allisl, yIPABIIHHS MEPCOHAJIOM, IUTYYHUN

IHTEJIEKT.



Bianryk
po KBaligikamiifHy 0akaaaBpcbKy podoTy
3mo0yBada (akyIbTeTy YIPaBIIiHHS IEPCOHATIOM, COIIIOJIOTIT Ta ICUXOJIOTil OCBITHRO-PO(dECiitHOT mporpaMu
«MeHeIKMEHT TIEpCOHAITY»
Jlax leannu Onexciignu
Ha TeMy «IHHO8aYiliHI MeXHON02I] 8 OYIHIOBAHHI NEPCOHATY HA NIONPUEMCMBLY

1. Axmyanvnicms memu. B ymoBax 1mugpoBi3aiii eKOHOMIKH, HECTaOUTPHOCTI PUHKY Tpalli Ta
tpanchopmarnii ¢pynkuiii HR ¢axiBuiB ocobmmBoi 3HauymocTi HabyBa€e MOIMyK e(eKTUBHUX ITiIXOI1B
710 OLIIHIOBAaHHS NepcoHaty. |HHOBAIiHI TEXHOJIOTIT — Taki SK aBTOMAaTH30BaHi IIaTGOopMH, IITYYHUN
IHTEJIEKT, CHUCTEMH 3BOPOTHOTO 3B’SI3Ky — JO3BOJISIIOTH IIIBUIIUTH 00’ €KTUBHICTBH, MPO30OPICTH 1
OTIEPATUBHICTh OIIHIOBAHHS TPAIiBHUKIB. AKTYalbHICTh TeMH POOOTH 3yMOBJIECHAa HEOOXiIHICTIO
BIIPOBQ/DKCHHS ~ TAaKUX  PIICHh HAa  YKPAlHCBKMX  MIANPUEMCTBAX Ui 3a0e3leveHHs
KOHKYPEHTOCIPOMOXKHOCTI Ta CTAJIOr0 PO3BHUTKY.

2. IHo3umueni pucu keanigixayiiinoi podoomu. PoboTa Mae 4YITKYy CTPYKTYpYy, IPYHTOBHUUI
TEOPeTUYHHA 0a3uc 1 MPaKTUYHY CHOPSIMOBAHICTb. Y  TEpHIOMY pO3ITl  MPEIACTAaBICHO
CUCTEMAaTHU30BaHUI aHaI3 CyuyaCHUX 1 TPAJUIIHHUX METO/IIB OLIIHIOBAaHHS MEPCOHAY, PO3KPUTO 3MICT
IHHOBAIIMHUX TEXHOJOTIH y miid cdepi. JApyruit po3ain MiCTUTh IMOOKUI aHai3 CTaHy OILIHIOBAHHS
nepconany B TOB «Cinbno-®yn» 3 BUKOPUCTAHHAM EMITIPUYHUX METOIIB. Y TPETbOMY PO3ALIi
OOIPYHTOBAHO JOLUIBHICT yIpoBapkeHH nuppoBux HRM cucrem, OLiHEHO O4YiKyBaHi COILiabHO-
€KOHOMIYHI e(EeKTH.

3. Hasgnicms camocmivinux po3pobok aémopa. ABTOPKOIO 3alIpOTIOHOBAHO BJIACHY THIIOJIOTIIO
IHHOBAaI[ITHUX TEXHOJIOTIH OI[IHIOBAHHS IMEPCOHATY Ta IMPEICTABICHO MOPIBHIBHY XapaKTEPUCTUKY
Cy4aCHMX IHCTPYMEHTIB OIIHIOBAHHS;, PO3POOJICHO KOHKPETHI MPOMO3WINI MIOAO0 BIOCKOHAICHHS
CUCTEeMH OILIIHIOBaHHS TIEPCOHATy Ha MIAIPUEMCTBI 13 3aJIy4eHHAM XMapHHX pimenb (SAP
SuccessFactors, Bamboo HR, Workday Toro) Ta iHcTpyMeHTIB 3BOPOTHOTO 3B’sI3Ky. HaJJaH1 BUTPATH Ha
peaJtizallito IpoMo3HuIiii Ta ONMcaHi OUiKyBaHi €KOHOMIYHI Ta COLiaJIbHI €(PEeKTH.

4. Linnicme meopemuunux 6UCHOBKIE@ Ma NPAKMUYHUX pekomeHnOayiu. TeopeTHUyH1 MOJIOKEHHS
pOOOTH y3arajbHIOIOTh Cy4acHI HAayKOB1 MIJAXOAW /10 OLIIHIOBAHHS NEPCOHANy Ta MICTSATh aBTOPCHKE
BHU3HAYEHHSI KJIIOUOBUX MOHATH. [IpakTH4HI peKoMeH a1 MOXKyTh OyTH BUKOpUCTaHi B AisuibHOCTI TOB
«Cinpno-®y» Ta HIIUX MIAIPUEMCTB, AKI NparHyTh MiABULIIUTH sKicTh HR anamizy Ta npuiHATTS
YOPaBIiHCHKUX PILLIEHb.

5. Hassnicmo neoonixis. Kpanidikariitna 6akanaBpcbka poO0Ta BiANOBIJa€ BUMOTaM.
6. 3azanvna oyinka xeanigixayitinoi bakanaspcvkoi pobomu ma ii OonywjenHs 00 3axucmy nepeo
EK: 70 Gamnis.

HayxkoBuii kepiBHUK JOIICHT, K.€.H, 1o1ieHT Bapic 1.O.

15.05.2025 Bapic 1.O.



Peunensis
Ha kBaiikaliiHy 60akaIaBpchbKy poOOTy 3100yBaya BUINOI OCBITH
JIax L.O.
Ha TeMy «IHHOBAIlIMHI TEXHOJIOTI{ OLIHIOBAHHS MEPCOHAITY MiAIPUEMCTBA

Axmyanvnicmo memu Keanigixayitinoi pooomu i OoyinbHicms ii po3pobnenus. Y
CYy4acHHMX YMOBaX IIBHUJKOI ITM(POBi3allii Ta 3MIHU MIAXOAIB 10 YIPABIIHHS EPCOHATIOM
TeMa poOOTH € HaI3BUUYAHHO aKTyalbHOI. BpoBakeHHs IHHOBAIIMHUX TEXHOJIOTINA B
OIIHIOBAaHHS TEPCOHANy JO3BOJISIE TIJIBUIIUTH €(PEKTUBHICTh O13HEC-IPOILIECIB,
3a0e3MeunTd  OO0'€KTUBHICTh OLIHKM Ta CHPUATA NPOPECIHHOMY  PO3BUTKY
cniBpoOiTHHKIB. BpaxoBytoun, 1110 B « CUIbIIO» HE JIMIIE BXE BIPOBAIHKEHO 1HHOBAIIHHY
CHCTEMY OILIIHIOBAHHSA, a i TIPOBOIUTHCS OHOBJICHHS ITI€] CUCTEMU NUISIXOM TECTYBaHHS
NIJIOTHOTO MPOEKTY, PE3YAbTATU 11€i POOOTH MOXKYTh OyTH KOPUCHUMU IJI MOAATBIIOL

orntumizaiii icHytouux HR-mporiecis.

Axicmb nposedernozo docniodcenus. Pobora neMoHCTpy€e IMOOKE PO3yMIHHS MpEAMETa
JOCJIJI)KEHHS Ta OXOILUTIOE IIUPOKHUI CIIEKTP CyYaCHUX METO/IIB OLIIHIOBAHHS IIEPCOHAITY.
ABTOpKa IPyHTOBHO MpoaHaii3yBaia K KIACHYHI METOANKHU OI[IHIOBaHHS, TaK 1 HOBITHI

TEXHOJIOT14YHI pileHHs. BUKkopucTaHi qxepena € akTyalbHIMU, a POBEACHUM aHaII3 Ma€e

JIOTIYHY CTPYKTYPY.

THlo3zumusHi pucu keanighixayitinoi pooomu. PodoTa Bi3HAYAETHCS AKTYyaJbHICTIO Ta
MPAKTHYHOK CHPSAMOBAHICTIO, OCKUIBKH JIOCIIKYE CY4YacHI IMiJAXOAW 1O OIIHIOBAHHS
NepcoHay 3 aKIleHTOM Ha HU(POBI IHCTPYMEHTH Ta 1HHOBAI[IWHI TEXHOJIOTIi. ABTOpKa
JEMOHCTPYE BMIHHS KPUTHYHO aHATI3yBaTh ICHYIOYI METOJHW, TOPIBHIOBATH iX
e(eKTHBHICTh 1 POOUTH OOTPYHTOBAaHI BHCHOBKU. 3HAYHOIO TIEPEBAroOl0 € TIIHMOOKHIA
anani3 «Cinbno-gya», Mo A03BOJISE HE JIMIIE TEOPETUYHO PO3MIAHYTH Mpoliemy, a i
3alpOTIOHYBAaTH KOHKPETHI1 pIMIEHHS, SIKI MOXYTh OyTH BIPOBA/KEHI Ha MPAKTHIIL.
PobGoTa 50oriyHO CTPYKTypOBaHa, MICTUTh CydacHi Jpkepena iHdopmailii Ta BpaxoBye
ocobnmuBocTi nudpoBux HR-iHCTpymeHTIB, 110 poOUTH i1 HIHHOK MJI TMOMAJBIINX

JOCIIKEHD 1 IPAKTUYHOTO 3aCTOCYBaHHS.



3ayeasicennsa. Y poboTi Opakye aHajizy MIAXOMIB JI0 OI[IHIOBAaHHS TEPCOHAIY B
MDKHApOJAHUX KOMIIaHIsIX, 0COOJIMBO THX, SIKI 3aCTOCOBYIOTH IepefoBl TexHoJorii. Lle
N03BONMWIO O TOpIBHATH €(QEKTUBHICTh PI3HUX MOJENeld Ta OOIpyHTyBatu BHUOIp

IHHOBAIITHUX PIIICHb.

Ipakxmuuna 3nauywicme 6ucHoekié i pexomenoayit. IlpeAacTaBieHI BHCHOBKH Ta
pexoMeHalii MOXXyTh OyTH KOPUCHUMH IS KOMIIaHIM, SIKi BIPOBAKYIOTh IU(POBI
TEXHOJIOTIi B OIIHIOBAaHHA TIEPCOHANTyY. 30KpeMa, METOMOJOTIYHI MIXOAW Ta
peKoMeHalii, BUKJIaJeHl B poOOTi, MOXYTh OyTH aJanToBaHI sl BJIOCKOHAJICHHSI
BHYTPIIIHIX CUCTEM OLIIHIOBaHHA. Y BUNAAKY «Cuibno-¢Qyma» AesKi 3aponoHOBaHI 11el
MOXKYTh OyTH THTETPOBaH1 Y BXKE ICHYIOUY CUCTEMY OIlIHIOBaHHS Ta HABYAHHS [IEPCOHAITY,

10 JI03BOJIUTH MiABUIIUTH ii €()eKTUBHICTb.

Micue po0OoTH Ta nocaja pereH3eHTa

HayxoBuii cTyniHb, yueHe 3BaHHS (32 HAsIBHOCTI) (miamnuc, I1Ib)

[Tinnuc 3acBiAvyo: (mocana, mamuc)

Miciie nedarku opraizaiili, e paitoe peleH3eHT
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BCTYII

Axkmyanvnicms memu. Hapasi icHye notrpe0a aganTaiiii ynpaBiIiHCbKUX MPaKTHK
JI0 YMOB HEBU3HAYEHOCTI, CIPHYMHECHHUX IMOBHOMACIITAaOHOIO BiiHOIO B YKpaiHi, siKa
KapJIMHAJILHO 3MIHIOE ITIAXOIU J0 POOOTH 3 TepcoHanoM. UWHHI METOAM OIlIHIOBAaHHSI
NpaliBHUKIB YacTO HE BIAMOBIJAIOTH CyYaCHUM BHKJIMKAM Yepe3 iX HEJOCTaTHIO
THYYKICTh Ta 0OMEXKEHICTh Y BiI0OpaKeHHI peaibHO1 €(DEeKTUBHOCTI B KPU30BUX YMOBAX.
[HHOBAIIIIHI TEXHOJIOT11, TaKl IK aBTOMaTU30BaH1 CHCTEMH aHAJTI3y Ta IITYYHUN 1HTEICKT,
CHPUAIOTH OTIEPATUBHIN afanTanii miJnpueMcTBa 10 3MiH, €()eKTUBHOMY BUKOPUCTAHHIO
MIEPCOHAITY Ta YXBAJICHHIO BUBAXKEHUX YIIPABIIHCHKUX PIIIEHb. Y KOHTEKCTI BIIHOBJICHHS
CKOHOMIKHM YKpaiHu Ta JNe(iluTy KaJapiB, BIPOBAIKEHHS TaKUX TEXHOJOTIN CTa€e IyxKe
BOKJIMBUM Il MIABUILECHHS €(QEKTUBHOCTI MIANPUEMCTB Ta 3a0€3MEUYeHHS iX
KOHKYPEHTOCITPOMOXKHOCTI SIK Ha BHYTPIIIHbOMY, TaK 1 HA MI>KHAPOJTHOMY PHUHKaX.

Ananiz ocmaunix oocnioycenv ma nyonikayii. OIIHIOBAaHHS TE€PCOHATY
nocaipkyBanu [{umbamok C.O., bumk O.M., Cokxonoscbka B.B., babuunceka O.1.,
JlozoBewkuit O. IBanuenko I'B., Jlitunceka B., Ocramuyk T. MeHeIKMEHT nepcoHary
nociimxkyBaiai Konor A.M. ta Jlonymnsik [.C. CydacHi MeTonH OLIHIOBaHHS IEPCOHATY
posmsanany Cupoman JI., Taminuaa A., AranacoB M., bopmanora JI.C., JlozoBa B.A.,
Ionuapenko O.I., KonomanoBa B.FO., ITloryna H.B. IHHOBaiiiini TexHOJIOTii B
MEHEDKMEHTI nepcoHany gocuikysanu [lasnimmuaa H.M., Xapia A.B., Cynrxony C.,
[IerTi C., I'epacumenxko O., bpouenko B., Kopcyncbka M., I'ymysnsak H. [udposizarito
B MEHEKMEHTI nepconairy BuBdaiu Kpapuyk O.1., Bapic 1.O., [1apamyxk €., YUensainoBa
H.I'., Kynens B.l., Aunemix X. T. Ban [ep Iladt, Kcanmep /., Jlyd6 Ta Omap H.
Cominrep, Jlitoposuu O., Open F0.JI, Cmarmiok A.A.

Memoro keanighikauiiinoi poo6omu € BU3BHAYCHHSI TEOPETUKO-METOIMYHUX OCHOB
Ta PpoO3poOKa TPHUKIATHAX PEKOMEHAAIIM IMOAO BIPOBAHKCHHS 1HHOBAIIMHUX
TEXHOJIOT1H OIliHIOBaHHS nepcoHany Ha mianpueMcTBl TOB «Cinbro-Dymy.

3asoannsn Keanighikayiiinoi daxanagpcovKoi pooomu:
. BU3HAUMTHU KOHIIETITYaIbHI 3aCa/i OI[IHIOBAHHS MIEPCOHATY B Cy4aCHHX yMOBAX;

. pOaHalli3yBaTH Cy4yacHl METOJM Ta TEXHOJIOT1i OLIHIOBAaHHS MTEPCOHAIY;



. JOCTIUTH 1HHOBAIIMHI TEXHOJOT1i B OI[IHIOBAaHHI MEPCOHANy: BU3HAYCHHS Ta
0COOJIMBOCTI;
. HAJaTh  OpraHi3alliifHO-€eKOHOMIUHY XapakTepucTHKy mianpuemctBa TOB

«Cinpro-dyny;

. MpoaHai3yBaTH MPaKTUKH OLIHIOBaHHA nepcoHany mignpueMmctsa TOB «Cinbno-
Dyn»;
. OLIIHUTH €(EeKTUBHICTh MPAKTUK OILIHIOBAHHS TepcoHany Ha mianpueMctsi TOB

«Cinbno-Oyny;

. pPO3pOOUTH  TPOMO3UIII IIOAO0 BIPOBAHKCHHS 1HHOBAIIMHMX TEXHOJOTIN

otiHoBaHHs nepconany nianpuemctsa TOB «Cinbno-Dyny;

. OOTpYHTYBaTH  COLIAJIbBHO-€KOHOMIYHI ~ €(EKTH  BIiJ  MPOMO3UINN 11040

BIIPOBA/XKCHHS IHHOBALIMHUX TEXHONOT1# omiHoBaHHA niepconany TOB «Cinbno-Dyny.
00’ekmom 00cnidxscenHa € IPOIECU OLIHIOBAHHS MEPCOHATY 3 BUKOPUCTAaHHSAM

1HHOBALIHUX TexHoJor1i Ha mianpueMcTBl TOB «Cinbno-®yn».

IlIpeomemom oOocnidrcenHsa € TEOPETUKO-METOAMYHI 3acall Ta MPaKTHYHI
aCMeKTH BIPOBA/KEHHSI 1HHOBAIITHUX TEXHOJIOT1M OI[IHIOBAaHHS TMEPCOHATy Ha
MITPUEMCTBI.

Memooamu Oocnidycenna € METONM aHANI3Yy Ta CIHTE3y, MOPIBHSAHHS,
cUCTeMaTH3allls Ta MOSICHEHHS 1J1s1 ONPAIIOBAHHS TEOPETUYHOTO MaTepialy; OMUTYBaHHS
Ta EMIIPUYHUN METON I JOCHIIKCHHS CTaHy IIOTOYHUX METOMIB OIlIHIOBAHHS
nepconany Ha mignpuemctsi TOB «Cinbro-Oymy.

Ilpakmuune 3nauenHs poOomu TONATAE Yy aHANI3y TMOTOYHUX METOIB
olliHIOBaHHS TmiepcoHany Ha mianpueMctBi TOB «Cinpno-®@ym» Ta po3pobieHH1
pEeKOMEHJall 1I0I0 BIPOBAHKCHHSI 1HHOBAIIMHUX TEXHOJIOTIA B  OI[IHIOBAHHS
nepconany Ha mianpueMctsi TOB «Cinbno-Dymy.

Xapaxkmep sukonanua Keanipikayittnoi pod6omu: B 1HILIATUBHOMY TOPSJIKY.

Haykosea anpobauin ompumanux pe3yivmamis: JOCTIIKEHHS BIUIUBY
mupPOBUX TEXHOJOTINH HAa YHpPaBIiHHS JOCBIIOM IMpAaliBHUKIB OylO pO3MISHYTO B
HaykoBii crarti «lludpoBa TpaHchopmallisi ynpaBiIiHHS JOCBIJIOM IpalliBHHUKA:

IHCTPYMEHTH, MPAKTUKU Ta TPEHAW», 1o Oyna BujaHa y >kypHami [Ipukapmarcbkoro
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yHiBepcuTeTy iMeHi Bacwist Credanuka. CTaTTs akIeHTye yBary Ha 1HCTPYMEHTax Ta
MpakTUKax i onTuMizarlii 1poro nporecy. Pazom 3 Kpasuyk O.I. Ta Bapic 1.O. Oyno
MIPOAHAJII30BaHO TeH IEHIIIT 1T (poBOi TpaHChopMaIIii B yIIpaBIiHHI IEPCOHATIOM, IO MAE
MIpaKTUYHE 3HAYCHHSI JIJISl OL[IHIOBAHHSI Ta PO3BUTKY Kajpis [1].

Ingpopmayinina 6aza oOocniorycenna BKIIOYAE HAYKOBI CTATTi, HaBYAIbHI
NOCIOHUKH Ta MiAPYYHUKH, HOPMATUBHO-TPABOBI aKTH, BHYTPIIIHS JAOKYMEHTAIlS Ta

odimiiinuii caiit TOB «Cinbno-®yny, eNeKTPOHHI PECYPCH.



PO3/ILI 1
TEOPETUKO-METOANYHI ACTIEKTH THHOBAIIIMTHAX
TEXHOJIOT'Ti OLIIHIOBAHHSI IEPCOHAUTY.

1.1 KonuenrtyajabHi 3acagu OLiHIOBAHHS NIEPCOHAJLY B CYy4aCHUX YMOBAaX.

O1iHIOBaHHS MIEPCOHANTY € OAHUM 13 KJIIOUOBHUX €JIEMEHTIB CHUCTEMH YTPaBIiHHSA
MEPCOHAJIOM Ha MIANPUEMCTBI, SKE J03BOJIIE BU3HAYATU PIBEHb KOMIIETEHTHOCTI
IpalliBHUKIB, OLIHIOBATH iXH1/ BHECOK y JOCSATHEHHS CTPATEr1YHMX LIeH MIIpPHUEMCTBA
Ta BUSIBIISITH HANPSMU PO3BUTKY. B cyuacHUX ymMoBax, KOJIM PUHOK Ipalll 3MIHIOETHCSI T/
BIUIMBOM LMQpOBi3allii Ta miodanizaiii, pojib €()EKTUBHOTO OLIHIOBAHHS MEPCOHATY
3HAYHO 3POCTAE.

MeTo/10510T110 OIIIHIOBaHHS MEPCOHATY B il CydacHOMY BUIJISIII pO3IIsiaia BeJuKa
KUTbKICTh HaykoBLIB. [[umOamok C.O. ta bimuk O.M. BUBYA/IU OIIHIOBAHHS TIEPCOHATY
y CBOill po0OOTI, III0 BUCBITIIIOE KITIOYOB1 aCMEKTH OIIHIOBAHHS MEPCOHATY SIK CKJIaJI0BOT
YOPABIIHHS TEPCOHAIOM. Y MOCIOHUMKY aBTOPU PO3MISIIAIOTH 1HCTPYMEHTH, METOIU
300py Ta a”ami3y iHdopmallii npo mpaiiBHUKIB, METOAU OLIHIOBAHHS PE3yJIBTATIB Mpaili,
opraHi3zaIliifHi Ta METOAOJIOT14HI 3aca i KOMIUIEKCHOTO OIIIHIOBaHHS, 30KpeMa aTrecTariii.
OcoOnuBy yBary npujuieHo TexHosorii Assessment Center, mpouenypl periaMmeHTarii
OIIHIOBAHHS Ta BUKOPUCTAHHIO MOTO pe3yJIbTaTIB B YIIPABIIHHI MIEpcoHAIoM [2].

Ocramuyk T. pa3om 3 coaBTopamu B CBOiil poOOTI chopMyBaid METOIOIOTIUHUN
niaxig g0 ouiHroBaHHsS B HR menemxmeHTi, 0a3yrounch Ha KOHIIENTYaJIbHIN MOJEII.
BuokpemiieHo 1i1i, NPUHIUIN (ONTUMAJIBHICTh, MPO30PICTh, CHCTEMHICTh), METOIN
(TpaguuiiiHI Ta HOBITHI, SIK-OT acecMeHT-lieHTp, KPI) Ta 1HCTpyMEHTH OIlIHIOBaHHS.
MeTtpuku 3rpynoBano 3a HR 6i3Hec-nporiecamu, 30kpemMa peKpyTHHIOM, HABYAHHSIM 1
MOTHBAIlI€I0. ABTOpPH HAroJIONIYIOTh HAa BAXJIMBOCTI HUGPOBUX IHCTPYMEHTIB IS

KOMYHiKallii Ta BJockoHasjeHHs oriHnroBaHHs HR mponecis [3].



AtanacoB M. B cCBOii mpami JOCHIIKYE OCOOJMBOCTI CyYacCHHMX METOIIB
OILIIHIOBAHHS TIEPCOHAIy, 1XHI mepeBaru Ta Hemomikd. Ha gymky aBrtopa, mpoiiemypa
OIIHIOBAaHHS € HEBIJ EMHOIO CKJIAIOBOI0 €(EKTHBHOTO YIPABIIHHS IEPCOHAIOM.
Haromormieno, 1o Bubip MeTOiB 3aJ€KUTh BiJl MOTPEO MiAMPUEMCTBA, OCKUIBKH KOXKEH
13 CyyaCHHUX MIAXOAIB Ma€ CBOI crenudiuHi rmepeBaru Ta 0OMeKeHHs. ABTOp aKIIEHTY€
yBary Ha HEOOXIAHOCTI PETEeNBHOTO aHadi3y Ta ajanTaiii «MmakeTa» METOMIB IS
3a0e3IeYeHHs MaKCUMaJIbHOI €(peKTUBHOCTI OIIHIOBaHHS TIepcoHaiy [4].

Crarts Hetpebu H. nocnimkye MeToau ouiHOBaHHs €()EeKTUBHOCTI MiIPHUEMCTB
1 TPOXYKTUBHOCTI mepcoHany, 3okpema cuctemu KPI ta BPM B anTHKpH30BOMY
MEHE/DKMEHTI. ABTOp MIAKPECITIOE BAXKJIMBICTh aHami3dy (piHAaHCOBUX 1 HE(IHAHCOBUX
MOKa3HMKIB, & TAKOXK POJIb NEPCOHANY Yy HNIABUIIEHH] €()eKTUBHOCTI [5].

MeTou OLIHIOBAaHHS TPAIIBHUKIB Y PI3HUX Tally3X MiJAKPECITIOIOTh BaXKIUBICTh
CyyaCHUX TMIJIXOAIB JJis TOKpAlleHHS €(QEeKTUBHOCTI YHPABIIHHS IEPCOHAJIOM.
Jlitunceka B. A. B cBOill po0OOTI MOCIHIJIKYE TPOIEC OLIHIOBAHHS B 3akjajax BUIIOT
OCBITH, MPOIIOHYIOYM IIIICTh €TamiB: BUOIp METOJIB, BHU3HAUCHHS ITOKAa3HHUKIB, iX
KUIBKICTh, CUCTEMY OI[IHIOBAHHSI, PO3PAaXyHOK Koe(ilieHTa Kap’ €pHOTO MPOCYBaHHS Ta
niaouTTs migcymkiB [6]. [Toryna H. B. anamizye metoau y cdepi Typu3My Ta roTeJIbHOTO
oi3Hecy, 3o0kpema Grading, Balanced Scorecard, Assessment Centre, MBO, «360
rpanyciBy 1 KPI, naronomrytoun Ha motuBaiiinomy noteHmiain KPI [7]. T'epacumenko
O. O. ta bpouenko B. €. nocnikyroTh 1HHOBAIHI TiAX0aU B OaHKIBCHKIM cdepi,
akieHTyroun Ha Assessment Centre Ta KPI sk cmoco6ax miBUIIEHHS BiAMOBIIHOCTI
IpaIiBHUKIB mocai [8]. Yci aBropu AEMOHCTPYIOTh, SIK aJIallTallisl METOIB 10 Celu(iku
rajysi nmokpairye eeKTUBHICTh OpTaHi3allii.

Hocmimkenns Bapic 1., KpaBuyk O. Ta iXHIX CIIBaBTOPIB J€TaJbHO PO3KPUBAIOTH
acmekTy 1udpoBizalii MEHEHPKMEHTY TIEpPCOHANY, aHAI3yIOUH i1 BIUTMB Ta BUKIUKH. Y
CBOIM CTarTi CTOCOBHO IU(POBI3allll TEXHOJOT] MEHEIKMEHTY MEepCOHATy B YMOBax
nangemii COVID-19 [9]. HaykoBii akieHTYIOTh yBary Ha aktusizauii nuudposux HR
TEXHOJIOTIH, TaKMX SK KOMYHIKalliiHi poOOTH, colianbHi Mepexi, anam3 Big Data,
MaITMHHE HaBYaHHS Ta XMapHi TeXHOJI0Tii. BOHN BKa3y0Th Ha MPOOIEMHU BIPOBAKECHHS

IIUX IHCTPYMEHTIB Y KOHTEKCTI MPUCKOPEHOT ITu(pOoBi3aIlii, CIPUINHEHOT MaHIEMIET0, Ta
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MPOTNOHYIOTh IUISXHU iX BHUPIMIEHHsS. Y HACTYIHIH pOOOTI aBTOPIB JIOCIIIKYHOTHCS
B poboti 30cepemkeHo o0coOMMBY yBary Ha aHaji3l MporpaMHUX 3aco0iB IS
aBTOMAaTH3allii MPOIECIB YIPaBIIHHS IEPCOHAIOM, BU3HAYEHHIO Hale(EKTUBHIIIMX
HRM cucrtem Ta po3poOsieHHI MAxXomiB A0 iX ajamTarlii Ha BITYM3HIHOMY PHUHKY. B
iHmomy gociuimkenHi Bapic 1. Ta KpaBuyk O. ananizyrots cyuyacHi HRM cucremu, ixHii
dbyHKIIOHaN Ta 37aTHICTH onTumizyBatu ocHoBHI HR mpomecu [11]. HocaimkeHo
crnocobu aBToMaru3aiii poOOTH 3 JOKYMEHTaMH, OLIHEHO MEepeBaru BHKOPHUCTAHHS
w1atopM AJis yIPaBIiHHS IIEPCOHAIIOM, a TAKOXK 3allPOIIOHOBAHO PEKOMEHAIlI] 1100
OIIIHIOBaHHS €(DEKTUBHOCTI UG POBI3allii B KOMIAHISIX. YC1 TpU pOOOTH MIAKPECTIOIOTh
BAXJIMBY pOJb LUU(PPOBUX IHCTPYMEHTIB Yy MHIABUIIEHHI KOHKYPEHTOCIPOMOKHOCTI

CydacHi JOCHIUKEHHS METOJIB OLIHIOBaHHSA MpAalIBHUKIB AaKIEHTYIOTh Ha
HEOOX1JHOCTI BIPOBA/I)KEHHSI HOBITHIX TEXHOJIOT1H JIJIsl rapaHTyBaHHA 00'€KTUBHOCTI Ta
TOYHOCTI pe3ynbTaTiB. 3anHarys Haem ta M. JI. AdTab YaiiH y cBoii CTaTTi MPONOHYIOThH
BUKOPHCTaHHS QJITOPUTMIB IITYYHOTO IHTENEKTY JUIsl OLIHIOBaHHA €(PEeKTUBHOCTI
MpaIliBHUKIB, BPaxoBylo4yH (Pi3WyHi, COIlajbHI Ta €KOHOMIYHI YMHHUKH, IO JTO3BOJISE
3a0e3meunTy 0€3CyMHIBHY HEyNepeIKeHICTh pe3ynbTariB [12]. xennipep Mapiami ta
HIII JOCJIIKYIOTh BIUTMB JAUCTAHIIMHOI poOOTH Ha A0OpOOYyT MpalliBHUKIB, 30KpeMa Yy
chepl mpeHaTaTbHUX TOCIYT, MOKa3ylo4H, SK TIOpUAHI MOJEN MOXYTh MOKPAUTUTH
AKICTb KUTTS MPaLIBHUKIB, 30€piratouu npu Hbomy e(heKTUBHICTH iX poooTH [13]. Tomriki
Oykymzaku Ta [lliaes Takega BHUBYAIOTH 3B'S30K MK KOTHITUBHOIO THYYKICTIO,
JIETIPECI€r0 Ta MPOAYKTUBHICTIO MPAIIBHUKIB, MIAKPECIIOI0YN CTa0lIbHICTh KOTHITUBHOI
GyHKIIT Ta BIACYTHICTh 3HAYHOTO BIUIMBY JIENpecii Ha poOoYl pe3yabTaTh 3A0POBUX
npariBHuKkiB [14]. Yci aBropu HEMOHCTPYIOTh, SK Cy4acHI MiIXOAW Ta 1HCTPYMEHTH
MOXYTh TOKPAIIUTH TPOLECH OLIHIOBAHHS, CHOPUSIIOYM OUIbII CHPABEAJIUBOMY Ta
e(hEeKTUBHOMY yIIPaBIIHHIO IEPCOHAJIOM.

CyuacHa METOA0JIOTs OLIIHIOBAaHHS MEPCOHANYy € OaraTOBUMIPHUM MPOIIECOM, IO
aKTUBHO aJamlTYyEThCS 10 BUKJIMKIB CHOTOJAEHHS. AHAII3 HayKOBUX Mpallb IEMOHCTPYE,

10 JIOCJIIJKEHHS B Il Tally31 OXOIUTIOIOTH SIK TPAAUIIIHI, TaK 1 IHHOBAIIMHI MiIXOIH,
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(GOKyCyIOUUCh Ha IXHbOMY NPAKTUYHOMY 3aCTOCYBaHHI B pI3HUX ranys3sax. BomHodac
BapTO 3a3HAYMTH, 1110 IHHOBAIIIMHI TEXHOJIOT1i B OI[IHIOBAaHHI IIEPCOHAIY 1€ HEIOCTaTHHO
BUBUeHI. HaykoBIll Ta TpakTUKH JUIIE TOYMHAIOTH (HOPMYBATH KOHIICTITYaIbHE
MIATPYHTS IS iHTerpartii mudpoBUX IHCTPYMEHTIB Y Mpoliec olliHioBaHH:. Lle BiakpuBae
MEPCIEKTUBH JJI TMOAQIBIINX JOCHIDKEHb 1 PO3POOJICHHS HOBUX METOAWK, SIKi
BpPaxoBYBaTUMYyTh crieniuiky cydacHoro OizHec-cepemoBuiia. CydacHa METOMIOJIOTIS
OIIHIOBAHHS MEPCOHANTY 3HAXOJIUTHCS Ha MEPETUHI TPAAMIIIHHUX MIIXOIB 1 ITU(poBUX
IHHOBaLll Ta € BaXJIWBUM €JEMEHTOM YIIPaBIIHHSA IEPCOHAIOM, 3AaTHUM CHPUATU
MIJBUIICHHIO €(EeKTUBHOCTI OpraHizailii, amanramii g0 3MiH 1 [ATPUMII
KOHKYPEHTOCITPOMOXKHOCTI Ha JJUHAMIYHOMY PUHKY TpaIil.

Po3ymiHHS KOHIIENTYaIbHUX 3acajl OIIHIOBAHHS MTEPCOHAITY TIOYMHAETHCS 3 aHAIIZY
PI3HUX TIIXOMIB 10 MOTO BU3HAYEHHS. Y HAYKOBIM JITEparypi MOHSATTS "OIIHIOBaHHS
nepcoHany" TPaKTYeTbCsl MO-PI3HOMY 3aJIeKHO BiJI aKIEHTIB Ha IUIAX, METOIAX Ta
pe3ynbTaTax 1boro MporLecy.

JI1st TMUOIIOTO PO3YMIHHS I[HOTO TMOHSTTS PO3ISIHEMO OCHOBHI BHU3HAYECHHS, K1
HABOJSTHCS B MPALSIX TOCIIHUKIB Ta BU3HAHI B YIIPABIIHCHKIN IPAKTUI Y BUIIISLIL TAOI.
1.1 BU3HAYEHHS TEPMIHY «OIIHIOBAHHS MTEPCOHAITY».

Ha ocHOBI 3anponoHOBaHUX BU3HAYEHb OI[IHIOBAHHSI MEPCOHAIY, MIACYMY€EMO, 1110
nepeBakHa YacTHHA JOCIITHUKIB BU3HAYAE OIIHIOBAHHS TIEPCOHATY SIK CHCTEeMAaTHUIHUI
MpolleC BU3HAYEHHS BIAMOBIAHOCTI SIKOCTEH, MOBEMIHKM YH PE3YJbTaTiB MpalliBHUKIB
NEBHUM BUMOIaM, CTaHAapTaM a0o0 OYiKyBaHHSM. TakMM YMHOM, CHIJIBHUM Yy BCIX
MiIX0AaX € aKIEeHT Ha 00'€KTUBHOCTI Ta CITIBCTABJICHHI 3 ICBHUMH KPUTEPISIMH.

Crnmparourich Ha aHaji3 HayKOBHX IIXOMIB 10 TIIYMAYEHHS MOHATTS «OIlIHFOBAHHS
MEPCOHANTY», MOXHa C(HOPMYIIIOBaTH aBTOPChKE BHU3HAYCHHS, SKE BiIOOpakae
KOMIUIEKCHICTh I1IbOTO TMpPOIECY, WOT0 BAaXKJIUBICTh IS YIPABIIHHSA JIFOICHKUMHU
pecypcaMu Ta MOro pojib y JOCSTHEHHI CTpaTeriuyHuX Ilijiell opraHizailii, a came
«OIIIHIOBaHHS TMEPCOHATY» — II€¢ CHUCTEMHHUH TIpoIeC aHali3y Ta BUMIPIOBaHHS
npodeciiHuX, OCOOUCTICHUX 1 TMOBEMIHKOBUX XapaKTEPUCTUK IMPAI[IBHUKIB 3 METOIO
BU3HAYCHHS BIAMOBIAHOCTI 1XHIX KOMIETEHTHOCTEHM, pe3ylbTaTiB AiSUIbHOCTI Ta

MOTEHINIAly BCTAHOBJIEHWM BHMOTaM II0CaJid, CTpPATeTIYHUM MUIIM OpraHi3aiii Ta
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O4iKyBaHUM CTaHJapTaM epeKTUBHOCTI. BapTo 3a3HaunTH, 110 Pe3y/IbTaTh OLIHIOBAHHS
€ OCHOBOIO JIJIsl yXBaJICHHS YIIPaBIIIHCHKUX PILIEHD IOA0 PO3BUTKY Kap'€pH, IMiIBUIICHHS
MPOAYKTUBHOCTI Mpalli Ta ONTUMI3allli KaJpoBOi MOMITUKH.

Tabmuus 1.1 — BusHaueHHS «OLIHIOBaHHS TIEPCOHATY .

ABTOP TpakTyBaHHs TepMiHY
Humbamok C. O., binmuk O. | OuiHOBaHHS MPAIiBHUKIB — 1€ MTPOIIEC TOCIIKCHHSI 1 BUMIPIOBAHHS
M. MEBHUX NPO(ECIHHO 3HAYYIIMX XapaKTePUCTHK YU JOCATHYTHX

pe3ynbrariB  npodeciiHoi  AISIBHOCTI  HpaliBHUKa  (TpynH
MpaIiBHUKIB) Ta TOPIBHAHHA iX 31 BCTAHOBJICHUMH IIapaMeTpaMH
(HopMaMM, BUMOraMH, CTaHJApTaMy, €TaJOHAMH TOILO). 3a
JIOTIOMOTOI0  OIIIHIOBAaHHS ~ BH3HAYA€THCS  Mipa  BiAMOBIAHOCTI
MpaliBHUKA MOCai, sIKy BiH o0iiimae (mpodecii, 3a KO0 Mparoe), i
piBEHb JOCATHEHHS HUM O4YIKYBaHHUX pe3yabTariB mpami. 3a
pe3ylnbTaraMd  OIIHIOBAaHHS  TaKOX  3°SICOBYETbCS  IOTEHIIIAN
MIpaIliBHUKIB, BAKJIMBHH JUIS pealti3allii crpaTerii oprasizartii.
CoxkosoBcbka B. B., | OuiHloBaHHSI TIEpCOHATy — II€ MPOIEC BU3HAYCHHS €(EKTHBHOCTI
Bbabuunceka O. L. BHKOHAHHS TIpaIliBHUKaMH OpraHi3allii CBOiX 1MocaoBUX 0OOB'SI3KIB 1
peamizamii oprasi3amiiHuX e abo mpomec  BU3HAYCHHS
BIJIMOBIAHOCTI SIKICHUX XapaKTePUCTHK TMepcoHany (3ai0HOCTeH,
yYMiHb, MOTHBIB) BUMOTaM 1ocaau abo podo4oro micus

Jlotiko I. T’ OuiHIOBaHHSA MEpPCOHANY CJIiJ pO3MISLAATH SIK LIJIeCHpSIMOBAaHUMN
MpOIeC BCTAHOBICHHS BIJNOBIMTHOCTI SKICHUX XapaKTEPHCTUK
MepCOHAy BUMOTaM nocaau abo po6o4oro miciist

Hinyp K. M. OniHIOBaHHS IEPCOHATY PO3IVISIAIOTH SIK MIPOLICAYPY, 32 JIOTIOMOTOFO
SIKO1 BUSBISETHCS CTYIiHb BIANOBIAHOCTI pHUC TMpalliBHUKA, HOTO
TPY/I0BOi MOBEAIHKH, PE3YJIbTATIB AisUIbHOCTI IEBHUM BUMOTaM
Jlo63a A. B., llep6una K. B | OuiHtoBaHHS nepcoHaly — 1€ CKJIAIHUNA Ta GaraTorpaHHui Mpolec
BHU3HAYEHHs PiBHSA MpodeciifHUX 1 0COOMCTICHUX PHUC MpalliBHUKA, 32
pe3ynbTaTaMu  SIKOTO HEOOXiJHO 3/1MCHIOBaTH YHpaBIiHHA HOro
Kap’€pHHUM MPOCYBAaHHSM Yy Mekax MeBHOI opraxizaitii

Cuponan JI. A., l'aninuna A. | OUiHIOBaHHS MEPCOHATY MOJSra€ y BU3HAUEHHI TOTO, SKOK MIpOIO

O KOKHUM TpalliBHUK JOCATa€ OUIKyBaHUX pe3yJabTariB mpami i
BIJIMOBia€ TUM BHUMOTaM, III0 BUILUIMBAIOTH 13 MOTO BUPOOHUYMX
3aBIaHb

IDicepeno: pospobreno asmopom na ocnosi [1; 15].

