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Cmammsi rpucssideHa po32/isidy akmyasabHUX
rumab Kadposoi MoIIMUKU CiylbCbKo20Cro0ap-
CbKUX MIONpUEMCMB ma PO3PO6/IEHHIO 3ax00i8
07151 BOOCKOHa/IEHHS1 KAOpOBO20 MEHEOXMEHMY
yux nionpueMcms 5K chakmopa MiOBUWEHHS
eghekmusHoCMi  OpaaHi3ayiliHoao  PO3BUMKY.
PozesisiHymo  cymHicmb  OedbiHiyii - «kadposa
rnofimuka  nionpueMcmsa».  lI0eHmucpikosaHo
mun kadposoi nonimuku T30B «['ydseni Yxpa-
Ha»; 00CAIOXKeHO OCHOBHI Xapakmepucmuku
rpeseHMuUBHoOI  kadposoi nosiimuku. [NpoaHa-
7i308aHO OCHOBHI acriekmu pobomu Kadposoi
cnyx6u T30B «Tydsenni Ykpaiqa», 30kpema
QbyHKYiOHa/IbHI 060B’SI3KU IHCrIeKmopa 3 kadpis,
HR-MeHedxepa 3 HagyaHHs ma pPO3BUMKY,
HR-meHedxepa 3 KomyHikayil. PospobsieHo
pekomeHoayii ujo00 BAOCKOHa/IEHHST KadpOoBOi
ronimuku T30B «Tyosenni Ykpaida» (ghopmy-
BaHHS KaopoBo20 pe3epsy, WO dacmb 3Mo2y
rnodoslamu  He2amusHi - acrekmu  r/IuHHoCcmi
Kaopis, HEOOXIOHICMb MepPIodUYHOI OYiHKU ma
aHasizy coyjasibHO-MCUXo/102i4Ho20 Kilimamy 8
KosleKmusi) 8 KOHMeKcmi MiOBULWEHHST eqhek-
musHocmI opeaaHizayitiHo2o Po3BUMKY KOMIaHIl.
KniouoBi cnoBa: mun kadposoi  moaimuku,
Kadposa c/1yxba, kadposuli momeHyjan, ynpas-
JIIHHA  [IEPCOHa/IOM,  MPeBeHMUBHa  Kadposa

ce/ibcKoxossiticmseHHbIX  npednpusmull U
paspabomke Meponpusmuill no cosepueH-
CMBOBAHUID ~ Kadposo2o  MeHedxMeHma
OaHHbIX npednpusmull Kak ¢hakmopa rosbl-
weHusi  aghghekmusHOCMU  Op2aHU3ayuUoH-
HO20 passumusi. PaccMompeHa CyuwHOCMb
degpuHuyuu «kadposas noaAUMUKa  npeo-
npusimusi». VideHmuchuyuposaH mun kaopo-
goli nosumuku OO0 «[ydsennu YkpauHbi»;
uccnedosaHbl OCHOBHbIE  Xapakmepucmuku
npeseHmusHol kadposoli noiumuku. [Ipo-
aHa/Iu3upoBaHbl OCHOBHbIE acrekmsl pabomsi
kadposoli ciyx6bl OO0 «[ydseniu YkpauHa,
B YacmHocmu (byHKUUOHa/TbHble 06513aHHO-
cmu uHcriekmopa o kadpam, HR-meHedxepa
1o obyyeHuto u pazsumuto, HR-meHedxepa o
KOMMYHUKayusiM. PaspabomaHbl pekomeHoa-
yuu o cosepuieHCmMB0B8aHuUK Kadposol nosu-
muku OO0 «Tydsennu Yxpaura» (hopmupo-
BaHUe Kaoposo20 pe3epsa, 4mo [10380/UMm
npeodosiems HecamusHble acnekmbl meky4e-
cmu Kadpos; HeobxooumMocms rnepuoduyeckoli
OUEHKU U aHa/lusa coyuasibHO-Mcuxosoauye-
CKO20 K/luMama 8 KO/IIeKmuBe) 8 KOHmMeKkcme
MoBbIWEeHUsT aghghekmusHOCMU  opaaHu3ayu-
OHHO20 pa3sumusi KOMNaHuu.

