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Summary. Introduction. In the context of the transformation of Ukraine’s economy, the digitalization of business processes,
and increasing competition in the labor market, the issue of improving the personnel management system is becoming partic-
ularly significant. Modern enterprises are forced to operate in an environment of heightened uncertainty, rapid technological
change, and continuous renewal of professional competencies. Under these conditions, personnel become a key factor of sus-
tainable development, and the effectiveness of human resource management determines the organization’s competitiveness.

Traditional approaches to personnel management no longer provide the necessary flexibility and effectiveness. Therefore, the
implementation of modern HR technologies is gaining increasing relevance, as they enable the automation of key HR processes,
improve the quality of employee recruitment and evaluation, and support the development of employee potential through digital
platforms and data analytics. The use of such tools makes it possible to respond quickly to changes in the external environment,
optimize the performance of HR departments, and form an effective system of employee motivation and retention.

Purpose. The aim of the study is to reveal the essence of personnel management in the activities of a modern enterprise, to
systematize and scientifically generalize the main methods of HR management, and to determine their role in enhancing the
effectiveness of personnel management and the competitiveness of the enterprise.

Materials and Methods. The materials of the study include works by domestic and foreign authors who conduct scientific
research in the field of personnel management and HR management, as well as publications in professional journals, regulatory
acts, and analytical materials that highlight modern approaches to personnel management in enterprises.

In the course of the study, the following scientific methods were applied: theoretical generalization and grouping, analysis
and synthesis, a systems approach, and logical generalization of results.
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Results. As a result of the study, theoretical approaches to the essence of personnel management were generalized, and
the role of HR management as a strategic factor in the effective functioning of modern enterprises was determined. It was sub-
stantiated that, under conditions of digitalization and increasing competition, personnel management is transforming from an
administrative function into a system of strategic human capital management.

It was established that the modern model of personnel management is based on the principles of partnership, competence de-
velopment, motivation, and employee engagement, which distinguishes it from traditional approaches primarily focused on con-
trol and regulation. The goals and objectives of HR management were systematized, and the feasibility of comprehensive applica-
tion of administrative, economic, socio-psychological, and informational methods of personnel management was demonstrated.

Further research in this area. Prospects for further research should be linked to an in-depth analysis of the practical aspects
of integrating modern HR technologies into the operations of Ukrainian enterprises, assessing the effectiveness of digital HR
tools, as well as developing methodological approaches for creating flexible personnel management models in conditions of
an unstable external environment. Particularly relevant is the study of the role of HR management in crisis management and
ensuring the sustainable development of enterprises.

Key words: human resource management (HRM), HR management, HR management methods, human capital, employee
motivation, HR technologies enterprise efficiency.

AHoTauis. BcTyn. B ymoBax TpaHcopmavii ekoHomiky Ykpaim, umdposisayii 6izHec-npoLieciB Ta 3poCTaHHS KOHKYpeHLUii
HQ PUHKY NPAaLi MMTAHHS YJOCKOHANEHHS CUCTeMM YrpaB/iiHHS NepCcoHanomM HabyBae 0cobamBo20 3HaqeHHs. CyyacHi nignpu-
EMCTBA 3MYLLEHI NPauoBaTH B cepegqoBuLLi NigBMULLEHOI HeBU3HAYEHOCTI, LWBMUGKMX TeXHON0RIYHMX 3MiH i MOCTIFHO20 OHOB/ICHHS
npogeciviHnx KOMMeTeHLi. Y TaKnx yMoBax came NepcoHan CTAe Ko40BUM GAKTOPOM CTiliko20 pO3BUTKY, d ePeKTUBHICTb
YNPABAIHHA OGCbKMMM PeCypCamm BU3HAYAE KOHKYPEHTOCTPOMOXKHICTb Op2aHi3aLii.

Meta. Meta gocnigxweHHs noisiede y po3KpUTTI CYTHOCTI yNpaB/iHHA MepCcoHaNoM y gisiibHOCTI Cy4aCcHOR20 MigrnpueMCTBA,
CUCTeMAaTM3aLii Ta HayKoBOMY Y3a2a/ibHeHHI OCHOBHMX METOQiB HR-MeHegKMeHTY, a TaKOX BU3HAYeHHI IX posi y nigBuLLeHHI
eq@eKTUBHOCTI ynpaB/iiHHS MepCOHAIOM i KOHKYPEeHTOCTIPOMOXHOCTI MignpreEMCTBA.