OTxe, OLIHIOBAaHHS NEPCOHATY MOXKHA PO3MISAAATH SIK CUCTEMHUN NHPOLEC, KU
NOEHYE aHam3 MNpoQeciiHUX, OCOOUCTICHUX XapPAaKTEPUCTUK TMPALIBHUKIB Ta
pe3yJbTaTiB iXHbOI MISUIBHOCTI 3 METOK YXBaJIEHHSA CTPATEriYHUX YIPaBIIHCHKUX
piteHs. BimMiHHOCTI y BU3HAYEHHSAX MIAKPECTIOITh 0AaraTorpaHHiCTh I[LOTO MPOIIECY,
KWW aJlanTyeThCs 10 MOTped opraHizallii Ta 3MiH Y CepeIOBHIII Tpalll.

OriHIOBaHHSI TIEPCOHANy CHOPSIMOBAHE HA JOCATHEHHS KOHKPETHUX IIUICH, SIKi
3a0e3mneuyoTh €(EKTUBHE YNPaBIiHHSA MpalliBHUKaMu B opranizarii. Cepes; 0CHOBHUX

HUIeH JTOCTITHUKY MIEPEBAKHO BU3HAYAIOTh HACTYIIHI, K1 MIPOLTIOCTPOBAaHO Ha puc. 1.1
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*TIOCTIHO pealli3yeTbCss NPU MPHUUHATTI KaJIPOBUX PIlllCHb,
TakKMX K IMIABUINEGHHS a00 TIOHW)KEHHSA TI0  CIyXOi,
AI[MiHiCTpaTI/IBHa NepeBe/ieHHss Ha 1HIIy poOOTy, IepemiaAroropka i
nepekBamiikallisi, 3a0XoueHHs ab0 MOKapaHHS, MPUIMHEHHS
TPYIOBOTO IOTOBOPY

*TIOJISIra€e B 3a0e3MeUeHH] KePIBHUKIB PI3HUX PIBHIB YIPaBIiHHS
IHCbOpMaTI/IBHa HEOOXITHUMH JaHUMH TPO POOOTY CBOIX MiIETIIMX, a TAKOXK
1o IXHI IHAUBITyaIbHI 3100yTKH W HEIOIIKH

eriepei0ayac  B3a€MO3B’S30K MarTepiaibHOI BHHAropogd Ta
MOPaIBHOTO  3a0XOYEHHS 3  TPYJIOBOIO  ITOBEAIHKOIO,
pe3ylbTaTaMH Tpaii i TaKAM YHHOM OPIEHTYE TIEPCOHAN Ha
MOJIIIIICHHS  AiSUTBHOCTI, HaOyTTA HOBHX NpoQecCiifHuX
HAaBUYOK, MOTPIOHMX JUIS Kpamoro BHUKOHAHHS 3aBIaHb 13
COII1aJIbHOTO 3aXUCTY

MoTuBariiina

Pucynok 1.1 — 111 omiHIOBaHHS MTepCOHATY.
IDicepeno: cgpopmosarno aemopom Ha ocrosi [16; 17; 3]

IcHye migxim, 3TiMHO 3 SKUM OCHOBHOKO METOIO OINIHIOBAHHS IIEPCOHANY €

OTpUMaHHA 00'eKTUBHOI 1H(OpMaIIii o70:

. TOCSTHEHHS TPAaIliBHUKAMU TTOCTABICHUX IIIJICH 1 pe3ysbTaTiB AisSIBHOCTI
(KPD);

. PiBHS PO3BUTKY BaXJIUBHX MPOPECIHHUX SIKOCTEH 1 KOMIIETEHTHOCTEH;

. MOTEHIIAJly  MpAI[iBHUKIB, BKJIOYAIOYM  KOMIIETEHTHOCTI, SIKI HE

BUKOPHCTOBYIOTHCSI HA TIOTOUYHHUX OCAJAX, e MOXKYTh OYyTH KOPUCHUMH TIPHU TIEPEXO1
Ha 1HII1 poJil, 30KpeMa KepiBHi;

. PIBHSI TPYJOBOi aKTUBHOCTI, MOTHBAIIIi Ta JIOSUIBHOCTI,

. CTYTEHsl 3aJ0BOJICHHSI TPAIIBHUKIB yMOBaMH pOOOTH, BHUHAropojoro,
PEKMMOM Ipalli Ta BiMOYUHKY, & TAKOK B3aEMUHAMH B KOJIEKTHBI 1 MOXKJIUBOCTAMHU JIJISI
npodeciiiHoro Ta Kap'epHOTO 3pocTaHHs [2].

Cepen ycix LiJIeH 1 HAPSMKIB OLIIHIOBaHHS MEPCOHATY OCHOBHOIO € TTOKpaIECHHS
YVIOpaBIiHHS ~ JISUIBHICTIO — opradizamii. s  3a0e3nmedeHHs CTajoro  PO3BUTKY
HiANPUEMCTBA HEOOXITHO €(PEKTUBHO YMPABJIATH MEPCOHAIOM 1 OpraHi3oBYBaTH HOro

pob6ory. Kiro4oBuM eTamoMm HbOTO TPOIECY € OIIHIOBAHHSA KaJpiB, fKa CIYXHUTh
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BIJIMIPABHOIO TOYKOIO JJIS BAOCKOHAJIEHHS MEPCOHAIY, MiJABUIIEHHS MOro MOTHBAIIIl Ta
HaJIEKHOTO BU3HAYEHHS OIIATH Tparlll.

OmiHIOBaHHS TIEpPCOHATly Ma€ JBI OCHOBHI (DyHKIIi: OpI€HTYBaJbHY Ta
cTuMyltoBaibHy. OpieHTyBajgbHa (YHKIS TOJNSrae B TOMYy, IO  3aBISKH
CaMOOI[IHIOBaHHIO a00 OIIHIOBaHHIO 3 OOKy I1HIIMX, 0co0a YCBIIOMIIOE CBIM CTaH i
MOBEIHKY, IO JO3BOJISIE BU3HAYATH HAMPSMKA Ta METOAM TONANBIINAX IiH.
CrumyroBasibHa (DYHKIIIS OLIIHIOBAHHSI, OCHOBaHA Ha MEPEeKUBaHH1 YCIIXY YM HEBJayl,
JoTIOMarae€  MIATBEPAUTH TPABWIBHICTh YK HEMPAaBUIBHICTH BHOpaHOi CTparerii
MOBEIHKA, MOTUBYIOUH JIIOJAWHY /10 aKTUBHUX 1M y MeBHOMY HampsaMmKy. Kpim Toro,
MO>)KHA BUJILJTMTH JOJIaTKOBI (PYHKIIIT OIlIHFOBaHHS IIEPCOHATY, TaKi sIK:

. yIOpaBlliHCbKa — 3a0e3neuye HeoOXiIHOK 1H(OpMALIE0 ISl TPUAHATTS
YIPABIIHCHKUX PIIIECHB;

. KOpUTYBaJbHA — TOJIATAE B 3aCTOCYBAHHI 3aXO0/IiB JIJIsl YCYHEHHS MIPOTAINH
y 3HAaHHSX, YMIHHSIX Ta KOMIETEHTHOCTSIX, BUSIBIICHHX IT1]] 9aC OI[iHIOBaHHS;

. MPOTHOCTUYHA — HAJIa€ TMPAlIBHUKY JaHl1 JUIs OI[IHIOBaHHS PE3yJbTaTiB
CBOET Tpalll Ta METOAUKHU JIJIS iX MOJIJIbIIIOTO BAOCKOHAIEHHs [15].

OriHIOBaHHS TIEPCOHATY MOXe €(pEKTUBHO BUKOHYBATH CBOi (PYHKIIIT 32 yMOBH, 110
0a3yBaHHS Ha NPUHLIMIAX, IPEICTAaBIEHUX Ha puc. 1.2

BusHaueHHs] KOHIIENTyaJIbHUX 3acaj OI[IHIOBAHHS MEPCOHATY B Cy4YaCHUX YMOBax
JEMOHCTpPY€E, 10 IEeH MpOoIeC € KIIOYOBUM €JIEMEHTOM €(QEeKTUBHOTO YIPaBIiHHS
MpaliBHUKaMH B OpraHizalli, SKui BKJIIOYa€ CUCTEMaTU4YHE BU3HAYEHHS BIAMOBITHOCTI
npodeciiHuX, OCOOMCTICHUX XapaKTEPUCTUK Ta PE3yNbTaTiB MisNIbHOCTI MpalliBHUKIB
MEBHUM CTaHJIapTaM, BUMOTaM 1 O4iKyBaHHSIM.

AHai3yl0uu HayKOB1 MIJXO/M, MOKHA BUJUIMTU KUIbKA CHUIBHUX XapaKTEPUCTHK

OLIIHIOBAHHS:

. 00'€KTUBHICTh 1 CHCTEMHICTh, 110 3a0€3Meuyl0Th YITKE CIIBCTABIICHHA 3
KpUTEPISIMU;

. KOMILUICKCHICTh, fIKa OXOTUIIOE PI3HI AaCMeKTH TPYAOBOi MJISUIBHOCTI Ta

XapaKTEePUCTUK MPAIliBHUKIB,;
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. Opi€HTAIlIS Ha CTpaTeriyH1 111 OpraHi3aliii, 10 J03BOJIsIE BUKOPUCTOBYBATH

pe3yJIbTaTH OLIHIOBAHHS JJIsS YXBAJICHHS BaXKJIMBUX YIPABIIHCHKUX PILIEHb.

JeMokparusm

*y4acTh TPOMAJCHKOCTI, 3a]Ty4eHHsI KOJIET 1 MiJUIETINX A0 IPOLECY OLiHIOBAHHS

3arajapHICTh

* OLIIHIOIOTBCS BCI MPALliBHUKU

CucreMaTn4HICTh

* OL[IHIOBAaHHS MIPOBOJUTHCS PETYIAPHO

HeBinBopoTHiCTh

¢ 000B'SI3KOBICTH OI[IHIOBAHHS

PesynpratuBHICTH

*00O0B'SI3KOBE Ta ONlEpaTHBHE BIPOBAKEHH 3aX0/IB 32 pe3yJIbTaTaMH OLliHFOBAHHS

OO0'eKTHBHICTD

* BUKOPUCTAHHSI KOMIUIEKCHOI CHCTEMH MOKa3HUKIB IS XapaKTEPHUCTUKH IIPALliBHHUKIB

BcebiuHicThb

* OLIIHIOIOTBCS BCI ACHEKTH JISUIBHOCTI Ta 0COOMCTI SIKOCTI MpaliBHUKA

I'nacuicts

* IUPOKE O3HANOMIIEHHS IEPCOHAITY 3 TIOPSAAKOM Ta METOAUKOIO OI[iHIOBAHHS, JTOBEJAEHHS PE3YJIbTATIB
10 3auiKaBJIeHUX 0ci0

Pucynok 1.2 — I[IpuHUunu oriHOBaHHS MPalliBHUKIB
IDicepeno: cpopmosano agmopom Ha ocrosi [15] .

Or1iHIOBaHHS MTEPCOHAITY HE TIJIBKH JI03BOJISE BUSABIISATH IIOTOYHI CHIJIBHI Ta CIa0Ki
CTOPOHH MpAIliBHUKIB, ajie¢ i CIYrye OCHOBOIO JJIsi IPOTHO3YBaHHS iXHBOTO PO3BUTKY,
dbopMyBaHHS MOTHBAIIIMHUX MpPOTpaM 1 BAOCKOHAJIEHHS OpTaHi3allifHUX MpoIeciB. Y
CydyaCHHX yMOBaX, TO3HAuYE€HUX LH(pOBI3aIiel0 Ta MIodam3aiieo, eheKTUBHE
OIIIHIOBAaHHS CTAa€ BAXJIMBUM IHCTPYMEHTOM aJamnTaiii A0 3MiH 1 MIATPUMKH

KOHKYPEHTOCIPOMOXHOCTI MiIPUEMCTBA.

1.2. Cy4acHi MeTOIH Ta TEXHOJIOTil OI[IHIOBAHHSA MEPCOHAILY

MeTtononoriunuii  amapar ormiHoBaHHsS B HR MeHemKkMeHTI mianmpueMcTBa

IPYHTYETHCSI Ha KOMILJIEKC] 3araJIbHOHAYKOBHUX 1 CTIEIiaJbHUX METOJIIB, SIK1 JO3BOJISIOTH
13



OIIIHUTH Pi1BEHb €(DEKTUBHOCTI, BIUIMB YNHHUKIB, IXHIO 3HAYYILICTh JIJIs TIAMPUEMCTBA, a
TaKOX BIJICTE)KYBaTH JUHAMIKY Ta TEHICHIIIT 3MiH.

Hapasi icHye Benmka KibKiCTh METOIB OI[IHIOBAaHHS MEPCOHAIY, SIKI HAyKOBIII
KJIacU(PiKyIOTh 3a PI3HUMH KaTreropisiMu Ta rpynaMu. OCHOBHUMM KPUTEPISIMH aHAIIZY
METOJIIB € IO/ iX Ha TpaauIliiHi (a0o cTanAapTHI) Ta cydacHi (a6o HOBiTHI). BogHowac,
JTOCITITHUKY HABOATh TOPIBHSJIBHY XapaKTEPHUCTHKY, BU3HAYAIOUM TIEpeBaru Ta
HEJI0JIIKKM KOokHOTro 3 MmetofiB [3, 18]. Onnak, Ha aymMKy AHTaHacoBa M.B., cucrema
OIIiHIOBaHHS € €()EKTUBHOIO JIMIIIE 32 YMOBU KOMIUIEKCHOTO ITIXOAY, CTPYKTYPY SKOTO
MO>KHA TIPEJICTAaBUTH y BUIJISAII MOECITI, 1110 300paXkeHa Ha puc. 1.3. 3a 3anpornoHOBaHO0
MOJICJIII0, KOMIUICKCHE OIIHIOBaHHS IpalliBHUKA 00'€IHY€ TPH TPYIH XapaKTEPHUCTHK:

SKOCTI ITpaliBHUKA, TPYAOBY MOBEIHKY Ta PE3yJAbTaTh JISILHOCTI.

Pesynbrarn

SkocTi mpamiBHUKa  TpymoBa IMOBEIIHKA X .
patt pyA A MSJIBHOCTI

[HmuBigyamsHO-
TICUXOJIOT19HI Hii, yHKmii, miaxoau 1o
CIpaBu

JlocsarHeHHs

[Ipodeciitao-
BnpoamxeHHs

KBaJi(iKarmmiiHi

BB Ha KOJIEKTHUB, . .. ..
o o KinpkicHi Ta sKiCcHI
KJIIEHTIB Ta KOJEr

Oprani3amiiHi XapaKTepUCTUKU
HPOIYKTY

Pucynok 1.3. — Cuctema ouiHioBaHHs 3a AHTaHacoBuM M.B.
Ilicepeno: cghopmosano asmopom na ocrosi [18].

AHtanacoB M. B. Takox posmojiiase METOAW OIIHIOBaHHS TEPCOHAYy Ha
TpaAMIIIHI Ta Cy4acHl, 0 MPOJEMOHCTPOBAHO y Tabmui 1.2.

Tabmuus 1.2 - Knacudikariisi METOIIB OL[IHIOBAaHHS ITEPCOHATY

Tpaauuiiini meToan Cyuachi meToamn

MeTonu MOACIIOBAHHS CUTYaIlii

Biorpagiunuii MeTox MeTo KOMITETiB

PanxxyBannd Merton «360 rpagycis»

Merton 3a/1aHOT 6ATBHOTO OIIHIOBAHHS Meron ninoBuX irop

Meton rpagigHoro npodisto MeTon ynpaBiiiHHS 3a UIIMA

Merton nonapHUX piBHSIHB Mertoz BUpiIAIIBHUX CUTYALiH

OuiHroBaHHS 3a pe3yJbTaTaMu MeToz acecCMEHT LEHTPY
AHaJti3 JI0JICBKHUX pecypciB

IDicepeno: cghopmosano agmopom Ha ocrosi [18].
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B cBoiit po6oti Octamuyk T. Ta ii Kojern 3amporoHyBaJid JEIHIO I1HIINY MOJEIb
PO3IOILTY METOIB OLIIHIOBAHHS MEPCOHATy Ha CTaHJIApPTHI Ta HOBITHI. JI0 cTaHIapTHUX
HAyKOBHUX METOMIB aBTOPH BIJHOCATH METOAM CHCTEMHOTO TIJIXOMy, JIOTIYHUH,
(dhaKkTOpHOTO aHaji3y, CTAaTUCTUYHUHM, TpadiyHul, 1HTEPB 10, ONMUTYBaHHS, TECTYBaHHS,
OanpHUM MeTox Ta iHMI. J[0 CydacHUX METOJIB aBTOPH BIAHECIIU: YIPABIIHHS 32 [UIIMU
(Management by Objectives, MBO); kpyrose ominroBanHs (360rpamayciB); aceCMEHT-
LEHTP; OI[IHIOBaHHS 32 KOMIIETEHTHOCTSIMU; PAHTOBUI METOJI; METO]T HE3AJIC)KHUX CY/IB;
KPI (ormintoBaHHS 32 KIIFOYOBUMH TOKa3HUKAMH €()eKTUBHOCTI) Ta METOJI IHTETPAIIBHOTO
NOKa3HUKA.

Le#t mepenik METOJIB HE € BUYEPITHUM, 1 KOXKHE TIAIPUEMCTBO Ma€ MOXKJIUBICTh
oOupary HalOUIbII MIAXOAANII METOAW OLIHIOBAHHSA €()EKTUBHOCTI YHPAaBIIHHS
JIOICBKUMHU PeECypcamMu, BpaxOBYIOUH BCl [TepeBaru Ta HEJOJIIKU iXHBOTO 3aCTOCYBaHHS.

Cuounar JI.A. Ta I'anminuHa A., CBO€IO 4€proro, 3a3Ha4aroTh, 10 BCl METOJU SIK B
YKpAiHCBKIHM, Tak 1 B 3apyOiXHIii JITEepaTrypl YMOBHO MOXHA MOAUIUTH HA TPHU TPYyIH:
SIKICHI, KUTBKICHI Ta KOMOIHOBAaHI.

- 10 IepIIOi I'PYIH HAJIEKATh OITMCOBI METO/IH, K1 B1I0OPaKat0Th XapaKTEPUCTUKU
MpaIliBHUKIB 0€3 IXHHOTO KIJIbKICHOTO BUMIPIOBAHHS; 111 METOJIU BIJIOMI SIK SIKICHI;

- Apyra rpyna BKJIo4ae KoOMOIHOBaH1 METOAM, IO MOEHYIOTh OMMMCOBUM MiAX1]T 13
KUIBKICHUMH NTapameTpamu, cOpMOBAaHUMHU HAa OCHOBI IEPBUHHUX SIKICHUX JAHMX;

- TpeTs Tpyna 00'€eTHy€e METOMHU, K1 TO3BOJISIIOTH OTPUMATH O0'€KTUBHY YHCIIOBY
OLIIHKY MpO¢eCIMHUX AKOCTEH MpPAaLlIBHUKIB, TOOTO KUIbKICHI TOKa3HUKH [16].

Taka xmacudikaiiss Haga€ MOXIUBICTH BHOOPY ONTHMAIBHOTO I1HCTPYMEHTY
OIIIHIOBAaHHS B 3aJICKHOCTI BiJ 3aBlaHb, SKI CTABIATHCS TIEPEA MiAIPHEMCTBOM,
cnenu@iKy OLIIHIOBaHHS Ta BUMOT J0 TOYHOCTI pe3yJbTaTiB.

Ty Hoan Hrok Byonr Ta Jloit Tan Hryen Bu3HaumimM HaCTyIHI METOU OL[IHIOBAHHS
NEPCOHANy B CBOEMY CHCTEMATUYHOMY OIS/l KJIFOUOBUX CTpATEriii BUMIPIOBAHHS
e(heKTUBHOCTI MPALiBHUKIB Y KOMIAHIAX: yIpaBiiHHs 3a uuisimMu (MBO); 360-rpaxycHuit
3BOPOTHIN 3B's30K; Meron Assessment Center; meTox OOMIKY JIOACBKUX PpECypCiB;

MaTpuils epekTuBHOCTI npauiBHUKiB (EPM) [19].
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VY xox1 nocimxeHHs O0ys10 TpoaHaIi30BaHO P13HI MiAX0AH 10 Kiacudikarlii METOI1B
OIIHIOBAHHS TEPCOHATY, IO JAO3BOJMIO BUOKPEMHUTH HAMOUIBII MOIIUPEHI 3 HUX, 5Kl
aKTUBHO 3aCTOCOBYIOThCS Ha mianmpueMcTBax. OMHUC MUX METOIIB MMOAAHO HUXKYE.

360-epadycHuti 360pomnuutl 36’s30x. Metoj oriHtoBaHHS 360 — 11e MOCTIHHUN
aHaJii3 3BOPOTHOTO 3B’A3KYy MPO TPYIAOBY MISUIBHICTH MpaliBHUKA a00 TpyMHH BiJl pI3HUX
3aIliKaBJICHUX CTOPiH, TaKWX SK KEPIBHUKH, IIJJICTI, KOJETH Ta KIEHTH. MeTon
CIpsIMOBaHMII Ha BceOIYHE OI[IHIOBAHHS, IO BKJIIOYAE€ KOMIETEHTHHI aHami3 3a
TIOTIepEeIHHO BU3HAYCHHMH KPHTEPisMH, 4acTo 3 eIeMEHTAMH CaMOOLIHIOBAaHHA. Moro
OCOOJIMBOCTSIMHU € aHOHIMHICTb, CTPYKTYPOBAHICTh IIPOLIECY, 3aJTyYSHHS IMPOKOTO KOJIa
EKCIIEPTIB Ta aKIIEHT Ha MOJIaJIBIIIOMY PO3BUTKY MpalliBHUKA Yepe3 1HAUBITyaJIbHI TIaHH.
Meton nomynsipHUNA cepel MDKHApOJHUX KOMIIaHIM 3aBASKH OO’ €KTMBHOCTI Ta
e(eKTUBHOCTI B MOKpPAIICHH] K 0COOUCTHX, TaK 1 MpodeCiiiHIX SKOCTEW MpaIliBHUKIB
[21; 22].

Memoo Assessment Center. Assessment Center — 1€ 0ararTOKOMIIOHEHTHA
TEXHOJIOT1I KOMILIEKCHOTO OIlIHIOBaHHS TNMPOQEeCcifHUX KOMIIETEHIII, OCOOMCTICHUX
SAKOCTEW MpaliBHUKIB Ta IXHbOIO MOTEHIiady. BoHa IpyHTye€TbCcs Ha MOJEIIOBaHHI
pealbHUX BHUPOOHUYMX CHUTyallii 1 mependadyac BUKOPUCTAHHS PI3HOMAHITHUX
JIIarHOCTUYHUX 1HCTPYMEHTIB 1 METOMMK. ['0JIoOBHA MeTa I11€1 TeXHOJIOT1i — BUSBUTH,
MpPOaHANI3yBaTH Ta OLIHUTH pPIBEHb CPOPMOBAHOCTI KIIOUOBUX MpodeciiHux
KOMIIETEHTHOCTEH Yy IITYy4YHO CTBOPEHUX CHUTYallisiX, 10 B1I0Opa)Kal0Th THUIIOBI YMOBU
KOHKpeTHOi mpodeciitHoi aisibHOCTI. Assessment Center 3abe3neuye 00'€KTUBHY W
HaJIIHY OIIHKY TPO(eCcitHOTO PiBHS MPalliBHUKIB, IXHROTO YIPABIIHCHKOTO MOTEHIIIAITY,
a TakoX J03BoJisi€e chopMyBaTh €(EKTUBHY CTPATErii0 IMOAANIBIIOTO PO3BUTKY W
HaBuaHHs. Meron cHpsMoBaHUW Ha 1AeHTU]IKAIIIO KaHAWAATIB, SIKI HalOlIbIIe
BIJINOBIJIAIOTh BUMOTAM TOCAQJAM Ta MAlOTh MOTEHINAN IS YCIIITHOTO BUKOHAHHS
npodeciiHuX  3aBAaHb. 3aBIJKH  3aCTOCYBAaHHIO  PI3HOIUIAHOBUX  3aBAaHb 1
3MOJIETbOBAHUX CUTYAIlil, 110 OXOIUTIOITh KIIFOUOBI acmeKTH NpodeciiHol JisITbHOCTI,
KaHIUJIATH MalTh MOXIIMBICTh MPOJEMOHCTPYBAaTH CBOi 31I0HOCTI, a Yd4acTh

HEe3aJIeKHUX EKCIIEPTIB rapaHTye 00’ €KTUBHICTh pe3yibTariB [23; 2].
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Oyintosanns Ha ocHogi Knouosux nokasuuxie ecpexkmusnocmi (KPI). KPI — 1e
CHUCTEeMa OIlIHIOBaHHs, IO JIO3BOJISIE OpraHi3ailii BUMIPIOBATH PIBEHb JIOCSATHEHHS
CTpaTeTiyHUX 1 TAaKTUYHUX IIed. Takui miaxia ae 3MOTy KOHTPOJIOBATH AiSUTbHICTD
MIJNPUEMCTBA 3arajoM, a TaKoXX OIlIHIOBaTH e(EeKTUBHICTb POOOTH OKpPEeMUX
NapiiBHUKIB a00 MiIPO3LTIB 1 iXHIM BHECOK y KiHIIEBI pe3yiabraTi. [[0Ka3HUKH MOXKYTb
MaTH SK KUIbKICHE (HAmpWKiIam, dac, oOcsr mpomykiii, mpuOyTOK), TakK 1 SKiCHE
BUPOKCHHS  (HaNpukiaa, piBeHb npodeciiHOi  KOMIETEHTHOCTI 4Ydh  SKICTh
oOciayroByBanHs). OIIHIOBaHHS 3IIHCHIOETBCS 3a JomoMororo crerianbHux KPI-
MaTpullb, y SKHX 3a3HAYaloTbCAd I[JTl, 3aBJaHHA, IXHS MPIOPUTETHICTb, OJIWHUII
BUMIPIOBaHHS, IUIAaHOBI Ta (akTU4yHI TMOKa3HUKH. Ha OCHOBiI 310paHuX JaHUX
MPOBOJIUTHCS aHAJI3 PE3YJBTAaTUBHOCTI TMpalllBHUKA 1 BHU3HAYAIOTHCS HAMpPsIMU IS
nojanbloro po3Butky. 3acrocyBaHHs KPI 3apexomenayBano cebe Ak e(eKTUBHMIA
IHCTpYMEHT JUJIsl MIJBHUILEHHA HpUOYTKOBOCTI, 3MEHIIEHHS BUTpPAT 1 3pOCTAaHHS
npoAYKTUBHOCTI mpari [20].

Pancosuii memoo. PaHroBuil MeTOJ] OIIIHIOBaHHS IIEpCOHANy Iepeadadae
dbopMyBaHHS IIKaTd OCOOMCTUX SKOCTEH TMpaliBHUKA, SKYy BHUKOPHCTOBYIOTH JUIS
BU3HAYCHHS BIAMOBIAHOCTI IpaIlliBHUKA CBOiM mocaxi. Lleit MeTrom m03BOJISIE€ OIIHUTH,
HACKUIbKM J0Ope MpaliBHUK BUKOHYE CBOi OOOB'SI3KM, MOPIBHIOKOYU KOT0 3 1HIIMMU
npaliBHUKaMH 3a eBHUMH Kputepisimu. [llkana ocoOUCTUX SKOCTEH MOXKE BKIHOYATH
Takl TMOKAa3HUKH, SK MpOQeciiiHl HAaBUYKH, PIBEHb KOMIETEHTHOCTI, KOMYHIKaTHBHI
3M10HOCTI Ta 1HINI BaKJIMBl XapaKTEPUCTUKHU. Pe3ynbTaTv OLIHIOBAHHS JONOMAararoTh
KEpIBHUIITBY yXBaJIIOBAaTH BUBAXEHI PINICHHS CTOCOBHO Kap'€pHOTO 3pPOCTAHHS
MpalliBHUKIB, OpraHi3allii iXx HaByaHHs Ta MOTHBaIii [3].

Vnpaeninua 3a yinamu (MBO). Meton OIiHIOBaHHS «YNpaBIiHHS 32 IIJISIMI
(Management by Objectives, MBO) — 1ie miaxiJ 10 OL[IHIOBaHHS Pe3yibTaTiB, 3a SKOTO
Tl B MeXaxX CHUCTEMHU YIpaBIiHHS €(QEKTUBHICTIO BU3HAYAIOTHCS CIUIBHO BCiMa
OCHOBHHMMH YYaCHHKAMH TMpOIECy: MpaliBHUKaMH, KEpiBHUKAMH Ta MEHEIKEPaMHU.
MBO po3noynHa€eThCs 3 MOCTAHOBKU YITKUX I1HAWBIAYaTbHUX IUJICH, PO3pOOICHHS
IUTaHy iX JOCSTHEHHS 1 MOJANbIIOT0 BUKOHAHHS IHOTO IJIAHY MpalliBHUKOM. Takwii

MIIX1A Jga€ 3MOTY OO'€KTMBHO OIIHIOBATH PE3YJIBTAaTH iSTIBHOCTI, BYaCHO BHOCHUTH
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KOPEKTHUBH 1 (OpMyBaTH HOBI 3aBJJaHHs Ha epcreKTuBy. OCHOBHOIO 0coOnuBicTiIO MBO
€ aKIEHT Ha BaXJIMBOCTI poOouux pe3ynbrariB. lleit meron, po3pobnenuit Ilitepom
JlpykepoMm, TiAKpECTIOe 3HAUY€HHS CHUTHPHOTO CTBOPEHHS ITIJICH Ta CaMOOIIHIOBAHHS.
MBO crpusie HeynepemKeHoCTi, 3a0e3neuye 0aratopa3oBUil 3BOPOTHUN 3B'SI30K Ta
CTUMYIIIO€ TiBUIICHHS MPOIYyKTUBHOCTI MPAIiBHUKIB Yepe3 MOTHUBAIiiiHI 3axonu [23;
19].

Mampuys  egpexmuenocmi  npayienuxie (EPM). Marpuus epeKTUBHOCTI
NpAaliBHUKIB — 1€ KOMILJIEKCHa MOJENb OI[HIOBAaHHS, $IKa BPAaxOBY€ BCI MOXKIIUBI
MOKa3HUKHU €(PEeKTUBHOCTI MpaIliBHUKA B OpraHi3allli Ta BUSBJIsE MPOITycku abo 00acTi,
0 MOTPeOyroTh OUIbIIOl yBard. JlaHa MoOJeNb O3BOJISI€E BU3HAYUTH CTpATETiuHl I
oprasizauii Ta MEPEeTBOPUTU iX HA MOKA3HHKU €(EKTHUBHOCTI uUepe3 l€papXIiyHUM Ta
CHUIBHUM MIAXIJI, IHTErPYIOYH Pi3HI KJIaCH JIOCITHEHb O13HECY Ta MOEAHYI0YU (h1IHAHCOBI
Ta HE(IHAHCOBI aCMEKTH 3 BHYTPIIIHIMHU Ta MIDKHApOJHMMHU mnepcrnektuBamu. EPM
JI03BOJISIE BIICTEKYBATH BC1 JOCTYITHI TOKAa3HUKU €(DEKTUBHOCTI opraHizaiii. [24]

Ha ocHoBi Haganoi iHdopMarllii, chopMyeMO TOPIBHSUIBHY XapaKTEPUCTUKY
MIPUBEICHUX METO/IIB OI[IHIOBAHHSI MIEPCOHAIY, 1110 MPEACTaBIeHO B Tabmuii 1.3

Tabmuis 1.3 - [TopiBHsIIbHA XapaKTepUCTUKA METO/IIB OLIHIOBAHHS MTPAIliBHUKIB.

Meton IlepeBaru HenoJiku
1 2 3

1. BceOiunuii aHami3 3 ypaxyBaHHSIM 1. Benuka BuTpara yacy Ha ONATYBaHHS
PI3HUX TOUOK 30pY. Ta aHaJi3 JaHUX.
2. ITigBumieHHs 00’ €KTUBHOCTI 2. Pusuk ynepemkeHOCTI OIlIHIOBaYIB.

360-2padycnuii OI_IiHIOBa'HHSF. ' 3. CKna,gHiCTb y mig00pi KOMIETEHTHUX

y 3. AHOHIMHICTb 3a0e31edye YeCHICThb €KCIIEPTIB.

360pOMHUIL . o .

6 150K BIJIIIOBIJICH. o 4. He 3aBAITH TiIXOTUT JUIS MATTHX
4. CTUMYITI0€ caMOaHaJi3 1 PO3BUTOK KOJICKTHBIB.
MpaIliBHUKIB. 5. MoxnuBi KOH(ITIKTH Yepe3 pi3He
5. BuxopucranHs Aiis pi3HUX PIBHIB CIPUMHATTS 3BOPOTHOTO 3B SA3KY.
TIEPCOHAIY.
1. KoMmrexcHuii miaxin 1o 1. Bucoxka BapTicTh POBEJCHHS.
OLIIHIOBaHHS KOMIIETEHTHOCTEH. 2. TpyaOMICTKICTh MiATOTOBKH Ta
2. MogentoBaHHS pealbHUX TPYIOBUX | peaizarlii.
CUTYaIli}. 3. CxiaaHicTh amanTarii Jis

Assessment 3. MOoXJUBICTh BUSBIICHHS HETUIOBUX Ipodecii.

Center MIPUXOBAHOTO MMOTEHIliaTy MPaliBHUKIB. | 4. 3aJeKHICTb PE3YNIbTATIB Bij
4. 3any4eHHs He3aJIeKHUX EKCIEPTIB Cy0’€KTUBHOCTI OI[IHIOBaYiB.
1151 00’ €KTUBHOCTI. 5. MoXNUBICTh CTpECyY AJsl y4aCHHUKIB
5. VHiBepcasbHICTh AJis A000PY, yepe3 CUMYJISLII0 CKIIQIHUX CUTYyaIii
HaBYaHHSI T PO3BUTKY.
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IIpoooeoicennss mabauyi 1.3

Memoo

HEBEJIMKNX KOJIEKTUBIB.

4. EpexTuBHMI 17151 BUSBIICHHS
JiaepiB.

5. IIpocToTa /st iHTETpalii 3 IHIIUMHA
METOIaMHU.

1 2 3
1. OpieHTOBaHICTH HAa KOHKPETHI 1. CknagHicTh BUOOPY pEIEeBaHTHHUX
pe3yabTaTy. MOKA3HUKIB.
2. JlerkicTh BUMIpIOBaHHS Ta 2. PU3UK BUKPUBIICHHS MTOBEIIHKH
KPI (knrouosi KOHTPOJIIO. npariBHHUKIB (poOoTa "Ha moka3HUKH").
NOKA3HUKU 3. IlixBumienns npo3opocti nporeci. | 3. He BpaxoBye SAKICHUX MOKa3HUKIB.
epexkmusrnocmi) | 4. CTUMYJTIOBaHHS JOCSITHEHHS IIUICH 4. OOMexeHa THYUYKICTh Y 3MIHHUX
oprasizarii. YMOBaX.
5. BianmoBignicTh cTpareriyaum miusiM | 5. [lorpedye mocTiitHOTO OHOBJICHHS Ta
KOMIITaHii. MOHITOPHHTY.
1. IIpocToTa peamizarii Ta 1. Bucoxkwuii piBeHb Cy0’ €KTUBHOCTI.
3pO3YMITIICTh PE3yJbTaTIB. 2. OpieHTarist TUIIEe HA BHYTPIITHINA
2. MoX/UBICTh IIBUKOTO MOPIBHSAHHS | KOHTEKCT.
MPAIliBHUKIB. 3. BincyTHicTh IIHOOKOTO aHAII3Y
Panecoesuii 3. JIerkicTh y BUKOPHCTAHHI JIsI KOMITETEHTHOCTEH.

4. Moske BUKJIMKATH CYTIEPEUKH MiXK
MpaIiBHUKaMH.

5. He BpaxoBye 0COOIMBOCTI pi3HUX
nocaj.

Ynpaeninns 3a
yinamu (MBO)

1. CninsHe GpopMyBaHHS IiIeH

i ABHIIY € 3Ty4YEHICTh MPAIliBHUKIB.
2. Cripusie miABUIIICHHIO
BIJIMTOBIAAIEHOCTI 32 pe3yJbTaTh

3. l'HyuKicTh y KOPUTYBaHHI LiJieH
3aJIeXKHO BiJl 3MIH

4. OpieHTOBaHICTh Ha TOCSTHEHHS
CTpaTEeT1YHUX Pe3yiIbTaTiB

5. 3abe3neueHHs PeryispHOro
3BOPOTHOTO 3B’SI3KY.

1. TpyaHo11i y BCTAaHOBJICHHI
peaNTiCTUYHUX IIJICH.

Bucoka 3aexHicTh Bij
KOMIIETEHTHOCT] KepiBHUKIB.

3. Moxke CnpUYUHUTH KOHKYPEHIIIIO
MIDX MpaliBHUKAMH.

4. ®okyc nuIle Ha KOPOTKOCTPOKOBUX
IUISX.

Mampuys
epexmusrocmi
NnpayieHuKie
(EPM)

1. KommnekcHe BpaxyBaHHS
MTOKa3HUKIB €()EKTUBHOCTI.

2. 3py4HICTh /Ui aHai3y CIa0KuX
MiCIlb

3. IlinTpuMKa NpUHHATTS CTpATEriuHuX
pilIeHb

4. Interpariist piHaHCOBHUX i
He(1HAHCOBUX ACTEKTIB.

5. IlinTpuMKa JOBrOCTPOKOBOTO
TJIaHYBaHHS

1. CxnagHiCTh MOAETIOBaHHSA i€papXil
MOKa3HUKIB.

2. BiacyTHicTh BpaxyBaHHS
crien(1YHUX aCMeKTiB AISUTBHOCTI.

3. Moxe OyTH HeaKTyaJIbHOIO B
JTWHAMIYHUX YMOBaX.

4. ITorpebye BUCOKOTO PiBHS TEXHIYHOT
HIATPUMKH.

5. HenocraTtHb0 BpaxoBye JIFOACHKUI

dakrop.