KntoueBble cnoBa: mun kadposol Mo umuku,

CTYAEHT no/simuka.

IBaHO-®PpaHKiBCbKWIA HaLioHaNbHWUIA
TEXHIYHWI yHIBEpCUTET HaddTL i rasy

Kadposasi c/yxba, Kaoposbil rMomeHyuan,
yrnpag/neHue — NepcoHasioM,  MPeseHMuUBHast
Kadposasi o/IuMuKa.

Cmambsi MOCBSWeHa PACCMOMPEHUID aKmy-
a/lbHbIX  BOMPOCO8  Kadposol  MoAUMUKU

The article is devoted to the consideration of topical issues of the personnel policy of agricultural enterprises and the development of measures to improve
the personnel management of these enterprises as a factor in improving the effectiveness of organizational development. The article reviewed the essence
of the definition of "personnel policy of the enterprise" and identified the type of personnel policy of "Goodvalley Ukraine" Ltd. The main characteristics of
preventive personnel policy have been investigated here: the management of the organization uses short-term and medium-term personnel forecasts,
defines the strategic tasks of development and personnel training; predicts the personnel situation, creates targeted personnel policy programs. The main
aspects of the personnel policy of the "Goodvalley Ukraine" Ltd were analyzed, in particular, the functional responsibilities of HR-manager for training and
development, HR inspector: accounting personnel of the company, its divisions; registration of reception, transfer and dismissal of employees in accordance
with the legislation on labor, regulations, instructions and orders of the enterprise’s head; participation in the development of promising and current plans
for work and personnel. Recommendations for improving the personnel policy of the "Goodvalley Ukraine" Ltd were developed: the creation of a personnel
reserve; use of modern controlling systems, certification models; periodic assessment and analysis of socio-psychological climate in the team. The article
demonstrated the necessity of forming an effective personnel policy, developing new concepts, programs and technologies, in particular regarding the
formation of an effective motivational mechanism, creation of the necessary conditions and real possibilities for development and satisfaction of the needs
of each employee; organization of training and pre-training of personnel, ensuring the career growth of employees; use of abilities and skills of employees,
their professional potential for introduction of new technologies in the enterprise activity in the modern conditions of management. Here was discussed the
necessary updating of the transformation directions of the "Goodvalley Ukraine" Ltd personnel management system, redistribution and updating of the main
enterprise’s personnel functions and personnel structure of the enterprise; improvement of personnel policy as a component of strategic management and
organizational development of the company.

Key words: type of personnel policy, personnel service, personnel potential, personnel management, preventive personnel policy.

MoctaHoBKa npoGnemMu. OAHIED 3 OCHOBHUX
npo6nem pUHKOBOI TpaHcopmalii BIiTYNIHAHUX
NiANPUEMCTB 3aNULIAETLCA (POPMYBaHHA edpeKkTUB-
HOro MexaHi3aMy ynpaBsfiHHA oOpraHisauiiHum po3-
BUTKOM. OpraHisauiiiHnini po3BUTOK C/lig TpakTyBaTu
AK JOBrOTEPMIHOBY PO6OTY B OpraHisau,ii WoAao0 ya0-
CKOHa/1eHHA NpoueciB BUpPiLLEHHSA Npo6/1eM i OHOB-
NeHHs. Taknin po3BUTOK € CTpaTENiYHUM LUIAXOM, 3
OfHOro 60Ky, 3pOCTaHHA 3arasibHOI e(eKTUBHOCTI
opraHisauyii, a 3 iHWOro — nigBULLEHHA MNOYYTTS
3a/10BOJIEHOCTI Ta MOoJINWeHHA YMOB npadi cnispo-
6iTHKKIB [1, c. 125].

