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PECULIARITIES AND WAYS OF IMPROVING PERSONNEL
MANAGEMENT IN MEDIUM AND SMALL ENTERPRISES

CratTa npucBsueHa [OOCHIAXKEHHIO Ta BWCBIT/IEHHIO Cy4aCHMX MiAXOAIB O YNpaB/iHHSA
NepcoHaNoM ik OCHOBHOMO CKNafHWKa 3abe3neueHHs eeKTUBHOrO (DYHKULIOHYBaHHS cepepHix Ta
Masnux nignpuemcTs. [locnigykeHo CyTHICTb Ta (OyHKLUIT yNpaB/iHHSA NepcoHasoM B CEpefHiX Ta Maiux
nignpuemcreax. BusHaueHo ocobnuBOCTI ynpaBniHHA nepcoHanoM. 3oKpema, npoaHanizoBaHo
NO3UTHBHI Ta HEraTUBHI CTOPOHU POBOTH 3 NEPCOHANOM B CEPEAHIX Ta Manux NignpPUEMCTBAX.

Losegero, wo nobyaoBa CUCTEMM ynpaBiiHHA NEPCOHANIOM B OpraHisauisx cepeaHboro Ta
mManoro 6i3Hecy, Ma€ CBOI 3aKOHOMIpHOCTI Ta npobnemu, Garato B YOMy BiAMIHHI Bif cMcTeM ynpas-
NiHHS NepcoHasioM BEe/IMKUX opraHisauik. KagpoBui MeHemKMeHT cepefHix Ta Manux nignpUEMCTB
Mae CrpsIMOBYBATHCS, Hacamnepen, Ha 3abesnedeHHs ePEKTUBHOCTI Lis/IbHOCTI NepPCcoHasy, a Takox
IHCTPYMEHTH i NIATPUMKHK 3 ypaxyBaHHAM oBMexeHb Takux BisHecis.

MpakThyHa peanisalis 3anponoOHOBaHWX 3aXOAiB 3 YAOCKOHANEHHS CUCTEMU YNpaBJliHHA Nepco-
HanoOM MoyKe OyTW YCMilIHOK 3a YMOB [OCArHEHHA BiANOBIAHOCTI MiXK LiNSMMW, CTpaTericio ynpas-
NiHHS NiANPUEMCTBOM, CTpATEri€l0 YyNpaB/liHHA NEPCOHANIOM, OpraHi3aLiiHO Ky/bTypoto.

The article is devoted to the research and highlighting of modern approaches to personnel
management as the main component of ensuring the effective functioning of medium and small
enterprises. The essence and functions of personnel management in medium and small enterprises
were studied. Peculiarities of personnel management are determined. In particular, the positive
and negative aspects of working with personnel in medium and small enterprises were analyzed.

It has been proven that the construction of a personnel management system in medium and
small business organizations has its own patterns and problems, which are in many ways different
from the personnel management systems of large organizations. Personnel management of medium-
sized and small enterprises should be aimed, first of all, at ensuring the effectiveness of personnel
activities, as well as tools for its support, taking into account the limitations of such businesses.

The practical implementation of the proposed measures to improve the personnel management
system can be successful under the conditions of achieving compliance between the goals,
enterprise management strategy, personnel management strategy, and organizational culture.

Kntouosi cnosa: ynpas/iHHsa nepcoHanom, cepeaHii Ta Manui BisHec, Kagposa NoMiTHUKa, NOA-
CbKi pecypcu

Keywords: personnel management, medium and small business, personnel policy, human
resources

Formulation of the problem. At the moment, personnel management is recognized
as one of the most important areas of the organization’s life, capable of increasing its
efficiency and productivity.

Given that small and medium-sized enterprises are the most flexible and dynamic
elements of the economic structure and have significant potential for improving the
state of the economy. Therefore, there is a need to ensure effective management of the
formation and use of their labor potential, since personnel is a key resource for ensuring
effective production activity.
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Analysis of recent research and publications. The problems of theory, methodology
and practice of personnel management were reflected in the works of V. Adamchuk, L.
Balabanova, J. Black, A. Braverman, V. Danyuk, A. Kolot, O. Kuzmin, S. Dzyuba, D.
Ivantsevich, O. Krushelnytska, D. Melnychuk, D. Synka, A. Thompson, and others.