Loicepeno: cghopmosano asmopom

AHais

CydyaCHHUX METOIB

OIIIHIOBAHHS

NEPCOHANy  3acCBIIUMB  iXHIO

PI3HOMaHITHICTh, CTIPSIMOBAHICTh Ha JIOCATHEHHS CTPATETiYHMX IIUJIeH opradizamii Ta

ypaxyBaHHs creuudiku npodeciiiHoi aisuibHOCTI. Meronu, Taki sk 360-rpagycHuit

3BOPOTHMI 3B’s130K Ta Assessment Center, 3a0e3meuyioTh KOMIUIEKCHUN MIAXIT 110

OIIHIOBaHHSI KOMIIETEHTHOCTEH 1 MOTeHIiany mpaiiBHukiB, Toal sk KPI ta MBO
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(bOKyCyIOThCSI Ha KUIBKICHOMY aHalli3l pe3yJbTaTiB MisuibHOCTI. BogHouac meToau Ha
OCHOBI MaTpuiib, 30kpeMa EPM, 1HTErpyIoTh CTpaTeriuHi MOKa3HUKH 3 OIEPaTUBHUMHU
UTSIMH, COPUSIOYN BUSIBICHHIO 30H PO3BUTKY. Hemonmiku okpeMHX MiIXoJiB, 30KpeMa
Cy0’€KTMBHICTh YW BYy3bKa OpIEHTAIlid Ha KOHKPETHI IIOKa3HUKH, MOXYTb OyTH
KOMIICHCOBAHI IIISXOM KOMOIHYBAaHHS KIJIBKOX METOMIB OIHIOBaHHS. Takum YHHOM,
BIIPOBA/PKCHHS 1HTETPOBAHUX MMIAXOAIB JO OIIIHIOBAHHS TMEPCOHAITY CIHPHUITHME
MiBUIICHHIO HOTo e(EeKTHMBHOCTI Ta PO3BUTKY KIIOYOBUX KOMIIETEHTHOCTEH Yy

BIJIITOBITHOCTI JI0 TOTPeO CydacHOTO O13HEC-CepeOBHIIA.

1.3. InHoBamiiiHi TexHOJIOrilI B OLIHIOBAHHI IEPCOHAJY: BU3HAYCHHHA Ta

0C00JIMBOCTI.

B cyuacHiii HaykoBiff JiTeparypi Hapasi HE 3alpoOlOHOBAHO MIAXOIIB 10
dbopmytOBaHHSI BU3HAYCHHSI 1HHOBAIIMHUX TEXHOJIOT1A B OI[IHIOBAaHHS mepcoHaiy. Jlis
dbopMyItOBaHHSI JTaHOTO BU3HAYEHHS, CIIOYATKy PO3MISTHEMO MIIXOAU JO BU3HAYCHHS
TepMiHy «[HHOBaIIsSH». AHAII3 BU3HAYEHHS 3apOIOHOBAaHO B Tabnuil 1.4

[Tapmimmua H. M. ta Xapin A. B. B cBoiil poOoTi (HOpMYIIIOIOTh BU3HAYEHHS
IHHOBAIlli IUISIXOM JOCHII/DKEHHS TepMiHy HHQpoBi3allig, sSKka Bele 3a Co00ro
TpaHcopmarllii B ycix cdepax CyCHUIBHOTO KHUTTS, 3yMOBJICHI BIPOBAKEHHSIM
UPOBUX TEXHOJOTIH [25]. ABTOpHU aKIIEHTYIOTh YBary Ha poJji CIIOKHBaya sIK IpaiBepa
nporecy mudpoBizaiii Ta po3nBLIATh UQPPOBIZAII0 K KIHOUYOBUM MPOIEC, SKUAN
TpaHC(HOPMY€e EKOHOMIKY, O13HEC-TTPOLIECH Ta CYCHUIbCTBO 3arajoM Ta 3a3Hayal0Th, L0
Cy4acHi TEXHOJIOT1i 3a0e3MeUyI0Th ONepaTUBHIILY Ta PE3yIbTaTUBHIITY 0OpOOKY 3alMTiB
KJIIEHTIB, IEPCOHAJII3AIlI}0 B3a€MO/I11 Ta MIHIMI3yBaTH MOTPEOy B 0OCOOUCTIH MPUCYTHOCTI.
VY crarTi miaKpecIoeThes, Mo MUu(poBa eKOHOMIKA 0a3yeThCsl HA BUKOPUCTAHHI JaHUX
K PECypCy, IO MiABUIIY€ MPOTYKTUBHICTH 1 IIHHICTH MOCIYT, a iudpoBa Tpanchopmarris

3MIHIOE MUCJIEHHS, YNpaBiIiHHSA Ta CcHOCi0 KUTTA. TakoXk AaKIEHTYeThCsl yBara Ha
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dbopmyBaHHI HOBUX Oi3Hec-MoJieNield, 30KpeMa B paMKaX €KOHOMIKH CILJIBHOTO
KopucTyBaHHs (Sharing economy), sika BIUTMBA€E Ha CIIOXKUBY1 3BUYKH Ta O13HEC-TIPOLECH.
Tabmuusa 1.4 - Ilinxomu 10 BU3HAYECHHS TMOHATTS «IHHOBAIlis» B HAyKOBIM Ta

HOPMAaTHBHO-TIPABOBIM JIITEpaTypi.

ABTOp \ Buznauenns
Cmamuunuit nioxio «Innosayisa — AK nPOOyKm»
HOBOCTBOpPEHI (3acTocoBaHi) 1 (abo) BJIOCKOHAJICHI

KOHKYPEHTOCIIPOMOXKHI TEXHOJIOTii, Mpoaykiis abo mociyru, a
TaKO)K  OpraHi3allifHO-TeXHIYHI  pIllEeHHS  BUPOOHHUUOTO,
aJIMiHICTPAaTUBHOTO, KOMEPIIITHOrO ab0 IHIIOTO XapakTepy, IIO0
ICTOTHO MOJINIIYIOTh CTPYKTYPY Ta SKICTh BUPOOHHUIITBA 1 (200)
COIIAJILHOT cepH.

KinmeBuit mpoayKkT iHHOBAIiITHOT AiSNTBHOCTI, BTUIGHUN Y BUIIISII
HOBOTO YU BIOCKOHAJICHOTO TPOMYKTY, SKHA BIPOBAKCHUN Ha
In’enxosa C.J]. PHUHKY, HOBOTO UM BJIOCKOHAJICHOTO TEXHOJOTIYHOTO MPOILIECY, IO
BUKOPHUCTOBYETHCS B IPAKTHYHIHN JISUTbHICTH 200 B HOBOMY ITiJTXOI1
JI0 COILIAJIbHUX MOCTYT

KinmeBuii pe3ynbrar BIPOBA/HKCHHS HOBAIli 3 METOI 3MIiHU
Damxymoinos P.A. 00’€KTa YMpaBNiHHSI 1 OTPUMaHHI E€KOHOMIYHOTO, COI[alTbHOTO,
EKOJIOTIYHOT0, HAYKOBO-TEXHIYHOTO 200 1HIIOTO eeKTy
Junamiunuit nioxio «Innoeauyin — ax npoyec»

[Iponec, cripsiMoBaHuii Ha PO3POOJICHHS Ta JOBEACHHS HAYKOBOT Y1
byonixesuu I.M., Illxona 1.M. OyIb-sIKO1 1HIIIOT HOBOT 171€1 10 CTaAil KOMEPIIHHOTO BUKOPUCTAHHS
Ta TOIIUPECHHS B €KOHOMIIII

i, sKa HaAUIge pecypcd HOBOK 3JaTHICTIO BUPOOIATH
MarepiajibHi Ta iIHTeJNeKTyallbH1 IIIHHOCTI

3MiHa 3 METOI BIIPOBAHKCHHS 1 BUKOPUCTAHHS HOBUX BHIJISIIB
IIymnemep Y. CMOKMBYMX TOBApiB, HOBUX BUPOOHUYMX, TPAHCIIOPTHUX 3aCO0iB,
PUHKIB 1 (popM opranizalli B IpOMHUCIOBOCTIL

IDicepeno:cknadeno asmopom na ocnogi [25]

3akoH Yrpainu «Ilpo
IHHOBAYIUHY OISIbHICMbY, CHMI.
14

Apyrep I1.

Cauin Cynromy Ta Cymrima IllerTi, CBO€ Ueprorw, 3a3HayarOTh, IO 3aJJIs
MakcuMI3allli Bijijla4i Bijl IHBECTUIIIN y JIOACHKHI KariTaj, opraHizailii nepexojsTh Bij
TPAAUIIIAHUX T1AXO/IB 10 IHHOBAIIMHUX TEXHOJIOT1H, 3aCHOBAaHUX HA XMapPHHUX PIMIEHHSIX
1 mporpamMHoMy 3a0e3neyeHHi [26]. Takuil miaxig He JHIIe MIABUILYE MPOTYKTUBHICTD
MpaliBHUKIB HAa JYMKY aBTOPIB, ajie i BIJMOBIIA€ MISIM OpTaHizailii 1o/10 epeKTUBHOCTI
BUTpAT, aJalTUBHOCTI Ta CTiiiKoCcTi. Cy4acHHI PO3BUTOK MEHEIKMEHTY MEPCOHAITY yCe
4acTillle BKJIIOYAE CITIBIpAL0 3 PO3pOOHMKAMH MPOTPAMHOIO 3a0e3MeUeHHsS s
CTBOPCHHS 1HIUBIAyaIbHUX PIIIEHB, Ki €PEKTUBHO BUPIIITYIOTH aAKTYyaJbHI TPOOIEMH.

TakuM YMHOM, BHIPOBAKCHHS 1HHOBAI[IMHUX TEXHOJOTIH y cdepy yrmpaBiaiHHS

NEPCOHAJIOM MOXHA PO3MIANATH SK CYKYHHICTh CY4YaCHHUX METOAIB 1 TIJIXO/IIB,
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OpIEHTOBAaHMX Ha IIJBUIICHHS €(GEeKTUBHOCTI YMPABIIHHSA JIIOJCHKUM KaIliTajloM
oprasi3ariii.

Ha nymky aBTOpa, cnmparouuch Ha BUIIE3a3HaueHy iHGOpMAIli0 1HHOBAIIHHI
TEXHOJIOT1i B OI[IHIOBAaHHI IEPCOHATy MOXKHAa BHU3HAUUTH SK Cy4YacHl 1HCTPYMEHTH,
METOAM Ta CHCTEMH, 3aCHOBaHI Ha BUKOPUCTaHHI IUGPOBUX PilllEHb, aHATITUYHHUX
matGopM, MITYYHOTO 1HTEIEKTY, aBTOMATH3aIlii Ta BEIWKUX NAaHUX, SKI JO3BOJISIOTH
e(eKTUBHIIIE OIHIOBaTH MpodeciiHi HaBUYKH, KOMIIETEHTHOCTI, IIOTEHIAT 1
pe3ylnbTaTUBHICTh TMpalliBHUKIB. BOHU chpsMoBaHi Ha MiABHUILEHHS OO0'€KTUBHOCTI
OLIIHIOBaHHS, CKOPOYEHHS BUTpAT dacy, 3a0e3leyeHHs MpO30pOCTI MPOIECIB Ta
NEepCOHANI3AIII0 PEKOMEH 1AL Il PO3BUTKY IIEPCOHAITY.

CporoziHi 10CTyIHa BEJIMKA KUIBKICTh IHCTPYMEHTIB JJI OLIHIOBAaHHS MEPCOHAITY,
K1 OXOIUTIOIOTH PI3HOMAHITHI acHeKTH I[bOTO MPOIeCcy — BiJl aHaizy npodeciifHux
KOMIIETEHTHOCTEH /10 OI[IHIOBAaHHS OCOOMCTICHUX SIKOCTEH MpalliBHUKIB. 3aJIeKHO BIJl
cnenu(iKy 3aCTOCYBaHHS 111 IHCTPYMEHTH MOKHA 3rPYITyBaTH 3a KUJIbKOMa KaTeropisiMH,
K1 pO3TIISIAI0THCS HIDKYE.

Ilpoepamni 3a6e3neuenns (113). Lli cucteMu 103BOJSIOTH aBTOMATU3YBAaTH MPOLIECH
300py Ta aHaji3y JaHUX IMPO MPaIliBHUKIB, M0 HijBuIye edexkruBHicTh HR Bimmaimy Ta
TOYHICTh OLIHIOBaHHA. [0 Mpukiagy po3mISsHEMO HACTYIHI MPOrpaMHi 3a0e3MeYeHHS:
Bamboo HR, Workday, ADP Workforce Now, SAP SuccessFactors. , ski €
HAWUTIOMYJISIPHIIIUMKA  TIPOTPAMHUMH  THCTPYMEHTAMH UL YIPABIIHHS JTFOICBKUMU
pecypcamu. Lli mnarpopmu 103BOJNSAIOTH MIAMPUEMCTBAM aBTOMATU3YBAaTH MPOIECH
OIIIHIOBAHHS TPAIIBHUKIB 3aBASKHU IHTETPOBAHUM (DYHKI[ISIM yIPABIIiHHS MOKa3HUKAMU
edexTuBHOCTI. DYHKITIOHAIBHI MOXIIMBOCTI nepeniuennx [13 mpeacrapiendi B Tabmuil
1.5.

3aBnsku CBOIM (PyHKLIOHAIBHUM MoxuuBocTsIM Bamboo HR, Workday, ADP
Workforce Now, SAP SuccessFactors crpolrytoTh npoliec OIiHIOBaHHS IEPCOHAIY,
NIJBUIIYE MOTO TOYHICTH 1 JOMOMAararoTh NMPUUMATH 3BaXKE€HI YIPaBIIHCHKI PILLIEHHS,
CIIpsIMOBaH1 Ha PO3BUTOK OpraHi3allii Ta mpaiiBHUKIB.

Cucmemu 360pomnoco 36's3ky. CHCTEMH 3BOPOTHOTO 3B’SA3KY JOINOMAararoTh

OprasizaiisiM OTPUMYBaTH BIATYKH BiJl MEPCOHATY LIOAO iXHBOI poOOTH, B3aeMOIIi 3
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KoJIeraMu Ta yMOB mipaiti. [I[pyukiramaMu Takux CHCTEM MOXKYTh CiIyryBatu SurveyMonkey
a6o Officevibe [31; 32].
Tabmug 1.5 - OyHkiioHansHI MOXIHBOCTI cucteMu Bamboo HR, Workday, ADP

Workforce Now, SAP SuccessFactors B o1liHIOBaHHI epcOHATY

IIporpamue 3a6e3ne4eHHs OcHoOBHi pyHKUIII Ta MOXKJIMBOCTI

YipaBiiHHS nepcoHaNoM (30epiraHHs TaHUX HPaIliBHHUKIB)
OuniHoBaHHS €(peKTUBHOCTI (METPUKH NPOAYKTHBHOCTI)
BambooHR 3BiTH Ta aHAJITHKA

ABTOMarun3ais BiAIyCTOK 1 BiICYTHOCTEH

IaTepdeiic U1 caMOCTIHHOTO 00CIYrOBYBaHHS PalliBHUKIB
VYrpaBiiHHS TalaHTaMU Ta e(pEeKTHBHICTIO

HapuaHHs 1 pO3BHTOK IpaliBHUKIB

OuiHoBaHHS €(pEeKTUBHOCTI Ha OCHOBI METPHUK
BararodynkuioHansHa aHaTITHKA

[InanyBaHHS Ta KaIpoBe YIPaBIiHHS

Po3po0Oka iHIMBITyaIbHUX IJIAHIB PO3BUTKY

OmniHroBaHHS €(pEKTUBHOCTI MpamiBHUKIB depe3 KPI
ABTOMAaTH30BaHE YIPaBIIiHHS BillllyCTKAMH T KOMIICHCALIIMH
ADP Workforce Now Momymi uTs aHaJi3y MPOXYyKTHBHOCTI Ta PO3BUTKY
BOynoBani 3acobu J1s1 CKJIaJaHHS 3BITIB

Iurerpairis 3 inmmvu HR cuctemamu

VYrpapiiHHS e()EeKTHBHICTIO Ta PO3BUTKOM IMPAL[iBHHUKIB
IuTepdeiic 1 KepiBHUKIB Ta MPA[iBHUKIB AJIs OLIHIOBAHHS Pe3yJIbTaTiB
SAP SuccessFactors bazyBaHHs OI[IHOK Ha KOMIETEHTHOCTSIX

AHaJiTHKa pe3yNbTaTiB Ta JOCSITHCHb

[HCTpYMEHTH JUIsl 3BOPOTHOTO 3B’SI3KY Ta KOYYHHTY
IDicepeno: cpopmosarno asmopom Ha ocnosi [27-30].

Workday

SurveyMonkey 1e OaratoyHKIIOHAJbHUN 1HCTPYMEHT, SIKMU JTO3BOJISIE JIETKO
CTBOPIOBATH Ta HAJIAINITOBYBAaTH ONMUTYBaHHS. BiH T03BOJIsE MBUAKO aaNTyBaTH aHKETH
710 ToTped opraxizallii Ta OTpUMYBaTH KUTbKICHI i sikicH1 naHi. Officevibe, B cBoto yepry,

CHEIIai3yeThCsl HA BHUMIPIOBAHHI 3allyde€HOCTI NpamiBHUKIB. HMoro ¢yHKIioHaN

BKJIIOUAE:
. peryJsipHi MiHI-OMUTYBaHHS /ISl MOHITOPUHTY 3aJ0BOJICHOCTI;
. BIICTEXKCHHS JUHAMIKY €MOLIIMHOTO CTaHy KOMaH]IH;
. aHaJI13 KOMaHIHUX MPOIIECIB.

OTpumaHi J1aHi JO3BOJISIOTH MiANPUEMCTBAM CBOEYACHO 1ICHTU(IKYBaTH MPOOIEMU
y KOMaHAH1# poOOoTi Ta po3po0isaTH ePEeKTUBHI 3aX01 ISl IXHHOTO BUPIIIIEHHS.

Inempymenmu oyintoéanus ocooucmicuux sxkocmetl. OIIHIOBaHHS OCOOHCTICHUX
SAKOCTEN MPaLiBHUKIB € BAKIMBUM 1HCTPYMEHTOM JUIsl BU3HAUEHHS IXHBOTO MOTEHLIATY
B KOHTEKCTI OpraHi3aliiHOi IISJIBbHOCTI, SKUM [103BOJIA€ €(EKTUBHO aHali3yBaTH

3/IaTHICTh MPAIIBHHUKIB JIO ajamnTallii, poOOTH B KOMaH/Ii, a TAKOXK iXHIO CXHJIBbHICTb J0
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JNOCATHEHHS BUCOKMX pe3yabTaTiB. OpHUM 13 1HCTPYMEHTIB, IO IIUPOKO
BUKOPHUCTOBYIOThCSL JIsi Takux Iuieid, € Hogan Assessment, sSikvil criemiaiizy€eTbcs Ha
BUMIPIOBaHHI KIIOYOBUX AaCIEKTIB OCOOUCTICHOI €(PEeKTUBHOCTI, TAaKUX SIK JiIEPCHKI
SAKOCTi, CTPECOCTIMKICTh, MOTHBAIlII Ta MDKOCOOMCTICHI HaBUYKM. Meton Oys
pO3pOOJICHNIA Ta TPYHTOBHO JOCTIIKCHHHA TICUXOJOroM XoraHoMm P., skwii 3poOuB
BaroMHil BHECOK Y PO3YMIHHS 3B’SI3Ky MK OCOOHCTICHUMH XapaKTEpUCTUKaMHU Ta
npodeciiinolo  e(eKTUBHICTIO. 3aBASKM I[bOMY METOAY, OpraHi3aiii MOXYTh
MIPOTHO3YBaTU TMOBEAIHKY IMPAIiBHUKIB B PI3HUX POOOYMX CHUTYAIlisX, IO JI03BOJISE
3a0e3neunTy OUIbIl OOTPYHTOBaHI PIMICHHS B MPOIECAaX PEKPYTUHTY Ta PO3BUTKY
nepcoHany [33].

[HmmM nonynsipauM 1HCTpyMeHTOM € DISC, sikuil o1liHIO€ YOTUPH OCHOBHI aCIIEKTU
MOBE/IIHKY MPAIiBHUKIB: JIOMIHYBaHHS, BIUIUB, CTA0LIBHICT 1 BIATIOBIIHICTE. MeTon OyB
JIeTaJIbHO MPOaHaI30BaHui y nocnimkenH1 biny K. | sskuii BUB4aB €()eKTUBHICTh TECTY
DISC y kontekcti mpodeciitHoi misnmbHOCTI. Llet meronm moromarae OINHUTH, SIK
IpAalliBHUKU pearyloTh Ha CTPECOBI CHUTyalli, SIK B3a€MOJIIOTH 3 KOJEraMHM Ta SK
HaJIAIITOBYIOTh CBOIO MOBEAIHKY JUIsl JOCATHEHHS OpraHi3aliiHuX 1iiei. BukopucranHs
DISC no03BOJIsie TOKpAIIUTH KOMYHIKAITI0 Ta B3aEMOMII0 MK UJICHAMH KOMaH],
ONTHUMI3yI0un poOoUuy aTMoc(epy Ta CHPUSIIOUHU MIJIBUILIEHHIO MPOAYKTUBHOCTI [34].

3arajioM, I 1HCTPYMEHTH 3a0€3MeuyloTh NIMOOKE PO3YMIHHS TCHUXOJOTTYHOTO
npoiTr0 MpaIiBHUKIB, 110 JI03BOJISIE OPTaHi3allisiM HE TUTbKH €(EKTUBHIIIE YIPABISTH
JIONCEKAMH PECYpCaMHM, ajieé ¥ CTBOPIOBATH YMOBH IS PO3BHTKY BHUCOKOE(HEKTHBHUX
KOMaH/I, 3JaTHUX aJanTyBaTUCS JI0 3MIH Ta IOCATAaTH BUCOKUX PE3Yy/IbTATIB.

leiivighixayia. llepeBarm Ta OCOOJMBOCTI BIPOBAKEHHS TelMidiKaiitHIX
NiAXOMIB y cdepl ynpaBiiHHA NEpcoHaoM Oynu aociipkeHi B poboti Bapic 1. O,
KpaBuyk O. 1. ta 3aiinieBoto I1. O. ABTOpM HarojomyrTh Ha 3JaTHOCTI reimidikariii
MOKpaIlllyBaTH MOTHBAIIIIO Ta B3aEMOJI10 B KoMaHaax. ['elimidikaris 3aCTOCOBY€E€ThCS IS
CTBOPEHHSI IHTEPAKTUBHMX I1HCTPYMEHTIB OI[IHIOBaHHS, Kl MOEJHYIOTh HAaBYAHHS 3
po3BakanpHUMH enemeHTamu. Kahoot Ta Quizizz 103B0JIsII0OTE TPOBOUTH TECTYBaHHS y
dopmari rpu. Taki miarGopMu CTUMYJIIOIOTH MPAliBHUKIB OpaTH aKTUBHY yd4acTb Yy

npoleci OLIHIOBaHHS Ta MiJIBUIIYIOTh I1XHIO 3alydeHicTh. lelmidikamis crpusie
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CTBOpPEHHIO KOoM(poOpTHOI armocdepu TiJ Yac OIIHIOBaHHS Ta IMIJABUILYE HOTO
edexTuBHICTD [35-37].

Bukxopucmanua wmyunoco inmenexmy. Iltyunmit iaTenext (IIII) axTuBHO
BIIPOBAXKYETHCS Y MPOIIEC OI[IHIOBAHHS IIEPCOHAITY 3aB/IsIKM MOTO 31aTHOCTI aHaJ3yBaTH
BEJIMKI OOCSTY TaHUX Ta 3HAXOAUTH 3aKOHOMIPHOCTI. AKTyaJlbH1 aCTIEKTH BIIPOBAKCHHS
HITYYHOTO 1HTEJIEKTY B YIIPaBIIHHA MEPCOHAIOM AochiKyBanu Aizenoepr T., a Takox
Kpapuyk O. 1., Bapic 1. O. ta Kanencska H. I'., sxi mpoaHamnizyBainu sK mepeBaru ta
pusuku 3actocyBanHs LI, Tak 1 moB’s3ani 3 uM eTU4HI BUKIUKA. LIITyqHmit 1HTEIEKT
MOke OyTH BHUKOPUCTAHUW SK MOBHA MOJENb JUJIsi aBTOMAaTH3allli PYyTHHHUX 3a7a4
MEHEeIKEpa 3 IEPCOHAITY, TaK 1 IHTErPOBaHUM y BXKe HasiBHI IHCTpyMEHTH. BukopuctanHs
I no3Bossie oTpuMarv MHOLIE PO3YMIHHS MOTEHLIATy KOXKHOTO IpaliBHUKAa Ta
npuitmMatu O1bIn 00TpyHTOBaHI pimeHHs [38; 39].

Incmpymenmu  npocpatininey. CydacHi METOIU OLIHIOBaHHSI IMEpPCOHANy JAeaai
YacTille IHTErpy0Th IHHOBAIIHI TEXHOJIOT1i IPO(AMITIHTY, 1110 TO3BOJISIIOTH AHAJI3YBaTH
He juiie npodeciiiHi KOMIIETEHTHOCTI, a M ICUXOJIOT1YHI, MOBEIIHKOBI Ta KOTHITHUBHI
XapaKTepUCTUKHU TMpaliBHUKIB (Ta0bn. 1.6). OcobmuBocti npodaitminry B HR cdepi
nocmimkyBanu Kouyma I. Ta JlakyTin [1., Siki akIleHTyBaju yBary Ha MeTarporpaMHOMY
NiaX0M1 10 BiIOOpy mepcoHany, a Takox aHamiThuka Prague Education Center, mo
BHUCBITJIIOBAJIM MpPaKTUYHI acnektu npodecii npodaiinepa. 3acTocyBaHHS MOAIOHHUX
TEXHOJIOT1{ MIABUIILY€E TOCTOBIPHICTh PE3YJIbTATIB OIIHIOBAHHS Ta MIATPUMYE YXBAJICHHS
e()EeKTUBHUX YIPABIIHCHKHUX PIlIECHb.

Tabmuis 1.6. - CyyacHi iHCTpyMEHTH TIpo(ailyliHry st OI[IHIOBAHHSI IIEPCOHATY

Kareropis
. Incrpymenr Omnuc
iHCcTpyMeHTY
1 2 3
Busznauae  KOTHITHBHI  CTHJII  MHCIICHHS,
Meroznonoris MBTI 0COOIMBOCTI MPUMHATTA pilieHp Ta
KOMYHIKaITIi.
. . AHali3ye TMOBEIIHKOBI pHUCH (JIOMIHYyBaHHS
Amnaniz ncuxomuny Tunomnoris DISC ye TIoBeA | pue (H. Y ’
BIUINB, CTa0ITBHICTD, BIIMOBIIAJIbHICTB).
ma mMemanpozpam PVE— .
Jloromarae BUSHAYUTH MOTUBAIIHHUIN TPODLIE,
Meranporpamu . .
CTHJIb MUCJICHHS Ta PEAKITII0 Ha 3MiHH.
. Metonuka Ans aHamily CTUIIO MHCICHHS Ta
[Icuxoreomerpis
crioco0y B3a€MOJTIi 3 OTOUEHHSIM.
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IIpooosoicenns mabnuyi 1.6

1 2 3
Hetiponpoatinine AHai3 MIKpOBUPa3iB Po3mizHaBaHHS eMoIIiif Yepe3 HeHpoMepexi s
ma amaniz o0uyust BU3HAUCHHSI EMOLIIHHOTO CTaHy.
eMOoYitiH020 TectyBanHs Ha eMoriitHui | OUWiHIOBAaHHS 3/1aTHOCTI KEPYBaTH EMOIIISIMHU Ta
iHmenekmy iHTenekt (EQ) PO3YMITH eMOLii IHIIHX.
Tonocosa Amnaii3 ToHaJdbHOCTI Ta | Bu3HaueHHs piBHSA BIEBHEHOCTI abo cTpecy
aumanimuxa ma TeMOpY rojocy 4yepes3 aHalli3 TOJIOCOBUX 3MiH.
NCUXONIH2BICTMUYHULL CeMaHTHYHUN aHAII3 BusBnenns MOTHBAIIII, HIHHOCTEH Ta
npogatinine TEKCTY €MOLIIHOr0 CTaHy MpalliBHUKA.
' ) Tpadostoriummii anais OI_IiHIOBE‘lHHSI MOYEpKy Ta MiMUCY AJIS aHaTi3y
biomempuynuii OCOOHMCTICHHX XapaKTePUCTHK.
auanis nogeoiHKu CxaHyBaHHSI OYHOTO BusnaueHHs piBHS KOHIGHTpamii yBard Ta
KOHTaKTY KOTHITUBHOTO HABAHTA)KCHHSI.

IDicepeno: pospobneno asmopom Ha ocnosi [40; 41]

VY cyuacHux ymoBax e(peKTUBHE OLIIHIOBAHHS IEPCOHATY € HEBIJ €MHUM €JIEMEHTOM
YOPABIIHHS JIIOACBKUMU pecypcaMu, IO 3a0e3nedye CTpaTeriuHy aJanTUBHICTh Ta
MIJIBUIIICHHS TPOIYKTUBHOCTI OpraHi3allii. AHaii3 HassBHUX 1HCTPYMEHTIB OILIIHIOBAaHHS
JEMOHCTPY€E MIUPOKUH CHEKTP MIAXOIIB, MOYMHAIOYM Bl TPAIUUIAHUX HPOrPaMHHUX
pimens, Takux sk Bamboo HR, Workday, ADP Workforce Now ta SAP SuccessFactors,
Kl aBTOMAaTU3YyIOTh NPOLECH OILIHIOBaHHS e(eKTUBHOCTI Ta ympaBiuiHHa KPI, 1
3aKIHUYIOYM BUKOPUCTAHHSM CHUCTEM 3BOPOTHOTO 3B'A3Ky, Takux sik SurveyMonkey Ta
Officevibe, 10 M03BOJNSIOTH OTPUMYBATH BIATYKH Ta KOHTPOJIOBATH PIBEHb
3aJI0BOJICHOCTI MpaliBHUKIB. 3HAYHy pOJb BIAITPalOTh IHCTPYMEHTH OIL[IHIOBAHHS
ocoOucTicHUX sikocTed, 30kpema Hogan Assessment i DISC, saxi naioTh 3mory
aHaJi3yBaTH OCOOMCTICHUH TOTEHIlIAN, CTWJIb KOMYHIKAIii Ta ITOBEIIHKOBI peakiii
npailiBHUKB. [HHOBaliitHI MeToau, Taki sk reimidikaiis (Kahoot, Quizizz), cnpustots
IIJIBUIIICHHIO 3ayYC€HOCT] MPAIIBHUKIB Ta CTBOPIOIOTH IHTEPAKTUBHE CEPEIOBHIIC IS
omintoBanHs, Toal sk LI ta Big Data-ananmiThka BiIKpHUBarOTh HOBI MOXJIUBOCTI JIJIst
MIPOTHO3YBaHHS MPOAYKTUBHOCTI MepcoHany Ta aBromaru3aiii HR mporeciB. 3naunnmii
nporpec y cdepi OIiHIOBaHHS TEPCOHATY JIEMOHCTPY€E NPO(MAMIIHT, M0 T03BOJISE
aHaJ13yBaTU TICUXOTUIIM, MOBEIIHKOBI MOJEJi, €MOIIMHUN CTaH 1 HaBITh KOTHITHUBHI
XapaKTEepPUCTUKU TPAIIBHUKIB 32 JOMOMOTOK OIOMETPHYHHUX TEXHOJOTIM Ta

Helponpodaininry. KomruiekcHui miaxia 10 BAKOPUCTAHHS IIUX IHCTPYMEHTIB JI03BOJISIE
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HiAMPUEMCTBAM HE JIMIIE ONTHUMI3yBaTW MPOIEC OIIHIOBaHHsI, aje W 3a0e3nedunTu
TOUHIIMK MiAGIp KaapiB, PO3pPOOJICHHS MNEPCOHAN30BAaHUX IIpOrpaM pPO3BHUTKY Ta
MOKpAIIEHHS KOPIOPATUBHOTO KiiMaTry. BpoBakeHHs Cy4acHUX TEXHOJIOTIH y mpolec
OIIHIOBAHHS TEPCOHANTy CIPHUS€ CTBOPEHHIO OUIbIN €(EeKTHUBHOI CUCTEMH YMPaBIIHHS
JIONCBKUMH pecypcaMu, siKa BIANOBIae BUKIWKaM LU(POBOi TpaHcopmarii Ta

3MIHHOMY PHUHKY TIpalli.
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PO3I1JI 2. AHAJII3 CYUACHOI'O CTAHY OUHIHIOBAHHSA TEPCOHAJIY B
TOB Cuibno-®yn»

2.1. OpranizaniiiHo-ekoHOMiuHa xapakTepuctuka TOB «Cinbno-®ym»

ToBapucTBO 3 0OMexeHO0 BianoBiganbHIcTIO «CIJIBITO-OY]Iy € xtodoBuM
HAIPsIMOM TOPT1BII1 OJIHIE€T 3 HAUOLTBIIIMX TOPTOBO-IIPOMUCIIOBUX Ipynl Ykpainu, Fozzy
Group. 3acHoBane y 2016 porii, TOB «Cinenio-®ym» mae xox €IPTIOY 40720198 [42].

Ho ckmany rpynu TOB «CUIBIIO-®V]l» Bxomsts Taxki kommanii: TOB
«KHSDKULBKWM TAW» (sika 3aiiMaeThest ynpaiisaaM aktusamu), TOB «EHKI OY]T»
(OCHOBHOIO AISTBHICTIO SIKO1 € clibchke rocnoaapcto), TOB «MEJIDKNUK BIJUIE XK
(110 TAKOXK CIIENiaTi3y€eThes HA yIPABIiHHI akTHBaMHu), a Takoxk BJIATOJIIMHUN ®OH/JT
«KAHHOH» (sikuii Hanmae comianbHy gomnomMory). OCHOBHMM HAaNpsSMOM AisUTbHOCTI
['pynu € onroBa Ta po3apiOHA TOPTiBIA B HECHEL1aJi30BaHUX MarasmHax, 30Kpema
NPOAYKTaMU XapuyBaHHS, HAMOSMHU Ta TIOTIOHOBUMHU BUpoOaMu.OCHOBHHMM BH/T
JUISTBHOCTI KOMIMAaHli 3rigHo 3 JlepkaBHUM KJIacH(IKaTOpOM BHJIIB E€KOHOMIYHOT
nismpHOCTL: 47.11 Po3apiOHa TOpriBis B HECHELIANI30BAHMX Mara3vHax MEpeBaKHO
MPOAYKTaMU XapuyBaHHS, HAIIOSIMHU Ta TIOTFOHOBUMHU BUPOOAMH.

Opranizamiina crpykrypa TOB «Cineno-®Oymn» € OpUKIagoM 1€papXidHoOi
(bYyHKITIOHATBHO-PET1I0HAIBHOT MOZENI ymnpaBiiHHA. Takuil miaxij 3abe3nedye 4iTKHi
PO3MOJIIN YNPABIIHCHKUX (PYHKIIN MK HEHTpaJlbHUMH odicamMu Ta perioHaJIbHUMU
M1IPpO3Ai7aMu, 0 JIa€ 3MOTYy €(DEKTUBHO KOHTPOJIFOBATH JISJIbHICTH BETUKOT PO3APIOHOI
mepexi. Opranizauiiina crpykrypa TOB «Cinbno-®@yn» npeacraBieHa CXeMaTUYHO Ha
puc. 2.1.

CrpykTypa yIpaBliHHS KOMIIaHI€0 Ma€ JeKijgbka piBHIB. Ha BuIoMy piBHI
3HAXOJUTHLCS TUPEKTOP, KU 3IHCHIOE 3arajibHE YIIPABIiHHS KOMIAHIEIO Ta YXBAJIOE
cTpareriydi pimeHHs. JUpeKTopy MiANOPSAKOBYIOThCA JEKiIbka (yHKIIOHATBHUX

odiciB, IO BIJAMOBIAAIOTH 3a KJIIOYOBI HANMPSIMHU ISNIBHOCTI: (iHaHcOBHIT odic, odic
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MapKeTHHTY, KoMepIiiHui odic, odic mepcoHaldy, YNpaBliHHS JIOTICTUKM Ta BJacHE
BUPOOHUIITBO.

OxpemMO BapTO BUAUIMTH JTUPEKTOpa 3 OMNEpPaliiHOI JISUTBHOCTI, SKOMY
MIIMTOPSAIKOBYIOTECS CTPYKTYPHI MIAPO3LIH, 0e310cepeIHbO MOB’ I3aH1 3 YIPaBIIHHIM
TOPTrOBUMH TOYKamH. Jl0 HOro KOMIETEHTHOCTI BXOAATh: omepariinuii odic, odic
yOpaBIiHHSA  TpoekTaMu, odic OymiBHUITBA Ta  YIPaBIIHHA  HEPYXOMICTIO,
aZMIHICTpaTUBHUHN 0dic Ta CIIyk0a OXOPOHH.

OxpiM (QyHKIIOHAIBHUX MiAPO3IUTIB, KOMIIaHI Ma€ PO3BHHEHY PETiOHAIbHY
CTPYKTYpy ympaBiiHHsA. Y kokHOoMY 3 perioHiB (Llentp, IliBmensp, 3axia, Cxima) Iif0Th
PITEHI-TUPEKTOPU, SIKI KOOPJIMHYIOTH POOOTY Maras3uHiB y MIAMNOPSIKOBAHUX 1M
perioHax. IM HiAmOpsAAKOBYIOThCS YHPABIiHCHKI BifUIIIM pPerioHiB, sKi Ge3nocepeaHb0
KEepYyIOTh pOOOTOI0 Mara3uHiB.

@yHKI10HATbHI 0(picH 32 HEOOX1THOCTI MOAUIAIOTHCS Ha IEAPTAMEHTH, SIK1 Y
CBOIO Uepry MOXYTh MICTUTH BI1IU. BUiiJIeHHs AenapTaMeHTIB 1 BB

3MIACHIOETHCS 32 TAKUMH KPUTEPISIMU:

o BUKOHAHHS 0COOIMBO BaXKIIMBOI (DYHKIIIT

° BHUCOKHUH PIBEHB BIJMOBIIAIIBHOCTI (OFOMKETH, YXBaJICHHS KITFOYOBUX
pIIIEHB)

° HAsBHICTh HE MCHIIIE 8 IMICTIINX JJISI IeapTaMEHTIB

° HAsBHICTH HE MEHIIIE 3 IMAJIETINX JJIS BIIIIIB

OpHi€o 3 OCHOBHUX IEpeBar ILi€i MOJAEN € YITKE PO3MEXYBaHHS (PyHKIIN MIXK
[EHTPAJIbHUMU Ta perioHabHUMH odicamu. DyHKITIOHATBHI TIAPO3IIIN 30CepeKEH]
Ha CTpaTeriuHOMY YMpaBIliHHI, TOAl SIK perioHajgbHl odicu 3a0e3MeuyroTh OlepaTUBHE
KEpIBHUIITBO Mara3puHaMy Ta aJamnTaiiio Oi3HEC-MPOIEeCiB A0 MOTPed KOHKPETHOTO
PUHKY.

JlomaTkoBOIO TEpEeBaror0 € HasBHICTh OKPEMOTO IUPEKTOpa 3 OIepariiitHoi
JUSITEHOCTI, 110 JT03BOJISIE 3a0€3MeYNTH e(PEeKTUBHY KOOPAWHAIIII0 POOOTH Mara3uHiB Ta
KOHTPOJIb BHUKOHAHHS CTaHAapTiB Mepexi. lle ocoOamBO BaXIMBO MJig BEJIUKOI

pO3IpIOHOT MEpPEKi, 1€ HEOOX1THO Y3TO/IXKYBaTH AiSIbHICTh COTEHb TOPTOBEJIBHUX TOYOK.
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Takok BapTO 3a3HAYUTH, L0 TaKa CTPYKTypa CIpPHSE PO3BUTKY pPEriOHATbHHUX
YIPABIIHCHKUX KOMaH/, 10 J03BOJISI€ MBUIIE pearyBaTH Ha 3MIHU B MICLIEBOMY MOIUTI
Ta 0COOIMBOCTI PUHKY.

[Toripu yKCiIEHH] TIepeBary, JlaHa OpraHizailiiiHa CTpyKTypa Ma€ MEBHI HEJIOMIKU.
[To-mepmie, 3HauyHA KIIBKICTh YNPABIIHCHKUX PIBHIB MOXE TMPU3BOAUTUH 0
OropoKparu3allii mpoIeciB Ta YNOBUIbHEHHS MPUUHSTTA pillieHb. 30KpeMa, pillieHHs, 10
noTpeOyloTh 3aTBEPPKEHHS HA BUIIMX PIBHSAX, MOXKYTh 3aTPUMYBATHUCS, 10 3HIKYE
OTEPaTUBHICTh pearyBaHHs HAa 3MIHH PUHKY.