OTXe, opraHisauis AKiCHOT KaApOBOT NOMITUKA Ha
NiANPUEMCTBI SIK efleMeHTa opraHi3aLiiHoro po3Bu-
TKY B Cy4acHMX ymoBax HabyBa€ Haf3BU4YaiiHO Bax-
NNBOTO 3Ha4YeHHs. Amke npodpeciiHo nobygoBaHa
KaZpoBa nonituka 3abesneyvye He nuLle HeobXiaHuin
eMeMeHT CTabifIbHOCTi B opraHi3auiliiHii gisnbHOCTI
cyyacHOl KoMMaHii (CBOeYacHe KOMM/EKTYBaHHS
KagpaMmum pobounx Micub, PUTMIYHE YHKLIOHY-
BaHHA BUPOOHULTBA, ()OPMYBaHHA CTabisIbHOro
KOMTIEKTUBY Ta BWCOKOIO PIiBHA KaApOBOro NOTEHL-
any nignpuemMcTBa), asie il He MeHLL BaXMBWii ene-
MEHT THYYKOCTI Ta AMHaMi3My 3aBASKW HafaHHI0
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npauiBHMKaM MOX/IMBOCTEN s npodeciiiHoro
3pocTaHHsA, hopMyBaHHS MOTMBALT 4O BUCOKONPO-
OYKTMBHOT npadi Touwo.

AHani3 ocTaHHIX pgochigpkeHb | nyo6nikauii.
MWTaHHA KagpoBOi NOAITUKM NignpuemcTBa [0CAi-
[KyBanucs y npausix Takmx Haykosu,iB, Sk J1.B. bana-
6aHoBa, B.I. BopoHkoBa, O.€. Ky3miH, O.I' Menb-
HuK, O.M. MenbHnuyk, B. OcoBcbka, HO.1. Manexa,
N.B. MowenoxHa, O.l. CuHuubka, B.1HO. Camynsk,
B.A. Creu, €.. Napximyik, A.[l. YikypkoBa Ta iH.

3okpema, Ha aymky B.A. Ctel, kagpoBsa nonituka
nignpMemcTea — Ue «LUinicHa KagpoBa cTpaTeris,
sAKa 06'egHye pi3Hi popmn Kagposoi poboTu, cTuni
Il NpoBeAeHHs B opraHisauii i nnaHu BUKOPUCTaHHA
po6ouoi cunu» [2, c. 125]. €.. MapxiMyik BBaxXae,
LLIO «KaJpoBa nosiTvka opraHizadii — e copmynso-
BaHi (ycHO abo NMCbMOBO) MPUHLMMNK, MpPIOPUTETH,
HOopMW, MpaBwna poboTn 3 Kagpamu, 060B’SA3KOBI
[ONS BCiX yYaCHUKIB npouecy ynpasfiHHA nepcoHa-
NIoM, SIKi CNpPsIMOBaHi Ha AOCATHEHHS 3aBAaHb | CTpa-
TEriYHMX UiNnein opradizauii Ta BMKOPUCTOBYHTLCSA
3 ypaxyBaHHSIM MOCTINHUX 3MiH Yy BHYTpiLUHbOOpra-
Hi3aLiiHMX ymMOBax i BMMOrax 30BHILUHbOIO Cepej-
oBuLLa» [3, c. 36].

B.I. BopoHkOoBa BM3Hayae KaapoBy MOMITUKY SK
«CUCTEMY MPUNOMIB, HABMYOK, CNOCO6IB, hopmiMeTO-
[iB KaapoBoi po60oTH, SIKi pO3po6NAIOTLCS | 3aCTOCO-
BYIOTbCS B MPaKTUL AepXaBHUX OpraHis i OKkpemMux
opraHisauii» [4, c. 120]. Ha aymky /1.B. Bana6aHo-
BOI, KaZpoBa nosiTuka nignpuemcTea — Lie «cucrema
NPUHUMNIB, igei, BUMON, WO BM3HAYalOTb OCHOBHI
HanpsiMm po6oTK 3 NepcoHanom, ii hopmu i meToaum.
KagpoBa noniTvka BU3HaYa€e reHepanbHUiA Hanpsm
i OCHOBM pO6OTK 3 Kaapamu, 3arasibHi i cneundiyHi
BMMOIM [0 HUX | pO3pPO6NSETLCA BAacHMKamMu nig-
NPMEMCTBA, BULLUM KEPIBHULTBOM, KaAPOBOK CITyX-
60t0» [5, c. 126].

