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. POJIb COUIANBHOIo AIANory y 3A6E3MNEYEHHI
CTIMKOCTI TPYAOBOI CO®EPU YKPAIHU B YMOBAX BIJINBY
HOBITHIX BUKITUKIB TA 3AIrPO3

OpnHi€ro 3 KIIIOUOBHX CKIIAZOBUX 3a0€3MEeYeHHS] HEOOXIHOTO PiBHS
CTIMKOCTI YKpaiHChKOI €KOHOMIKH SIK B yMOBax 30poiHoi arpecii, Tak i
Ha BECh Mepioj 1l TOBOEHHOTO BiJHOBICHHS Ma€ CTaTH 30epeKeHHS 1
NOJAJIbIIE BiHOBJIEHHS Ta PO3BUTOK JIFOJICBKOTO Ta TPYJOBOTO MOTEH-
iary KpaiHu — SIK 3a KUIbKICHUMH, TakK 1 3a SKICHUMH O3HaKamu. 30e-
PEKEHHSI BITHOCHO cTa0iIbHOTO (DYHKITIOHYBAaHHS PUHKY IIpalli Ta TPY-
JI0BOT cepu 3arajJioM € KIIOYOBOK IEPEIyMOBOIO MOJANIBIIOIO
BI/IHOBJICHHS] CKOHOMIKH YKpaiHH Ta 3aI0PYKO0 3a0€3IICUCHHS 10BroO-
CTPOKOBOT KOHKypeHTOCHpOMO)KHOCTl YKpaiHu B CydacHOMY CBITI. Houst
IIbOT0 HEOOXITHUM € MOIITYK MeXaHi3MiB cTalimizarii crany i CTiKoCTi
TPYHOBOI CepH SIK KIFOYO0BOI NEPEyMOBH MOJANBIIOTO IIOBOEHHOTO
BIIHOBJICHHS HAllIOHAIIbHOI CKOHOMIKH, 30Pi€HTOBAHICTh MOIITHKYMY,
COLUQIBHKX MApTHEPIB, CYO’€KTIB TPYNOBHX BIIHOCHH Ha 3Ty YCHHSI
L(MX MCXaHI3MIB Ta IHCTPYMEHTIB B [IPaKTHYHY ALSUIbHICTE. B curyanii
00MEXEeHUX pPecypciB Ie MOoTpeOye TOCATHEHHsS MEBHOI COJILAAPHOCTI
B3a€EMOJIIIOYHUX CyO’€KTIB JJIsi BUPOOJIEHHS W MPUHHATTS B3a€EMOY3ro-
JDKEHUX DIIIeHb 3 TIPOTHIIT pyWHIBHUM Haciiakam BiiHW. Ha 1iei mo-
MEHT (akTUYHO Oe3aJbTepHATUBHUM 0a30BUM MEXaHI3MOM 3abe3re-
YeHHS Y3TO/DKEHOI Ta CTaOUTbHOI B3aeMoOmii CyO’€KTIB COIiaIbHO-
TPYJIOBUX BiTHOCHH € CHCTEMa COllianbHOrO Aianory. Komu corianbuuii
Aianor QyHKLIOHYe HAJIEKHUM YMHOM, BIH CIPHSE CIPABELIMBOCTI I
3aKOHHOCTI, J03BOJISIE 3HAXOAWTH CIPABE/UIMBI Ta JOBIOTPHBAi pi-
LICHHS HAliCKJIa/HIMKX pobieM y cdepi mpaui, siKi pean13y10Tbc;1 Ha
MPAKTHUII COILIaIbHUMU MTAPTHEPAMHU, 110 Opali y4acTh y iX po3poOiii.