[lo-npyre, icHye pusuk JyOnarOBaHHS (YHKIIH MDK LEHTpPaJbHUMH Ta
perioHalbHUMH O¢icaMi, 110 MOXE MNPU3BOAUTU JO HEE()EKTUBHOIO BUKOPUCTAHHS
pecypciB. Hampukinan, nutaHHs, MOB’s3aHl 3 YHPaBIIHHAM IEPCOHAIOM, MOXKYTh
BUPIITYBATUCS K Ha PiBHI 0(picy mepcoHay, TaK 1 Ha piBHI periOHAIbHUX YIPABIIiHb, 10
MO>K€ BUKJIMKATH KOH(IIKTH TOBHOBAKEHbD.

Takox cJ11]1 BpaXoBYBaTH, 1110 €PEKTUBHICTH I[1€1 MOJIEII 3HAUHOIO MIPOIO 3aJI€KHUTh
Bl KOMIICTEHTHOCTEH KEpIBHUKIB PETIOHAJBHUX MIAPO3AUTIB. Y pa3l HEI0CTaTHHOI
KBamiikaiii pITEHI-IUPEKTOPIiB abd0 YOPaBIIHIIB pPETriOHATBHUX O(]ICIB MOXKYTh
BUHHUKATH TMpoOJIeMH 3 KOHTPOJEM SKOCTI OOCIYroByBaHHS Ta BUKOHAHHS
KOpPIIOPAaTUBHUX cTaHAapTiB. [IpalliBHUKK BKa3ylOTh Ha T€, 10 OpraHizalliiiHa CTpyKTypa
KOMITaHi1 € HEJOCTAaTHHO MPO30POI0 Ta MICTUTh CKJIAJHI B3a€MO3B’A3KH, 10 YCKIIAJTHIOE
il CIPUAHATTS HA TIHOIIOMY PiBHI.

Opranizaniiina crpyktypa mepexi «Cuibno» € ao0pe aganToBaHOK A0 MOTped
BENUKOI po3apiOHOI KoMmMaHli Ta 3a0e3nedye ePEeKTUBHUM PO3MOAUT YIPABIIHCHKUX
byskiii. Bona  moemHye — IEeHTpadi3oBaHE ~— CTpaTeriuHe  KEpIBHUITBO 3
JELICHTPANII30BAHUM  PETIOHAJIBHUM  YIPABIIHHAM, IO JIO3BOJIIE  ONTHUMAJIbHO
opraHizyBaTH poOOTy MaraswHIB y pI3HMX perioHax Kpainu. Pazom 3 TuUM, MOXIIHBI
pU3MKHM, TOB’si3aHI 3 0araTopiBHEBOIO 1€papXi€l0 Ta MNOTEHLIMHUM AyOJIIOBaHHSIM
GyHKIIHA, MOXYTh BUMaratd JOJATKOBOTO KOHTPOJIO Ta BAOCKOHAJIEHHS MEXaHI3MIB
JIeJIeTYBaHHS MMOBHOBAa)KE€Hb. BripoBapkeHHsT HU(GPOBUX TEXHOJOTIN Al aBTOMaTHU3allii

YIPABIIHCHKUX MPOLECIB Ta MIABUIIEHHS KOMYHIKAIIIHOT €()eKTUBHOCTI MK PIBHSIMU
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YIOPABIIHHS MOXKE CTAaTH BAKIMBUM HAIPSIMKOM PO3BUTKY OPTaHi3alliHOl CTPYKTYpHU B

MaiiOyTHLOMY.
- Ciryx0a oxopoHu
| | Piteiin mupextop | | VYmpasnmimaa | | Marasunn
periony Llentp periony LlenTp periony LlenTp
3acTymHUK . -
.. . .. | |nmupexropal|| Pirein gupekrop | | YmpaBmiHHS Maraszunu
Onepauiiinuit ogic— 3 onepail. || periony Cxif periony Cxin periony Cxin
Ji7IBHOCTI - -
Odic ynpasinns | | Pireitn mupextop | | VYmpasninesA Marasunu
TIpeKTOp 3 i TpOeKTaMHu periony 3axin periony 3axin perioHy 3axin
- omepauiiiHOi [ — -
i ;II;IBIII{ ocTi Ooic OyniBHHLTBA | | Pireitn qupexrop | | VYmpaemimea | | Marasunu
Ta yNpaBIiHHS periony IliBnens | |periony IliBnens| |periony IliBnens

HEPYXOMICTIO

| | AnMiHICTpaTHBHUH

odic

HOdic mapkeTuHry

Kowmepiitanit

odic

®dinancoBuit odic

JAupexTop

Odic mepconamy

Bnacue
BHUPOOHHUIITBO

YupaBiiHHA
JIOTICTHKH

Pucynok 2.1 - Opranizaimiitna ctpykrypa TOB «Cuibno-®ymy.

Iicepeno: cgpopmosarno agmopom Ha OCHOBL OaHUX npedocmasienux nionpuemcmeom [43; 44]

VY Tabn. 2.1 momaHo naHi MpoO AWMHAMIKY OCHOBHHMX (DPIHAHCOBO-€KOHOMIYHUX
noka3HukiB AisuibHOCTI TOB  «Cinmbnio-®@yny y 2022-2024 pp. Iadopmariitnumu
JUKepeIaMu JJIs pO3paxyHKy IMOKAa3HUKIB 1 TPOBEICHHS aHaJi3y € piuHa OyXrajaTepchbka
3BiTHICTE TOB «Cinenio-®yn»: KoHcomigoBana (iHaHcOBa 3BITHICTh 3a pIK, IO
3akinuuBcs 31 rpyaus 2022, KoncosnigoBana (hiHaHCOBA 3BITHICTH 32 PiK, 110 3aKIHUUBCS
31 rpynus 2023 ta KonconigoBaHna ¢iHaHCOBA 3BITHICTD 32 PIK, 10 3aKiHUKBCS 31 rpynHs
2024. .

AHaJt3 JMHAMIKA OCHOBHHX (DiHAHCOBO-SKOHOMIYHHUX MOKa3HHKIB 3a 2022—2024
POKH J03BOJII€ 3pOOWUTH BHCHOBOK IIPO TEPEBAKHO MO3WTUBHI TEHICHINT Y PO3BUTKY
nignpueMcTBa. [IpoTsroM aHami30BaHOTO TMEPIOAY  CIIOCTEPITAEThCS  CTallIbHE
30UIBIICHHS JOXOY BiJ peaizatii npoaykiii: y 2023 porii BiH 3pic Ha 21,06% nopiBHSHO

3 2022 pokom, a B 2024 pori — mie Ha 9,78% y OpIBHIHHI 3 TTOTIEPETHIM POKOM.
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Tabmus  2.1.

- OcHOBHI

(h1HaHCOBO-EKOHOMIYHI

opranizaiii TOB «Cinsno-®yn» 3a 2022 - 2024 poku

MMOKAa3HUKU ISJIBHOCTI

3HaYeHHs NOKA3HUKIB 3a

3miHa MOKa3HHUKIB, +/-

poxkamMu
HaiiMmenyBanHs
2024 no 2023
i 2023 go 2022 pox
Hoastian 2022 | 2023 | 2024 poxy powy
Abcoa. Bign., % Adcod. Binn., %
Jloxin Bim peamizartii, 69 990 84 727 93 017 8289 |9,78% 14737 | 21,06%
TUC.TPH 601 987 469 482 386
Co0biBapTicTh 50 815 60 419 65 098 4678 | 7,74% 9 604 18,90%
peanizoBaHoOi 360 457 324 867 097
MPOIYKIIii, THC.TPH.
Banoswuii npubyToK, 19 175 24 308 27919 3610 | 14,85% | 5133 26,77%
THUC. TPH. 241 530 145 615 289
Onmnepartiiini BUTpaTH, 21 063 24090 | 25938 1848 | 7,67% 3027 14,37%
THUC. TPH. 012 345 524 179 333
O6oporHi aktusy, Tie. | 11 508 13 025 13 562 536 4,12% 1517 13,19%
TpH. 199 922 906 984 723
3amacu, THC. TPH. 5973 4 819 7 340 2521 |52,32% |-1154 -19,32%
572 385 800 415 187
AKTHUBH, TUC. TPH. 33 669 33359 34 144 784 2,35% -310 -0,92%
995 567 146 579 428
Bnacuwmii kamitan, tuc. | -10 725 | -10435 | -8 519 1916 | 18,36% | 290277 | 2,71%
TPH. 619 342 242 100
KopoTkocTpokosi 28 397 29 749 29 669 -79 -0,27% 1351 4,76%
3000B's3aHHs, TUC. TPH. | 558 212 224 988 654
JIoBrocTpokoBi 15998 14 045 12 994 -1 051 | -7,49% -1 952 -12,20%
30008B's3aHHs, TUC. TPH. | 056 697 164 533 359
PenTabenbHiCTh 27,40% | 28,69% | 30,01% | 1,32% | 4,62% 1,29% | 4,72%
peamizartii (%)
PenTabenbHicTh 56,95% | 72,87% | 81,77% | 8,90% | 12,21% | 15,92% | 27,95%
aktuBiB (%)
PenrabenpHicTE 17,6% -2,1% -232% | -21% | 1012% -20% -
BIacHoro kamitany (%) 111,88%
Koedirient ¢inancosoi | -0,32 -0,31 -0,25 0,06 -20,24% | 0,01 -1,80%
CTiHKOCTI
KoedimienT nmikignocti | 0,19 0,28 0,21 -0,07 -23,98% | 0,08 41,54%
OOGOpOTHICTH aKTHUBIB 2,08 2,53 2,76 0,23 9,01% 0,45 21,62%

IDicepeno: cpopmosarno asmopom na ocnogif45-47]
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3pocTaHHsl JOXOAIB CYMPOBOMKYEThCS 301IBIIEHHSIM BaJOBOro MpuOyTKy (Ha
26,77% y 2023 pomi ta Ha 14,85% y 2024 porii), 1m0 CBIAYATH MPO IIiABUIICHHS
e(heKTHBHOCTI OCHOBHOI JisSTTHHOCTI.

Temmu 3pocTaHHs cOO1BapTOCTI peasi3oBaHOl MPOAYKIT 3aJUIIATUC HUKIMMHU 32
TEMIU MPUPOCTY JOXOJIIB, 1[0 MO3UTUBHO BILUTUHYJIO HA PEHTAOENbHICTh peai3allii, ska
3pocia 1o 30,01% y 2024 pormi. BogHouac piBeHBb omepariiHuX BUTpAT JEMOHCTPYE
nomipue 3poctanus (14,37% y 2023 poui ta 7,67% y 2024 porii), 10 CBITYUTH MPO
edeKTUBHE yNPaBIIHHS BUTPATaMH.

3aranpHa cyMa akKTUBIB MIJNPUEMCTBA 3aJHUIIANACh BIJIHOCHO CTAaOLIBHOIO, 3
He3HaYHUM TIpupocToM y 2024 porii Ha 2,35%. [103UTUBHOIO TEHICHITIEIO € 301IBIIICHHS
00OpOTHUX aKTHUBIB T4, 30KpeMa, CyTTEBE 3pocTaHHs 3anaciB y 2024 pori Ha 52,32%, 1110
MOXK€ CBIIYMTH TMPO MIATOTOBKY JI0 PO3IIUPEHHS OOCATIB ISJIBHOCTI ab0 3MIHY Yy
MOJIITHUII 3aKyTIiBEJIb.

OcobOnmuBy yBary ImpuUBEpPTaE 3MEHIICHHS HETaTHBHOTO 3HAYCHHS BJIACHOTO
Karitany: y 2024 porii ioro abcomnroTHa BendurHa ckopotuiacs Ha 18,36% mopiBHSHO 3
2023 poxom. BogHouac cmocrepiraerbcsi MOCTYIIOBE CKOPOYEHHS OOpProBOroO
HABAaHTAXKEHHS — 3HUKEHHS IOBMOCTPOKOBHX 3000B’s13aHb Ha 12,20% y 2023 porri Ta Ha
7,49% y 2024 porii.

[IpucyTHi 3MIHM B TOKa3HMKax (PiHAHCOBOI CTIMKOCTI Ta JIKBIZHOCTI: XOoua
koedilieHT (PIHAHCOBOI CTIMKOCTI JIEMOHCTPY€ HE3HAYHE MOKpAIICHHs, KOe(IIlieHT
mikBigHocTi Yy 2024 poui 3uu3uBcs n0 0,21, mo norpedye nomatkoBoi yBaru 3 OOKy
YIpPaBIIHCHKOTO TepcoHany. [lokazHHK OOOpPOTHOCTI aKTHUBIB CTAOUIBHO 3pOCTaE,
nocsaruyBmm 'y 2024 pomi piBHA 2,76, MO BKa3dye Ha e(QEKTUBHINIE BUKOPHCTAHHS
pecypciB.

[Toxa3Huk peHTabeTbHOCT! BIACHOTO KaIlliTally € HEeCTaOlIbHUM Ta JIEMOHCTPYE
HETaTWBHI 3HAYCHHS B OCTAHHI JBa POKH, IO TOSCHIOETHCS BiJ EMHUM 3HAYCHHIM
BJIACHOIO KamiTally Ta CTPYKTYpHUMHU 3MiHamMu Yy (iHaHcyBaHHi. lle Bumarae
PO3p00JICHHS 3aX0diB 00 CTa01Ii3aIlil KamTaabHOI 0a3H MiAIpPHEMCTBA.

VY3aranpHIOIOUHA, MOJKHA 3a3HAYUTH, IO MiAIPHEMCTBO JEMOHCTPYE IMO3WTHBHY

JTUHAMIKY 3pOCTaHHSI OOCATIB AISUTBHOCTI, €()EKTUBHICTb BUKOPHUCTAHHS AaKTHBIB Ta
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MOKpAIIEHHS! OKpeMUX (hIHAHCOBHUX MOKA3HUKIB, OAHAK MOTPeOy€e MOCUIICHOI yBaru 1o
MOKa3HHUKIB JIIKBITHOCTI Ta BIACHOTO KaIliTay.

AHami3 comaibHO-AeMorpadiyHuX TMOKA3HUKIB TIANPHEMCTBA € BAKIWBUM
IHCTPYMEHTOM JIJIs1 OIIIHIOBaHHS KaJpOBOTO MOTEHINany, €(PEeKTUBHOCTI yHpaBIiHHS
MIEPCOHAJIOM Ta PO3pOOJICHHS CTpaTeriii MOTUBAIllT i PO3BUTKY MpalliBHUKIB. PO3ymMiHHS
WX AaCIEKTIB CHpPHSE IMiBUIICHHIO MPOMYKTUBHOCTI Ta CTBOPEHHIO CHPHUSTIUBOTO
pobouoro cepenoBuiia. JlaHHI IIOAO COINANBHUX, JAeMOTrpadiyHUX Ta TPYIOBUX
noka3HukiB TOB «Cinbno-®ym» npeacrasneno y Tadmumi 2.1

Tabnuis 2.2 - ComialnbHi, JeMorpadiuHi Ta TPYIOBI MOKA3HUKHU MITPUEMCTBA

«Cinpnio-dyn» 3a 2022-2024 pik.

3HavYeHHs MOKA3HUKIB 32 . .
3miHa MoOKa3HHUKIB, +/-
HaiimenyBaHHs poKamu
OKAZHUKIE 2024 o 2023 2023 o 2022
2022 2023 2024 POKY POKy
Abcour. Binu., % Abcout. Bign., %
Cepenaboo0mikoBa 32458 | 29137 | 30292 1155 3,96% -3321 -10%
YHCENIbHICTh IEPCOHATY
YucenbHICTh MpaIiBHUKIB 32
CTaTTIO:
- YonoBiku 13067 | 13136 | 14372 | 1236 9,41% | 69 1%
- XKinku 22422 | 21561 | 22392 | 831 3,85% | -861 -4%
YucenbHICT MPAIiBHUKIB 32
BIKOM:
- o 30 pokiB 10522 | 10169 | 11177 | 1008 9.91% | -353 -3%
- 30-50 pokiB 15835 | 15740 | 16244 | 504 3,20% | -95 -1%
- [Tonax 50 pokis 5404 5858 6514 656 11,20% | 454 8%
CepenHiii Bik mpalliBHUKIB 36,9 37,4 37,3 -0,1 -0,27% | 0,5 1%
UYucenbHICTh NPALlIBHUKIB 32
CTa)KeM pOOOTH:
- 1o 5 pokiB 19633 | 19058 | 19880 | 822 4,31% | -575 -3%
- 5-10 pokiB 6429 6578 7334 756 11,49% | 149 2%
- [Tonax 10 pokis 5699 6145 6755 610 9,93% | 446 8%

Loicepeno: cghopmosarno asmopom na ocHo8i 0anux npedocmasieHux niONPUEMCmeom

[IpoTsirom aHay1i30BaHOTO MeEpiOxy BiAOYIUCS 3MIHM B YHCEIBLHOCTI MEPCOHAITY
nignpueMcTBa. 3okpema, y 2024 porri cnocTepiraeThCsi MPUPICT KITLKOCTI MPAIiBHUKIB
Ha 3,96% mopiBHAHO 3 momepenHiM pokoM. BomHouac y 2023 poli 4YHMCENBHICTH
nparliBHUKIB Oyna Hwk40t0 Ha 10% mopiBusHO 3 2022 pokoM. Lle Moxe cBiTUUTH PO
aJanTalliio MiAIPUEMCTBA J0 30BHIIIHIX YMOB Ta MOCTYMOBE BiJHOBJIEHHS KaJIpPOBOTO

MOTEHIIaTy TICHs CKOPOUYEHb.
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I'ennepHuii anaiz nepcoHaty mokasas, mo y 2024 poill YuceNnbHICTh YOJIOBIKIB
3pocina Ha 9,41%, ToAl SIK YMCENBHICTh XIHOK — juiie Ha 3,85%. Y mnonepeaHboMy
nepioai (2023 pik) cocTepirajiocs CKOPOUYEHHs KUTBKOCTI XKiHOK Ha 4% y MOpIBHSIHHI 3
2022 pokowm. Ile Moke BKkazyBaTH Ha T€HIEPHI 0COOJMBOCTI 3aMHATOCTI, 1110 TTOTPEOYIOThH
MOJANBIIOTO AOCTIIXKEHHS JIJIsl BUSIBICHHS MOXJIUBHX Oap’€piB y Kap €pHOMY 3pOCTaHHI
KIHOK 200 BIIMIHHOCTEH y CTparerisx Habopy MmepcoHaIry.

[Ipu aHamizi BIKOBOI CTPYKTYpH IEPCOHANY CIIOCTEPIraeThCsl 3HAUHHUM MPUPICT
npariBHUKiB BikoM moHam 50 pokiB (+11,20%). BomgHowac KUTBKICT MOJOIUX
npariBHUKIB BikoM 710 30 pokiB Takox 3pocia (+9,91%) y 2024 pomi, xoua y 2023 porti
ixHs 4dactka 3HM3Wiacs Ha 3%. lle miATBepIKyeTbCs aKTHUBI3AIIE€ID 3aXOJIB IOI0
3aJly4eHHs] MOJIOAMX (PaxiBIiB, a TAKOX MPO HEOOXIIHICTh YAOCKOHAJEHHS KaJpOBOi
MOJIITUKY JIJIs1 1X YTPUMAHHS.

[Ipn ouiHIOBaHHS CTaxy poOOTH TMEpCOHANTy BCTAHOBIEHO, IO YacTKa
IpaliBHUKIB 31 cTaxkeM noHax 10 pokis 3pocna Ha 9,93%, 1o CBITYUTH PO CTAOLIBHICTh
OCHOBHOTO KaJIpOBOTO CKJaay. BogHoyac KibKICTh MPAIIBHUKIB 31 CTAXKEM JI0 5 POKIB
Takox 30utbmmiacs (+4,31%), Mo CBIAYUTH MPO AKTUBHE IOMOBHEHHSI MEPCOHATY
HOBHUMH TIPAIliBHUKAMH.

Ha ocHOBI mpoBeneHOro aHamizy MoOKHa 3pOOUTH Taki BUCHOBKH. Bapto
BIJI3HAUUTH CTAOUIbHICTh YHMCEIBHOCTI MEPCOHANY, TaK K MIJMPUEMCTBO MOCTYIOBO
BITHOBJIIOE€ KaJIPOBHUM CKJIAJI IMCJISI 3MEHIIICHHS YucebHOCTI y 2023 porrl, 110 BKazye Ha
CTAaOUIBHICTh BHYTPIIIHIX Oi3Hec-npoueciB. IcHye mnpoOiieMa MIMHHOCTI MOJIOAUX
KajapiB. Xoya KUIBKICTh MOJIOIMX IIPAIliBHUKIB 3pocja, HEOoOXITHO BIPOBAKYyBaTH
mporpaMu pO3BUTKY Ta MOTHBAIi Al iX yTpuUMaHHs, OCKUIbkH y 2023 poi
cnoctepiraBcs ixHid BiATIK. [IpucyTHii renaepuuil aucoOananc. BiaTik KIHOK MoXe
CBITYUTH TIPO TMEBHI 0COOTMBOCTI KaJPOBOI MOJMITUKH a00 Oap’epu y pO3BUTKY Kap €pH,
mo norpedye MOJANBIIOTO aHami3y. TaKoXk CIIOCTEPIra€ThCsl 3POCTAaHHS YaCTKH
MpaIiBHUKIB CTapIIoro Biky. Lle Moxke OyTH MO3UTUBHUM (PAKTOPOM y KOHTEKCTI I0CBITY
Ta TpodeciitHOi KOMIETEHTHOCTI, TPOTE HEOOXITHO TAKOXK BPaxOBYBaTH MEPCIIEKTHBU
3aMIHU KaJpiB y JOBrOCTPOKOBIM mepcrneKkTHBl. BakiMBO BIPOBaJKyBaTH aKLEHT Ha

aJlanTallif0 HOBUX MPAIiBHUKIB. 3pOCTaHHS KIJILKOCTI MPAIliBHUKIB 31 CTaXXEM JI0 5 POKIB
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BKa3zy€e Ha HEOOXiAHICTh e(EeKTUBHOI MporpamMu afanTaiii s 3a0e3nedeHHs iXHbOi

JIOBFOTPUBAJIOL 3aHATOCTI.

3 omiAny Ha HaBEIEGHUHM aHali3, MIANPUEMCTBY AOLIIBLHO PO3POOUTH CTPATETIIO

yTPUMaHHS MOJOAMX KaJpiB, YAOCKOHAJIUTH TOJITUKY PIBHOCTI MOMXIIMBOCTEH Ta

3a0e3neunTy e(heKTUBHY aIalTaIlil0 HOBUX MPAI[iBHUKIB.

BbyB npoBenenuit anani3 mokasHUKiB pyxy nepconany B «Cinpno-®dym» 3 2022 no

2024 pik, Axuii ipeAcTaBiIeHo B Ta0auIl 2.2

Tabmurs 2.3 - Pyx nepconany TOB «Cinpio-®@ymy» 3a 2022-2024 poxwu.

3HaueHHS NOKA3HUKIB 3a

3miHa MoOKa3HHUKIB, +/-

HaiimenyBaHHs pokamu
OKASHIKIE 2024 no 2023 2023 10 2022
2022 2023 2024 POKY POKy
Abcour. Binn., % Abcour. Biau., %
1. CepenapoobiikoBa 32458 | 29137 |30292 | 1155 4% -3321 -10%
YUCEILHICTD
MIEPCOHAIY, 0Ci0
2. [pwuitasaTo 11642 | 17292 | 21205 | 3913 23% 5650 49%
MpaIliBHHUKIB, 0Ci0
3. BuOyno 23755 | 18056 | 19390 | 1334 7% -5699 | -24%
MpaIiBHUKIB, YCHOTO
ocib
3 HUX 3 IPUYHHH:
He BmamroBye 4976 3234 2590 -644 -20% -1742 | -35%
3apo0iTHA mIaTa
3wmiHa poboTH 3a 2134 1577 1803 226 14% -557 -26%
OCBITOIO
Cran 3710poB’s 1967 1431 1317 -114 -8% -536 -27%
3MiHa MicIs 2756 1233 1095 -138 -11% -1523 -55%
IPOKUBAHHS
*He BIAMOBIAHICTH 1540 1140 863 =277 -24% -400 -26%
BUMOTaM ITOCaIH
[Tepeizn 3akopioH 1578 859 697 -162 -19% -719 -46%
YMOBHU pobOTH 912 694 666 -28 -4% -218 -24%
[Toemnanus podotu ta | 750 690 648 -42 -6% -60 -8%
HaBYaHHS
*TIporynm 798 650 624 -26 -4% -148 -19%
*I1imo3pa B KpaJixIi 715 526 463 -63 -12% -189 -26%
[ume 546 710 358 -352 -50% 164 30%

Loicepeno: cghopmosano asmopom na 0CHOBI OAHHUX OMPUMAHUX 8I0 NIONPUEMCIEA.

AHami3 TIOKa3HHKIB CEPEeIHbOOOTIKOBOI YHCENIBHOCTI TEPCOHANY, a

npuiioMy Ta BUOyTTS mpamiBHuKiB 3a 2022-2024 poku CBIIYUTH PO

TaKOXK

IIEBHY
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HEeCTaOUIBHICTh y KaJpPOBOMY CKJIAl TIANPUEMCTBA, SKa CYNPOBOMKYETHCS SK
MO3UTUBHUMH, TaK 1 HETATUBHUMHU TE€HJICHIIISIMH.

VY 2023 pori BigOysI0Cs 3MEHIIIEHHS CEPEIHBOOOIIKOBOT YUCETBLHOCTI MEPCOHATY
Ha 10% nopiBHsHO 3 2022 pokoM, 1110 MOIIO OyTH MOB’si3aHE 31 3HAYHUM CKOPOYCHHSIM
KUTBKOCT1 3BUIbHEHHX MpaiuiBHUKIB (Ha 24%). BogHowac y 2024 pori mignpueMCTBY
B/IAJIOCS] YaCTKOBO KOMITEHCYBATH KaJpOB1 BTPATH — YHCEIBHICTh MEPCOHAITY 3pOcia Ha
4%, 1o Oyno 3a0e3ne4eHo 30UTbIIEHHSIM KUIBKOCTI MPUHHATUX MpalliBHUKIB Ha 23%.

[Ipotsirom 2022—2024 pokiB COCTEPITA€THCS 3HIKEHHS PIBHA IUTMHHOCTI KaIpiB
3a OUIBIIICTIO IPUYMH 3BUIBHEHHS. 30KpeMa, KIJTbKICTh 3BIJIbHEHb Y€pe3 HEBIOBOJICHHS
3ap0OITHOIO TIaToI0 3MeHImIach Ha 35% y 2023 poi Ta me Ha 20% y 2024 porii, 1m0
MOXKE€ CBIJUUTH IPO YACTKOBE MOKPAIIECHHS KOMIICHCAIIHOI MOJIITUKU a00 3MIHHU y
PUHKOBIN cuUTyarlii. 3Ha4YHe CKOPOYEHHS KUIHKOCTI 3BUIBHEHb TaKOX 3a(iKCOBaHO 3
MPUYUH 3MiHU Miclig ipokuBaHHsA (Ha 55% y 2023 p. ta mie Ha 11% y 2024 p.), nepeizny
3a KopaoH (—46% y 2023 p., —19% y 2024 p.) ta ctany 310poB’st (—27% y 2023 p., —8%
y 2024 p.), mo, HWMOBIPHO, CBIAYUTH MPO TOCHJICHHS COLIAJIbHOI MIATPUMKH Ha
M1IPUEMCTBI.

OxpeMoi yBaru 3aciiyroBy€ JWHaMiKa KIJTBKOCTI TPAIIBHUKIB, SIKIi BUOyIU 3
MPUYMH, IO MPSMO MOB’s13aH1 3 OLIHIOBAHHIM €()EKTUBHOCTI pOOOTHU: 3BIJILHEHHS Yepe3
HEBIAMOBIHICTh BUMOTaM MOCAIM 3MEHITMWINCH Ha 26% y 2023 pori Ta mie Ha 24% y
2024 porri, 3BiIbHEHHS 4epe3 nporymu — Ha 19% Ta 4% BiANMOBIAHO, a KUIBKICTh
BUIIAJIKIB 3BUIBHEHHS Yepe3 MiAo3py B Kpaaikui — Ha 26% 1 12%. Lle moxe cBiauuTu
PO TOCUJICHHS KaJpOBOTO KOHTPOJIO TMpH MiAOOpl MEepCoHay, MiJABUIICHHS SIKOCTI
MEPBUHHOTO Bi0OPY 200 ePeKTUBHIIII aTanTaIliiiHi 3aX0/u.

BonHouac neBHe 3pocTaHHs CIIOCTEPIracThCs 32 OKPEMHUMH KaTeTOPisiMU: 30Kpema,
y 2024 porri 30611bIIHMIACH KUTBKICTh MPAIiBHUKIB, SK1 3BITLHUJIMCS Yepe3 3MiHY poOOTH
3a ocBiTo0 (Ha 14%), MO MOXe CBIIYUTU PO PO3ODLKHOCTI MDK KBami(ikaliero
MepcoHaIy Ta XapakTepoM BUKOHYBaHUX poOIT. Takox y 2023 pori 3pociia yacTka
3BUTHHEHB 3 HEBU3HAYCHUX NMpuinH («[H1116)»), otHaK y 2024 porti BoHA Pi3KO 3HU3WIIACH
Ha 50%, mo, WMOBIPHO, MOB’S3aHO 3 TMOKpAIICHHSM BEIACHHA OOJIKYy KaJpOBOi

JIOKyMEHTAIII1.
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VY3aranpHIOIOUM, MOXXKHA 3pOOUTH BHCHOBOK, IO MiANPUEMCTBO IOCTYIIOBO
CTa0lIi3y€e KaJapoOBY CHUTYAIlil0: 3MEHIIYEThCS IUTMHHICTh KaJpiB, 3POCTA€ KIJIBKICTh
OPUMHATAX TPALIBHUKIB, 3MEHIIYETHCS KUIBKICTh 3BUIBHEHb 32 KPUTHYHHUMU
OpUYMHAMH, a TaKOX CIOCTEpIraeTbCsi TMO3UTHBHA TEHJEHINS JO0 BiJHOBICHHS
YHCEJILHOCTI TepcoHany micis 1i ckopoueHHs y 2023 pori. Pazom 3 Tum, akTyaibHUM
3aJUIIAE€THCS 3aBJaHHS MIOAO0 yTPUMaHHS KBali(iKOBaHMX KaapiB Ta 3abe3redeHHs

BIIMOBIAHOCTI (PYHKITIH TIpaIliBHUKIB iXH1M MpodeciiHii MmAroTOBIII.

2.2. AHaJi3 npakTuK ouiHBaHHA nepconaay B TOB «Cinbno-@yn».

OuiHioBaHHS nepcoHany B Mepexi «ClIbloy» 31ACHIOETHCS 3 YPaxXyBaHHIM JBOX
(GYHKIIOHATBHO BIAMIHHUX CTPYKTYp: O(GICHHUX MpAIiBHUKIB 1 MEPCOHAIY Mara3uHiB.
[Ipouec ouiHiOBaHHS O0a3yeThbcsl Ha MpuHUMIAX performance management (yrnpaBiaiHHS
€()EKTUBHICTIO) Ta BKJIIOYAE SIK KUIBbKICHI, TaK 1 AKICHI TOKa3HUKHU.

Kommnanist «Cibo» po3pobusia BIacHy CUCTEMY KOMIIETEHTHOCTEH, sika BpaxoBy€
crenudiky AiSUTBHOCTI MIAMPUEMCTBA Ta COPsIMOBAHA Ha MiJABUIIEHHS €(PEKTUBHOCTI
nepconainy. [lepenik KoMmeTeHTHOCTEN OyN0 MPEIOCTABICHO MiANMPUEMCTBOM Ha OCHOBI
BHYTPIIIHIX JOKYMEHTIB. J[aHa cucTeMa BKIIIOYA€ TaKi KJIFOUOBI KOMIIETEHTHOCTI:

1. Panyto rocts! (Il{upo, 3 nyiero: poOIr0 BCe MOKIIMBE 1 HEMOXKJIIMBE JJ1s1 TOCTEH. )
2. Mpimw, ekcriepuMeHTyto Ta nokpairyro! (CMIIMBO Ta HATXHEHHO: MOJIMIIIYIO CBOIO

HIOJICHHY pO0OTYy, KHUJal0 BHUKJIUK YCTaJCHUM IMiAXOJaM, MPOIOHYIO 17ei,

BIIPOBA/IXKYIO HOBE.)

3. IInanyto i gocsraw! (AMOITHO, C(hOKYCOBaHO, BI/IMOBIIAILHO: CTABIIIO Ta JOCATAI0
aMOITHUX LIJIEH, poOJTt0 BYACHO 1 KJIACHO.)

4. Pocty 1 po3BuBaroch! (3 IMIKaBICTIO Ta BIAKPUTICTIO JO HOBOTO: MPOKAYYIO
npodeciiiHi HABHYKH Ta KOMIIETEHTHOCTI, 3 I[IKaBICTIO OepycCh 10 3a/1a4i.)

5. CniBnpaioro 1 gonoMararo! (IIo3uTuBHO, YE€CHO Ta BIAKPUTO: MIATPUMYIO Ta

MOBa)Kal0 KoJier, (POKYCYIOUHCh Ha CIUIBHOMY, AUTIOCH 1H(OpMaLli€l0, YECHO

BHCJIOBJIIOIO CBOIO TYMKY. )
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6. Ananizyro 1 Bupimyro! (YBaXHO Ta BAYMJIMBO: 30Upar0 1 KPUTUYHO OIIHIOIO
1H(OopMaIliro, yXBaIIOI0 3Ba)KEHI PIIIEHHSI. )

KoxHa 3 KOMIETEHTHOCTEH Mae€ BHM3HAYEHI I1HAMKATOPH, IO aJaNTOBaHi
BIIMOBITHO /IO TI0CAJOBHX OOOB’S3KIB MPAIliBHUKIB, IO JIO3BOJISIE 3a0€3MEUUTH
O0’€KTHBHICTh OIIHIOBaHHS Ta CHPUATH TNPodeciiHOMY PO3BUTKY IMpAaIliBHUKIB
BIJITOBITHO JI0 IXHBOI POJIi B OpraHizariii.

VY nporieci o1iHIOBaHHS! KOMIIETEHTHOCTEN MPAIiBHUKH 311 CHIOIOTH MTONEPETHIO
CaMOOIIIHKY 3a KO)XKHOIO 13 BHM3HAQUEHUX KOMIIETEHTHOCTEH, CYNPOBOMKYIOUM i
BIJITOBIJTHUM KOMEHTapeM, 1110 OOTPYHTOBY€E BUCTaBJICHHM 0aj. BaxinBo 3a3HaunTH, 1110
pe3yJIbTaTH CaMOOIIHIOBaHHSI HE BPAaXOBYIOThCS TIPHU (POPMYBaHHI IMiICYMKOBOI OIIHKH,
OJTHaK BOHM HAJIalOThCS KEPIBHUKOBI JJIs1 03HANOMIICHHS, 1110 03BOJISIE KEPIBHUKY Kpallle
3pO3yMITH, SIK MPaIiBHUK CIIpUiiMae BiacHI NpodeciiiHi SKOCTI, Ta, BPAXOBYIOUHU IO
1H(pOopMallito, HaJaTH OOIPYHTOBAHUI 3BOPOTHUM 3B’ A30K. CUIBIIO Ma€ HACTYIHY LKAy
OI[IHIOBaHHS, SIKa IIpecTaBiIeHa B Ta0uil 5.1

Tabmuns 2.4 - llkana oriHroBaHHS KoMnieTeHTHOCTEeH «Ciabro-Dymy.

Hkana «Cutbno-®yn» BingnmoBigHicTh mKkaJau omiHmi
Mera, npuKkIaj s iHIIUX 5
Cynep, HaBITh OLJIBII HIX O4IKYBaJIOCh
JoOpe, Te, 1o Tpeda
Henorano, € 11e HaJ1 YMM NONpalOBaTH
I710171, HE T'OAUTHCS

ﬂJfC@pe]lO.' C¢OpM06C1HO asmopom Ha OCHOBI OAHUX OMpPUMAaHUX 610 ni()npueMcmea.

— N |W

OuinoBanHsi nepcoHany B ogicax. [Iporiec oiiHIOBaHHS CKJIaIa€ThCA 3 JIBOX
OCHOBHMX KOMITOHEHTIB:

1. OmiHtoBaHHS IUIeH 3a pe3yibTaTaMi — BU3HAYCHHS Ta aHaJI3 JOCSITHEHb
IpaIiBHUKA BIATIOBITHO 0 1HIUBIAYyaIbHUX PIYHUX ITIJIEH.

2.  OiiHIOBaHHA KOMIIETEHTHOCTE — BHU3HAUCHHS PIiBHI MpodeciitHoro
pPO3BUTKY Ta (hOPMYBaHHS 1HAUBIAYaIbHOTO TUIaHy po3BUTKY (IT1P).

O1iHIOBaHHS TTPOBOAMTHCS 32 ITUKIIOM:

o Jhormii-6epesenn 2025: oriHroBaHHS 1iei 3a 2024, BCTaHOBJICHHS HOBHUX
1HUBITyJIbHUX I1JICH, OIIHIOBAHHS KOMIIETEHTHOCTEH, M1JICYMKOBUN 3BOPOTHUM

3B’ S30K.
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o  Jlunenp-Ceprienb 2025: OHOBJICHHSI CTaTyCy BUKOHaHHs 11iiei Ta IT1P.

o  Ciuenb-bepeszens 2026: mijcymMKoBe OIlliHIOBaHHA €(eKTHUBHOCTI 3a 2025

pik, BcTaHOBJIEHHS 11ij1eit Ha 2026, kamiOpyBaabHa Cecis.

Kpurepii omintoBanHs BkIto4aroTh 1l (Bara 60%) — SMART-opienToBasi, 3
BU3HAYCHOIO Barolo; KommneTeHTHOCTI (Bara 40%). Pe3ynbraTti OIiHIOBaHHS BIUIMBAIOThH
Ha PEMIIOBaHHS Ta 1HAWBIIYyaIbHUN PO3BUTOK MpaliBHUKIB. 3 2026 poky mnependayeHo
paHXKyBaHHS TIEPCOHAITY Ha OCHOBI OI[IHIOBAaHHS €()eKTUBHOCTI.

OuinoBanHsi mnepcoHany B Marasunax. OIiHIOBaHHS  3IHCHIOETHCS
Oe3nocepeHbO MiJ Yac 3MiH yepe3 MoOuIbHMM 3acTocyHOK «llInsax IlepeBepiinuka» Ta
BKJIIOUAE:

1. OuinroBanHg 3MiH (Bara 40%) — BIIMOBIJHICT CTaHAApPTaM poOOTH,
YUCTOTA, SKICTh TOBapy. Jlo KpuTepidl BiIHOCATHCS: AOTPUMAHHS CTaHJAPTIB,
YUCTOTA, SIKICTh TOBAPY/MPOAYKIIIi, IKICHA BUKJIAJKa/aKTyalbH1 IIHHUKA

2. OmuiHroBaHHS KoMIeTeHTHOCTeH (Bara 40%) — aHami3 MOBEIIHKOBUX
MOKa3HUKIB.

3. TecrtyBanns Bara (20%) — 3HaHHS OpaBWI 1 CTAaHAAPTIB poOOTH Ta
0013HaHICTh TIPO HOBOBBEICHHS Ta 3MiHU B POOOTI.

[Tpornec oniHOBaHHS Niepeadadae MOMICIYHUN MiIHIMAJIbHUNA PIBEHB OLIIHKH (6-7
3MiH abo 30% BiA BiANpalNbOBAaHUX 3MiH), MICHs 4Oro (OPMYETHCS I1HTErpaIbHUN
MOKa3HUK €(hEeKTUBHOCTI MpalliBHUKA.