MpoTe [rPYHTOBHI TEOPETMKO-METOAMYHI A0Chi-
[KEHHS1 3 Liel npobnematuki 3yMOB/IOKTb HE0o6-
XigHICTb 6iNbll  AEeTa/IbHOrO BMBYEHHS Tasly3eBUX
ocobnmBocTeli hopMyBaHHS KaApoBOi MOAITUKM SIK
nepeaymMoBuM OpraHisauiiHoro po3BuTKY CislbCbKOroc-
nogapcbKuX NigNPUEMCTB B YKpaiHi.

MocTtaHoBKa 3aBpaHHA. MeTta cTarTi nonsrae
y [AochigpKeHHi 0ocobnmMBoCTell KaapoBOi MOMITUKK
Cy4YacHOI CiNbCbKOrocnoAapcbkoi KomnaHii Ha npu-
knagi T30B «['yasenni YkpaiHa», ofHi€i 3 NpoBigHNX
KOMNaHili Liel rasy3si, Ta po3po6/eHHi pekomeHaaLin
LOAO MOKpALWEHHS KaApOBOro MeEHeMKMEHTY nig-
NPUEMCTB SK CKIA[0BOI YaCTUHM OpraHizauiiiHoro
pO3BUTKY. [JOCATHEHHA 3a3HayeHol MeTn 3yMOBWJIO
HeoOXiAHICTb BMPILLEHHSA TakMX 3aBAaHb:

— PO3KpPUTTA 0OCO6G/IMBOCTEN KaApOoBOI NOSITUKM
CiNIbCbKOrocnoAapcbKoro nignpueMcTBa;

— igeHTudikauis TMNy KaapoBoi NOMITUKA Nig-
NPUEMCTBA,;

— aHani3 OCHOBHMX acnekTiB poboTu Kagposoi
cnyx6u T30B «['yasenni YkpaiHa»;
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— pO3p06neHHA pekomeHAaLi LWoao BAOCKOHA-
NeHHA KaapoBoi nonitTukn T30B «['yasenni YkpaiHax»
B KOHTEKCTI NPIOpUTETIB OpraHi3aLiiniHoOro po3BuTKY.

Buknag OCHOBHOro martepiasly AOCHioKEeHHS.
T30B «['yasenni YkpaiHa» — ykpaiHcbKa CiflbCbKOroc-
nojapcbka KoMMaHid, ska npautoe yxe 15 pokis Ha
TepeHax [lMpukapnarTa Ta BXoAWTb A0 rpynu Axzon
A/S (JaHist). OCHOBHMMUM iHBECTOPAMW €. AAHCLKUI
ypag, — 83,82%, MixHapogHa hiHaHcoBa kopnopau,is
(M®K) — 6,9%, «Akcenbrapg XxonanHr» (Tom Akcenb-
raapa) — 3,87%, 76 npuBaTHUX [AHCbKUX iHBECTO-
piB —5,41% .