The researches of these scientists prove that the advantages of small and medium-
sized enterprises are independence in decision-making and flexibility of activities of small
business entities. But the shortcomings that exist in the development of entrepreneurship
are, first of all, the lack of an effective personnel management system at medium and
small businesses.

However, due to the complexity and multifaceted nature of this issue, there are issues
that have not been sufficiently developed in modern conditions.

The purpose of the article is to analyze the existing features and problems of the
personnel management system, to substantiate the directions for improving personnel
management in medium and small enterprises.

The main results of the study. Having financial and resource limitations, small
organizations, as a rule, cannot have full-fledged personnel departments and implement
a large-scale personnel policy. However, quality personnel management for such
organizations is no less significant than for large ones.

In a general sense, personnel is a set of company employees (permanent and
temporary, qualified and unqualified), who work for hire and have labor relations with the
employer [1]. Therefore, in order to achieve the goal of the enterprise, it is necessary
to ensure effective management of this valuable resource of the enterprise. Personnel
management refers to the purposeful activity of the organization’s management regarding
the development of the concept, personnel policy strategies and methods of human
resources management [2, p. 15].

Traditionally, in science and practice, a classification of personnel management
methods is distinguished based on their content and orientation [3]:

— administrative (organizational and managerial);

— economic;

— socio-psychological methods.

A feature of personnel management in a small organization is the absence of a
clear functional division between administrative and production personnel, which helps
reduce the distance between employees, but does not remove social differences. This
is due to the complex nature of the activity and the flexible organization of work
in a small business. Employees of such enterprises have to perform the functions of
different positions, but this situation creates an imbalance of the functional structure, the
inconsistency of the distribution of functions with the structure of business processes
and the organizational structure.

In small enterprises, as a rule, there are no instructional documents (job descriptions)
regarding the regulation of personnel work, instead there is a system of unofficial
regulations. This contributes to the application of an individual approach to each
situation and each employee, but it leads to the emergence of conflicts, the manifestation
of personal likes and dislikes of the manager towards employees. The specificity of
management also lies in the special attitude of personnel towards their career growth.
In the absence of a hierarchical organizational structure, staff understand career as an
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expansion and complication of their functional duties, growth in professionalism, and
salary increase, rather than promotion.

For medium-sized and small enterprises, there is a need to strengthen the system
in staffing and covering the entire spectrum of this work: from hiring to the dismissal
of a worker. It is necessary to improve the procedure for nominating information about
vacancies, candidates, recommending regulation of the right to nominate candidates,
procedures for discussion, appointment and induction.

An important aspect remains the formation of an effective system for searching and
involving personnel in the labor process, which, in addition to the use of more modern
recruiting and headhunting technologies [4-6], requires the development of a system
for adapting new personnel to the working environment, which should contribute to
the improvement of professional competencies, in accordance with corporate values
companies The modern personnel policy of a medium-sized or small enterprise should be
based on the motivational factor that drives the development of both labor potential and
the enterprise as a whole.

Today’s HR specialists use many different developments and methods at every stage
of their work [7-8]. Each level, from recruiting to firing, has certain techniques aimed at
achieving maximum efficiency.

For example, a whole set of approaches can be used when recruiting personnel in a
medium-sized or small enterprise:

— Aggressive headhunting — hunting for promising employees of competing companies.

— HR-branding — forming an attractive image of the enterprise.

— Automation of personnel selection — use of IT systems, so-called ATS.

— Remote recruitment — hiring remote employees.

— Using social networks to find employees.

We offer ways to improve the work with personnel support in medium and small
enterprises, which may become the main conceptual foundations of personnel support in
the future are shown in Figure 1.

If you take each of the ways to improve personnel support separately, they do not
seem very significant. But collectively, they make it possible to improve staffing work.

Long-term planning of the company’s personnel policy is very important for the
purpose of stable operation of the enterprise and planning its development.

It is advisable to conduct an analysis of the factors of the external environment to
make sure that there is an offer of certain professions for staffing with specialists who
are not yet in the organization’s staff.