Pe3ynbrati OLiHIOBaHHS MpalIBHUKIB, SK OQPICHUX NIAPO3AUIIB, TaK 1
TOPTOBEJIbHUX TOYOK, TMPOXOASATh eTanm KamOpyBaHHS TiJ 4Yac CIeHiaJbHOl
KaJliOpyBalbHOT cecii 3a yuacTio 0e3MmocepeIHbOro KepiBHUKA. 3a MiJICYMKaMHU ITI€T cecii
NPAIiBHAKY HAIA€ThCS MEPCOHATI30BAHMIA 3BOPOTHHUM 3B 30K, a TAKOXK BHU3HAYAETHCS
Woro iHmWBIAyadpbHUN peWTuHr. [[ns mpamiBHUKIB 0(iciB JT0AaTKOBO (POpMy€ETHCS
IHAMBIOYyaJIbHUA TUIAaH PO3BUTKY, SIKUA PEKOMEHAYEThCs 0a3yBaTM Ha MOCHIICHHI
KJIFOUOBO1 CHJILHOT KOMIIETEHTHOCT1 a00 PO3BUTKY BUSIBICHOT CI1A0KOi CTOPOHH.

Cucrema OIIHIOBaHHSI TMEpcOHATYy B Mepexki «CUIbloy» peani3yeThCs uepes
uudpoBy miarhopmy «llngax mnepeBepiIHUKa», po3podieHy Ha 0a3l  pilleHHs

Cornerstone. [lana cucrema OXOIUTIOE€ SK O(ICHMX TpAIBHUKIB, TaK 1 MEPCOHANT
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MarasuHiB, 3a0€3Meuyroyd KOMIUIEKCHUW TIAX1J J0 aHali3y pe3ylbTaTUBHOCTI Ta
KOMIIETEHTHOCTEH  MpaIliBHUKIB. I (GyHKIIIOHANBHICTh  JTO3BOJIAE  3/IIMCHIOBATH
Oe3nepepBHUIl MOHITOpHHT, (ikcaiiro 3MiH, HAJaHHS 3BOPOTHOTO 3B’SI3Ky Ta
dbopMyBaHHS 1HAWBIIyaJbHUX IUIaHIB PO3BUTKY. AHaIi3 MepeBar Ta HEIOMIKIB JaHOi
CHUCTEMHU HaBeACHO y Tabnui 2.4

Tabmuus 2.5 «IlepeBaru Ta Henoniku cuctemu lnsax [lepeBepiinnka»

IlepeBaru Henogixn
IaTyiTuBHO 3po3yminuii iHTEpdeiic 3aeXHICTh BiJl HU(PPOBUX HABUYOK
npaIiBHUKIB (0COOIMBO B Mara3nHax)
JlocTynHiCcTh (HasiBHICTH MOOUIBHOTO JI0/IATKY) OOmesxeHa rHyuKicTh HajamTyBanb Cornerstone
(HEMOKTUBICTh BHECEHHS 3MiH B IIPOrpamMHe
3a0e3neueHHs 0e3 KOHTAKTY 3 TEXHIYHOIO
MIITPUMKOIO Ta JOBEICHHS HEOOXITHOCTI ITUX

3MIH)
[nuBiTyasizalis mpouecy OIiHIOBaHHS HeskicHa miITpuMKa YKpaiHCbKOi MOBHU
I'nyukicTh oriHIOBaHHS (MOXIIUBICTD dopManbHICTh yUacTi (BIICYTHICTD
MMOOKPEMOTO 3aIIOBHIOBAHHS YCK-JIMCTIB 3 000B’SI3KOBOCTI BHECCHHSI KOMEHTAPS JI0/1a€
OLIIHIOBAHHS — OLIIHIOBAHHSA TUJIBKY ONHIET (hopMaJIbHOCTI OIIHIOBAHHIO, YEPEe3 110 BaXKKO
KOMIIETEHTHOCTI Y1 TUTBKU OJHOTO KPUTEPist HiATBEPIUTH OILIHKY MpaIliBHUKA)
3MiHH 32 JICHB).
VYHi}iKoBaHICTb i CTaHAPTU3ALLIS TexHiyHa 3aNEKHICTH (MOTPEOYE MOCTIHHOTO
ABTOMaTH3aIlis MPOIIECIB 3anmyudenHs [T-¢daxiBuiB)

MoOKIIUBICTE BIICTEXXEHHS TUHAMIKA
Iorcepeno: cghopmosano agmopom

3aramom, 1UGpoOBUN  IHCTPYMEHT  OIiHIOBaHHS  mepcoHany  «lllmsax

NepeBEPILHNUKA» BUCTYIA€ CydyacHUM piieHHsAM y chepi HR mMenemxkmenty, oqHak ioro
e(hEeKTHUBHICTh 3HAYHOIO MIPOIO 3aJICKHUTh BiJI TOTOBHOCTI OpraHizarii 10 nmudporizarii,
TEXHIYHOTO CYNpPOBOAY Ta KyJABTYpPHOTO CHPUUHATTS TMpaliBHUKaMU MpoLecy
OL[IHIOBaHHS.

AHai3 1HHOBAI[IWHUX METOJUK OILIHIOBAHHS MEPCOHATY, SIKHIl MPEIOCTABICHO Y
niapo3aut 1.3, BaxiInBo agantyBaTH 10 0COOIMBOCTEN Mepexi cynepmapkeTiB "Cinbno"
— B@XJIMBO BpaxyBaTu crneuudiky 1poro Oi3Hecy, KyJabTypy oOprasizailii, moTtpeOu B
e(eKTHBHOMY YTPaBIiHHI MEPCOHAJIOM, a TaKOX ICHYIOYl TEXHIYHI ¥ opraHizaifiiiHi
MO>XJIMBOCTI.

«Cinpnio-dym» Mae CBO€ BIacHE MporpamMHe 3a0€3MeUeHHs], IKe aJanTOBaHe i/l
notpedbu Tta crpykrypy OizHecy — Fozzy Client. BOHO BHUKOPUCTOBYETHCS IS

aJIMIHICTPYBaHHS KaJpOBHUX MPOIECIB Ta BHYTPIIIHLOI KoMyHikamii. I{s1 mmardopma
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3abe3rneuye (GyHKIIOHA JIJIs YIIPaBIIHHS KaJJpOBUM PE€3€pBOM, HABUAHHIM MPAIiBHUKIB

Ta KOHTPOJICM JOTPUMAHHA CTaHI[apTiB SIKOCTI.

[Iporpamue 3abesnedyenns Fozzy Client ckiagaeTbcsi 3 HU3KH MOIYMTIB, IO

JTIO3BOJISIIOTH aBTOMATU3yBaTH KJIt0YOB1 Oi3Hec-Tiporiecu y cepi HR:

e KomyHikaiiis 3 ¢punisiMu — 3a0e31euye HeHTPaTi30BaHy B3a€EMOJIII0 MK TOJIOBHUM

oicom Ta miIpo3aiIamMu;

e HaBuaHHs — HaJa€ IOCTYI OO0 HaBYAJIbHHUX MaTepialliB Ta KypCiB JIJISI PO3BUTKY

MpaIliBHUKIB;

.KOHTPOJIBHi JIUCTHU — BHUKOPHUCTOBYETBLCA IJIA HepeBipKI/I BHUKOHAHHAA CTaHI[apTiB

SIKOCTI;

e DaycT — cucreMa Uil yIpaBiIiHHS IEPCOHATIOM Ta HOTO €()EKTUBHICTIO;

¢ OCHOBHI 32C00M — KOHTPOJIb MarepiajJbHUX AKTUBIB KOMIIAHII;

Baxxnugoro ocobnuBicTio Fozzy Client € MmacoBa KOMyHiKaIis, SIKa 31HCHIOETHCS

BUKJIIOYHO B MEXax IIi€i rurargopMu, IO MIJABHINY€E OE3MEKy Ta CTPYKTypPOBaHICTH

1H(}OpMaIliTHUX MTOTOKIB.

JIOIIILHUM € MOTTMOJICHUH aHaJi3 SIKICHUX MOKa3HUKIB OI[IHIOBAHHS IEPCOHAITY,

K1 BiTOOpaxaroTh piBeHb MPOQECIHHOT Pe3yIBTATUBHOCTI, 3AIy4€HOCTI, TUCIUILIIHU Ta

PO3BUTKY. Y3arajibHEHI J1aHi HaBeJeHO B Ta0. 2.4.

Tabmuus 2.6 — JlunaMmika sIKICHUX TMOKa3HUKIB OIliHIOBaHHS TepcoHany TOB

«Cimpnio-Oyn» 3a 2022-2024 poku

HaB4aHHs (%)

IToxa3zuuku 2022 2023 2024 2024 no | 2024 nmo | 2023 gmo | 2023 nmo
OLiHIOBAHHSA 2023 2023 2022 2022
nepcoHay POKy POKYy POKYy POKy
Aocoi. Bign., % | Adcou. Binn., %

1 2 3 4 5 6 7 8
CepenHiii 6an 3a
SIKICHOIO OIIHKOIO 4.1 43 4.4 0.1 2.33 0.2 4.88
(soft skills)
CepenHiit
pe3ynbsrar KPI

) 82.0 85.0 88.0 3.0 3.53 3.0 3.66

(IpOMYKTHUBHICTB,
%)
PiBenn
TIPOXOKEHHS 73.0 78.0 81.0 3.0 3.85 5.0 6.85
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IIpooosoicenns mabnuyi 2.6

1 2 3 4 5 6 7 8
Cepenss owlnka Bin | 4 43 44 0.1 233 0.1 2.38
KmieHTiB (1-5)
THeKe 3amyyeHoCTi
npartiBHUKIB (eNPS, 48.0 51.0 55.0 4.0 7.84 3.0 6.25
%)
PIBCHD MUCINIMIIN | 5 2.7 23 0.4 -14.81 0.5 -15.62
(3ami3HeHHS/MiCIIIb)
YacTka npaiiBHUKIB
i3 MoHa1 5 POKiB 36.0 38.0 40.0 2.0 5.26 2.0 5.56
ctaxy (%)

Iicepeno: cghopmogarno agmopom Ha OCHO8I OAHUX HAOAHUX NIONPUEMCIBOM

VY mporeci mochipKeHHS Oysio TMPOBEACHO aHami3 KIIOUOBUX IMOKA3HHKIB
omintoBanHs nepcoHany TOB «Cinpno-®yn» 3a nepiog 2022-2024 pokis. OTpumani
pe3yapTaTH CBiYaTh TPO TO3WTHUBHY JWHAMIKY PO3BUTKY CHCTEMH YIIPaBIiHHS
nepcoHasioM Ta eekTuBHOCTI peanizanii HR crparerii mianpuemcTsa.

30kpema, cepeiHii 0ai 3a sIKICHOIO OIIHKOIO TpalliBHUKIB (Moka3Huk soft skills),
AKUWA BigoOpakae piBeHb KOMYHIKaOEIbHOCTI, €MOIIIIHOT CTaOlIbHOCTI, KOMaHJHOi
B3a€MOJIIT Ta KIEHTOOPIEHTOBAHOCTI, 3pic 3 4,1 6ana y 2022 pomi g0 4,4 6ana y 2024
pori. Taka TeHACHIIS CBITYUTH MPO CUCTEMHY POOOTY 3 PO3BUTKY MiKOCOOHUCTICHHX
KOMIIETEHTHOCTEHN MTEPCOHAITY.

Cepenniii piBeHb BHUKOHAHHS KIIOYOBHX pe3yiabTatuBHUX Moka3HUKIB (KPI)
30utbmmBCes 3 82% y 2022 poui 10 88% y 2024 porti. 3pocTaHHS 1OTO MOKa3HHUKA
JIEMOHCTPY€E T1IBUIIEHHS MPOTYKTUBHOCTI Tpailli, €PeKTUBHOCTI BUKOPUCTAHHA Yacy Ta
ontuMmi3zaiii 013HeC-TPOIIeCiB Ha PiBHI OKPEMUX ITiIPO3/ILIIIB.

BaxnmuBUM YWHHUKOM PO3BUTKY € TaKOXK TIIBUINEHHS PIBHSA 3aTyYCHHS
MpAaIiBHUKIB 70 KOproparuBHOro Hap4yaHHS. Y 2022 porl yacTka TEpCOHay, SKHii
MIPOMIIIOB BIAMOBIIHI Kypcu, ctaHoBmia 73%, Toai sik y 2024 poui — Bxe 81%. Lle
JT03BOJISIE 3pOOUTH BHCHOBOK NMPO €(PeKTUBHE (PYHKIIIOHYBaHHS CUCTEMH IT1JIBUILECHHS
KBamiQikailii Ta IHBECTHUIIIT KOMIaH11 y JFOACHKUN KarmiTall.

CepenHsl olliHKa MepcoHaly 3 OOKy KJIIE€HTIB, 32 pe3y/ibraraMu OMUTYBaHb Ta
(b opM 3BOPOTHOTO 3B’SI3KY, TAKOXK IEMOHCTPY€ NMO3UTUBHY AMHAMIKY — 3 4,2 6ana y 2022

porri 10 4,4 y 2024 porii. Takuii pe3yabTaT MOXKe CBITYUTH PO TOCUICHHS IKOCTI CEpPBICY
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Ta BJIOCKOHAJEHHS CTaHIAPTIB OOCIYrOBYBaHHS B MEXaX KOPHOPATHUBHOI KYJIbTYpHU
«Ciapmoy.

[anekc 3amyuyenocti npauiBHuKiB (Employee Net Promoter Score, eNPS), sixuit
BiIoOpakae piBEHbB JIOSIIBHOCTI Ta TOTOBHOCTI MpAaIliBHUKA PEKOMEHTyBaTH KOMIIAHIIO 5K
pobotomaBiis, 3pic 3 48% m0 55%, 1m0 € BaXJIMBUM 1HIUKATOPOM ITO3UTHBHOTO
BHYTPILIHBOTO KJIIMAaTy Ta Pe3yJAbTaTUBHOCTI KOMYHIKAIIIHHUX MPAKTUK KEPIBHUIITBA.

Pa3om 3 TuM, crocTepiraeTbCs 3MEHIIEHHS KIJIBKOCTI 3ali3HEHb Ha OJIHOTO
npaiiBHUKA Ha Micsip: 3 3,2 'y 2022 poui g0 2,3 y 2024 poi. Lle Bka3ye Ha mOKpaIieHHs
TPYAOBOI AUCIUIUTIHA Ta BUCOKUHN piBEHb BHYTPIIIHbOI MOTHBAIIIT TEPCOHAITY.

[Toxa3HMK YacTKM MpaIliBHUKIB 31 CTaKeM MOHaA 5 pokiB 30ubmuBcs 3 36% 10
40%, mo CBIAYUTH MPO CcTAOUII3AIII0 KaJpOBOIrO CKJIaay, 3HMKEHHS PIBHS IJIMHHOCTI
KaJpiB Ta TMoOCTynoBe (HOpPMyBaHHsS sJpa JOCBIMYECHUX MPAIIBHUKIB, 3JaTHUX
3a0e3reuyBaTy O€3MepepPBHICTh ONEpaIliiHUX MPOIIECIB.

MoxkeMo 3pOOMTH BUCHOBOK, IO MPOBEACHUMN aHami3 MIATBEPIKYE BHCOKHIMA
piBEHb €(EKTUBHOCTI Cy4YaCHUX MIAXOMIB J0 OIliHIOBaHHS nepcoHany B TOB «Cinbmno-
®yn» Ta iXHIA MO3UTUBHMM BIUIMB Ha TIJBUIICHHS MOTHUBaIli, MpodeciiiHoi
PE3yABTATUBHOCTI ¥ CTAOUTBHOCTI TPYIOBOTO KOJIEKTHUBY.

Jlnst tiub1ioro po3yMiHHSI €(DEKTUBHOCTI Ta MOXJIMBUX yAOCKOHAJIEHb CUCTEMHU
OLIIHIOBaHHS TepcoHany B Mepexi «Cubno-®dyny, nouiasHo nposectd SWOT-ananis,
SIKUW J03BOJISIE OLIIHUTH K CUJIBbHI, TaK 1 CJIa0K1 CTOPOHHU ITi€T CUCTEMH, a TAKOXK BHSBUTH
MOKJIMBOCTI JJIs il PO3BUTKY Ta MOTEHIIMHI 3arpo3u. Y LbOMY KOHTEKCTI Ba>KJIMBO
BpaxyBaTH SIK MO3WUTHBHI aCTEKTH IUGPOBOrO MIAXOMY, TaK 1 MPOOIEeMH, SIKI MOXKYTh
BUHUKATH B pe3yJbTaTl CyO0'€KTMBHOCTI OI[IHIOBAHHS, BHCOKOTO HaBaHTA)XCHHsI Ha
KEpIBHUKIB Ta HEJIOJIKIB y MepCOHAI3AIll1 MJIaHIB PO3BUTKY npaniBHuKiB. SWOT-anani3
MpeNICTaBIICHO y Taom. 2.6.

3a pesynbraramu npoBegaeHoro SWOT-aHamnizy MoKHA 3pOOMTH BUCHOBOK, IIIO
cUCTEMa OI[IHIOBaHHS nepcoHany B mepexi "Cuibno-Oya" mMae notyxHui QyHaameHT
3aBISKU AU(epeHIIHoBaHOMY MiAXO0AY, BIACHIM cUCTeMI KOMIETEHTHOCTEH Ta U pOBiii

miatdopmi  "lnax mnepeepmHuka'. I[IpoTre 1CHYIOTH 3Ha4HI MOXJIMBOCTI IS
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BIJOCKOHAJICHHSA 4Y€PE3 BIIPOBAKCHHA CYUYaCHHUX TCXHOJ’IOFiﬁ, 30KpE€Ma MITYYHOIO

iHTCJIeKTy, HpeIII/IKTI/IBHOT aHAJIITUKH Ta iHTCFpOBaHI/IX CHUCTCM HaBYaHH.

Tabmuus 2.6 - SWOT-anani3 cuctemu ornintoBanHs «Ciabro-Dym»

CuJjibHi CTOPOHM

Caa0ki ctopoHun

1. JudepenrifioBanuii miaxia 10 OMIHIOBAHHS Pi3HHX
KaTeropid mpauiBHUKIB (OQicHUH mepcoHan Ta
TIepCOHAII Mara3uHiB)

2. KoMIUIEKCHICTb,  OIlIHIOBaHHS MO€IHAHHSI
KUIBKICHHX 1 SIKICHUX TIOKa3HHKIB, 110 3a0e3reuye
00'€KTUBHICTD

3. BimacHa cucremMa KOMIIETEHTHOCTEH, aJalToBaHa
i cnerudiky MisbHOCTI MIANMPUEMCTBA 3 YiTKHUMU
IHMKAaTOpaMU JUTsl Pi3HUX MOCa

Hudpora mmardopma "lInsax nepeepmauka” Ha 6asi

Cornerstone, 1m0 3a0e3medye  aBTOMAaTH3AIIIO
MPOLIECIB OIIHFOBAHHSI
4. PerynsipHiCTh OIIIHIOBaHHS — YITKHUH LUK IS

o(icHOTO TepCOHaNTy Ta MOCTIHHUIT MOHITOPHHT IS
MEePCOHAITY Mara3uHiB
5. 30anaHcoBaHa cucTeMa MOKa3HHUKIB 3 BU3HAUYECHOIO

Barol0 s KOXKHOro kKputepito (umimi — 60%,
komneteHTHOCTI — 40% ans odicy; 3mian — 40%,
komrieTeHTHOCTI — 40%, TectyBanns — 20% s
Mara3HHiB)

6. [Iponec xamiOpyBaHHS Pe3yNBTATIB, IO ITiIBUIIYE
00'€KTHUBHICTH OLIIHIOBAHHSA

1. OuiHroBaHHS 301HCHIOETHCS BUKJIIOYHO
KEpiBHUKaMH, 10 MOXE MPU3BECTH JI0 CYO’ EKTUBIZMY
y BU3HA4YCHHI PE3yIbTaTiB.

2. Bennke HaBaHTa)kKeHHS Ha KEPiBHUKIB -
OLIIFOBaHHSI, BHECEHHS IaHUX B CUCTEMY, HaJJaHHS
3BOPOTHOTO 3B’5I3KY, & TAKOXK Y4acThb Y
KaJliOpyBaTbHUX CECIAX 3HAYHO 301IBITYyE
HABaHTa)XCHH: HA KEPiBHUKIB, 10 MOXKE MPU3BECTH
JI0 3HWKEHHS €()EKTUBHOCTI TPOLIECY.

3. HenoBHE BUKOPUCTAHHS TaHUX
CaMOOIIHIOBaHHS— BOHH JIMIIIE HATAIOTHCS
KEPIBHUKOBI JIJIsl 03HAMOMIICHHSI, ajie He
BPaXOBYIOThCS Y MiICYMKOBi# oriHti. Lle Takox
MOJKE BIUIMBATH HA MOTHBAIIIIO TPAIliBHUKIB 710
BHCTAaBJIEHHS SIKICHOI CAMOOLIIHKH.

4. Pi3Huii miaxia 10 mianyBaHHS po3BUTKY — ITTP
riepen0avYeHi TUTBKH IS 0iCHUX TPaIliBHUKIB, aje
HE JUIs TIepCOHAITy Mara3uHiB

5. BiacyTtHicTb iHQOpMalii mpo piBeHb 3aTy4eHOCTI
MIEPCOHAY B MPOLIEC OLIHIOBAHHS Ta CHPUHHATTS
HUMH CUCTEMH

6. Hemocrarus iH(opMaltis mpo MexaHi3Mu MOTHUBAITI i

7. lagumBimyanpHi TIAHW PO3BUTKY, PO3POOIJIEHI HA | MpAIliBHUKIB bi(s) MOCTIHHOTO PO3BUTKY
OCHOBI pe3yNIbTaTiB OI[IHIOBaHHS JUIS IPAIliBHUKIB | KOMIETEHTHOCTEH

odicy.

Mo:kJIuBOCTI Pusuku

1. BropoBakeHHSI IITYYHOTO iHTENIEKTY Ta
MAaIIMHHOTO HABYAHHS JIJIsl aHAITI3Y BEIMKHUX OOCSTiB
JIAHWX OIIIHIOBAaHHSI Ta MPOTHO3YBaHHS MOTEHIIIATY
TMpaIliBHAUKIB

2. Posumpenns gyHkionany mudposoi miarhopmMu
JUIsL TIIMOIIOT aHAITUKY Pe3yJIbTaTiB Ta OPMYBaHHS
PEKOMEeHAaLi i 3 PO3BUTKY

3. ABTOMaru4He CTBOPEHHS 1HIMBIAyaIbHUX
MporpaM PO3BUTKY Ha OCHOBI 3B’S3Ky CHCTEMH
ouintoBanHs «ILnsax nepesepankay 3 13
FozzyClient

4. BipoBal)kKeHHS €IeMEHTIB TeiMidikarii as
MIBUIIEHHS 3a1y4YSHOCTI MPaI[iBHUKIB y MPOLIEC
PO3BHUTKY KOMIIETEHTHOCTEH

5. 3anpoBapkeHHs 360-TpaxyCHOTO OIIHIOBAHHS JIJIS
OTPUMaHHS OLIBII 00'€KTUBHOT KAPTHUHHU 11010
KOMIIETEHTHOCTEH MpalliBHUKIB

6. Po3pobienHs OiibLI epcoHaIi30BaHUX MPOrpam
PO3BHTKY JUIsl IEPCOHAITY Mara3uHiB Ha OCHOBI
pe3yNIbTaTIB OIIHIOBAHHS

7. DBUKOpPHCTAHHS TNpPENUKTHBHOI ~AHANITUKH  JIs
MIPOTHO3YBAaHHS ~ Pe3yJbTAaTHBHOCTI Ta  IUTMHHOCTI
nepcoHay

1. Omip 3miHam 3 OOKy mepcoHay npu MoauQikamii
ICHYFOUOI CUCTEMH OIIIHIOBAHHS

2. 3pocTaHHsl TPYAOMICTKOCTI MPOLeCy MpU
PO3IIUPEHHI KPUTEPIiB OIIHIOBAHHS

3. Pusuk dopmamizariii nporecy omiHIOBaHHS 0e3
PEaIbHOTO BIUTMBY HA PO3BUTOK MPAIliBHUKIB

4. CkinamHICTh afamnTalii CHCTEMH 10 MIBAIKUX 3MIH
y Oi3HEC-CcepeIOBHIII Ta HOBUX BUMOT JIO
KOMIIETEHTHOCTEN

5. Bucoki BUTpaTH Ha BIPOBAKEHHS Ta MiATPUMKY
IHHOBAIIHUX TEXHOJIOTIH y cdepi OIliHIOBaHHS
MepPCOHATY

6. MoxnBi TexHIYHI TpobiieMu Ta 3001 B poOOTI
uu$poBoi IaTHOPMH, 1110 MOXKE HOPYILIUTH LUK
OLIIHIOBAHHSA

Loicepeno: cghopmosaro asmopom
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OcHOBHiI cJ1a0Ki CTOpPOHU TIOB'S3aHI 3 OOMEKEHHUM BHUKOPHCTAHHSAM JIaHUX
CaMOOIIIHIOBaHHS, HEPIBHICTIO Y MiAXOJax 10 PO3BUTKY IEPCOHATY Ta IMOTCHIIHHUM
Cy0'eKTHBI3MOM OIliHIOBaHHS. J[7 MOAANBIIOrO PO3BUTKY CHUCTEMH OI[IHIOBAaHHS
HEOOXIJTHO 30CEpPEUTHUCh Ha YCYHEHH1 BHSBJICHHMX HEAOIIKIB Ta BUKOPHCTaHHI
IHHOBAITIHHUX TEXHOJOTIN ISl IMiIBUINCHHS €(EKTUBHOCTI yIPABIIHHS IIEPCOHATIOM Ta
HOTO PO3BUTKY.

SWOT-anani3 103BOJMB BHUIUIMTH KJIIOYOBI MPOOJIEMHU CHCTEMH OIIHIOBaHHS
«Cimpnio-Dymy:

1) Benuxe HasanmadcenHs Ha KepisHukig. IloTouHa cucTeMa OIIHIOBAHHS
MOKJIaJa€ 3HAYHY BIJMOBIJATBHICTh Ha KEPIBHUKIB, SIKI MAIOTh MPOBOJUTHU OLIHIOBAHHS
MNIJIErIUX 3@ PI3HMMHU  T[apaMeTpaMM,  BKJIIOYAIOYM  OI[IHIOBAHHS  IIUIEH,
KOMIIETEHTHOCTEH, aHayi3 pe3yJbTaTiB poOOTH Ta HaJaHHS 3BOPOTHOrO 3B'S3KY. [list
KEpPIBHUKIB 3 BEJIMUKOIO KIJIBKICTIO MiIJICTIIUX, OCOOIMBO Yy PO3APIOHUX MarasuHax, 1€
CTBOPIOE 3HAYHE J0/IaTKOBE HaBaHTa)XeHHs. KepiBHUKHU 3MYIII€H]1 BUTpauaTy Oararo dacy
Ha 3allOBHEHHA (POPM OILIIHIOBAHHS, MTPOBEICHHS 3yCTpIUeH Ta aHalli3 JaHMX, 110 MOXKE
HETaTUBHO BIUIMBATH Ha BUKOHAHHS IXHIX OCHOBHHMX 00O0B's3KiB. Takoxk, 3HAUHUHA 00CST
poOOTH 3 OIIIHIOBAHHS MOXE MPHU3BOAUTH 10 (HOPMAIBLHOTO IMiIXOAY, KOJHM OIIHKHU
BHUCTABJIIOTHCS TOCHIXOM 0€3 HAJIEKHOTO aHai3y Ta OOTpyHTYBaHHS.

2) Cyb'exmusgism oyintoeanns. He3Baxaroun Ha HAsIBHICTb BUSHAYEHUX KPUTEPIiB
Ta 1HIUKATOPIB, OIIIHIOBAaHHS KOMIICTCHTHOCTEH MICTUTh 3HAYHUH  €JIEMECHT
cy0'ekTUBHOCTI. KepiBHMKM MOXYThb MIJACBIIOMO OIIHIOBATH MpAILliBHUKIB Ha OCHOBI
0COOMCTUX YIOM00aHb, OCTAHHIX B3a€MOJINA abo TMiJ BILTUBOM edeKTy opeoiy (KoJu
3arajbHe BPAKEHHS PO MpAIliBHUKA BIIMBAE HA OIIHKY OKPEMHUX AaCIEKTIB poOOTH).
BiacyTHICTP MHOXXMHHUX JKEpen OliHIoBaHHA (K y Metomi 360 rpagyciB) MOCHIIIOE
pu3uK ynepemkeHocTi. Kpim Toro, pi3Hi KepiBHUKH MOXKYTh TIO-PI3HOMY 1HTEPIIPETYBATH
OJTHAKOB1 TIOBEIIHKOB1 1HIUKATOPH, IO MPU3BOAUTH 0 HEY3TOJKEHOCTI OI[IHOK MiX
pi3HUMH miApo3ainamMu Komradii. KamiOpyBasibHi cecii 4acTKOBO BHUPIUIYIOTH IO

npobiiemy, aje He YCyBaroTh i1 OBHICTIO.
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3) Heoocmamns inmeepayis camooyinioéanHs. Xoda CUCTeMa mependadae
MPOBEJICHHA CaMOOI[IHIOBaHHS TpAalliBHUKAMH, 11 PE3yJIbTaTh HE BPAXOBYIOTHCS IPHU
dbopMyBaHHI TTiJICYMKOBOT OITIHKH, a JIUIIE HAAI0ThCsSI KEPIBHUKOBI JJISI 03HAHOMIICHHSI.
Taxkuii miaxia He J03BOJISIE TOBHOIO MIPOIO BUKOPUCTATH MTOTEHITIA CAMOOIIIHIOBAHHS SIK
IHCTpYMEHTYy pPO3BUTKY. [IpailiBHUKA MOXYTh HE TMPUIIIATH TOCTAaTHHOI yBarw
camoOaHaJi3y, 3Hal04H, 1110 TXHs OLIHKAa HE BIUIMBA€E Ha KiHIEBUU pe3ynbTar. Kpim Toro,
ITHOPYBaHHS CaMOOI[IHIOBaHHS MOKE CTBOPIOBATH BPaKEHHsI, 1[0 TyMKa MpalliBHUKA PO
BJIACHI JOCSTHEHHS Ta KOMIIETEHTHOCTI HE Mae€ 3HadeHHs. lle Takok oOMexye
MOKJTUBOCTI JJIs KOHCTPYKTUBHOTO JI1aJOTy MK KEPIBHUKOM 1 MiJJIEIIMM Ha OCHOBI
MOPIBHSIHHS PI3HUX MEPCIIEKTUB MI0JI0 KOMIIETEHTHOCTEH 1 pe3yJIbTaTiB pOOOTH.

4) Piznuti nioxio 0o pozsumky nepconany. CucTteMa OI[IHIOBAaHHSI JIEMOHCTPYE
HEPIBHICTh Yy MIJIXOAAaX 10 PO3BUTKY PI3HUX Kareropid mnpamiBHUKIB. [ odicHux
MPaIIBHUKIB PO3pOOSIAIOThCS 1HAUBIAyaibH1 ianu po3Butky (II1P), tomi sax nms
MIEPCOHANly MarasWHIB Taka MpakThKa He mepemdadeHa. Lle cTBoproe mucOamanc y
MOKJTUBOCTSIX Kap'€pHOTO 3pOCTaHHS Ta PO3BUTKY Mpodeciiinux HaBu4ok. [lepconan
Mara3vHiB, SIKAA CTAaHOBHTh 3HAuHy 4YacTuUHy mrtary "Cuibno", mae oOMexeH1
MOKJTUBOCTI ISl CHCTEMAaTUYHOTO PO3BUTKY Ha OCHOBI Pe3yJIbTaTiB OIlIHIOBaHHS. Taka
CUTyallisi MOXX€ HETaTMBHO BILJIMBAaTH HA MOTHUBAIIIO0 MPAIiBHUKIB MaraswHiB, IXHIO
JOANIBHICTh /10 KOMMAHII Ta 3arajlbHUi pIBeHb 3aly4€HOCTI. BiJCYTHICTH YITKOI
MEPCIEKTUBU PO3BUTKY TAaKOXK MOXE CHPUATA MIABUIICHHIO IUIMHHOCTI KaJpiB y

PO3ApIOHIN Mepexi.

2.3. OuiHka e(peKTHBHOCTI NPAKTUK OLIHIOBaHHA nepconaay B TOB

«Cubno-®ym».

JIst BU3HAYEHHS SKOCT1 Ta 1HHOBAIIMTHOCTI CUCTEMU OIIHIOBAHHSI MEPCOHAITY B
mepexxi TOB  «Cinmpio-®@yn» Oyfo MPOBEACHO ONMHWTYBAaHHSA TMPAIiBHUKIB PI3HUX

OpraHizaliifHUX piBHIB, BKJIIOYAIOUYM K MepcoHal o(diciB, Tak 1 po3ApIOHUX Mara3uHiB,
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[0 J1aJI0 3MOTy OTpUMaTH BceOiuHE YSBIEHHS MpO €(PEKTUBHICTH MOTOYHOI MOACII
OIIIHIOBaHHS, BUSIBUTH CUJIbHI CTOPOHHM CHUCTEMHU, a TAKOXK 310paTu JyMKH O€3I10CcepeTHIX
YYaCHHUKIB MIPOIECY 010 MOXKIMBOCTEH ii BrockoHaneHHs . OMUTYBaIbHUK PO3MIIICHO
y Honmatky A.

Y nmochimxenHi Oyno 3amissHo 80 pECHOHIEHTIB, SIKI MPEACTaBISIOTH Pi3HI
Kareropii mepcoHany mMepexi «Cutbmo». 3 METOr 3a0e3MeYeHHS PeNpPe3eHTaTUBHOCTI
BUOIpKH /10 OMUTYBaHHS Oyl 3alydeHl MPEACTaBHUKU SK OdicHOro OJOKy, TakK 1
TOPTrOBEIBHUX MIAPO3/ALTIB KOMITaH i

3a nmocajiaMu peCroOHACHTH PO3MOAUTAINCS HACTYITHUM YHHOM:

e  odbicuuit nepconan — 15% (12 pecnioHeHTiIB),
e  kepiBHUKM Mara3uHiB — 20% (16 pecrioHIeHTIB),
®  TpaIliBHUKHU MarasuHiB — 65% (52 pecrioHeHTH).

Takox OyJ10 BpaxoBaHO MOKA3HUK CTaXy POOOTH, 1110 I03BOJIUIIO MPOaHaTi3yBaTH
CTaBJICHHS 0 CUCTEMH OIIHIOBAHHS 3 ypaxyBaHHSM JIOCBily IIPAILIBHUKIB y KOMIIaHIi:

e 10 1 poxy — 18% (14 pecnioHeHTIB),

e Big 1 1o 3 pokiB — 37% (30 pecrioHIeHTIB),
e Big 3 10 5 pokiB — 28% (22 pecioHACHTH),
e moHax 5 pokiB — 17% (14 pecrioHEHTIB).

Takuii ckinag BUOIPKHU TO3BOJMB OTPUMATH KOMIUIEKCHE Oaue€HHsI €)eKTUBHOCTI
CUCTEMU OIIIHIOBAHHS B MEXaX yCiX OpraHi3aliiHHUX PiBHIB Ta MPOQECIMHOrO JOCBITY
MpaIliBHUKIB.

AHati3 pe3ynbTariB ONUTYBAaHHS J03BOJIMB BUAUTUTH YOTUPHU KITIOYOBI MPOOJIEMH,
AK1 CBIIYaTh MPO HAsBHI HEJONIKM B CHCTEMI OIIHIOBAaHHS TEPCOHATY B MEpexKi
«Ciapnoy.

1) HagMipHe HaBaHTaXXeHHS! HA KEPIBHUKIB

OnuTyBaHHS MOKa3ajo, Mo 57% KepiBHUKIB BUTPAYAIOTh Ha OIIHIOBAHHS OJHOTO
npaliBHUKA MOHAJ TOAUHY, PH IIbOMY HaiOubiie vacy (65%) ine Ha 30ip gaHUX Ta
3aroBHEHHs opm. Lle cBiqunTh Mpo BUCOKUH piBEHb PYyYHOI pOOOTH Ta 3HAYHY BUTPATY

yacy, sKa MOJXKE BIJBOJIKATA KEPIBHUKIB BIJi BUKOHAHHS OCHOBHHMX OOOB’SI3KiB.
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HonarkoBo, nojioBuHa pecnoHaeHTIB (50%) BBakaroTh, IO OI[IHIOBAaHHSA 4YacTo abo
3aBXIM POBOAUTHCS (POPMAIIBHO, IO CTABUTH 1] CYMHIB HOTO €(PEKTUBHICTh Ta BILJIUB
Ha PO3BUTOK MEPCOHAITY.

2) OOMeXKeHICTh Ta HU3bKA SIKICTh 3BOPOTHOTO 3B’ SI3KY

3BOPOTHHI 3B’SI30K MK KEPIBHUKOM 1 TJICTIIAM Ma€ HEPETYISIPHUNA XapaKTep:
60% mpamiBHUKIB OTPUMYIOTH HOTO JIMIIIE pa3 Ha MiB poKy abo piame. Kpim toro, 39%
PECIOHCHTIB OLIIHWIN SIKICTh 3BOPOTHOTO 3B’SI3KY sIK HU3bKY (1-2 Oamu 3 5), a 75%
3a3HAYUIIH, 110 HE OTPUMYIOTh KOHKPETHHUX PEKOMEHIAIlIN MO0 MOKpAaIIeHHsS pOOOTH
abo oTpumyroTh ix jumie iHoml. lle Bka3dye Ha HeAOCTaTHE BUKOPUCTAHHS 3BOPOTHOTO
3B’SI3Ky SIK 1HCTPYMEHTY pO3BUTKY. Bomnouac, 64% pecrnoHAEHTIB MO3UTHUBHO
CTaBJIATLCSA IO i7Ie1 OTPUMAaHHS PETYISIPHOTO KOPOTKOTO 3BOPOTHOTO 3B’SI3Ky dYepe3
MOOUTLHUN JTOIaTOK, IO CBITYUTH PO BIAKPUTICTH 10 TEXHOJOTTYHUX PIIICHD.

3) BigcyTHICTh 1HTETpallii caMOOI[IHIOBAaHHS

37% pecnoHACHTIB HE POBOJATH CAaMOOI[IHIOBAaHHA B3araii, a 49% 3a3zHaumiu,
0 pO30LKHOCTI MIXK CaMOOIIHIOBAaHHSIM Ta OI[IHIOBaHHSM  KEpIBHHKA HE
OOTOBOPIOIOTHCSI, IO CBITYUTH TPO (GOPMATBLHANA XapaKTep BHUKOPUCTAHHS I[HOTO
iHcTpyMeHTy. BonHouac, 68% omnuTaHux BBaXKarOTh, 10 PE3YJIbTaTH CaMOOIIHIOBAHHS
MarOTh BIUIMBATU HA MiJICYMKOBY OIIIHKY, a 48% BBa)karoTh, 1110 ii Bara Ma€ CTaHOBUTHU
20-30%. 3HauHa yacTka pecnoHAeHTIB (72%) NiATpUMYE 11€I0 BIPOBAKEHHS
1I(PPOBOro IHCTPYMEHTY JIJIS BIACTEKEHHS PE3YJIBTATIB 1 MPOBEICHHS CaMOOIIHIOBAHHSI,
110 BiIKPUBAE MEPCIEKTUBH JIs1 PO3BUTKY OUIbII IHTETPOBAHOI CUCTEMH OLIIHIOBAHHS.

Pe3ynbraTyl cBiuaTh Mpo HEOOX1THICTh KOMIUIEKCHOTO BJOCKOHAJICHHS CUCTEMH
OIIIHIOBaHHS 3 (POKYCOM Ha aBTOMaTH3allil0 300py JTaHUX, BIPOBAKEHHS PETYISIPHOTO
3BOPOTHOTO 3B'SI3KYy Ta IHTErparlito Mporecy camooliHIOBaHHS.