Kagposa nonituka T30B «[yagenni YkpaiHa»
BK/NlOUAE Taki enemMeHTu, K MosiThMKa 3aHATOCTI,
HaBYaHHA, onjaTu npauj, AO6pPO6YTY NpauiBHUKIB,
nosiTMka TpygoBux BigHOCKMH. OCKINbKM Baxvsa
ponb y hopMyBaHHi Ta peanizau,i KagpoBoi NONITHUKN
nignpruemMcTBa Ha/IeXWUTb KagpoBidi cnyx6i, aouinb-
HUM € aHaJli3 He fiLle CTPYKTypu Ta 0cob6/mBocCTeid,
ane i PyHKUIOHa/IbHMX O000B'A3KIB 1 MpauiBHUKIB
Ha BIAMNOBIAHICTL cyyacHUM BuMoram. Cnig 3asHa-
unTK, WO Kaaposa cnyx6a T30B «lyasenni Ykpa-
THa» XapaKTepusyeTbCs MEBHOK crneuudiko noby-
[0BK, 30Kpema, [0 Ti ckiagy BXOOATb: iHCNeKTop i3
Kagpis, HR-meHexep i3 HaBYaHHA Ta PO3BUTKY,
HR-meHemxep i3 KOMyHiKawji.

BianosigHO A0 MNocagoBOi IHCTPYKLi, A0 OCHO-
BHVX 3aB/aHb iHCMekTopa 3 kaapis T30B «[yasenni
YkpaiHa» HanexaTb: 06/iKk 0co60BOro cknagy nig-
npuvemMcTBa, WOro nigposginis 3rigHoO 3 YHichikoBa-
HUMW hopMamMy NePBUHHOT 0BNIKOBOT AOKYMEHTALT;
0DOPMJ/IEHHS NPUIAOMY, NEePEBEAEHHS | 3BiSIbHEHHS
npauiBHWKiB BigNOBIOHO [0 3aKoHOAaBCcTBa Npo
npauto, MOMOXeHb, IHCTPYKLiA i HakasiB KepiBHMKa
nigNprYeEMCTBA; y4acTb Yy PO3PO6/IEHHI MEepCnekTuB-
HWUX | NOTOYHUX NNaHiB i3 Npayi i kagpis. Kpim TOro,
iHCNEeKTop i3 KagpiB BUBYAE OCOGAMBOCTI Nepemi-
LWEHHS | NPUYMHKU NSIMHHOCTI Kaapis, 6epe yyacTb y
PO3pO06/EHHI 3axoAiB WOA0 X YCYHEHHSl; BHOCUTb
iHbopMaLilo Mpo KiSbKiCHWIA CKiag MepcoHasty Ta
oro pyx y 6aHK faHux, CTeXWTb 3a 0ro CBOEYACHUM
OHOBJIEHHAM | MOMOBHEHHSAM; 3LJAICHIOE KOHTPO/Ib 3a
CTaHOM TPYAOBOI gucuMnAiH B Nigpo3ainax nignpu-
€MCTBA i AOAEepPXaHHAM npauiBHUKamMU NpaBua BHY-
TPILLUHBOrO TPYA0BOr0 PO3MOPSAAKY.

HR-meHempkep Ha T30B «l'ygsenni YkpaiHa»
CTBOPKE e(PEKTMBHY CUCTEMY KEpyBaHHSI Kagpamu
i coujianbHMMK npouecaMmyu Ha MiANPUEMCTBI, LWO
3abe3nevye ymoBUM ANs iHILiAaTVBHOI | TBOPYOI gisnb-
HOCTI npauiBHUKIB 3 06MIKOM X iHAUBIAYabHUX OCO-
6nmBocTeli i nNpodeciiHMX HaBUYOK, edIEKTUBHOT
no6yA0BY B3aEMUH Y KOMEKTUBI, a came:

— BM3Hayae noTpeby nignpuemcrTea B Nepco-
Haui; po3pobnse cuctemy 3amileHHs nocag i pobo-
UMX MiCLb; BUBYAE PUHOK NpaL,i 3 METOK BU3HAYEHHS
MOX/IMBUX [Kepen 3abe3neyeHHss HeooXiaHMMUN
Kagpamy; opraHisye MmolyK KaHAuAaTiB 3 BUKOPUC-
TaHHAM Pi3HUX DKepen;
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— npoBoAMTb J06Ip i3 Yncna kaHguaaTis, WO Big-
noBiAalTb BUMMOram po3pob6/eHnx nporpaM yu Haii-
6i/bLU NPUIAHATHUX i3 NOrAsiAY KepiBHMLTBA NigNpUeEM-
CTBa; NPOBOAUTL cniBbeciamn 3 TMK, XTO HaiMaeTbCA
Ha po6oTy; BUBYaAE AiN0Bi i NpodieciitHi AKocTi npa-
LiBHMKIB Mg Yac Jobopy, po3MilEeHHS i NaHyBaHHS
IXHbOT [isiNIbHOCTI | NpodbeciliHoro pocTy; 3abe3nevye
YKOMMNIEKTYBaHHA NigNPUEMCTBA Kaapamu;