Sk 3a3HavaroTh NpoBiAHI BiTum3HAHI QaxiBmi O.lanpkoBa Ta
O.KacnepoBuu, couiaibHUi Jiaor y cdepi npaii BUCTYIIa€ KEPIBHOIO
171e€10, OCHOBOMOJIOKHOIO 3aCa 1010 MPABOBOT'0 PETyJIIOBAHHS TPYJIOBUX
BITHOCHH B KpaiHi, perjJaMeHTaIlii mpeJICTaBHAUIITBA IHTEPECIB 1 yJacTi
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JIepKaBH, TPAIIBHUKIB, pOOOTOABIIIB, y MpOIEcaX JOTOBIPHOTO Pery-
JIFOBAHHS iHI[I/IBiI[yaJ'IbHI/IX 1 KOJICKTMBHUX TPYJIOBHX BiTHOCHH ULt
TOTIEPELKCHHSL 1 PO3B’SI3aHHS TOCTPHX COLIAIbHO-TPY/IOBUX, CKOHOMI-
YHUX r[po6neM KOH(i)J'IlKTlB [1]. OueBuaHO, IO CTpATETivHI PilIEHHS
II0JI0 CTIHKOCTI TPYAOBOi cepu B CydacHHX yMOBax 3/t 3a0e3me-
YEeHHsI KOHKYPEHTOCIIPOMOXKHOCTI BiJIHOBIIFOBAJILHOT EKOHOMIKH YKpa-
HU, HE MOJKE PHUUMATHCH 11032 KOHTEKCTOM KOMILUIEKCHOTO BPaxyBaH-
HSI BCIX KIIFOYOBUX YMHHUKIB BIUIMBY (30BHILIHIX Ta BHYTPILIHIX) Ha
COLUaIBHO-TPYAOBY Cepy YKpaiHH, Ha CHCTEMY COLIalbHOIO Hiayory.
Tomy npu po3pobui TakuX pillleHb JOLUIBHO B3STU Ha 030POEHHS
npuHIun, chopmynapoBannii MOII mono moctnanaeMiitHOTO BiJHOB-
JIeHHA — «Bi1IOyayBaTH Kpamie, Hix Oymno» (build back better). Mosa
iijie He PO TIOBEPHEHHS /10 IOKA3HHUKIB JOBOEHHOTO PIBHS, a TIPO A0CS-
THEHHS SKICHO HOBOTO PiBHS (DYHKIIIOHYBaHHS €KOHOMIKH B IJIOMY Ta
COIIIATBHO-TPYI0BOI ChepH 30Kpema.

Bupimennss 1p0ro 3aBaaHHs NOTpeOyBaTHME 3alydeHHS BCHOI'O
BHYTPIIIHBOTO HAsBHOTO TIOTEHILIATy JIepXaBH 1 CYyCIHLUIbCTBA,
Cy0’€KTIB COIIAIBHOTO JIaJioTy, a TaKOXK TOTYXHOI JIOTIOMOTH MiXHa-
poxHux maprHepis. Ha ue HuHI CHPSIMOBYETBCS yBara BHIIOTO KepiB-
HHULTBA YKPAIHCBKOI AePiKaBH — IPHHLMIIOBO, 00 Jialor NpaliBHA-
KiB, IXHIX TMPOQCIIIKOBUX MPEJICTABHIKIB, POOOTONABIIB Ta OpraHis
BUKOHABYO]{ BII/IM i MICLIEBOTO CaMOBPSAyBaHHS BiI0OYBaBCSI HA OCHO-
Bl IHCTUTYLINHHOI 0a3u ep’KaBH, B MEXKaxX 3aKOHY Ta OyB MakCHMaJIbHO
PE3yNbTaTUBHUM — TaKoIo € mo3uis [Ipesunenra Ykpainu [2].

OCHOBHOIO TIPOOIEMOIO, sIKa OCTaHHIM YacoM J0Jajlach 0 3arajb-
HOTO MPOOJIEMHOTO KoJia (D)YHKIIIOHYBaHHS CHCTEMH COIIaJIbHOTO Jia-
Jory B YKpaiHi CTano MOB’s3aHe i3 BiHOIO pyHHyBaHHS 3B’SI3KiB B
CHCTEMI COLIATBHOTO JiaJIory, OCOOJIMBO Ha JIOKAJIbHOMY (BUPOOHUUO-
MYy), TEPUTOPIAILHOMY PIBHSX, 10 (JAKTHYHO 3BEJIO JIO HYJIS HOTO 1 TaK
HEBUCOKY IHTEHCUBHICTh Ta Ji€BicTh. TOX Ha MOPSIKY ACHHOMY, Ha-
camrepe] — BIJHOBIICHHs X 3B’SI3KiB Ta CHCTEMH KOMYHIKalili MiX
Cy0’eKTaMH COLiaTbHO-TPYAOBHX BIJHOCHH. B X yMOBaX, aKTyasli3y-
€TbCSL HEOOXIJHICTb PO3POOKH KOMIUICKCHHX 1HHOBALIMHHMX PILICHb
100 MPUHLMIIOBOTO OHOBJIEHHSI CUCTEMH COLIAJIBLHOTO Jiajiory B YK-
paiHi Ha CydYacHI TEXHOJIOTIUHI OCHOBI — 3allydeHHS MOTEHINATY
Cy4acHHX LU(pOBHX, IHYOPMALIHHO-KOMYHIKATHBHIX, MEPEKEBUX
TEXHOJIOT1H JUIsl BIIHOBJICHHSI Ta PO3BUTKY e(eKTUBHOI KOMYHIKALT Ta
KOHCTPYKTUBHOI B3aemoii cy0’ekriB CTB.