Takox Oyno mpoaHa i30BaHO OMUTYBAHHS, ITI0 MPOBOIUIIOCH JACTAPTAMEHTOM 3
PO3BUTKY Ta HaBYAHHS JJIA MPALIBHUKIB MarazuHiB y Jrotomy 2025 poky 1Jisl OL[IHKA
3py4HOCTI OIiHIOBaHHS 3MiHM B cuctemi «lllmax IlepeBepmnuka». B onuryBaHH1
OpuiiHAo y4actb 34 mnpauiBHMKa. Pe3ynbrat onuTyBaHHsA mokaszanu, 1mo 41%
PECIIOHICHTIB BBaXaroTh BUKopucTaHHs cuctemu «llnsx IlepeBeprmHuka A0CTaTHBO

3pY4YHOIO, 1THKOJIM BUHUKAIW HE3HAYHI TPYIHOIII, ajie 3arajoM Bce 3po3ymino. JKoaeH 3
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pPECIOHECHTIB HE 3a3HauuB, 10 BUKopucTanHs «lllmsaxy IlepeBepiinukay» B mpolect

OI[IHIOBaHHS OyJl0 JyK€ CKJIAJHUM 1 He3po3yMiaIuM. Pe3ynbratu OnNuTyBaHHS
0

m [ly>ke 3py4Ho. LLBnako 3po3yMiB(na), Lo HaTUCKaTu Ta K NapuoBaTh 3 OLHKOK 3MiHU B CUCTEMI.

IpeICTaBlIeHO Ha puc. 2.1

= [locuTb 3py4dHO. IHOAI BUHMKaNN HE3HAYHI TPYAHOLLI, asie 3arasioM BCe 3p03yMino.

m 3a40BiNbHO, ane 6y MOMEHTU, KONu Byno BaXKkKo 3p03yMiTu, Lo pobutn abo HaTuckaTtu.

m Tpoxm cknagHo. YacTto nnytaBcA(nacbk) abo He po3yMmiB(na), AK NpaLoBaTh 3 LLOIHKOK 3MiHW.
m [ly>ke cknagHo i He3py4Ho. He posymig(na), Wo HaTuckaTn Ta Yacto rybuecs(nacs).

Pucynok 2.2. «Pe3ynpraru ONUTYBaHHS 3pyYHOCTI OLIHIOBAHHS 3MIHU B CUCTEMI
«I1nsx [lepeBepiiHrkay 1S IPALIBHUKIB MarasuHiBy.

Locepeno: cghopmosarno asmopom na ocHosi 6Hympiuinvoi inghopmayii komnaii.

[IpoBenene nocmimkenns cucremu oriHoBaHHs niepconany TOB «Cinbno-Dymy»
JO3BOJIMJIO  BHUSIBUTH KJIIOYOBI acMeKTH 1i  (YHKIIOHYBaHHS Ta €(EKTUBHOCTI.
SWOT- anani3 nponeMOHCTpYBaB, IO KOMIAaHIs CTBOPWJIA CTPYKTYpPOBAHY CHCTEMY
OIIHIOBaHHS 3 JAU(EPEHIIHOBAaHUM IMIJIXOAOM [0 PI3HUX KaTeropid MepcoHay,
KOMILUIEKCHICTIO TTOKa3HHMKIB Ta aBTOMaTH3all€l0 NpoleciB yepe3 HudpoBy miaTrhopmy
«max IlepesepuiHukay.

Boanodac, onuTyBaHHS TMOKa3aJl0 TOTOBHICTh MPAIiBHUKIB JO BIOCKOHAJCHHS
cuctemMu — 64% TMO3UTUBHO CTaBJIATHCS M0 1J1e1 KOPOTKOTO MOOUIBHOTO 3BOPOTHOIO
3B's13KY, 68% BBaXkKaroTh 32 HEOOX1/IHE BPAXOBYBATH PE3y/IbTaTH CAMOOIIIHIOBaHHS, a 72%
NIATPUMYIOTh BOPOBAHKEHHS HU(PPOBUX IHCTPYMEHTIB JIsi BIACTEKEHHS PE3yJIbTaTiB.
HonartkoBe onuTyBaHHsA 100 3pyuyHocTi cuctemu «lllmsax IlepeBepiHuka

MIPOJAEMOHCTPYBAJIO, IO OUIBIIICTh KOPUCTYBAYIB BBAKAIOTH 1i IOCTATHHO 3PYYHOIO.
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Ha ocnogi npoeeHoro SWOT-ananizy Ta onutyBaHHs cepen npariBHUKIB TOII
«Cinprio-®Oym» MOXKHA BHUJUIMUTH HACTYIIHI KIJIFOUYOBI MPOOJEMH B HAsBHIM CHCTEMI
OIIIHIOBAHHS TTEPCOHAITY:

1) HaamipHe HaBaHTa)keHHsI HA KepiBHUKIB — 57% KepiBHUKIB BUTPAYaIOTh
Ha OIIHIOBaHHS OJHOTO TMpaIliBHWKA IOHAJ] TOMWHY, 3 SKHX 65% uacy
BUTpadaeThcs Ha 30ip maHux Ta 3amoBHEeHHS (opm. lle miaTBepmkye
BUCHOBOK SWOT-aHamni3zy 1010 BETMKOT0 HABAaHTAKCHHsI HA KEPIBHUKIB Ta
MOSICHIOE HENOCTaTHIO SKICTh 3BOPOTHOTO 3B’si3Ky (60% mpalliBHUKIB
OTPUMYIOTh HOTO JIMIIE pa3 Ha MIBPOKy abo piamie, a 39% omiHwIM HOro
SKICTh SIK HU3BKY ).

2) Henocrarus inTerpamis camoouniHwBanua — y 49% Bunajakis
PO301KHOCTI M) CaMOOIIHIOBAHHSIM Ta OI[IHIOBAaHHSIM KEpiBHHKa He
oOroBopiotoThes. Lle moBHICTIO Biamosizae BusiBieHid y SWOT-anamisi
po0eMi HEOBHOTO BUKOPUCTAHHSI TAHUX CaMOOI[IHIOBAHHS.

3) Pi3Huii migxig 10 po3BUTKY mepCcoOHaNy — TMiATBEPIKEHO HEPIBHICTH Y
MOKJIMBOCTSIX PO3BUTKY MDK O(ICHUMH NpaliBHUKaMH Ta MEPCOHAIOM
MarasuHiB, 1o Oysno BuaiaeHo B SWOT-anaumi3i gk c1abKy CTOPOHY.

4) Cy0’ekTMBI3M B OLIHIOBaHHI NEPCOHAJNY — IHTErPAJbHUN TOKa3HUK
OLIIHKK (OPMYETHCS HA OCHOBI OIIIHIOBAaHHS BHUKJIIOYHO 31 CTOPOHH
KepiBHHUKA, 10 OyJ0 BHUSBIEHO SK CJIA0Ky CTOPOHY JaHOI CHCTEMU
omiHroBanHa B SWOT-anamnisi.

Pesynbratu nocnimpkenss miarsepauiu BucHoBku SWOT-anamnizy Ta 10mOBHUIH
iX TMPaKTUYHUMH CIIOCTEPEKEHHSIMHU TPAIIBHUKIB. BOHU OKpPECIIOIOTH YiTKI OPIEHTUPHU
JUIS BIOCKOHAJICHHS CHCTEMHM OI[IHIOBaHHS II€PCOHANy, IO CTaHE OCHOBOIO IS

PO3p00IECHHS MOAAIBIITNX PEKOMEH/IAIIIN.
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PO3/ILJT 3. PEKOMEHJIAIIT 1IO10 BITPOBATYKEHHS IHHOBALIIMHUX
TEXHOJOTTI OLIIHIOBAHHSI TEPCOHAJIY B TOB «Cinbno-®ym»

3.1. [Ipono3uuii 11010 BIPOBA/I>KEHHSI IHHOBALIHHUX TEXHOJIOTiH OI[iHIOBAHHA

nepconaay B TOB «Cinbno-®yn»

[IpoananizyBaBim cucteMy oifiHioBaHHs nepconany B TOB «Cinbno-®yn» Ta
BU3HAUMBIIKA TPOOJIEMH, MOXKHA 3allpONOHYBAaTH HACTYyIHI pEeKOMEHAAIll s
MOKpPAIIEHHS MPOLIECY OI[IHIOBAHHS MpAaIliBHUKIB. B3a€MO3B’ 130K BUSBICHUX MPOOJIEM,
pEeKOMEeH1allii 1010 X BUPIIIEHHS Ta O4iKyBaHOTO pe3yibTaTy MokaszaHi y Taoum. 3.1.

Tabmuus 3.1 - «PexkomeHpanii 100 YIOCKOHAJIEHHS CHUCTEMHU OI[IHIOBAHHS

npaiiBHuKiB B TOB «Cinbno-®yny.

Busisiena npoodsaema Mertoau BUpillIeHHS OuikyBaHMi pe3yabTar
Hanmipae HaBanTaxeHHs | ABromaru3aiist 3a gormomoroto 1I- | 3HmKkeHHS HaBaHTaKEHHS HA
Ha KePiBHHKIB ACUCTEHTA (BIIpOBaI>KEHHS B | KCPIBHUKIB 1 MiBUIIEHHS SKOCTI

cucremy «lllngax nepeBeplIHMKa»); | OL[IHIOBAaHHS.
0i0mioreka MmIAOJIOHIB IS HagaHHS
3BOPOTHOTO 3B’SI3KY.

Cy0’exTHBI3M BnpoBamxkenns ormintoBanHs 360 B | [linBuieHHs 00'€éKTUBHOCTI Ta
OLIIHIOBaHHSI cucreMy «llAx nepeBepIIHUKa TOYHOCTI OI[IHIOBAaHHSI.
Henocrarns inTerpamis | [nterpamis  camooriHioBanHd B | @opmyBaHHS Ouibll BceOIYHOT
CaMOOIIHIOBAHHS IHTErpaIbHUM IIOKa3HUK Ta | Ta 3aJIy4€HOL OLIIHKH
MpaiiBHUKA aBTOMATUYHUI PO3PaxXyHOK | KOMIIETEHTHOCTEN MPalliBHUKIB.
PO30XKHOCTI.
Pizunii X1 1o | Boposagutu IIIP mis mpatiBHUKIB | YHidiKkalis M AX0/IIB Io
PO3BUTKY ITEPCOHAITY MarasuHiB PO3BUTKY nepCcoHaATy Ta
1 ABUILEHHS €(EeKTUBHOCTI
HaBYaHHS.

Lrcepeno: cghopmosarno asmopom

OnHi€ro 3 KIIOYOBHUX MpoOieM, sika Oyia BUSBJICHA y MPOLEC] aHaI3y CUCTEMHU
omiHiOBaHHS TiepcoHany B wmepexi "Cimpno-®dyn", € HagmipHe HaBaHTaKEHHS Ha
kepiBHUKIB. CamMe Ha HUX MOKJIQJa€ThCS OCHOBHA BIAMOBIIAIBHICTH 3a MPOBEACHHS
OIIIHIOBAaHHS, 3aIIOBHEHHSI HEOOX1THUX JAHUX Y CUCTEMI, HaJIaHHS SIKICHOTO 3BOPOTHOTO
3B'SI3KY MpalliBHUKaM Ta 3aXUCT Pe3y/bTaTiB OI[IHIOBAHHS Ha KallOpyBaJlbHUX CECIsX.

JI1st onTuMizaliii 1[bOro Mpolecy MPONOHY€EThCS BIPOBAKEHHS IHHOBAILIITHOTO PIIlICHHS
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— BukopuctanHns IllI-acuctenTta y mexax icHyrouoi nmporpamu "lllnsax Ilepeseprauka”,

MpoIeC MPEACTaBICHO Ha puc. 3.1.

ITPOBJIEMA:

HawmipHe HaBaHTaXeHHs
Ha KepiBHUKIB

THOOPMALIIMHA
POJIb KEPIBHUKA: CUCTEMA
HeperJisiyL 1 3aTBEPKCHHS " "
3reHepOBAHUX MaTepiatin Cornerstone” (API
/ \ 1HTeTparis)
I ACUCTEHT
N . L
Amnaniz gaHnx
OI[IHIOBAHHS;
DopMyBaHHS OIUCY
piBHIB;
I'enepartis
A ' N
QSO])OTHOFO 3B H3Ky
PE3YJbTATH:
ABTOMAaTH4Hi 3BiTH; SKicHUI CUCTEMA "HJIAX
3BOPOTHHIH 3B'A30K; IIEPEBEPIHIHUKA"

Onrumizanis yacy KepiBHUKa

BIBJIOTEKA IIABJIOHIB
3BOPOTHOI'O 3B'SI3KY
(crangaprusoBani
(dopmyiroBaHH)

Pucynok 3.1 — BropoBamkenns LI acucrenTa mis onTtumizarii HaBaHTaXCHHS

KEPI1BHUKIB.
IDicepeno: cmeopeno asmopom

[ndopmariitna cucrema "Cornerstone", sixa BukopuctoByeThesi y TOB "Cinbno-
®yn", mae TexHIYHY MOXIUBICTD 1HTerpaiii LHI-inctpymenTiB uepe3 API [48]. 3aBnsaku
IbOMY MOXXJIMBO CTBOPUTH MOAYJb, SKUH Oyae MpaioBaTH $K IHTEIEKTyaJlbHUN
MOMIYHHMK: 3/11ICHIOBATH NOTIEPEIHIM aHall13 JaHUX OL[IHIOBaHHS, (HOPMYBATH ONUC PIBHIB
PO3BUTKY KOMIIETEHTHOCTEW MPallIBHUKIB Ta aBTOMAaTUYHO I'€HEPYBATH MEPBUHHI BepCii
3BOPOTHOTO 3B’s13Ky. BapTicTh BIpOBaKEeHHS TaHOTO MO0 cTaHoBUTHME B 120 000
10 180 000 rpH.

Kpim Toro, asis MiABHUINEHHS SIKOCTI 3BOPOTHOTO 3B’S3KYy W YHHKHEHHS HOTO
(bopMabHOCTI, MPOTIOHYETHCS CTBOPEHHS TUHAMIYHOI 010110TeKH 11a0JI0HIB 3BOPOTHOTO

3B’s13Ky. biOmioreka Oyae MiCTUTH cTaHaapTu3oBaHi ¢opmyntoBanHs, skl LI-acucrent
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3MOKE aIaNTyBaTH A0 KOHKPETHUX OI[IHIOBAHMX CHUTYyallidl Ta aBTOMaTHYHO 1HTETrPyBaTH
y MiJICYMKOBI1 3BITH. TakKuM YMHOM, KE€PiBHHKOBI 3aJUIIIATUMETHCS JHUIIE MEPETITHYTH
3alpOMOHOBaHI TEKCTH, BHECTH 3a MOTPeOM EKCHEpTHI KOPEKTUBU Ta 3aTBEPAMUTHU
pe3ynbTar. 3anporoHOBAaHE pIIIEHHS J03BOJUTh HE JIMILE OINTUMI3YBaTH MPOIEC
OLIIHIOBAHHS, a ¥ MIABUIIUTH HOTo €()EeKTUBHICTh Ta SIKICTh Y MeXaX KOPHOPaTuBHOI
kyasTypu "Cimpno-®yn". Bapricte gaHoro pimeHHs (QOpMyeTbCS 3 HACTYIHUX
ckianoBux: 1) 301p Tunoux dopmyntoBanb HR-xomanmoro - 7500 rpH; 2) iHTerparis 3
I-momynem - 9 000 rpH.

HacTtynHoto 3 BaiIMBHUX IpoOsieM, sika BIUIMBAa€E Ha O0'€KTHBHICTH IPOLECY
OIIIHIOBAaHHS TepcoHany B Mepexi "Cuibno", € HaAMIpHUMA Cy0'€KTHBI3M OILIIHOK 3 OOKY
OesnocepenHiXx KepiBHUKIB. g  MiHIMI3alii [bOTO  PHU3UKY MPOMOHYETHCA
BIIPOBA/KEHHS METOAY OLIHIOBaHHS 3a NpUHUUIIOM «360 rpagyciB» 13 MOAAJIBLIONO
iHTerpauieto y nporpamy "Hnsax Ilepesepiinuka’.

Meronuka oriHtoBaHHs 360 rTpaxyciB mnependadae OTPUMAHHS 3BOPOTHOTO
3B'SI3KY MIPO MpAIliBHUKA HE JIUIIE BiJ] KEPIBHUKA, a ¥ B1J] KOJIET, MiJIJIETIHX (32 HASIBHOCTI)
Ta caMoro IpariBHUKA (CaMOOLIHIOBaHHA). Takuil miaxia 103Bojsie chopMyBaTH OLIBII
KOMILJIEKCHE, OaraTorpaHHe ysBIIEHHS PO peasibHUN pIBEHb PO3BUTKY KOMIETEHTHOCTEH
Ta MOBEAIHKOBI MPOSBYU Mpal[iBHUKA B pOOOYOMY CEPETOBHUIILI.

[aTerpamis omintoBanHs 360 rpaayciB y "lllmsax IlepeBepirnuka" nepenbadae
HaJaHHA KOJIeTraMU He JIMILE YUCIOBUX OLIIHOK, @ i KOPOTKUX KOMEHTApIB 11010 CUIIbHUX
CTOpPIH Ta 30H pO3BUTKY mpauiBHUKa. Hagam 310paHi JaHi ONpanbOBYIOTHCA 3a
nonomororo IIl-acucreHTa: mTy4HHH 1HTENEKT arperye iHdopmario, Gopmye
aHAJTITUYHI BUCHOBKH, 1 HA TX OCHOBI CTBOPIOE CTPYKTYpOBaHI 3BITH 13 PEKOMEHIAIlIIMH
JUIsL KepIBHMKIB. BaxnuBo, 1m0 pe3yapTard OyayTh aBTOMAaTHYHO I1HTETPOBaHl y
BIJIMOBI/THI 1Ia0JIOHW CHCTEMH, IO JI03BOJHUTH CYTTEBO 3€KOHOMHUTH 4Yac KEpiBHUKA Ta
BOJIHOYAC 3a0€3MEeYUTH BUILY SIKICTh MIATOTOBKH J0 KaliOpyBaJIbHUX CECiii Ta PO3MOB
PO PO3BUTOK. TakM YMHOM, BIPOBAIXKEHHSI OLliHIOBaHHS 360rpaayciB y MoegHaHHI 3
moknuBocTsimu LlI-acuctenta cnpustume GpopmyBaHHIO OUTBIT 00'€KTHBHOI, TPO30POT

Ta e(pexkTUBHO1 cucTemMu oliHoBaHHs nepcoHany B TOB "Cinbno-®yn'".
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B pamkax wmetoauku ouiHioBaHHA 360 rpagyciB BaXXJIMBUM €JIEMEHTOM €
CaMOOIIIHIOBaHHS MpalliBHUKA, [0 aBTOMAaTUYHO BPAXOBY€ETHCS Y pO3paxyHKY 3arajbHOTO
MiJICYMKOBOTO 0aly 3a KOMIIETEHTHOCTAMH. Lle 103BoIIsIE TIpariiBHUKaM aKTUBHO OpaTh
y4acTh y TPOLIECI OI[IHIOBAHHS, CIPUSIOYM OUIbII O0'€KTUBHOMY Ta BCEOIYHOMY
BIIOOp@KEHHIO 1XHIX KOMIIETCHTHOCTEH. TakuM YMHOM, BIPOBAHKCHHS OI[IHIOBAHHS
360rpagyciB BUpilIye HACTYIHY MpOOJIeMy — HEJOCTATHIO IHTETPAIliF0 CaAMOOIIIHKH B
1HTerpanbHuil moka3HuK. [IpaliBHUKKM HE CIPUUMATUMYTh MPOIEC CaMOOLIHIOBAHHS
dbopManbHO, O JOMOMOXE KEpIBHHUKAM MPU BUCTABJICHHI BJIACHOI OIIHKH, a TaKOX
CIPUATUME KpPaloMy PO3YMIHHIO MPAI[iBHUKOM BJIACHUX 30H PO3BUTKY Ta IT1IBUIIIEHHIO
Horo 3ajaydeHocTi y mporec nmoOynoBu Kap'epHoi Tpaektopii [49]. Po3pobnenus 360
TPaIyCHOTO OIIHIOBAHHS CKJIAa€ThCA 3 HACTYIMHUX BUTPATHHUX CKJIQJOBHX: 1)
po3po0ieHHs 11a0JI0HIB ONMMUTYBAHHS;, 2) HAJAIITyBaHHS allTOPUTMY aHAII3Y JIaHUX; 3)
HaBYaHHS nepcoHany. Pasom Burparu cranoBuTUMYTh Big 30 000 o 40 000.

OpHi€ro 3 akTyaJdbHUX IPOOJIEM y CUCTEMI YIpaBiiHHA nepcoHanoM "Cuibno" €
BIJICYTHICTh YHI()IKOBAaHOTO MIJXOAY JO PO3BUTKY IPAIliBHUKIB Mara3uHiB, II10
NPU3BOAUTH JO HEPIBHOMIPHOIO MiJABUILIEHHS KBadi(iKalii MpaniBHUKIB PI3HUX
MIIPO31IIB Ta TOCATOBUX IPYT. 3 METOIO CTaHAAPTH3AIII] Ta MM ABUIIIEHHS €(EeKTUBHOCTI
MPOIIECY PO3BUTKY MEPCOHATY MPOMOHYETHCS BIPOBAKEHHS 1HAWBITyaJIbHUX TUIAHIB
po3Butky (II1P) aJist mpaiiBHUKIB Mara3uHis.

[ITP 1103BOMUTH KOKHOMY TPAI[IBHUKOBI OTPUMATH UITKE OaueHHs BIIACHOI
TPAEKTOpIi PO3BUTKY BIAMNOBIAHO 10 BUMOI TOCAAM, PE3YIbTATIB OIL[IHIOBAHHS 3a
KOMIIETEHTHOCTSAMHM Ta Kap'epHUX Iie. 3amoBHeHHs Ta cynposin I[P wmoxke
saiicHioBatucs depes margopmy "llnax IlepeBepmnuka" 13 3amydeHHSM KepiBHHKA
Marasuny [50].

Kpim TOro, misi WiABUINEHHS JOCTYIMHOCTI Ta AaKTyaJIbHOCTI HaBYaHHS
MPOTOHYETHCSI BIPOBAKEHHSI MOyiB MikpoHaBuaHHsa y "lllmsxy IlepeBepurnuka" —
KOPOTKHX I1HTEPAKTHBHUX HABUAJBHUX KYpCIB, IO OPIEHTYBaTUMYThCS Ha PO3BUTOK
KOHKpPETHUX KOMIIETeHTHOCTeW. Ha ocHOBiI mocaam mpariBauka ta ¥oro ITTP III-
ACUCTEHT 3MOXKE€ aBTOMATUYHO MiIOMpaTH pejeBaHTHI KypCH Ta BHYTPIIIHI TPEHIHTH 3

0a3u naHux kopnoparuHoro nopraiy "Fozzy Client", 3a6e3neuytoun 1HIMBITyali30BaHy
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HMIATPUMKY PO3BUTKY. TakoK JOIIILHUM € BIPOBAKCHHS T'PYNOBHUX IUIAHIB PO3BUTKY
JUISL OKPEMHUX TOCAJOBUX Tpym. Takuil MigxXia J03BOJUTH ONTHUMI3yBaTH HaBYaIbHI
pecypcu, 3a0e3neuyoun MpH IIbOMY CTaHAAPTU30BAHUMA PIBEHh KOMIIETEHTHOCTEH Cepet
MpaIiBHUKIB OJTHOTUITHUX TTO3UIIIH.

CykyrmiHa BapTiCTh 3alPOIIOHOBAHUX PIIIEHb MPeCTaBIeHa B Ta0. 3.2

Tabmurs 3.2 - BapricTh BpoBaKeHHS 3aIIPOITOHOBAHUX PEKOMEH/IAITIN

IncTpymenT ButparHa ckiagoBa Bapricts (I'PH)
Inrerpanis IlI-acuctenra B | HanamTyBanHs Ta KoHQIrypauis 120 000 — 180 000
«nax [lepeBepiiHuKay API 3 cuctemoro Cornerstone
30ip tunoBux ¢opmymoBanb HR

dopmyBaHHs 010mioTEKH ; .
pMy , . komaHjo0 Ta i”Terpamis 3 II- | 16 5000
3BOPOTHHUX 3B’SI3KIB
MOJTyJIEM
Po3pobnenns 11a0JIOHIB
BrpoBamkeHHs OIIHIOBAHHS | OIUTYBAHHS, HaJIAIITyBaHHS
poBajbre H y . Y 30 000 — 40 000
360 rpanyciB aJIroOpUTMy aHaiizy JAHHUX;

HaBYAHHS [IEPCOHATTY
Po3pobnenns TP gnsa | CtBopeHHs m1a0lIOHIB Ta IHTErpaIis

MpaIliBHUKIB Mara3uHiB B «IInsx IlepeBepuinukay
IDcepeno: cpopmosarno agmopom Ha ocHosi [48]

12 000

3anponoHOBaHMM Ipadik BIPOBAIKEHHS PEKOMEHAAIN MPEACTaBICHO B Tal.
3.3. Ipadix BigoOpakae TMOKPOKOBUI IUIaH peai3allii 1HHOBALIMHOI CHCTEMH
otiHtoBaHHA niepcoHany B TOB «Cinpno-®yn». KoxkeH eTar oXOIUTtoe YiTKO BU3HAYEH1
3aBJIaHHsA, SK1 JIOTIYHO OB’ sI3aH1 Mik c0o000 Ta pO3MOJIJISHI B Yaci i 3a0e3MeueHHs
Oe3repepBHOCTI Mpolecy. Y Tabiuill TaKoXK HABEICHO BIAMOBIJAJbHUX BUKOHABIIB 3a
KOKEH €Tarl, 110 J03BOJIs€ 3a0e3MeUnTH €(PeKTUBHY KOOPAMHAIIIIO BIPOBAIKEHHS.

Tabnuis 3.3 - ['padik BIpoBaKeHHS 3alIPOMIOHOBAHUX PEKOMEH IAIIIi

Eran ImicT pobir Tepmin Bukonasenn
BHKOHAHHS
1 2 3 4

- AHaJi3 BUMOT 1 Aeraji3alis
3a1a4

TiaroToBunii erar - ®opmyBaHHS  poOOYOI | JUIEHb— HR mupexrop, npoexTtHui
rpymnu cepnenb 2025 MEHEKEp
- 3aTBEpIKEHHS MPOEKTY Ta
OIOKeTy
- HamamryBannss APl 3
Cornerstone

[aTerpamis II- | - Po3pobnenns 6a3osoro 1I- | cepnens— IT Biggin,  30BHIMIHIN

ACHCTEHTA MOZYJS muctonan 2025 | nocravansHuk LI
- TectyBanHs Ta
JIOOIPALIFOBaHHS

56



[Tponosxkens Tabmui 3.3

1 2 3 4
- 306ip TUTIOBUX
bibmioTteka dbopmyinoBaHb HR HR  ¢axiBui, aHamiTHK
11a0JIOHIB KOMaH/I010 CePHICHb™ naHux, (GaxiBmi BIAALTY
\ . . *OBTeHb 2025 -
3BOPOTHOTO 3B's3Ky | - [HTerparis mabmonis 3 I1I- Digital HR
MOJYJIEM
- Po3pobnenHs maGioHiB
OTUTYBaHHS
O1iHIOBaHHS 360 | - HamamryBannas anroputmy | auctonan 2025 | HR anamituk, KepiBHUKH
rpaayciB aHami3y JaHUX — mrotuii 2026 | perioHiB

- IlinoTHe BHpOBaKEHHS B
00paHuX MarazuHax
- CrBopenHs mabmnonis [I1P

daxismi 3 PO3BUTKY

InauBinyansbH1 . CIYEHL—IIOTHU .
- Inrerpamis B «llnax [IEpCOHAILY, ¢aximi
IIJIAHU PO3BUTKY 2026 N L
[lepeBepiiHUKa iy Digital HR
- [IpoBeneHHsT TPEHIHTIB s .
POBCI p A PaxiB1l JIeTIapTaMEeHTy
KEPIBHUKIB .
BnpoBamxenns  Ta JIHOTUI— HAaBYaHHA Ta PO3BUTKY
- 3aranbHe BIIPOBAKCHHS B o
HaBYaHHS . TpaBeHb 2026 nepcoHany Ta  (¢axiBii
MEpEexKI N -
Bigainy Digital HR

- [ligTpumKa Ta cynpoBiz
Ilicepeno: cpopmosarno asmopom

[Tounnarouu 3 mMiATOTOBYOI (pa3u, peanizallis MPOEKTY Mepeadadae sk TEXHIYHY
inrerpamito  (II-moxyns, API, mabmoHu), Tak 1 METOMOJOTIYHY MOACPHI3AIIiI0
(ouinroBanHsa 360 rpanycis, II1P, HaBuanHs nepcoHany). 3aBepIIeHHSI OCHOBHUX POOIT
no Oepe3nst 2026 poky M03BOJIUTH CPOpPMYyBaTH KOMILJIEKCHY, aBTOMAaTHM30BaHY Ta
NEPCOHAJII30BAHY CHUCTEMY OLIIHIOBaHHS 1 PO3BHUTKY MpAllIBHUKIB, OpPIEHTOBaHY Ha
IJIBUIIICHHS 00'€KTUBHOCTI, €(DEKTUBHOCTI Ta 3aIy4E€HOCTI ITEPCOHAIY.

3anponoHOBaH1 PillIEHHS CIPSIMOBAHI Ha MIJBUILEHHS 00'€KTUBHOCTI, PO30POCTI
Ta e(PEeKTUBHOCTI MPOLIECY OIL[IHIOBaHHS nepcoHany B Mepexi "Cutbno-®yna". [nrerpanis
[lII-acuctenTa, oOIiHIOBaHHA 3a MeTogoM 360 TpaayciB Ta  BIOPOBAIKEHHS
IHAMBIAYAJIbHUX TUIAHIB PO3BUTKY JO3BOJISITH ONTUMIZYBaTH HABAHTAXKEHHA Ha
KEPIBHUKIB, 3aJTyYUTH TMPAI[IBHUKIB JI0 MPOIIECY CAMOOIIIHIOBAHHS Ta CTaHIAPTU3YBaTH
MIIXOM 10 PO3BUTKY mepcoHaiy. e crpusitume GopmyBaHHIO OUThLI TTPOQECIHHOTO,

MOTHUBOBAHOI'O Ta OpiCHTOBaHOFO Ha PO3BUTOK KOJICKTHUBY.
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3.2. ConiajibHO-eKOHOMIYHI edeKTH Bia NMPONO3ULINA 00 BIPOBAIKEHHS

iHHOBANIHUX TEXHOJI0TiH oiHIBaHHA nepcoHaly B TOB «Cinbno-®yn»

3amporoHOBaHI 1HHOBAIIHI PIlIEHHS B CHCTEMI OIliHIOBaHHA nepconany TOB
«Cinbnio-Oym» — 30kpema BrpoBampkenHs Lll-acuctenra, metoquku 360-rpagycHOrO
OIIHIOBaHHS, IHTErpalii CaMOOIIIHKM Ta I1HAWBIAYaJbHUX IUIaHIB PO3BUTKY —
COpPAMOBaHI Ha OINTUMI3ALII0 YIPABIIHHA JIOACBKUMH pecypcaMyd Ta IiABHILECHHS
e(eKTUBHOCTI KaJipoBuX mpoiieciB. [IpoTe BaxMBO HE JUIIe PO3POOUTH HOBI MiAXO/H,
a M OIIHUTH IXHIM BIUIMB Ha (YHKIIOHYBaHHS MIANPUEMCTBA 3arajoM. AHami3
COI[1aJIbHO-EKOHOMIYHUX €(PEKTiB J03BOJISIE BUSBUTHU MOTCHIIIMHI NTepeBaru Jjisl KoMnaHii
— K y cdepl TPyIOBUX BITHOCHH, TaK 1 B €KOHOMIYHOMY BUMIPI — III0 € KIIOUOBUM
eTaroM OOTpyHTYBaHHS JOIIJILHOCTI BIPOBA>KEHHS 1HHOBAIIi.

BrnpoBamkeHHs! iIHHOBAIIMHUX TEXHOJIOT1M B OIL[IHIOBAHHS NIEPCOHATY CIPUSE HE
JUIIE TOJIMIIEHHIO OpraHi3alliiHUX MPOLECiB, aje W CTBOPIOE CYTTEBI EKOHOMIYHI
Buronud. OnTuMiszallisi BUKOPUCTAHHS 4acy, 30UIbIICHHS MPOAYKTUBHOCTI Mpaill Ta
e(EeKTUBHOCTI 1HBECTHUIII y HaBYaHHS — II€ KIIOYOBI (DakTopH, M0 Oe3MocepeHbO
BIJIMBAIOTh Ha ()IHAHCOBI pe3y/bTaTu KoMMaHii. EKOHOMIYH1 e(peKTH BiJl BOPOBAKEHHS
3aMpOINOHOBAHUX PEKOMEHAAIlIN MpeCcTaBIeHo B Tabm. 3.4.

Tabmuus 3.4 - ExoHomiuHl edekTd BiJ BIPOBaKEHHS PEKOMCHIAIIN IS

cuctemu omiHioBaHHs TOB «Cutbno-®ymny.

OuikyBanuii
pe3yJbTaT

BusiBiieHHSI 30H pO3BUTKY 1 MEpCOHaNI30BaHe | 3pOCTaHHSA

HaBuaHHA (ITIP, MikpoHaBYaHHS) MiABULIYIOTh | TPOAYKTUBHOCTI

e(eKTUBHICTb Ipalli PAIiBHUKIB. MpalliBHUKIB

ABTomaru3zanisi mporeciB  omiHioBaHHSA 1 | CKOpOYeHHs BUTpaT

reHepanii 3BOPOTHOTO 3B’SI3Ky [JO3BOJISE | 4acy  Ha  PYTUHHY

36KOHOMMTH Yac KePiBHUKIB. poboty

3aBIsSKM MPO30pid Ta CIpaBeAJUBIA CHUCTEMI

OLIIHIOBAaHHS, 3HU)KYEThCS ITMHHICTh KaJpiB 1

Kareropis edexry Onuc edexry

[TinBuIeHHs
MPOTYKTUBHOCTI TMparti

OnTumizailis  BHUTpAT
qacy KepiBHHUKIB

3HIDKEHHS  IUIMHHOCTI 3MEHIIICHHS BUTpAT Ha

KaJpiB . . . | PEKPYTHUHT 1 HaBYaHHS
MOKPALY€EThCS a/1aNTallisi HOBUX MPAI[iBHUKIB.

3pocTaHHs AnpecHuil migdip HaBYATBLHUX MPOrpaM dyepe3 | 3pocTaHHs

€(eKTUBHOCTI IITP minBuiye epeKTUBHICTh 1HBECTHIIN B | €PEKTUBHOCTI  BUTpAT

IHBECTHLIIH Y HaBYaHHs | HABYaHHSI. Ha HaBYaHHS

Loicepeno: cghopmosano asmopom
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1) Iliosuwenns npodykmueHocmi npayi

BropoBamkenHss 1HHoBamiiiHux MetoaiB oiiHioBaHHs (ITIP, mikpoHaBuaHHS:)
JI03BOJISIE YITKO BU3HAYWTH 1HIMBIAya bHI 30HW PO3BUTKY KOXKHOTO TipaiiBHuKa. [le mae
MO>XJIMBICTh MEPCOHAJII3YBaTH HaBUYAHHS Ta MIABUIIUTH €(EKTUBHICThH Ipalli, OCKUIbKH
MpaIiBHUKN OTPUMYIOTh CaMe€ Ti HAaBUYKH, SIKI HEOOXITHI M1 TIOKPAIICHHS iXHIX
pesynbTariB. OUiKyBaHWN pe3ysbTaT — 3pPOCTaHHS NMPOAYKTHBHOCTI, OCKIJTBKH KOXKEH
MpaIliBHUK MpaIffoBaTUME 3 OUTBIIO0 e(PEKTUBHICTIO 3aB/ISIKU MiABUILIEHOMY PiBHIO 3HAHb
1 HABHYOK.

2) Onmumizayis sumpam 4acy KepigHUKIG.

BrnpoBajkeHHs1 aBromaru3zaliii y mpolecax OLIHIOBaHHS MepcoHaly (TeHepaiis
3BOPOTHOTO 3B’SA3KY, CKJaJaHHS 3BITHOCTI) JO3BOJISIE 3HAYHO CKOPOTHTH 4Yac, SIKUM
KEpIBHUKHU BUTPAYaIOTh HA PyTUHHI 3aBAaHHs. 3aMiCTh TOTO, III00 BUTpaYyaTu TOAUHHU HA
CKJIaJaHHs 3BITIB 1 OOpOOKY AaHMX, KEPIBHUKM MOXYTh 30CEPEIUTUCh Ha OUIBII
CTpaTeriyHuX 3aBaHHAX. Lle T03BONUTh ONTUMI3yBaTU BUTPATH Yacy, Ta 3HU3UTH Yac Ha
BUKOHAHHS PYTUHHUX aHATITUYHUX POOIT.

3) 3HUdICeHHA NIUHHOCIIE KAOPIS.

3aBASKH MPO30Pii Ta 00’ €KTUBHIN CHCTEMI OLIIHIOBAaHHS 3 BUKOPHCTaHHAM 360-
rpaayCHOi METOJIMKH, MTPAL[iIBHUKH BI4yBalOTh OLIbIIY AOBIPY /10 MPOLECY OLIHIOBAHHS,
110 COpHUsI€ iXHIM JIOSUTBHOCTI 10 KoMIaHii. KpiM Toro, mpo30picTh OLIHIOBAHHS 103BOJISIE
KOMITaHI1 IBU/IIIE aaNTyBaTH HOBHUX IMPAIiBHUKIB, IO 3HIKYE BUTPATU HA PEKPYTHUHT 1
HaBYaHHS HOBHX KafpiB.

4) 3pocmanns edhexmuenocmi ingecmuyit Yy Ha84auHs;

3aBISKM BUKOPUCTAHHIO I1HAUBIMyalbHMX 1UaHiB po3BuTky (I[1P) Ta
MIKpOHABYaHHS, KOMIIAHIS MOXX€ HaJaBaTH TMpallBHUKAM HABYAHHS, SK€ HAMOUIbII
BIMOBiAae iXHIM moTpedaM 1 cTpaTeriyHUM UM Kommnadii. Lle mo3Bojise 3Ha4HO
NIJBUIIUTH €(EKTUBHICTh IHBECTULIIA Y PO3BUTOK MEPCOHAIY, IO A03BOJISIE€ 3MEHIIUTH
BUTpATH Ha HeepeKTUBHE HaBYaHHA 1 30UTbUTH ROI (moBepHEHHS 1HBECTHULIIN).

KpiM eKOHOMIYHMX BHIrOJ, BIPOBAKCHHS IHHOBAIIIMHUX  TEXHOJOTIM

ouiHtoBaHHs nepcoHany B TOB «Cinpno-®yn» MaTume 3Ha4YHI coliaibHl epexTH, sKi
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MO3UTHUBHO BIUIMBAaTUMYTh Ha KOPIIOPATUBHY KYJBTYPY, 3a/I0BOJICHICTh MPAIliBHUKIB Ta
IMI1JIDK KOMIIaHIi sIk poOOTO1aBIIs:

1) lliosuwenns npozopocmi ma cnpageodau8ocmi OYiHIBaAHH s

BropoBamkeHHss MeToauku orfiHtoBaHHA 360rpaayciB MiJBUINYE O0'€KTHUBHICTH
IPOIIECY OLIHIOBAHHA, OCKUTBKH JIyMKa PO pOOOTY mpaiiiBHUKa (POpMyeTHCS HAa OCHOBI
3BOPOTHOTO 3B’SI3KY BiJ KUTBKOX JDKEpEN — KOJIET, MUIeTINX, KePIBHUKIB 1, 32 MOTpedH,
BHYTpIIIHIX KJI€HTIB. Takul MiAXiA CHpUSE 3MIIMHEHHIO KYJIbTYpH MPO30pPOCTI M
CHpaBeIMBOCTI B KOMIaHIi1 Ta miBUIIEHHIO 10BipH 10 HR mporecis.

2) 3pocmanns 3anyueHocmi nepcorany

[HTeTrpallis caMooIiHIOBaHHS Ta OIIHIOBAHHS KOJIET Y 3araJibHy CUCTEMY, a TAKOXK
BIIPOBA/PKCHHS 1HIMBIAyaJdbHUX IUIAHIB PO3BUTKY CTUMYJIOIOTh AKTHBHY YYacTh
MpAaIiBHUKIB Y BJIACHOMY MpOQeciiiHOMY 3pOCTaHHI, IO CIPHUS€ 3POCTAHHIO iX
3QJIy4€HOCT1, BIAMOBIJAILHOCTI Ta MOTHUBAILI.