Thus, the main ways to improve staffing in medium and small enterprises should be:

— creation of unified principles of strategic management and personnel development
at the enterprise;

— integration of personnel policy during strategic planning at the enterprise, taking
into account personnel support at all levels of management;

—introduction of new methods and systems of personnel training and retraining;

— carrying out a coordinated tariff policy of labor remuneration;

— development of economic incentives;

— provision of social protection of personnel, work with representatives of the labor
team;
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DISADVANTAGES WAYS OF IMPROVEMENT
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Figure 1. The main ways of improving staffing in medium and small enterprises
(proposed by the author)

— study of problems in the field of human resources development;

— preparation of normative and methodical materials for ensuring a high level of
personnel management;

— creation and maintenance of the feedback system in the team in an optimal state;

— redistribution of functions and tasks in the management system;

— mechanization and automation of the personnel management system.

The determining factor affecting the competitiveness, economic growth and efficiency
of the enterprise is the availability of human resources at the enterprise, capable of
professionally solving the tasks set before them.

Conclusions. The success of personnel management in medium-sized and small
enterprises is determined by the effectiveness of the use of labor resources for the
realization of the goals set before them, a comprehensive vision of problems and a
holistic approach to human resources in relation to the strategic settings of the
enterprise. Thus, within the framework of strategic management, there is an urgent need
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to change the functional model of personnel management at the enterprise on the basis
of its own organizational philosophy, which is based on its own experience of working
with its employees and using the practices of leading domestic and global companies.
Accordingly, balancing between the use of traditional organizational-economic, social-
psychological and legal management methods and the search for a set of new mechanisms
and methods of influencing personnel becomes of strategic importance.
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METOAN BN3HAYEHHA KOHKRYPEHTOCITPOMOMHOCTI EHEPT E-
TMYHUX TATNTPNEMCIB

Lls HaykoBa cTatTs NpUCBsYEeHa AOC/IAXKEHHIO METOAIB BU3HAYEHHS] KOHKYPEHTOCMPOMOXKHOCTI
eHepreTMYHKWX MignpueMcTB. ABTOp aHani3ye 3arafibHi MiAXO4U OO BWM3HAYEHHS KOHKYPEHTOCMpo-
MOXHOCTi B MPOMWC/IOBOMY CEKTOPI, i (poKycyloTbcs Ha cneuudiui eHepreTuuHoi ranysi. KoHky-
PEHTOCMPOMOXKHICTb NiANPUEMCTBA € OLHUM i3 BaXK/IMBUX aCMeKTIB PUHKOBOrO CepefoBULLA, AKWM
XapaKTepU3ye MOXIMUBICTb MiANPUEMCTBA afanTyBaTUCS LO YMOB PWHKY W 3aMHATH MpPOBigHE Micue
cepef IHWMX yyacHWKiB. CNpOMOXHICTb e(heKTUBHO KOHKYpyBaTW Ha PWUHKY i 3400yBaTu nepesaru
nepen KOHKypeHTamu nepenbayae He NuLLe BONOAIHHS KOHKPETHUMW PecypcaMu Uu TEXHOJOTISIMH,
ane W 3aaTHICTIO afanTyBaTMCA 40 3MiH, po3pobaAaTH iHHOBaLi Ta BUXOAUTH 3a paMKMU CTaHAapTHUX
cTparterid. KoHKypeHTOCNPOMOXKHICTb CTae hakTOPOM, KWK BU3HAYaE yCnix NiLNpUEMCTBA B [OBro-
CTPOKOBIW NEPCNEKTHBI.

B crtarTi npoBoaMTbCA LOChnigXKeHHS haKTOpiB, WO BMAWBAOTb Ha (POPMYBAHHS PIiBHS KOHKY-
PEHTOCMPOMOIYKHOCTI €HEPreTUYHMX NiANPUEMCTB B PUHKOBKUX yMOBax. ABTOP BMCBIT/IIOE METOAMYHI
NiAXOAW A0 OUIHKW NPOAYKTUBHOCTI Ta e(heKTUBHOCTI poBOTH EHEPreTUHHOro NiANPUEMCTBA, a TaKoX
BaK/IMBICTb YNPaBNiHHA pPU3UKaMKM Ta IHHOBaUIAMW AN 3abe3neyeHHs KOHKYPEHTOCTPOMOXHOCTI.
LocnipyeHHs AaHOi TeMaTUKU MoXKe BYTH KOPUCHUMMU A8 eHepreTUUHWX NiANPUEMCTE Ta AOCAIAHM-
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