B VYkpaini Ha cborojHi BUpINIEHHS aKTyalli30BaHMX 3aBIaHb Ta
peamizallisi (yHKIIH COLIaJIBHOrO JiajJory BiIOyBalOThCS Yy HaJ3BU-
YailHO CKJIQJHUX yMoBax. Cucrema COIiabHO-TPYIOBHX BiJHOCHH,
COIIAJTLHOTO JiaoTy YKpaiHW 3HaXOAWUTHCS Tij BIUIMBOM 0OaraThbOx
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MOTYKHUX YMHHUKIB, KOKHUH 3 SKUX caM 10 co0l TeHepye 3arpo3u Ta
BUKIIMKH Ta YCKIIA/[HIOE BUMOTH L1010 cTabiIbHOTO (YHKITIOHYBaHHS
Ta PO3BUTKY COL{aIbHO-TPYHOBOI ChepH i BITIM3HIHOIO PUHKY Ipa-
11, 1 TUM OLTBII HEOE3MEYHUM 1 CKIIAIHUM € CHHEPIreTHYHE MO€THAHHS
iXHBOTO BIIMBY. MU aKIIEHTYEMO yBary Ha HEOOXIIHOCTI KOMIUIEKC-
HOTO PO3IIIs/ly B3a€MOBILIMBY Ha TPYJOBY cepy Ta CHCTeMy colia-
JBHOTO JaJIOTy OJJHOYACHO 4-X Tpyl YNHHUKIB [1]:

1) BIMB uI/I(prBBauu (3arabHOCBITOBHUIA TPEHT);

2) pyiiHIBHUH BIUIMB Ha COLJIHO- eKOHOMquy Ta TPyAOBY chepy
YKpaiHu moBHOMAcIITabHOT 30pOHHOI pociiichKoi arpecii;

3) BILMB 3HAYHOI KUTBKOCTI XpOHl‘-IHI/IX HakormieHux e 3 2014 p. He-
BHPILICHHX NIPOOJIEM B TPY/IOBIii chepi Ta CHCTEMH COLIAIBHOTO Jianory;

4) BIUIMB BUKIIMKIB Ta BUMOT, sIKi FeHepye (popcoBaHa €BpOIHTErpaLlisl.

B Mexax 0CTaHHBOTO YMHHHUKA JIOIIJIBHUM € 3aCTOCYBaHHS y BiT-
YM3HSHINA MpakTHLi pe3ynsTariB 3enenoi Kuuru, po3poOka skoi Oyna
1HilIlOBaHa TPUCTOPOHHBOIO POOOYOI0 TPYIOI0, CTBOPEHOI MiHic-
TEPCTBOM COIIiaJIbHOT MOJMITUKH YKpainu 3a miarpumku [IpoekTy Tex-
HigHOorO cmiBpoOiTHUIITBE MOII «IHKITIO3MBHHMI PUHOK TIparli JUIst
CTBOpEHHSI pobouux Mmicib B Ykpaini» (2017-2022 poxu), dinaHco-
BaHoro Ypsizom [lanii ta Biposaxysaroro MOIT [3].

Came y BU3HAYCHOMY «CIUICTIHHD) 3arpO3, BUKIUKIB, HEOE3MEK i MO-
KIIMBOCTEN HE0OX11HO BHOYJOBYBAaTH aJEKBaTHY CHUCTEMY OHOBJICHOTO
COLIIIBHOTO Jiajory B YKpaiHi, SIK OJHOTO 13 OCHOBHHMX IHCTPYMEHTIB
3a0e3reueHHs y3roz[>I<eHo'1' Ta cTabUIBHOI BSaCMO):[ﬁ Cy0’€KTIB COIliab-
HO-TpyZI0BMX BinHOoCHH. Lle crpusitiMe MiABMINEHHIO e(EKTUBHOCTI,
BIUTMBOBOCTI Ta iHKJTFO3MBHOCTI COILIAILHOTO JIiajiory B YKpaiHi.
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PERSONNEL ENGAGEMENT: THE ESSENCE AND
IMPORTANCE FOR ORGANIZATION

Personnel engagement is an emotional and mental connection of
employees and company they work for, their peers and their job. This
is an important indicator of a healthy and thriving workplace, where
personnel feel valued, involved, and connected to their roles and the
company at large. It is characterized by energy, involvement and
efficacy.

We talk about how emotionally invested employees are in deep in
their work and the organization’s goals. Engaged personnel displays a
high degree of commitment, are more productive, and contribute
extraordinarily to the company culture. It’s a work not just for salary
or any further promotion, it’s about high interest in the companies
daily tasks and high motivation to contribute in favor of
organization’s success.

Personnel engagement measures the level of interest to
organization and how employees feel about.

In essence, there is often used similar to personnel engagement
concepts, like happiness, satisfaction, or wellbeing, but it’s crucial to
emphasize the difference in those.

Employee engagement is not employee happiness. Happiness is a
short-term, rapidly changing measurement. An employee may feel
temporary happiness from a raise and then sink back into
disengagement. Employee engagement is a deep, long-term
connection to the organization.

Employee engagement is not employee satisfaction. Engaged
employees are productive, while satisfied employees tend to coast
through their work and experience.

Employee engagement is not employee wellbeing. Employee
engagement focuses on an employee’s connection with their
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