3) Dopmysants KYIbmypu HOCMIHO20 PO3BUMKY

3aBISKM TOENHAHHIO 1HIUBIAYaJbHUX IUIAHIB PO3BUTKY 3 MIKPOHABUAHHSIM
CTBOPIOETHCS LIJIICHA CHUCTEMa MIATPUMKH MpodeciiiHoro 3pocTaHHA. IlpaniBHUKH
OTPUMYIOTh MOXJIMBICTh YITKO OQUUTH CBOi 30HM PO3BUTKY Ta MPAIfOBATH HaJ HUMHU Y
3pydyHOMY (popmari, O CTUMYIIIOE KYJIbTypy HaBYaHHS Ta CAMOPO3BUTKY.

4) lloxpawenns KomMyHiKayii ma 360pOmMHO20 38'513Ky

Buxopucranus Ill-acucrenra i mabmoHIB 3BOPOTHOTO 3B’SI3KY JIOTIOMArae
3pOOMTH KOMYHIKalll0 MIX KEpIBHUKaMU Ta MIJJIENIMMH OUIbII  PEryJspHOIO,
CTPYKTYPOBAHOIO 1 e(peKTHBHOIO, 1110 3a0e31euye MpamiBHUKaM OLIbII YITKE PO3YMIHHS
OYIKyBaHb, PE3YyJIbTATIB 1 MOXJIMBOCTEH JIJIsl TOKPAIIICHHS.

5) Hiosuwenus npusabrusocmi bpeHdy pobomodasys

Bukopucranus inHOBamiiHMX TexHodorii B HR mpomecax, Takmx sk -
acucteHTH Ta 360-rpajycHe OIlIHIOBaHHS, MO3UTHUBHO BIUIMBAE HA IMIIK KOMIIAHII SIK
Cy4acHOTO Ta i1HHOBaliiiHOTO poOoTodaBus. lle 0coOMMBO BaXKIMBO MJis 3aTy4CHHS
MOJIOUX, aMOITHUX (DaxiBIIiB, SKI MIHYIOTh TEXHOJOTIYHICTh 1 TPOTPECUBHUMN TTIIX1].

6) Po3zeumok yugposux komnemeHcmHocme nepcoHany
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[HTerparis mudpoBUX THCTPYMEHTIB OI[IHIOBAHHS MEPCOHANTY CHPHSE 3POCTAHHIO
HAaBUYOK pOOOTHM 3 HOBMMH TEXHOJIOTISIMU. Y TMpoIecl B3aeMOii 3 cCHUCTeMaMu
CaMOOIIHIOBAaHHS, TUTAHYBaHHS PO3BUTKY W aHaji3y 3BOPOTHOTO 3B 53Ky MpalliBHUKU
PO3BUBAIOTH IUGPOBY TPAMOTHICTh, IO € HEOOX1HO YMOBOK YCIIIIHOI ajanTalii 10
1 poBUx TpaHchopMmarlliii 6i3Hecy.

3amnpornoHoBaHi iHHOBAII{ B cuctemi oriHoBanHA nepcoHany TOB «Cinbno-Dyny
COPUATUMYTh 3HAaYHUM COILIQJIBHUM 1 EKOHOMIYHUM TiepeBaram. 3HI)KCHHSI PIiBHS
BUTOPaHHA, 3pOCTaHHS MOTHBAIlli Ta (OPMYBAHHS 3OPOBOTO MCUXOJIOTIYHOTO KIIIMAaTy
CTaHyTh OCHOBHUMH COIII&JIbHUMU BUTOJaMHU JUisl KoMImaHii. BogHodac exkoHOMIYH1
edeKkTH, Taki SK MIABUIICHHS NPOAYKTHUBHOCTI TIpaili, ONTUMI3AIlisl BUTpAT Yacy
KEPIBHUKIB 1 3HWKEHHS IJIMHHOCTI KaJIpiB, CTBOPATh EKOHOMIYHY BUTO/Y Ta IMOKpALIaTh
e(eKTUBHICTh ympaBliHCbKUX TporeciB. CyKymHICTh I1MX e€(EKTIB JOBOAUTH
JOIIIBHICTh 1HBECTHUIIN Yy 1udposizamito HR nporeciB, OCKiIbKA BOHHM 3a0€3MeUyIOTh

CTpATEriyHy CTIMKICTh KOMIIAHIi Ta MIJBUILEHHA il KOHKYPEHTOCIIPOMOXHOCTI Ha PUHKY.
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BUCHOBKH

B po6oTi Oyi0 A0CTIIKEHO, 1110 KOHIIENTYadbHI 3acaJu OIlIHIOBAHHS MTEPCOHATY
B CyYyaCHUX YMOBAaX BHU3HAYAIOTHCS SIK KOMIUIEKCHUN CHUCTEMHMI IMPOILIEC, IO MOENHYE
aHaJji3 mpodeciiHuX, 0COOMCTICHUX XapaKTEPUCTUK IPaIlIBHUKIB Ta PE3yJbTaTiB IXHHOT
JISJIBHOCT1 3 METOI MPHUHHSATTSA CTpaTeridyHUX YMPAaBIIHCHKUX pillieHb. JlOCHiIKEeHHS
pI3HUX HAyKOBUX MIAXOMAIB JEMOHCTpPY€E, LIO OIIHIOBAHHS IEPCOHANy Oa3zyeTbcs Ha
MPUHINNAX O0'€KTUBHOCTI, CUCTEMHOCTI, KOMIIJIEKCHOCTI Ta CTpaTeridyHOl OpieHTaIlli,
BUKOHYIOUM OpIEHTYBallbHY, CTHMYIIOBAJIbHY, YNPABIIHCbKY, KOPUTYBaJbHY Ta
MPOTHOCTUYHY (YHKII. Y 3alponoOHOBAaHOMY aBTOPCHKOMY BHU3HAYE€HH1 OLIIHIOBaHHS
MIEPCOHAITY TPAKTY€EThCA SIK CHCTEMHHM MpOIleC aHali3y Ta BUMIPIOBaHHS MpodeciiHux,
OCOOMCTICHUX 1 TOBEIIHKOBUX XapaKTEPUCTUK MPALIBHUKIB JJI1 BH3HAUYCHHS
BIJIMOBIJTHOCTI iXHIX KOMIIETEHTHOCTEH, pe3yJlbTaTiB MJiSJIBHOCTI Ta TMOTEHLIATy
BCTAHOBJICHUM BHUMOTaM TIOCAJH, CTPATETiUHUM IIUIAM OpTraHi3ailii Ta O4YiKyBaHUM
craggapraMm edektuBHoCcTl. B ymoBax mm@posizamii Ta mioOamizamii epeKTuBHE
OIIIHIOBAHHS CTAa€ KIIOYOBUM IHCTPYMEHTOM aJanTaiii a0 3MiH 1 HIATPUMKH
KOHKYPEHTOCIPOMOXKHOCTI MIAMPUEMCTBA HA JUHAMIYHOMY PUHKY ITparil.

Byno npoananizoBaHo CydacHi METOM Ta TEXHOJOTIT OI[IHIOBAHHS MIEPCOHATY Ta
BU3HAUEHO 110 BOHHM MPENCTaBISAIOTH COOOI0 PI3HOMAHITHHM 1HCTPYMEHTApIH, SKUN
aKTUBHO 3aCTOCOBY€ETHCA MIAMPUEMCTBAMU ISl BA3HAYEHHS €(DeKTUBHOCTI MPaLlIBHUKIB.
JlocmimHuky — KIacU(PIKyIOTb METOAM  OI[HIOBaHHS 32 PI3HUMH  KPUTEPISMU,
HAWUTMOIIMPEHIIIUM 3 SAKUX € TOAUI Ha TpaAuIliiHI (CTaHIApTHI) Ta CydacHi (HOBITHI).
Cepen Haile(eKTUBHIIIMX CYYaCHUX METOMAIB BUAULIIOThCA: 360-rpamycHuil 3BOPOTHUI
3B'SI30K, M0 3a0e3rneuye BCEOIYHMI aHami3 3 YpaxyBaHHSAM pI3HUX TOYOK 30DY;
Assessment Center, sikuii 6a3yeTbcs Ha MOJETIOBaHHI peaibHUX TPYAOBUX CUTYaLIH 1
JIO3BOJISIE  KOMIUIGKCHO OIIIHUTH KOMIIETCHTHOCTI TIPAI[iBHHKIB; OIIHIOBaHHSI 32
KITFOYOBUMU TTOKA3HUKAMHU €(EKTUBHOCTI, [0 OPIEHTOBAHE HA KOHKPETHI PEe3yJIbTaTH
poOOTH; paHTOBUW METOA Jisi IIBUIKOTO TMOPIBHSHHS MPAlIBHUKIB, YNPAaBIIHHS 3a
[IJISIMU, SIKE CTIPUSE TABUIIICHHIO 3a]Ty9€HOCTI TIEPCOHATy Yepe3 CcriibHe (HopMyBaHHS
1igei; Ta MaTpuils €(heKTUBHOCTI MPAIiBHUKIB, 110 KOMIUIEKCHO BPAXOBY€E P13HOMAHITHI

MOKa3HUKU e€(EeKTUBHOCTI. [IopiBHSIBHUI aHaMI3 IUX METOIIB BUSIBUB, [0 KOXKEH Ma€
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CBOI MepeBaru Ta HeAOMIKH, TOMY HalOLIbIT e(peKTUBHUM ITIIXOA0M € iX KOMOIHYBaHHS
JUISL TOCSITHEHHSI 00'€KTUBHOTO Ta BCEOIYHOTO OIIHIOBAHHS IMEPCOHATY BIAMOBIAHO 0
noTped cydacHOTO Oi3HEC-CEepPEIOBHIIA.

Ha ocHoBI npoBeieHOTO TOCIIKEHHS 1HHOBAI[IHHUX TEXHOJIOTIH B OI[IHIOBAaHHI
nepcoHany Oyino 3po0eHO BUCHOBOK, IO BOHH SIBJISIFOTH COOOI0 Cy4YacHi1 IHCTPYMEHTH,
METOAM Ta CHCTEMH, 3aCHOBaHI Ha BUKOPUCTaHHI IUGPOBUX PilllEHb, AHATITUYHHUX
mw1ar@opM, MTYYHOTO 1HTEJEKTY, aBTOMATH3allll Ta BEJIMKUX JAaHUX, K1 JO3BOJISIIOTh
edeKTUBHIIIE OI[IHIOBaTH Mpo(deciiiHi HAaBUYKK, KOMIIETEHTHOCTI, MOTEHIIal 1
pe3yJbTaTUBHICTh MpaiiBHUKIB. CydaCHUN I1HCTpyMEHTapiil OI[IHIOBaHHS IEpPCOHATY
MPE/ICTaBICHUN MTUPOKUM CIIEKTPOM 3aco0iB: Bl IporpamMHoro 3abe3nedenns (Bamboo
HR, Workday, ADP Workforce Now, SAP SuccessFactors) i cucteM 3BOpOTHOTO 3B'SI3KY
(SurveyMonkey, Officevibe) 10 1HCTpyMEHTIB OIIHIOBAaHHS OCOOHCTICHUX SKOCTEH
(Hogan Assessment, DISC), meronmiB reitmidikamii (Kahoot, Quizizz), TexHoior1if
npodaiiiHry Ta pillleHb HA OCHOBI IITYYHOTO 1HTENEKTY. OCOOIMBICTIO 1HHOBAI[IMHUX
TEXHOJIOT1{ OIIHIOBAHHS € 1X CIIPSIMOBaHICTh Ha MIJBUIIEHHS 00'€KTUBHOCT1, CKOPOUCHHS
BUTPAT Yacy, 3a0€3MeYeHHs MPO30POCTI MPOIIECIB Ta MEPCOHAIIZAIII0 PEKOMEH/ ALl 1715
PO3BHUTKY IEPCOHAITY, IO JIO3BOJISIE OPraHi3alisiM He JIUIIE ONTUMI3YBaTH OIlIHFOBAaHHS,
ane 1 3a0e3MeYnTH TOUHIIIMKA MiA0lp KalapiB, po3pOOJEHHS 1HAMBIAYAIbHUX MPOrpam
PO3BUTKY Ta BIOCKOHAJCHHS KOPIIOPAaTMBHOTO KJiMaTy B yMOBaxX IH(POBOI
Tpancdopmarlii Ta IMHAMIYHHUX 3MiH Ha PUHKY TpaIli.

[IpoanainizoBaHO opraHizauiiiHy CTPYKTypy, (P1HAHCOBO-€KOHOMIYHI Ta TPYAOBI
nokazauku TOB  «Cimpno-®yn».  OpranizamiiHa  CTpyKTypa  MiANPUEMCTBA
Mpe/iCTaBlIeHa 1€papXivyHOI0 (YHKIIOHATHHO-PETIOHAIIBHOIO MOJACIIIIO YIIPABIIHHS, SKa
3a0e31euy€e YiTKUM po3noaii (PyHKINIH MK IEHTPaJIbHUMU Ta pEerioHaIbHUMU odicamu,
POTE Ma€ TIEBHI HEJIOMIKU Y BUDIISIII OFOpOKpaTH3allii MPOIIECiB Ta pU3UKY AyOIFOBaHHS
¢byskuii. iHaHCOBO-eKOHOMIUHUN aHami3 3a 2022-2024 poku 1eMOHCTPYE MO3UTUBHY
JMHAMIKy PO3BUTKY MIAMPUEMCTBA: 3pOCTaHHS JOXOAY BiJ peanizaiii Ha 9,78% y 2024
poui, 30UTbIIEHHS BajoBoro MnpuoOyTky Ha 14,85%, mnigBUIIEHHS peHTa0eIbHOCTI
peamzaiii 10 30,01%, xo4ya npoGiemu 3 BiJ'€eMHUM 3HAYEHHSIM BJIACHOTO KaIliTaay BCE

me 30epiraioTbcs. AHaNI3  COialbHO-AeMorpadiyHuX TIMOKAa3HUKIB BKa3ye Ha
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BIJIHOBJICHHS KaJ[pOBOTO MOTEHIIATY MICJsd CKOPOUYeHb. (IpUpIcT nepcoHany Ha 3,96% y
2024 pori), MOKpalleHHs CTaOlLIBHOCTI KaJpOBOTO CKJIaJy Ta 3HMXKCHHS IUIMHHOCTI
MEePCOHANTy 3a KJIIOYOBHMMH TPUYMHAMH 3BUIBHEHHS, IO BKa3y€ Ha €(EKTUBHICTH
BIPOBAPKEHUX 3aXO/I1B 3 YIIPABJIIHHS IIEPCOHAJIOM Ta 3arajibHy cTadiIi3aliio JisSIbHOCTI
KOMITaHii.

B pobGoti Oymo mpoaHami30BaHO CHCTEMY OIliHIOBaHHsA mepcoHany B TOB
«Cinpnio-dyn» Ta BUZHAYEHO, 1110 BOHA 0a3y€ThCsl HA CyYaCHUX MPUHIMNAX YIIPABIIHHS
e(eKTHBHICTIO Ta 3a0e3medye KOMIUICKCHUH TIiAXiM A0 OIIHIOBaHHS SIK O(iCHUX
MpaIiBHUKIB, TaK 1 IepcoHaay Mara3uHiB. BoHa ToO€IHy€e OLIHIOBAHHS 3a IIJISMH,
KOMIIETEHTHOCTSAMH Ta CTaHJapTaMu 3MiH, (QyHKIIOHYE uyepe3 HudpoBy ImiaThopmy
«IIlnsx IlepeBepimiHuka» 1 BKIOYAE KamOpyBaJlbHI cecli, 3BOPOTHUN 3B 30K 1
dbopMyBaHHS 1HAMBIYabHUX TIJIaHIB pO3BUTKY. [lompu BUCOKMIA piBEHh aBTOMATHU3AIlI1,
ajganTaiii A0 PI3HUX KaTeropil TmepcoHaldy Ta HasBHICTh BJIACHOI CHCTEMU
KOMIIETEHTHOCTEW, CHCTEMAa Ma€ TEBHI BHUKIMKA — 30KpeMa, Cy0 €KTHBHICTh
OIIIHIOBAHHSI, HABAHTA)KEHHS Ha KEPIBHUKIB 1 0OMEXEHE BUKOPUCTAHHS CAMOOIIIHKHY.

[Ipoenennit SWOT-anani3 1 pe3yapTaTd ONUTYBaHHS 3aCBIIYYIOTh, 1110 CUCTEMA
omiHioBanHs TniepcoHany B TOB «Cinbno-®ymn» wmae MiHUNA (QyHIAMEHT: YiTKO
nudepeniiioBanuii miaxig g0 opiCHOro Ta TOProBOTO IMEpPCOHAy, BIaCHY MOJAEIb 3
IIICThMa KOMIIETEHTHOCTSAMM Ta 3pO3yMUI1 1HAMKATOpH, 30aJJaHCOBaH1 Bard KUIbKICHUX 1
SAKICHUX TIOKA3HMKIB, PETYJISIPHI ITUKIM OI[IHIOBAaHHS 3 KalllOpyBaJbHUMU CECISIMU Ta
uudpoBy aBromaru3aitito uepes «l1lnsax [lepeBepiinnkay. BogHoyac BUSBIEHO KIIFOUOBI
cialbki cTopoHUu: 57% KEpIBHUKIB BUTPAYaIOTh MOHAJ TOAWHY Ha OI[IHIOBAHHS OIHOTO
mpaiiBHMKa, [0 MNPOBOKye (opmanbanii minxig; 60% mpaiiBHUKIB OTPUMYIOTh
3BOPOTHHUH 3B’SI30K pa3 Ha MiBPOKy abo piamie, a 39% oOIiHI0I0Th Horo sKicTh Ha 1-2
O6amu; 37% mpamiBHUKIB B3araji HE TMPOBOAATh CaMoOOIliHIOBaHHS, a 49% He
OOTOBOPIOIOTH PO3ODKHOCTI 3 OIIIHKOIO KEPIBHUKA; IS Mara3uHHOTO IEPCOHAIy He
nependaueni TP, Ha BiaMiHYy Bi odicy. 3 ONUTYBaHHS TaKOX BHUIUIMBAE, 1m0 64 %
PECIIOHICHTIB MATPUMYIOTH 11610 KOPOTKOTO MOOLTEHOTO 3BOPOTHOTO 3B S3KY, a 72 % —
IHTErpaIil0 CaMOOI[IHIOBAaHHS B CHUCTEMY, II0 BKa3y€ Ha BUCOKHN MOTEHLIAT s

BIOCKOHAJIEHHsI 4epe3 renMidikaiiro, Al-anamituky Tta 360 TpamycHe-OlIHIOBAHHS,
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BOJIHOYAC CJI1J] BpaxyBaTh pU3uKH (hopmaizailii mporecy, TEXHOJIOTIUHOI 3aJIeKHOCTI Ta
OTIOpy 3MiHaM.

Hna migBumieHHss edektuBHOCTI ouiHioBaHHI B TOB  «Cigsno-®ym»
3anponoHoBaHo iHTerpyBatu B 1uiargopmy «llnsx IlepeBepmnuka» wmomynas II-
aCHCTEHTa, SKM aBTOMAaTHYHO aHalli3yBaTHMME [laHl OIIHIOBAaHHS, TIE€HEpyBaTUMe
a/1arTOBaH1 MA0JIOHN 3BOPOTHOTO 3B’ 3Ky Ta 3HIMATU 3HAYHY YACTHHY PYyTUHHHX 3aB/IaHb
13 KepiBHUKIB; BOpoBaAuTH 360 rpaaycHe-oIiHIOBaHHS 3 00OB’SI3KOBUM BpaxyBaHHSIM
CaMOOIIIHIOBaHHS Ta 3BOPOTHOTO 3B’SI3Ky BiJ KOJIET, IO 3a0e3meunTh OaraTorpaHHH 1
00’ €KTUBHIIINUNA TOMISA HA KOMIIETEHTHOCTI MPAIIBHUKIB; PO3IMIUPUTH IHTETpaIbHUN
MOKa3HUK 3a PAXyHOK Bard CaMOOIIHIOBAHHS IS TMIABUIICHHS 3aJIy4eHOCTi 1
BIJIOBIJIAJILHOCTI NPAILIIBHUKIB; a TakoX YHI(PIKyBaTHM MIAXOAH JO PO3BUTKY,
3aMpoOBaJAMBIIM 1HIUBIyabHI IUJIAHM PO3BUTKY JIJIsi TPAIIBHUKIB Mara3uHiB 13
NIATPUMKOIO  MiKpoHaBuaHHs, saxkud Il-acucteHT aBromMaTMyHO niAOHpaTUME
BIIMOBITHO JIO BHSIBJICHUX 30H pOCTy. Takl 1HHOBAIl O3BOJSATH CYTTEBO 3HU3UTH
HaBaHTAXXCHHS Ha JIJEPiB, MIIBUIIUTH 00’ €KTHBHICTH OIlIHIOBAHHS Ta yHI(iKyBaTtu
MEPCOHAJII3YBATH PO3BUTOK Yy BCIX MIAPO3/1JIaX KOMIAHII.

3anpoBamkennst [lI-acuctenta, 360 rpamycHOTO OINIHIOBaHHS, I1HTErpaiii
camoouidku Ta [I1IP y TOB «Cinbno-®@yny» 3a06e3ne4uTh MOMITHY €KOHOMIYHY BiJIady
3aBJIAKU 3pOCTaHHIO NPOAYKTUBHOCTI mpaii Ha 15-20% (3a paxyHOK EepCOHaIi30BaHOTO
HABYaHHS Ta MIKPOHABUYAHHS), CKOPOYEHHIO TPYAOBUTpAT KEPIBHUKIB HA PyTHUHHI
3aBmaHHs Ha 10-15% 1 3HWKEHHIO TMHHOCTI KanapiB Ha 10% 13 BIANOBIAHUM
3MEHIIICHHSAM BHUTPAT Ha PEKPYTHHT 1 ajanTallil0 HOBAuKiB, a TakoX miaBUIIUTh ROI
iHBeCcTHIIM y HaByaHHA 10 20% 3aBOsgKud aapecHOMYy JT000py OCBITHIX IIporpam.
Boanoyac 111 iHHOBAII1i MATUMYTh CYTTEBUN COIIaTbHUIN €(EeKT: MiIBUILATH MPO30PICTH 1
CHpPaBEUIMBICTh OLIIHIOBAHHS, 3MILHTH JAOBIPY Ta 3aJy4eHICTh MpaliBHUKIB (64% yxe
rOTOBI J10 MOOUIBHOTO 3BOPOTHOTO 3B’SI3KY, 72% — A0 1HTErpailii camOOIlIHIOBaHHS),
CIPHATUMYTHh (POPMYBaHHIO KYJBTYPH TOCTIHHOTO PO3BHUTKY W PO3BUTKY ITU(GPOBHUX
KOMITIETEHTHOCTEH, MOKpAaIaTh SKICTh KOMYHIKAIli MK JIHIMHUMH MEHEIKEpaMH Ta

KOMaHJIaMH1 1 YKPIIATE MK «Ciabno-Dymy sk 1HHOBALIHHOTO pOOOTOIABLIS.
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JTOJATKH
Hooamox A

OnutyBaHH# 110710 cUcTeMHU OLiHIOBaHHA nepcoHaay B TOB «Cinbno-®ym»

3arajbHa iHgopMalisi PO pecOHAEHTA:
. Kareropis npariiBauka (odicHHM repcoHa / KepiBHUK Mara3uHy / MpaiiBHUK Mara3uHy)
. Crax pobotu B komma#ii (0 1 poxy / 1-3 poku / 3-5 pokiB / Oinbiiie 5 pokiB)

Baok 1: HapaHTa:keHHs1 KePiBHUITBA B NMPo1leci OHiIHIOBAHHA
Ji1si KepiBHUKIB:

1. CkinbKH 9acy B cepeJHbOMY BH BUTpPAYaETe HAa OLIHIOBAaHHS oHOrO mimnerioro? (1o 30
xB / 30-60 xB / 1-2 rox / GinbIe 2 Tox)

2. CKITBKY TJIETIIMX BU OLIHIOETE IPOTATOM OJTHOTO IIMKJTY OI[IHIOBaHHS?

3. SIKy yacTHHY Bamoro po0o4oro 4Yacy B CEpeJHbOMY 3aiiMae MpOLEC OLIHIOBAHHS
miprermux npotsrom Micsns? (merme 10% / 10-20% / 20-30% / 6inbine 30%)

4. Ski eranu OLIHIOBaHHS 3a0UparoTh HailbubIne yacy? (30ip JaHuX / aHaji3 pe3ynbTaTiB /
3armoBHEHHS (GOpPM / IPOBEIEHHSI 3yCTpivel / MATOTOBKA 3BOPOTHOTO 3B'S3KY)

5. Yu BiguyBaeTe BU, IO OLIHIOBaHHS IEPCOHATY 3aBa)kKa€ BUKOHAHHIO BAIIMX OCHOBHHUX

000B's13KiB? (Tak/Hi/iHO/I)

Jist npaniBHUKIB:
1. Uwm BiguyBaeTe BH, IO BAIll KEPIBHUK Ma€ JOCTATHHO Yacy IS IETATBHOTO OIIHIOBAHHS
Bamoi poootu? (Tak/Hi/HE BIICBHCHHUI)
2. Uu momivayim BU O3HAaKM TOTO, IO Ball KEPIBHUK TICPEBAHTAKCHHUU IPOIECOM
oIliHIOBaHH:? (TaK/Hi)
3. Ha Bamy mymKy, sik 94acTO Bailll KepPiBHUK NPOBOIUTH (hOpMajbHE OIIHIOBaHHS 'IJist
rajgodku"? (HIKOJIM / piiko / 1HOI / 9acTo / 3aBXK M)

Bbuiok 2: YacToTa Ta sIKiCTb 3BOPOTHOIO 3B'SI3KY

1. Sk yacTo BM oTpuMyeTe QOpMabHUN 3BOPOTHUMN 3B'A30K BiJ KEpPIBHUKA ILOJ0 Ballol
po6oTH? (IOTHXKHS / oMicsLs / pa3 Ha KBapTaJl / pa3 Ha MiBPOKY / pa3 Ha pik / pijuie)

2. Uu BBa)kaeTe BM 1110 YACTOTY JOCTATHHOIO? (TaK/Hi)

3. Sk yacTto BM OTpUMyeTe He(hOpPMaIbHUIA 3BOPOTHHUH 3B'SI30K BiJ KepiBHUKA? (IIOAHS /
HIOTHYKHSA / IIOMICSIIS / piaiie)

4. O1iHITh SKICTH OTPUMAHOTO 3BOPOTHOTO 3B'A3Ky 3a mIKanoro Big 1 mo 5, ne 1 - myxe
HU3bKa, 5 - Iy’Ke BUCOKA.

5. Yu MICTUTH 3BOPOTHHH 3B'SI30K KOHKPETHI PEKOMEHJAIl 11010 MOKpAIIeHHs poOOoTH?
(Tax/H1/1HOA])

6. Yu BBaxkaeTe BM, IO BIPOBA/KEHHS aBTOMATM30BAaHMX CIOBILIEHb PO MPOrpec y
JOCSITHEHH1 LIJIeH MOKpaluio 6 CUTYallilo 13 3BOPOTHUM 3B'I3KOM? (TaK/HI/MOXKIIUBO)

7. Sk B O BiIHECHIHCS 10 OTPUMAHHS PETYJSPHOTO KOPOTKOTO 3BOPOTHOTO 3B'S3KY uepes

MOOUTBHHI 1071aTOK? (TTO3UTUBHO/HETAaTHBHO/HEUTPAITHHO)

bBaok 3: TexHoJoriuHi acnmeKTH CHCTEMH OLIHIOBAHHSA

1. Hackinbku 3pyunum € intepdeiic nudposoi muardopmu "Hnsax [Tepesepmnuka"? (Bix 1
1o 5)
2. Yu cTUKamuCs BM 3 TEXHIYHUMH MpoOieMaMy TijJ Yac BUKOPHCTaHHS MiaTtdopmu?
(Hixomnu / piako / iHO1 / 4acTo / MOCTIHHO)
3. SIKi TeXHIUH1 OOMEKEHHS BU BBa)KAETE HAMOLIBI KPUTUUHUMMU:

. [IIBuAKiCTE pOOOTH CHCTEMH

. JlocTynHICTh 3 MOOITBHUX MPUCTPOIB

. [aTyiTUBHICTE 1HTEpDETicy



. MOIIMBOCTI aHAITUKA JAHUX

. [HTerparmis 3 iHIIMMH CUCTEMAaMH KOMITaHi{
. [H1I1E (BKQXKITH)
4. SIxi ¢yHKuii BU O XOTiIM 6a4NTH aBTOMaTH30BAaHUMH B CUCTEMI OIIIHFOBaHHS?
. 30ip maHuX TPO pe3yabTaTu poOOTH
. AHani3 AKICHIX TTOKa3HUKIB po0OTH
. dopMyBaHHS 3BITIB
. HaragyBauus npo TepMiHH
. I'enepartist pekomeHaaIlii 3 PO3BUTKY
. [H1IE (BKAXKITH)
5. Uu BBakKaeTe BU JOIUIBHUM BHKOPUCTAHHS INTYYHOTO IHTENEKTY JUIA aHallizy
pe3yJIbTaTiB OLIHIOBAHHS Ta BUSBICHHS TEHICHLIN? (Tak/Hi/HE BICBHEHUIN)
6. Yu roToBi BU BUKOPHCTOBYBATH MOOITBHHU JIOJATOK JUIsS PETYISPHOTO OTPUMAHHS Ta

HaJIaHHS 3BOPOTHOTO 3B's13Ky? (TaK/Hi)

Baok 4: CamoouiHioBaHHA Ta il iHTerpamis

1. Yu npoBoAKTE BU CAMOOIIIHKY mepe o(iliiiHOI0 OI[IHKOI KePIBHUKOM? (TakK/Hi/1HO/1)
2. Hackinbku 1eTanbHO BH MiIXOIUTE J0 MPOIECY CaMOOLIHKH? (IyKe AETalIbHO / JOCUTH
JIETaJIbHO / TOBEPXHEBO / (OPMAJIBLHO)

3. Uu 3Ha€TE BY, K CaMe pe3ylbTaTy Balloi CaMOOI[IHKH BUKOPHCTOBYIOTBCS Y MiJCYMKOBIH
oriHIi? (Tak/Hi/9aCTKOBO)

4. Uu 00roBOPIOOTHCS PO301KHOCTI MIXK BaIllIOK0 CaMOOI[IHKOO Ta OIIHKOK KePIBHUKA i
Yyac 3BOPOTHOTO 3B's13Ky? (Tak/Hi/i1HOI1)

5. Uu BBaXKaeTe BH, IO PE3YJIBTATH CAaMOOIIHKHA MAalOTh BIUIMBATH HA IiJICYMKOBY OIIiHKY?
(Tak/H1/9aCcTKOBO)

6. SIKmio Tak, Ky Bary, Ha Bally AyMKY, TOBUHHA MaTH CaMOOIIIHKa B 3arajibHii omiHmi? (10
10% / 10-20% / 20-30% / Gunbie 30%)

7. Uu BBa)kaeTe BU KOPUCHHUM BIIPOBAKEHHS LU(POBOro 1HCTPYMEHTY I MOCTIMHOTO

BIJICT€KEHHS BIIACHUX PE3YyJIbTaTiB Ta IPOBEIEHHS PETYISIPHOI CAMOOIIIHKH? (TaK/HI/MOXIIMBO)
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TpuBora
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DIGITAL TRANSFORMATION OF EMPLOYEE EXPERIENCE
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Abstract. The article focuses on the digital transformation of Employee Experience Management
(EXM) in the context of global business process digitalization. The research aims to systematize and
scientifically substantiate modern approaches to the digital transformation of EXM, identify key
tools, analyze successful implementation practices, and identify promising development trends. The
research employs various methods, including general scientific techniques, specialized cognitive
methods, analysis, synthesis, and comparative analysis. The study resulted in a systematization of
theoretical and methodological foundations of EXM in the digital economy, development of the
classification of digital EXM tools by functional purpose, analysis of the modern EXM software
market, identification of digital transformation trends in EXM, development of a metrics system for
assessing the impact of digital tools on employee experience, identification of challenges in
implementing digital tools and proposed ways to overcome them. The scientific novelty of the
research lies in the first comprehensive classification of digital EXM tools by functional purpose, the
improvement of approaches to evaluating digital tools' effectiveness through the development of
the KPI system, the advancement of conceptual foundations of digital transformation of employee
experience, and the deepened understanding of digital technologies' impact on HR processes
transformation. The formed recommendations for selecting and implementing digital solutions can
be readily applied to HR departments. The proposed metrics allow for evaluating the effectiveness
of implemented digital tools and their impact on employee experience. Research results create a
foundation for developing digital transformation strategies in the HR sphere.

Keywords: Employee Experience, Digital Transformation, Human Resource Management, Digital
HR Tools, HR Process Automation, Employee Engagement.

JEL Classification: M12, M15, 033, M54
1. INTRODUCTION

Global digitalization and digital transformation processes drive fundamental changes in
organizations' human capital management paradigm. According to McKinsey research, more than 3/4 of
organizations have accelerated the digitalization of business processes, with the transformation of HR
processes being a key focus (Banerjee et al., 2023). Integrating digital technologies, particularly artificial
intelligence systems, and predictive analytics, into HR processes is not just an option but a necessity that
requires the reconceptualization of approaches to employee experience management (referred to as EXM
from now on).

The analysis of research and publications indicates a growing scientific interest in the digital
transformation of HR processes. Many domestic and foreign scientists have studied the theoretical and
methodological foundations of EXM digital transformation. Analyzing the latest scientific literature
allows us to identify several key research areas. The conceptual foundations of ECM are discussed in the



Digital Transformation of Employee Experience Management... 85

works of (Edwards, 2023) and (Green et al., 2010). In particular, (Plaskoff, 2017) defines EXM as a new
approach to human resource management. The digitalization of the employee experience and its
components are studied in detail by (Gheidar & ShamiZanjani, 2020), who proposed a conceptual model
of the digital employee experience (from now on referred to as DEX). (Moganadas & Goh, 2022) have
developed a DEX measurement and evaluation system. The impact of artificial intelligence on the
transformation of the employee experience is analyzed in the works of (Zel & Kongar, 2020) and
(Dwivedi & Mahanty, 2023). The researchers note the growing role of artificial intelligence in
personalizing and optimizing the employee experience. The relationship between the employee's digital
experience and organizational effectiveness is investigated by (Sudrajat et al., 2021), focusing on the
impact of DEXs on an organization's service orientation and agility. Practical aspects of implementing
DEX management systems and providing recommendations for developing EXM platforms are
considered by (Abhari et al., 2023). The impact of digital technologies on employee productivity and
tension is investigated by (Desernot et al., 2021). The integration of artificial intelligence into the human
resource management ecosystem is studied by (Malik et al., 2022), considering employee experience as a
key link in staff engagement. Methodological aspects of DEX evaluation are investigated by (Ameu et
al., 2024). There is a significant scientific interest in the problems of EXM's digital transformation, and
research demonstrates the multifaceted nature of this phenomenon. At the same time, the issues of
system integration of various digital tools and the evaluation of their effectiveness in the context of EXM
require further research.

2. THEORETICAL FRAMEWORK/LITERATURE REVIEW

In modern scientific literature, employee experience (EX) is viewed as a multidimensional construct
integrating cognitive, emotional, and behavioral aspects of an individual's interaction with an
organization. (Plaskoff, 2017) defines employee experience (EX) as an employee's overall perception of
all touchpoints throughout their employment lifecycle. Building on this definition, (Edwards, 2023)
emphasizes the cumulative aspects of EX and its significant role in fostering organizational commitment.
(Green et al., 2010) present a structural model of EX that identifies three essential components: physical,
technological, and cultural experiences. Furthermore, empirical research conducted by Harlianto and
(Rudi, 2023) reveals a statistically significant relationship between the quality of EX and various
organizational performance indicators, highlighting its considerable influence.

Research by (Mohanty & Kulkarni, 2023) emphasizes that EX encompasses all impressions an
employee receives during all stages of interaction with the organization. It includes emotional, cognitive,
and behavioral aspects of employee interaction with the company, from hiring to exit (Itam & Ghosh,
2020). According to (Panneerselvam & Balaraman, 2022), it should be considered through key stages:
recruitment (hiring), adaptation (onboarding and initial training), development (career growth and skill
enhancement), motivation (engagement and recognition), productivity (performance and feedback), and
work termination (exit process and post-employment relationship).

(Gheidar & ShamiZanjani, 2020) define the following key components of EX:

* physical environment (workspace, its comfort, ergonomics, and safety);

¢ technological environment (availability and quality of technological tools);

¢ cultural environment (values, norms, management style, and interactions that shape the
company's atmosphere).

The scientific conceptualization of Digital Employee Experience (DEX) has evolved significantly in
global business process digitalization. (Gheidar & ShamiZanjani, 2020) proposed defining DEX as an
integrated set of all digital interactions between employees and organizations that shape overall
perception and job satisfaction. (Moganadas & Goh, 2022) expanded this concept's theoretical
boundaries by incorporating aspects of technological infrastructure, digital competencies, and
information security.
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Structural analysis of DEX components conducted by (Ameu et al., 2024) identified key elements of
this phenomenon: technological accessibility, user experience, digital competency, information security,
and technical support. Research on the organizational effects of DEX by (Sudrajat et al., 2021) revealed
statistically significant correlations between DEX quality and key organizational performance indicators,
particularly establishing strong positive connections with service orientation and organizational agility.
(Van Der Schaft et al., 2022) empirically confirmed the causal relationship between positive DEX and
increased productivity, reduced turnover, and increased engagement index.

The technological aspect of DEX formation was thoroughly investigated by (Abhari et al., 2023), who
proposed a comprehensive taxonomy of technological solutions for DEX management, with particular
attention to modern platforms' integration capabilities and their ability to provide personalized
approaches to DEX formation. Implementation challenges were systematized by (Zel & Kongar, 2020),
who identified three main barrier categories: organizational (lack of digital strategy, resistance to
change), technological (outdated infrastructure, integration problems), and human factors (insufficient
digital literacy, low management involvement).

(Dwivedi & Mahanty, 2023) explored promising directions for DEX development, predicting
strengthening trends toward Al-based EX hyperpersonalization and expanded predictive analytics
capabilities. The researchers highlight the potential of biometric monitoring and automated work
condition optimization. The methodological aspects of DEX assessment have been developed by (Malik
et al., 2022), who proposed a metrics system integrating quantitative indicators (operation time, tool
usage frequency) and qualitative indicators (satisfaction, perceived convenience, digital stress level).
Boatman (2024) suggests that the future of DEX will be increasingly shaped by emerging technologies,
particularly artificial intelligence and machine learning, which will enable more sophisticated
personalization and predictive capabilities in employee experience management. Research by (Desernot
et al., 2021) provides empirical evidence of how digital technologies impact employee performance and
strain, offering valuable insights for organizations implementing DEX initiatives.

The analysis of scientific literature demonstrates the growing theoretical and practical significance of
DEX for modern organizations. Synthesizing various perspectives, the Digital Employee Experience can
be defined as a component of overall EX that encompasses all aspects of employee interaction with
digital tools and platforms within an organization. It covers the entire spectrum of digital interactions,
from collaboration platforms and performance management systems to knowledge-sharing tools and
communication platforms.

In modern conditions, DEX is crucial to employee satisfaction and engagement in organizational
processes. Therefore, defining the “quality of digital employee experience” becomes particularly
important in digital transformation. It represents a set of characteristics that determine employees'
convenience, efficiency, and satisfaction in using digital tools and platforms that support their
professional activities.