— 3abe3neuye AKiCHe DOPMYBaHHS | paLjioHasbHe
BMKOPUCTaHHSA KaapoBOro noteHuiany nignpuemMcraa
3 ypaxyBaHHSAM MEPCNEKTMB PO3BUTKY i NigBULLEHHS
06csAriB BUPOOHULTBE;

— nnaHye notpeby B nepenigrotosui i nigsu-
LLIeHHi KBaniduikawii nepcoHany; opraHisye HaB4aHHSA,
CTaXyBaHHS, NigBULLIEHHSA KBanidpikaLlii nepcoHany 3a
[JOMOMOro0 Harnpas/ieHHA MpaLiBHUKIB Y HaBYaslbHi
3aknaan, 3aslyyeHHs1 BUCOKONPOMeCiinHMX dhaxiBLiB
i3 NiAroTOBKM KaApiB Ha NignpueMcTBa 418 NpoBse-
[OEHHA HaBYaHHSA, TPEHIHTIB Ta iH.

OTxe, kaapoBy nonituky T3OB «'yasenni Ykpa-
THa» MOXHa BIAHECTU [0 MPEeBEHTUBHOI KajpoBOi
NOMITUKN, SIKa XapaKTepUsyeTbCs TaknM: KePIBHULTBO
opraHizauii mMae 06rpyHTOBaHi MPOrHO3U PO3BUTKY
Ka[poBOi cuTyauil Ha nianpueMcTBi; anapar ynpas-
NiHHA BUKOPUCTOBYE KOPOTKOCTPOKOBI Ta CepefHbOo-
CTPOKOBI MPOrHO31 NOTPe6U B Kagpax, BU3Ha4aloTbCA
cTpaTeriyHi 3aBAaHHsl PO3BMTKY Ta HaBYaHHS Nepco-
Hauly; KepiBHULTBO OpraHisauii NporHo3ye kagpoBy
CUTYyaLjito Ta 34jACHIOE Ti NOCTIAHWI MOHITOPWHT, y pasi
HeOoOXiAHOCTI CTBOPKKTLCA UiNbOBI KagpoBi MNpo-
rpamu; BUCYBalOTbCA KOHKPETHI BUMOIM A0 HABYaHHS
nepcoHasly; NnaHyBaHHsS KagpoBOro pesepsy 3M4jii-
CHIOETLCS HA KOPOTKOCTPOKOBUIA i CepefHbOCTPOKO-
BUIA nepiog, [6, c. 238].

MpoTe MiIHNUBICTL cepefoBuLLa rocnogaptoBaHHSA
nignpuemcTea NoTpebye YOOCKOHasIEHHS KanpoBOi
NOMITUKN, O 3a/IMWIAETLCA aKTyaslbHAM MUTAHHAM
KaZpoBOro MeHeKMEHTY Ha nignpuemcTsi. Cnuctema
FHY4YKOro ynpas/liiHHA NepcoHasioM MOBWHHA ABAATU
COOO0H CYKYMHICTb MiACMCTEM 3arasibHOro Ta JiHil-
HOro ynpas/iHHS, (QYHKUiOHa/IbHUX MigcmucTeMm, SKi
crewianisyloTbCA Ha BUKOHAHHI Cy4acHMX KaZpoBUX
doyHKUIR, a ycnix peanisauii po3pobneHoi kaapoBoi
nonitvkn T30B «['yasenni YkpaiHa» 3HauHO0 Mipoto
3anexartume Bif Y3rOMKeHux Al ynpasniHCbKOT
NaHKM B Takux cdpepax, fK 3aiiHATICTb, PO3BUTOK i
MOTMBaUis npauiBHMKiB. MogentoBaHHA 3abe3ne-
YEeHHs1 B3aEMO3B'SA3KY KOHKYPEHTHOI cTparterii T30B
«l'yasenni Ykpaina» 3i ctparerieto kafpoBoi NosiTuku
[OCAraeTbCA LUASXOM Y3roKeHHS B3aEMOMNOB'A3aHNX
i B3aEMONIATPUMYOUNX HANPSMIiB PO3P0O6/EHHS CcTpa-
Terii po3BUTKY NepcoHasty, 30Kpema:

— dhopmyBaHHSA KagpoBOro pesepsy, WO AacTb
3MOry nojonaty HeratuBHI - acnekTu  MAUHHOCTI
KaZpiB Ha MignpuveEMCTBI, pe3ynbTaTBHO yrnpaBasaTu
Kap'epoto Ta Moxe ByTu NokKIafeHo B OCHOBY pO3po-
6neHHn 11 peanisayii nporpaMm NpuULWBUALLEHOTO NPO-
CYBaHHS No cnyxoi;

— BUWKOPUCTAHHSA CYYaCHWX CUCTEM KOHTPOAIHTY,
AKi gagyTb 3MOry ONTUMI3yBaTW BMTpaTM Ha nep-
COHas/1 Ta 06'eKTMBHO MOro OUiHOBaTK, 30Kpema 3a
[ONOMOrOK0 BUKOPUCTaHHSA AIEBOTO MEXaHi3my npo-
Be[lEHHA aTecTauii;

— NepioanYHOT OLLHKM Ta aHasli3y colianbHO-MNcu-
XOMOFIYHOrO K/1iMaTy B KOMEKTUBI, afxe MOTEHUiNHO
HasiBHa 3arpo3a NoripLweHHs NCMXO/OriYHOro Kimarty
MOX€e [eCTPYKTVBHO BM/MBaTW Ha oOpraHisauiinHui
npoLec, NO3HAYNTUCA Ha PiBHI NPOAYKTUBHOCTI Npadli,
Ha piBHI AiN0BOT aKTUBHOCTI NiANPUEMCTBA, a BifTaK —
Ha penyTauii nianpuemctea 3arajiom. ToMmy aHanis
CoUiaIbHO-NCUXONOTIYHOro KiMaTty KOMeKTUBY Ma€e
HenepeciyHe 3HaYeHHA A1 CyyYacHOT CilbCbKOrocmno-
[APCbKOT KOMNaHiT.