The quality of DEX includes technology accessibility and ease of use, system speed and stability,
feedback convenience, and the integration level of digital solutions with work processes. Therefore, the
main factors affecting DEX quality can be identified as:

¢ Technological platforms that employees interact with daily, including their stability,
convenience, and functionality

¢ Information accessibility, particularly the ease of accessing necessary data and the ability to
quickly find relevant information

¢ User-friendliness — simplicity and intuitiveness in using tools, which minimizes training time
and increases productivity

The multifactorial impact of innovative solutions on organizational practice transformation
characterizes the technological modernization of EXM processes. (Zel & Kongar, 2020) demonstrate that
Al integration into HR processes significantly reconfigures traditional EXM approaches. Empirical data
shows increased HR process efficiency with Al implementation, as confirmed by (Dwivedi & Mahanty,
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2023). (Banerjee et al., 2023) highlight that this transformation is crucial for Global Capability Centers
(GCCs), where digital tools significantly impact talent retention. (Malik et al., 2022), based on
multinational companies' practices comparative analysis, developed an Al-based integrated HR
ecosystem model, identifying three basic technological drivers: predictive analytics, machine learning,
and natural language processing (NLP).

(Moganadas & Goh, 2022) developed a taxonomy of digital tools for EX transformation. The
researchers empirically confirmed that implementing Intelligent Process Automation (IPA) reduces
labor costs for routine operations and improves HR decision accuracy. According to GMRC (2023), the
digital EXM software market is expected to grow significantly through 2032, driven by the increasing
adoption of Al and automation technologies. (Abhari et al., 2023) identified synergistic effects from
integrating various technological solutions, proving that combining cloud technologies, mobile
platforms, and analytical tools demonstrates a multiplicative impact on DEX quality, confirmed by an
increased personnel satisfaction index compared to implementing individual technological solutions.

(Ameu et al., 2024) highlight how Virtual Reality (VR) and Augmented Reality (AR) are
transforming employee training and adaptation. This is further supported by Pavlenco (2021), who
underscores the significance of modern conditions in shaping employee experience management (EXM).
Additionally, (Van Der Schaft et al., 2022) demonstrate the digital transformation of employee
experience (EX) through a dynamic and multi-layered sensemaking perspective. They also investigate
the impact of edge computing and 5G technologies on the mobile transformation of EX.

Recent research by (Justenhoven & Jansen, 2024) offers valuable insights into how digital
technologies are transforming the employee experience (EX) landscape, especially in the areas of
personalization and adaptive learning systems. This perspective is further reinforced by (Kulkarni &
Mohanty, 2022), who highlight the strategic significance of digital experience management in
contemporary organizations.

Knowledge management systems integration with AI platforms is a significant aspect of
technological transformation. (Desernot et al., 2021) empirically confirm that such integration leads to
optimized knowledge search and sharing processes, improving decision-making efficiency. As
discussed by (Dwivedi & Mahanty, 2023), the integration of Al-powered solutions is revolutionizing
how organizations approach employee experience, creating more intelligent and responsive systems
that can anticipate and address employee needs proactively. (Sudrajat et al., 2021) emphasize blockchain
technologies and cryptographic solutions' growing role in information security and data protection.

Thus, the analysis of EX transformation technological drivers proves that digital technologies play a
key role in forming positive EX, providing opportunities for increasing engagement, retention, and
motivation. Companies can respond faster to employee needs and ensure comfortable work conditions
through tools like performance management systems, communication platforms, and feedback
collection instruments. Digital technologies create a transparent environment where employees feel
valued and can influence the work process. Overall, theoretical analysis indicates the formation of a new
EXM paradigm in digital transformation conditions.

3. RESEARCH OBJECTIVE, METHODOLOGY AND DATA

This study is of paramount importance as it aims to systematize and scientifically substantiate
modern approaches to the digital transformation of EXM. By identifying key tools, analyzing successful
implementation practices, and identifying promising development trends, we aim to understand how
digital technologies affect employee experience comprehensively. This understanding will help us
determine which tools are most effective for building a high-quality digital experience and what trends
shape the modern approach to EXM. The following tasks have been defined: to conceptualize the
theoretical and methodological foundations of EXM in the digital economy; to systematize and classify
modern digital tools used for EXM; to study trends in the field of DEX; to identify promising areas for
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the development of digital transformation of EXM; and to comprehensively assess the impact of digital
tools on the organization's effectiveness in attracting and retaining employees, productivity, corporate
culture, and satisfaction. These tasks aim to provide a thorough analysis of the impact of digital
transformation on employee experience and offer recommendations for further development in this
area.

The methodological basis of the study is rooted in the use of general scientific and special methods of
cognition. In researching modern EXM practices, several general scientific methods, such as analysis and
synthesis, were rigorously applied, allowing for a detailed study of digitalization's conceptual aspects
and trends. The analysis method helped to break down complex concepts into their parts, which
provided a deeper understanding of the key elements and factors of EXM digitalization. The synthesis
method was used to summarize the data obtained and form a holistic concept of digital EXM that
reflects current trends and best practices in this area. The comparative method was used to evaluate the
effectiveness of various EXM software.

4. RESULTS AND DISCUSSION

Empowering HR professionals and organizational leaders and implementing digital transformation
tools in EXM processes is driven by the need to optimize personnel-organization interaction, enhance
communication processes, ensure access to information resources, and modernize personnel
development systems. According to (Abhari et al., 2023), integrating digital tools into HR processes
significantly improves employee engagement and organizational effectiveness, instilling more control
and confidence in decision-making.

Modern EXM platforms represent comprehensive technological solutions that enable systematic HR
process digitalization and bring efficiency to your work. Cloud platforms specifically integrate
performance management, career development, compensation management, and personnel training
functionality. Integrated HR platforms provide analytical tools for accumulating and evaluating EX data
and optimizing management decision-making processes (Moganadas & Goh, 2022) . This view is further
supported by (Desernot et al., 2021), who found that such digital integration positively impacts
employee performance and organizational outcomes, making you more productive and effective in your
role.

Recent research by (Malik et al., 2022) underscores the pivotal role of Al-powered platforms in
bolstering the analytical capabilities of HR systems. (Banerjee et al., 2023) further accentuate the crucial
role of Al in talent retention and engagement, keeping you informed about these evolving technological
solutions. According to GMRC (2023), these technological solutions are evolving rapidly, incorporating
advanced analytics and machine learning capabilities to provide more precise insights into employee
experience.

A significant component of digital transformation is the implementation of analytical tools for EX
assessment. According to (Dwivedi & Mahanty, 2023), feedback collection and processing systems
enable monitoring employee satisfaction levels and the identification of problematic aspects in
organizational interaction. Natural Language Processing (NLP) technologies facilitate communication
content analysis, contributing to optimizing organizational emotional climate.

Research by (Malik et al.,, 2022) demonstrates that specialized performance evaluation systems
enable correlation analysis between employee experience and productivity indicators. (Boatman, 2024)
emphasizes that modern analytical tools increasingly incorporate Al capabilities to provide deeper
insights into employee behavior and satisfaction patterns.

Innovative learning and development technologies are transforming traditional approaches to
competency management. (Ameu et al., 2024) explore how Virtual and Augmented Reality (VR/AR)
technologies in corporate training provide an immersive environment for practical skills development.
The personalization of learning trajectories based on artificial intelligence algorithms optimizes
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competency development processes according to individual employee needs, as highlighted by (Zel &
Kongar, 2020).

(Van Der Schaft et al., 2022) confirm that e-learning system implementation promotes continuous
professional development and increased employee satisfaction, fostering a culture of engagement and
commitment to professional growth. It is particularly relevant in remote work conditions and flexible
employment forms, where (Sudrajat et al., 2021) found that digital learning platforms significantly
enhance employee engagement and skills development. Additionally, (Desernot et al., 2021)
demonstrate that these technologies can improve learning outcomes while reducing work-related stress
through adaptive learning approaches.

Therefore, integrating digital transformation tools provides a comprehensive approach to EXM. The
synergistic effect of implementing EXM platforms, analytical evaluation systems, and interactive
learning technologies creates prerequisites for optimizing employee engagement, satisfaction, and
productivity levels. This comprehensive approach is a crucial factor in enhancing organizational
competitiveness.

The digital transformation of HR management is largely based on modern technologies that enhance
EX quality by facilitating interaction between employees and the organization, improving
communication, ensuring information access, and simplifying development and learning processes.
Therefore, digital transformation significantly impacts HR management, underscoring the importance
and relevance of this topic. Digital technologies facilitate employee-organization interaction, providing
an effective environment for their activities.

Tab. 1 summarizes the main digital transformation tools for EXM, encompassing EXM platforms,
analytical tools for assessing moods and satisfaction, and interactive learning tools.

Tab. 1
Digital Transformation Tools for Employee Experience Management
Tool category Examples of tools Description of tools
Provide comprehensive management of HR
processes, including career development,
Workday, productivity enhancement, and training
EXM Platforms SAP SuccessFactors, management. Offer analytical tools for collecting
Oracle HCM and evaluating data, which help make informed
decisions and create a supportive environment for
employees.

Tools for collecting feedback and sentiment analysis

ualtrics, Glint (collectin . .
Q ( & allow you to assess employee satisfaction and

Digital HR feedback); Sentiment Analysis
Analytics Tools (NLP); Performance
for EX Management Systems (PMS);
BambooHR, Lattice (KPI);

engagement. Using KPIs and other performance
indicators allows you to analyze the impact of
employee experience on their contribution to
achieving the organization's goals.

VR/AR for learning; Provide interactive and personalized training,
Digital tools for Personalized learning including VR/AR for hands-on situations,
interactive (Coursera for Business, Udemy | personalized learning, and electronic platforms for
learning and et al.); continuous development, which supports employee

development | e-learning platforms (Moodle, | satisfaction and helps improve their skills.
LinkedIn Learning et al.)

Source: summarized by the authors based on (Abhari et al., 2023; Ameu et al., 2024; Boatman, 2024; Dwivedi
& Mahanty, 2023; GMRC, 2023; Moganadas & Goh, 2022; Sudrajat et al., 2021; Van Der Schaft et al., 2022; Zel
& Kongar, 2020)
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Modern digital transformation tools enable companies to provide an integrated approach to EXM.
EXM platforms, analytical tools for feedback and satisfaction, and interactive tools for training and
development increase employee engagement and productivity, a significant factor in the organization's
successful operation. Digital tools also help create a supportive work environment that meets today's job
market demands.

In particular, the EXM platform is the basis for implementing a comprehensive HR management
strategy in the digital environment. Among the popular HR technologies actively used in this direction
are Workday, SAP SuccessFactors, and Oracle HCM.

Workday is a cloud-based platform for EXM that offers integrated solutions for HR process
management, including performance tracking, career management, payroll, training, and scheduling; it
provides analytical tools for collecting and evaluating employee data, which helps management make
informed decisions and create a comfortable environment for employees. SAP SuccessFactors is also
cloud-based and covers a wide range of functions for EXM, including modules for talent development,
staff engagement, compensation, and retention; it offers tools for setting up development and training
plans and creating personalized development trajectories for each employee. Oracle HCM - This
platform integrates HR functionality with modules for HR accounting, compensation management, and
talent development. One of its advantages is that powerful analytical tools help assess employee
satisfaction and analyze their experience in the company; it also offers opportunities to track career
growth and plan for personnel needs.

Modern digital HR analytics tools are an important component of the EXM, as they allow assess the
level of satisfaction, engagement, and productivity; among them, the main tools for analyzing EX are
systems for collecting and processing feedback, tools for analyzing sentiment, and performance
evaluation models. Many organizations implement systems to regularly collect employee feedback,
allowing them to receive operational information about their experience; specifically, platforms like
Qualtrics and Glint collect feedback through surveys and analyze it to identify trends and problem
areas. Sentiment analysis is another modern digital tool that allows HR managers to understand the
emotional state of employees based on text content (emails, feedback, feedback in surveys). Thanks to
natural language processing (NLP) technologies, it is possible to assess the overall mood in the
organization, identify problems in interactions that reduce employee satisfaction, and develop
appropriate actions to solve them. A performance management system (PMS) involves using specialized
tools to assess employees' performance. It allows them to track key performance indicators and analyze
how EX affects their performance and contribution to achieving the organization's goals. For example,
the BambooHR and Lattice systems allow customized assessment systems tailored to the company's
needs. Digital tools for employee training and development are elements of creating a positive and high-
quality DEX, and modern technologies have significantly expanded the opportunities for interactive and
personalized learning. In particular, virtual and augmented reality (VR/AR) training allows employees
to immerse themselves in practical situations and gain near-real experiences virtually. Personalization of
training with the help of artificial intelligence allows the creation of individual learning paths for each
employee depending on their needs and level of competence. Platforms such as Coursera for Business
and Udemy for Business provide access to various courses and modules tailored to the organization's
and employees' specific needs. E-learning platforms (such as Moodle and LinkedIn Learning) allow
employees to gain new knowledge at a time and format convenient for them, which is especially
important for employees who work remotely or on flexible hours. Implementing e-learning platforms
contributes to developing skills and fostering a culture of continuous learning that inspires and
motivates employees to strive for excellence, supporting increased efficiency and satisfaction. Thus,
modern digital transformation tools allow for an integrated approach to EXM. Using EXM platforms,
analytical tools for assessing sentiment and satisfaction, and interactive training creates new
opportunities for organizations to increase employee engagement, satisfaction, and efficiency, an
important factor for business success.
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Implementing digital transformation practices in the EXM system determines fundamental organizational
architecture, communication processes, and corporate culture changes. Digital transformation is not
limited to technological modernization but involves a comprehensive reconfiguration of organizational
processes and human capital management practices (Malik et al, 2022). The digitalization of
communication processes is a prerequisite for effective EXM in modern conditions. The introduction of
digital communication platforms ensures the improvement of information flows and the increase in the
level of organizational cooperation regardless of the geographical location of employees (Vukelic &
Cizmic, 2019). According to the research of (Sudrajat et al., 2022), introducing collaboration platforms
changes the paradigm of process management and ensures transparency of operational activities.
Introducing corporate social networks contributes to forming a proactive corporate culture and increases
employee engagement. Digitalization of communications is the basis for successful EXM, as it ensures
transparency and ease of communication, improves employee interaction, and contributes to forming
corporate culture. Therefore, it can be summarized that the main practices of EXM digitalization in this
context include digital communication channels - their use allows for fast and effective exchange of
information between employees regardless of their physical location; digital collaboration platforms
allow to organize tasks, coordinate the work of teams and track progress in real-time, which provides
clarity and transparency in processes, which contributes to the formation of a responsible and
supportive culture; and digitalization of corporate culture management - digital platforms provide tools
to create a favorable environment that supports corporate values and the mission of the organization;
using internal social networks, employees can share experiences, support each other, which contributes
to the development of an open corporate culture and increases the level of engagement.

Transforming work organization models through integrating digital technologies is becoming
increasingly important in the context of global changes in the business environment. (Van Der Schaft et
al., 2022) emphasize the importance of remote work practices and hybrid work models in ensuring
organizational flexibility and employee satisfaction. Implementing digital solutions for the workplace,
particularly project management systems, according to (Dwivedi & Mahanty, 2023), improves task
management processes and ensures increased cross-functional interaction. Robotic process automation
(RPA) reduces the routine workload on employees, which helps focus on strategic tasks. Thus, with the
development of digital technologies, flexibility in work is becoming increasingly accessible and popular,
especially in remote and hybrid work formats, which contributes to increased employee satisfaction and
productivity. Moreover, it helps organizations attract and retain talent, making them feel more
competitive and strategic. Therefore, it can be summarized that the main practices of EXM digitalization
in this context include remote and hybrid work practices - the implementation of digital tools allows
employees to work remotely or combine office and remote work, which, in particular, project
management systems that provide access to information at any time and from any device; the use of
digital tools to increase efficiency - digital tools allow to optimize routine processes, which frees up time
for strategic work and employee development; process automation, for example, using RPA, allows to
reduce the burden on employees, increasing their engagement and satisfaction.

An individual approach to the EX-formation by implementing Al technologies and big data analytics
is a determining factor in increasing employee satisfaction. Big data analysis allows you to identify
individual preferences and needs of employees, improving motivation and personnel development
systems (Moganadas & Goh, 2022). Implementing Al-based solutions in EXM processes, as noted by (Zel
& Kongar, 2020), ensures the fine-tuning of training and development programs and the optimization of
career trajectories. Artificial intelligence makes it possible to create individual recommendations for
training and skill development and adapt work processes according to the personal characteristics of
employees. Thus, personalization is one of the key practices that increase the level of engagement and
satisfaction of employees. Using big data and artificial intelligence allows organizations to understand
the individual needs of each employee better and adapt their experience in the company accordingly.
Therefore, it can be summarized that the main practices of EXM digitalization in this context include the
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use of big data - the analysis of large volumes of data allows companies to determine the preferences
and needs of employees, to identify patterns in the behavior and satisfaction of personnel; for example,
by analyzing data about employees, a company can set up individual motivation and development
programs. Artificial intelligence for personalization of experience allows the creation of personalized
offers for each employee related to training, development, or career advancement; in particular, Al
systems can offer appropriate courses for skill development or adapt the work schedule depending on
the personal preferences of the employee, which helps to increase the efficiency of employees and
improve their experience in the company. The main practices of digital transformation in the EXM
system that contribute to creating a positive and high-quality EX are summarized in Tab.2.

Tab. 2
Digital Transformation Practices of Employee Experience Management
Category Practices Tools Description
Digital communication channels Slack, Provide transparency,
ensure fast and efficient exchange of Microsoft convenience, and speed of
Digitalization of information Teams information exchange,
internal Collaboration platforms for task Asana, Trello, contributing to developing
communications coordination and teamwork Monday corporate culture and
Corporate culture management and | Workplace by increasing employee
support for corporate values Facebook engagement.
Remote and hybrid work practices — Jira, ClickU Support remote work and
s access to information from anywhere ! p flexibility in choosing a work
Flexibility and . .
. . .. environment, which
mobility at Process automation to optimize .
. . increases employee
work routine tasks and increase employee RPA . .
eneagement satisfaction and helps attract
538 talented specialists.
Data analysis to understand Using big It enables the understanding
Personalized individual needs data of the needs of employees
Al-offers for better and allows them to
approach to .. . )
employee Artificial intelligence to personalize training, staff adapt their experience,
p oY a . P development which contributes to
experience experience . . .
increased productivity and
satisfaction.

Source: summarized by the authors based on ((Boatman, 2024; Dwivedi & Mahanty, 2023; Malik et al., 2022;
Moganadas & Goh, 2022; Sudrajat et al., 2021; Van Der Schaft et al., 2022; van Vulpen, 2023; Vukelic & Cizmic,
2019; Zel & Kongar, 2020)

The analysis indicates the need for systematic implementation of digital practices in EHM. Digital
transformation practices allow for the creation of more comfortable conditions for employees and
contribute to improving their experience, satisfaction, and productivity. Digitalization of
communications, flexibility in work, and personalization of experience are key elements of modern
human resource management, allowing companies to adapt to new challenges and attract talented
employees effectively.

Analysis of the Employee Experience Management Software Market. Intensive development dynamics and
diversification of functional capabilities characterize the modern digital EXM market. The determinants
of the evolution of the EXM market are the growing need to optimize the work experience and increase
the efficiency of human capital management (Malik et al., 2022). Analysis of current trends in the EXM
market development demonstrates the increasing role of feedback systems as a tool for monitoring and
optimizing EX. Other studies emphasize the importance of integrating analytical functions for effectively
tracking and interpreting employee feedback (Boatman, 2024; Dwivedi & Mahanty, 2023; Sudrajat et al.,
2021; Van Der Schaft et al., 2022). Implementing artificial intelligence technologies is transforming the
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paradigm of human resource management through the automation of routine processes, the generation
of personalized recommendations, and in-depth analysis of EX. The trend towards ensuring
comprehensive employee well-being through integrating mental health support functionality into EXM
systems and forming an inclusive corporate culture is becoming particularly relevant, highlighting the
need for empathy and understanding in HR management.

Our comparative analysis of software solutions for EXM, based on reliable Capterra data (Tab. 3),
has revealed significant differentiation in functionality and pricing strategies. This data is a solid
foundation for understanding the diverse landscape of EXM software solutions.

Tab. 3

Comparative characteristics of employee experience management software

Price Ease |Technical Capterra

S(l)\f;vr\:ge (USD/ Plzfs d of Use| Support | Rating Features and Functions
month) (1-5) (1-5) (1-5)

Goal management, feedback,
recognition, analytics. Mentoring and
rewards, set up review cycles to
evaluate employee performance
Tools for mutual recognition and
communication features. The main
Motivosity 2 - 4.8 4.7 4.8 focus is on employee satisfaction and
maintaining a positive work
environment.
Setting and tracking goals using the
OKR method, collecting feedback,
15Five 4 + 4.7 4.7 4.7 collaborating between emplovees, and
training managers to improve
productivity
Goal management, mentoring, 360-
degree reviews, one-on-one meetings,
Leapsome 8 + 4.7 4.7 4.7 analytical dashboards, and reports to
track progress, reward and recognize
employees
Social recognition: the ability to
exchange virtual points for gift cards,
charitable donations, news feeds,
comments, and basic analytics
Goal management, feedback,
mentoring, recognition, and rewards
4.8 4.8 4.9 for achievements. Comprehensive
analytics to track the effectiveness of
programs and employee development

Lattice 8 + 4.4 4.5 4.5

Bonusly 3 + 4.8 4.7 4.8

WorkTango

Source: summarized by the authors based on data from capterra.com as of 09/01/2024

The Lattice platform is highly efficient in performance management and provides a developed
toolkit for setting and tracking goals. Motivosity stimulates employee engagement through social
recognition and creating a positive work environment. 15Five software offers an approach to
performance management, integrating the OKR methodology and functionality for developing
leadership competencies. Leapsome is noted for the complexity of solutions for managing goals,
feedback, and reward systems. Bonusly specializes in social recognition through a system of virtual
points and interactive incentive mechanisms. WorkTango provides an integrated approach to goal
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management and feedback with advanced analytical capabilities. Our empirical analysis of the
functional characteristics of the studied platforms revealed differentiation in terms of ease of use, quality
of technical support, and overall user rating. Motivosity, Bonusly, and WorkTango demonstrate the
highest ease of use indicators, with a user rating of 4.8/5.0, while Lattice is characterized by a slightly
lower indicator (4.4/5.0).

Regarding technical support, WorkTango is the leader (4.8/5.0), while other platforms demonstrate
consistently high indicators (4.5-4.7/5.0). The digital EXM market is dynamically developing, offering
organizations new opportunities to improve interaction with personnel and increase management
efficiency. Programs such as Lattice and 15Five focus on goal management and efficiency, while
Motivosity and Bonusly pay special attention to social recognition and employee satisfaction. Leapsome
and WorkTango stand out for their comprehensive approach, combining goal management, mentoring,
and recognition to create a robust environment for employee development. Modern EXM tools support
the automation of routine processes, promote feedback and social recognition, and integrate sustainable
development principles, providing a flexible and effective work environment.

The diversification of digital EXM tools covers a wide range of technological solutions that complement
the functionality of basic software platforms. Empirical analysis demonstrates the active implementation
of specialized survey and feedback tools (Firstup, Assembly, Qualtrics Pulse, SurveyMonkey, et al.),
performance management systems (Workday Performance Management, BambooHR), and training and
data analytics platforms. Predictive analysis of the development of the digital EXM software market to
2032 reveals a steady trend toward expansion and technological modernization of the industry (GMRC,
2023). There has been an intensification of the introduction of interactive interfaces, particularly voice
assistants, which optimize the user experience of interaction with systems. The integration of artificial
intelligence technologies into the functionality of HR systems, which ensures the automation of routine
processes and personalization of management decisions, is of relevance. Digital platforms play a crucial
role in ensuring the psychological well-being of employees, and they are implemented through
specialized mobile applications (Wellable, Sprout, Limeade, et al.). Integrated corporate well-being
platforms, including Woliba, demonstrate the effectiveness of a comprehensive approach to EXM
through a combination of gamified tasks, educational content, and monitoring systems. The introduction
of innovative communication tools, including management video communications and interactive
collaboration platforms, contributes to strengthening organizational staff engagement. The
transformation of labor organization models necessitates adapting digital tools to the needs of a hybrid
work format. The implementation of VR technologies optimizes employees' adaptation processes to the
physical work environment. The analysis of current trends indicates the need for further research on the
impact of digital tools on EX quality and organizational efficiency. Special attention should be paid to
the development of methodological foundations for assessing the effectiveness of introducing
innovative technologies in various organizational structures and formats of work.

Modern trends in digital transformation in the field of EXM are characterized by dynamic evolution
under the influence of technological innovations and the transformation of organizational paradigms.
(Dwivedi & Mahanty, 2023) show that the defining vectors of development are the introduction of
artificial intelligence systems, process automation, integration of sustainable development principles,
and the application of gamification elements. Integrating artificial intelligence technologies and
automated systems is transforming the paradigm of employee interaction (Zel & Kongar, 2020).
Implementing intelligent chatbots ensures the optimization of information support processes for
personnel, providing prompt responses to requests for corporate policies, resource provision, and
organizational procedures. Automation of routine HR processes helps to increase the efficiency of the
HR function through the optimization of document management procedures, time tracking, and
remuneration administration, which ensures the formation of a transparent interaction environment and
improves the quality of employee service support (Mohanty & Kulkarni, 2023). Artificial intelligence
and automation have become an integral part of HR processes, improved work efficiency and creating a
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positive EX. Thus, the main trends in the digital transformation of EXM in this context include the use of
Al-powered chatbots and the automation of routine HR processes. The use of Al-powered chatbots
helps solve routine employee questions by providing instant answers to queries regarding company
policies, availability of resources, work shift schedules, etc., allowing HR teams to focus on strategic
tasks. In contrast, employees can get quick answers to their queries. Chatbots also contribute to
improving the experience of new employees when onboarding. Automation of routine HR processes,
such as processing vacation requests, document approval, time tracking, and reward management, frees
the HR department from time-consuming work, reduces the likelihood of errors, and ensures faster
execution of requests, which improves the quality of employee interaction with the company,
contributing to the creation of a transparent and reliable work environment.

Implementing the principles of sustainable development in the EXM system is strategically
important in forming an ethical approach to the organization of work (Sudrajat et al., 2021).
Digitalization of business processes plays a crucial role in implementing environmental initiatives by
reducing paper workflow and optimizing energy consumption, thereby reducing the organization's
carbon footprint. (Malik et al.,, 2022) emphasize the correlation between the implementation of
sustainable development practices and the level of staff engagement and emphasize that the
environmental responsibility of the organization is a significant factor in forming a positive employee
experience and strengthening organizational loyalty. Thus, integrating sustainable development
principles has become an important aspect of digital transformation in EXM, as it contributes to forming
an ethical and responsible approach to work organization. Sustainable development is seen as a factor in
the positive experience of staff. Many workers today aspire to work in companies that support
sustainability and care about the environment. Implementing environmental initiatives, such as
reducing paper processes through digitalization, energy-efficient solutions for offices, and supporting
remote work that reduces the carbon footprint, increases employee satisfaction. Companies that actively
integrate environmental initiatives create a sense of involvement in important social changes for
employees, positively affecting their motivation and loyalty.

Implementing gamification elements into the EXM system is an innovative approach that can foster a
sense of community among our employees. (Vukelic & Cizmic, 2019) highlight that this strategy
strengthens staff motivation and engagement. The integration of game mechanics into work processes
ensures the formation of a competitive environment and a system of recognition of achievements, which
stimulates employees' professional development. Using gamification in educational processes, as
demonstrated by (Van Der Schaft et al., 2022), helps increase knowledge acquisition efficiency through
interactive interaction with educational content. Implementing simulation technologies and educational
games ensures the formation of practical competencies in a safe environment. Thus, gamification is an
innovative approach that uses game elements in EXM to stimulate engagement, motivation, and job
satisfaction. Applying game elements to increase engagement creates a new level of community for our
employees, adding elements of competition, achievement, and rewards such as reward programs,
virtual achievements, skill development levels, or a reward system for completing tasks. These
approaches motivate employees to achieve their goals, increase their interest in work, and improve the
atmosphere in the team. The use of game elements in the training and development of employees allows
for an increase in the efficiency of assimilating new knowledge and skills. For example, introducing
simulations or educational games allows employees to interact with the training material in an
interactive format, contributing to a better understanding and consolidation of information.

EXM is constantly changing under the influence of digital technologies and new approaches to work
organization. Among the most important trends that significantly affect EX formation are artificial
intelligence and automation, the integration of sustainable development principles, and gamification.
The integration of sustainable development principles is not just a trend but a powerful tool that allows
organizations to create innovative and engaging work environments that meet the needs of today's
workforce (Tab. 4.).
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Tab. 4

Digital Transformation Trends in Employee Experience Management
Category Tools Description

Chatbots, powered by artificial intelligence,
provide quick support and answers to employees'

Chatbots to support employees questions. They can handle a wide range of

Artificial queries, from HR policy clarifications to leave
intelligence and balance checks, freeing HR staff for more complex
automation tasks.
Automation of HR processes Automation of routine processes not only
(vacations, document increases HR efficiency but also empowers the
management, time tracking) team, giving them more time for strategic tasks.
Envi tal initiati : .
. n \'/1ro.nm.e ntal mitiatives Support for sustainable development not only
Integrating digitalization of processes, . . .
. . . ) increases emplovee loyalty and satisfaction but
sustainability energy-efficient solutions for . .
.. . also reassures them about the ethical culture in the
principles offices, support for remote ..
organization.
work
Game elements for
Gamification in engagement (awards, Gamification motivates employees, increases their
the emplovee achievements) interest, and promotes the development of new
experience Educational simulations and skills through games and interactive formats.

interactive games

Source: summarized by the authors based on (Boatman, 2024; Dwivedi & Mahanty, 2023; Gheidar &
ShamiZanjani, 2020; Moganadas & Goh, 2022; Sudrajat et al., 2021; Van Der Schaft et al., 2022; Vukelic &
Cizmic, 2019; Zel & Kongar, 2020)

Digital transformation trends in the field of EXM open new opportunities to improve engagement,
motivation, and productivity. The use of artificial intelligence and automation, as well as the integration
of sustainability principles and gamification, allow organizations to create an innovative work
environment that empathizes with and meets the modern needs of employees, supporting the
company's strategic goals. The analysis of current trends in digital transformation in the field of EXM
indicates the need for systematic integration of innovative technologies and approaches. At the same
time, further research is needed into the long-term effectiveness of implementing the latest practices and
their impact on organizational effectiveness.

The study of the impact of digital transformation on the effectiveness of EXM requires a
comprehensive analysis of methodological, organizational, and technological aspects. In evaluating the
effectiveness of digital tools, (Moganadas & Goh, 2022) propose a multidimensional approach that
encompasses both technological and socio-psychological parameters of transformational processes. The
methodological framework for evaluating the effectiveness of digital tools, developed by (Vukelic &
Cizmic, 2019), is based on measuring the level of employee engagement, productivity indicators, and the
quality of intra-organizational communications; researchers pay special attention to the analysis of the
speed of adaptation of personnel to changes and the level of satisfaction with the implemented digital
solutions. The issues of digital transformation in the organizational context cover a wide range of
challenges: at the technological level, the key challenges are cybersecurity, data protection, and
integration of various digital platforms; organizational challenges related to the need to transform
corporate culture and develop digital competencies of personnel; management aspects focus on
reengineering business processes and adaptation of control systems (Malik et al., 2022). The guidelines
for implementing digital tools proposed by (Sudrajat et al.,, 2021) emphasize the importance of
developing a comprehensive digital transformation strategy and aligning it with the organization's
strategic goals. At the operational level, it is necessary to ensure the phased implementation of digital
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tools and create a system of continuous personnel training. Promising areas for the development of
digital transformation identified by (Dwivedi & Mahanty, 2023) include the development of predictive
analytics systems, the introduction of augmented reality technologies, and the integration of Al-based
solutions. (Zel & Kongar, 2020) focus on developing automated decision-making systems and intelligent
knowledge management platforms. The analysis indicates the need for a systematic approach to
introducing digital tools in EXM processes. (Van Der Schaft et al., 2022) emphasize the importance of
developing the technological, organizational, and human aspects of digital transformation in a balanced
way, providing a sense of security for the audience about the stability of their organizations. Therefore,
digital transformation contributes to a significant improvement in EX. However, to assess the impact of

digital tools on EX, it is necessary to use key performance indicators and other metrics (Fig. 1).

Employee satisfaction

based on regular
assessments that
reduce employee
satisfaction and
motivation

level is one of the
indicators of the
success of digital
transformation,
the deterioration
of the EX in
improving their
impact

analysis allows us
to assess how
digital tools
contribute to
improving the
effectiveness of
task performance

Employee Employee turnover Employ‘le'e with training and
Engagement productivity
development
*The assessment is *A change in its ePerformance eSurveys and analysis

of participation in
training programs
show employees'
satisfaction with
access to educational
resources and
development
opportunities

Fig.1. Metrics for assessing the impact of digital tools on employee experience
Source: developed by the authors

By leveraging these KPIs, management gains the power to assess the effectiveness of the digital
solutions they've implemented. These metrics allow them to make informed decisions and empower
them to manage the employee experience better.

Despite the obvious advantages, implementing digital tools in organizational processes has several
significant challenges. Cybersecurity is paramount since protecting employee data is particularly
important in the intensive digitalization of processes. Organizations must provide comprehensive
protection against cyber threats while maintaining data availability to authorized users. A significant
challenge is ensuring data confidentiality, which implies compliance with regulatory requirements for
collecting and processing employees' data and protecting their rights. Personnel training is an equally
important aspect since the effective implementation of digital tools requires significant investments in
developing employees' digital competencies and adapting to new technological conditions.

To successfully implement digital transformation in EXM, a set of organizational and management
measures is implemented. The development of an integrated digital transformation strategy with the
involvement of management in forming strategic goals and expectations of employees is of primary
importance. An important area is to invest in cybersecurity and privacy systems by introducing
advanced data protection technologies and regular security audits. However, the most crucial aspect is
developing and implementing personnel training programs. These programs are designed to improve
digital competencies and prepare employees to work with innovative technologies, making them feel
valued and integral to the digital transformation process. It is also necessary to continuously monitor the
effectiveness of implemented digital solutions through a system of key performance indicators (KPIs)
and timely corrective actions based on the assessment results.
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5. CONCLUSIONS

As the study's result achieved the goal of systematization and scientific substantiation of modern
approaches to the digital transformation of EXM, key tools were identified, successful implementation
practices were analyzed, and promising development trends were identified.

The scientific novelty of the study lies in the systematization and conceptualization of the theoretical
and methodological foundations of EXM in the digital economy. For the first time, a comprehensive
classification of digital tools by functional purpose has been carried out, including EX platforms,
systems for performance management, and tools for collecting and analyzing feedback. The
methodology used in this classification involved a thorough review of existing literature, expert
consultations, and empirical data analysis. Methodological approaches to assessing the effectiveness of
digital tools through developing a system of key performance indicators have been improved.

The theoretical significance of the work lies in developing the conceptual foundations of the digital
transformation of the employee's experience, deepening the understanding of the impact of digital
technologies on the transformation of HR processes, and expanding the theoretical and methodological
base of EXM in the context of digitalization. The practical significance of the results obtained is
immense, as they provide a roadmap for organizations to implement digital EXM tools. The developed
methodological recommendations for the selection and implementation of digital solutions, as well as
approaches to overcoming the challenges of digital transformation, can be applied in the practical
activities of HR departments, empowering them to navigate the digital landscape confidently.

The study opens exciting prospects for further research in EXM's digital transformation. These
include the need to study the long-term effects of the introduction of digital tools, the impact of artificial
intelligence on the quality of employee experience, and the development of a methodology for assessing
the cost-effectiveness of investments in the digital transformation of HR processes. Special attention
should be paid to studying socio-psychological aspects of personnel adaptation to digital
transformations and mechanisms for integrating various digital tools into a single ecosystem of EXM.
These areas of research promise to enrich our understanding of digital transformation in EXM further.

The study's results create a theoretical and methodological basis for further research and provide
practical guidance for organizations developing digital HR transformation strategies. The study's
findings can be used with confidence, knowing that they are based on a systematic and scientifically
substantiated approach to the digital transformation of EXM.
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Kpasuyx O. L, Bapic I. O., Zax 1. O. LIndgposa TpancdpopMariis yrnpasaiHHsA A0CBi40M IpalliBHMKA: IHCTPYMEHTH,
NpakTUKU Ta TpeHAu. XKypnar [Ipuxapnamcviozo yrisepcumemy imeni Bacurs Cmeparuxa, 11 (4) (2024), 84-100.

CrarTs mpucssueHa A0cAiA>XeHHIO nudposoi TpaHcopMmallii yrpaBaiHHA A0cBigoM mpauniBHuka (Employee
Experience Management, EXM) B ymoBax raobaasHoi 1iudposizanii 6isHec-mmponecis. MeTa gocaia>keHH: noasArae
y HayKOBOMY OOIPYHTYBaHHi CyJacHHUX Migxo4is 40 nudposoi Tpancpopmanii EXM, BusHadeHHi iHCTpyMeHTIB,
aHa/i3i IpakTMK BIpPOBaAXXeHH:A Ta ideHTu(ikanil TpeHAIB pO3BUTKY. MeToAu AOCAIA>KEHHs BKAIOYAIOTh
3araAbHOHAYKOBI Ta CIlelliaabHi MeToAM Mi3HaHH:A. B pesyabraTi A0CAiA’KeHHs cucTeMaTH30BaHO TeOPETUKO-
MeTtoauyuHi 3acaay EXM B nmdposini ekoHOMIIl, pospobaeno kaacudikanio mnudposnx incrpymentis EXM 3za
(pyHKIIIOHAABHMM IpU3HAUYeHHSAM, IIPOaHaAi30BaHO PMHOK IIpOTpaMHOro 3abesmeueHHs a4s1 EXM, BusHageHo
TpeHAn 1mdposoi TpaHcpopMmanii y chepi EXM, poszpobaeHO cmcreMy MeTPUK AAs OLIHIOBAHH:S BILAVMBY
undpoBUX IHCTPYMEHTIB Ha AOCBi4 IIpalliBHMKA, i4eHTU(IKOBAHO BUKAUKM BIPOBaAXKEHHS LU(PPOBUX
iHCTpyMeHTiB Ta 3allpOIIOHOBAaHO IIAAXM iX Mo4oAaHH:A. HaykoBa HOBM3Ha: BIlepllle 34iliCHEHO KOMIIAEKCHY
kKaacudikaniio nupposux incrpymentis EXM 3a yHKIIOHaABHMM IpM3HAYeHHSIM, YAOCKOHAJA€HO MeTOAMYHI
MigX0AM 4O OIIiHIOBaHH:A e(eKTMBHOCTI IMQPOBUX IHCTPyMeHTiB depe3 pospobaenns cucremn KPI, possunayTO
KOHIIeNITyaAbHi 3acaau um¢posoi TpaHcdpopMarii A0CBigy ImpalliBHUKA, IIOrAMO/AE€HO PO3YMiHHS BIIAMBY
unppoBUX TexHoAOrili Ha TpaHcopmaliio HR mponecis. Ilpaktuuna sHauyIicTh pe3yAbTaTiB BU3HAYAETHCS
MOXXAUBICTIO IX BMKOPMCTaHHsS IIpM BIpoBasXeHHI nudposux iHcrpymentiB EXM. PospoGaeni mertoauuni
pexoMeHJalii moAo BuOOpPY OUQPOBUX pillleHs, IMiAX0AM A0 IOAOJAAHHS BMUKAMKIB Iudposoi TpaHcpopmariii
MOXYTb OyTu 3actocosasi B nmpaxTnuHiit HR aisiapHOCTI. 3anporioHoBaHa cucreMa MeTPUK A03BOASE OLIHIOBATHU
edexTUBHICTh BIpOBaj’KeHUX LMQPPOBUX IHCTPyMeHTiB Ta iX BIAMB Ha AOCBiA mpaniBHmka. PesyabraTi
AOCAiJKEHHSI CTBOPIOIOTh TEOPETUKO-METOANYHE INAIPYHTS AAsl po3poOAeHHs crparerin nmgposoi HR
TpaHcdpopmariii.

Karo4dosi caoBa: AocBig mpaniBHuka, nmdposa TpaHcopMmallis, yHpaBaAiHHSA AIOACBKUMU pecypcaMmiy,
mndposi HR incrpymentn, asromaTtusamnis HR mporecis, saayuenicts mepconaay.


mailto:oksana.kravchuk@kneu.edu.ua
mailto:iryna.varis@kneu.edu.ua
mailto:liakh.iva@gmail.com