ByCHOBKU 3 npoBefeHOro pocnimkeHHsa. dop-
MyBaHHS1 [i€BOI KaapOBOI MOMITUKMA € BUHSATKOBO aKTy-
aNbHOK | CK/IaJHOK MPOG/IEMOKD, BUPILLEHHS SKOT
nepen6avae po3pobseHHs HOBUX KOHLEMLI, nporpam
i TEXHOMOTrIN, 3a/Tly4eHHS IHTENeKTyaslbHux Ta chiHaH-
COBMX pecypciB, 30kpema Logo hopmyBaHHA ediek-
TUBHOIO MOTUBALLIIHOTO MeXaHi3My, CNpsMOBaHOIO Ha
BMKOHAHHA OCHOBHWX MOKA3HUKIB Ai/IbHOCTI Mignpu-
EMCTB@, CTBOPEHHSI HEeobXigHUX YMOB Ta peaslbHuX
MOX/IMBOCTEW AN PO3BUTKY | 3a40BOSIEHHA NOTPE6
KOXHOTO NpauiBHMKa; opraHisayjto Migrotosky Ta nepes-
nigroToBK1 KaapiB, 3abe3neyeHHss Kap'epHOro pocTy
NpawiBHYIKIB; BUKOPUCTAHHSA 34i6HOCTEl Ta HaBUYOK
npauiBHVKIB, IXHbOr0 NPOCECINHOrO MoTeHUjany ans
BMNPOBaMKEHHSA HOBUX TEXHOJTOTIN Y AiSIbHOCTI Nignpu-
eMcTBa. TOMy B Cy4yaCHMX yMOBax rocnogaptoBaHHs
ana T30B «Tyasensi YkpaiHa» XUTTEBO Heo6XigHNM
€. akTyanisaujs HanpsaMiB TpaHcdopmavii  cuctemm
KaZpoBOro MeHeHKMEHTY, Nepepo3noisl Ta OHOB/IEHHS
OCHOBHUX KaApoBUX (OYHKUIA Ta KafpoBOi CTPYKTYpU
NiANPUEMCTBA; BAOCKOHA/IEHHSA Ka[pOoBOi NONITUKA 5K
OCHOBMW MNPOCPECINHOrO CTpaTeriyHoro ynpasiHHA Ta
YCNiLLHOrO opraHi3auiiHoro po3BUTKY KOMMNaHil.
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THE PERSONNEL POLICY OF THE ENTERPRISE
AS A COMPOSITION OF ORGANIZATIONAL DEVELOPMENT

The purpose of the article. The purpose of this article is to investigate personnel policy of the "Goodval-
ley Ukraine" Ltd and to develop recommendations for improving the personnel management of the investi-
gated company as a factor for improving the effectiveness of organizational development. The stated goal is
achieved by solving such problems: disclosing the features of the personnel policy of the agricultural enter-
prise, identifying the type of personnel policy of the enterprise, analyzing the work of the personnel service of
«Goodvalley Ukraine» Ltd, etc.

Methodology. The latest concepts of organizational development under dynamic organizational changes
were the methodological basis for the research of personnel policy as one of the most important prerequisites
for ensuring competitive and sustainable development of the enterprise. The system and structural-process
approach was used as the main one. It involves determining the dynamic relationship of personnel functions,
conducting an analysis of the correspondence of the objectives of the controlled object content work and func-
tions, the division of functions by management levels and by subdivisions.

Results. Formation of effective personnel policy is an extremely topical and complex problem, the solution
of which involves the development of new concepts, programs and technologies, the attraction of intellectual
and financial resources, in particular the formation of an effective motivational mechanism aimed at fulfilling
the basic performance indicators of the enterprise, creating the necessary conditions and real possibilities
for development and satisfaction of the needs of each employee; organization of training and pre-training of
personnel, provision of career growth of employees; use of abilities and skills of employees, their professional
potential for introduction of new technologies in the enterprise activity. Therefore, actualization of the transfor-
mation’s directions of the personnel management system, redistribution and updating of the main personnel
functions and personnel structure of the enterprise; improvement of personnel policy as the basis of profes-
sional strategic management and successful organizational development of the company are vital for the
«Goodvalley Ukraine» Ltd in modern economic conditions.

Practical implications. The organization of high-quality personnel policy of the enterprise acquires an
extremely important practical significance as an element of organizational development in modern conditions.
Professionally built personnel policy provides not only the necessary element of stability in the organization
of the modern company (timely staffing of jobs, rhythmic operation of production, the formation of a stable
team and a high level of personnel potential of the enterprise), but equally important element of flexibility and
dynamism due to providing employees with opportunities for professional growth, forming motivation for high-
performance work, etc.

Valueloriginality. In our work, we considered the personnel aspects of organizational development in the
context of the formation of modern personnel policies. These aspects are aimed at achieving the objectives
and strategic objectives of the company, taking into account the constant changes in the internal organizational
conditions and requirements of the competitive environment. The need for a more detailed study of the sec-
toral aspects of personnel policy formation as a prerequisite for the organizational development of agricultural
enterprises in Ukraine is due to the study of the peculiarities of the modern agricultural company’s personnel
policy (for example, the " Goodvalley Ukraine" LTD).
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