Martepianu i meTogn. MaTepianamu gocnigxeHHs Cay2yloTb Npavi BITYN3HSIHWX Ta 3apyOiKHWX ABTOPIB, 5IKi 3GilCHIOIOTb HAYKOBI
gocnigxeHHs y cepi ynpasiHHs nepcoHanom Ta HR-MeHegxMeHTY, a Takox nybaikauii paxosmx nepioguyHux BUGaHb, HOPMATUBHO-
Npasosi KTV T4 AHAIITUYHI MATEPIanX, Lo BUCBIT/IIOIOTb Cyd4dCHI Migxogu go YnpasiHHA MepcoHaoM Ha MigrnpueMCTBAX.

Y npovieci npoBegeHHs gocigxeHHs Oyn 3aCTOCOBAHI TaKi HAYKOBI METOgU: TeopeTudHe y3a20/1bHeHHS! Ta 2Py MyBaHHS,
QHANI3 TA CMHTE3, CUCTeMHMI MigXig, 02iYHe y3a2a/IbHeHHS.

Pesynbtatu. Y pesynbTati qocnigkeHHs y3a2a1bHeHO TeopeTuyHi Nigxogm go CyTHOCTI yrpasiHHA NepCoOHANOM i BUSHAYEHO
posib HR-MeHegxKMeHTY ik CTpaTe2i4HO20 YNHHNKA eeKTMBHO20 PYHKLIOHYBAHHS Cy4dCHO20 MignpueMcTBd. OOfpyHTOBAHO, L0
B YMOBAX LM@POBI3aLii TA 3POCTAHHS KOHKYPeHLil ynpaB/iiHHS NepcoHanoMm TpaHcopMyeTbCs Big AgMiHICTPATUBHOT PYHKLT
go cucTemu CTpaTe2iYHo20 ynpasiHHA I0GCbKMM KAniTanoMm.

BcranosieHo, 1o cy4acHa Mogesib ynpaBs/iHHSA MepCcoHAIOM [PYHTYETbCA HA NMPUHLUMNAX NAPTHEPCTBA, PO3BUTKY KOMETeH-
Lisi, MOTMBALIT Ta 3a/1y4eHOCTI NPALiBHUKIB, WO BIgPI3HSE ii Big TpaguLiriHMX nigxoqis, OPIEHTOBAHMX NEPeBAXHO HA KOHTPO/Ib |
peanameHTauit. CUCTemMaTn30BaHO Lisli Ta 3aBJaHHA HR-MeHegXMeHTY 1 oBegeHo goLi/ibHICTb KOMIIeKCHO20 3ACTOCYBAHHSA
agMiHiCTPAaTUBHYX, EKOHOMIYHUX, COLIQIbHO-MCUXO0N02IYHMX TA IHHOPMALiiHMX MeTOgiB YpaB/iHHS NepCOHAIOM.

JlocnigxeHHs NigTBepguio epeKTUBHICTb BUKOPUCTAHHS CyqdcHux HR-TexHonozii, 3okpema HRM-cucTem, aHaniTkum nep-
COHany Ta LUPpoBux NAATGOPM HABYAHHS, SIKI CIPUSIOTb MIGBMLLEHHIO MPOGYKTMBHOCTI MPaLi, 3HUKEHHIO MIMHHOCTI KagpiB i
3MiLHEHHIO KOPNIOPATMBHOI Ky/bTypu. [lepcrneKkTnsm NoganbLUmX gocaigykeHb MNoBA3aHi 3 No2mbieHHAM NPAaKTUYHNUX ACreKTiB
ynpoBagxeHHs UnPposmx HR-IHCTPYMEHTIB Ta GOPMYBAHHAM 2HYUKMX MOGe/eli ynpaBaiHHS NepcoHanoM B yMOBAX HeCTabib-
HO20 Di3Hec-cepegoBuLLa.

IepcriekTvBu. MepcrnekTyBM NOGanbLLIMX gocaigxKeHb GoLiIbHO NOB'A3yBATH 3 M02AMBAEHUM AHANIZ0M NPAKTUYHWX ACMEKTIB
iHTe2pauii cydacHnx HR-TexHo/0gil y gisbHICTb YKPAiHCbKMX MigNPUEMCTB, OLiHIOBAHHSIM eeKTUBHOCTI UMPpoBux HR-iHCTpy-
MEHTIB, 0 TAKOX PO3PO0EHHSIM METOGUUYHMX MigX0giB go POPMyBAHHS 2HY4YKMX MOgenesi yrpaBaiHHS MepCoHaIoM B yMOBAX
HecTabiIbHO20 30BHILLIHB020 CepegoBuLLd. OCODNMBO AKTYAIbHUM € JOCNIGXEHHS pOsli HR-MeHegMeHTY B GHTUKPU30BOMY
ynpasAiHHi Ta 3a6e3ne4eHHi CTifiko2o po3BUTKY MigNpUEMCTB.

Kntouosi cnoBa: ynpasniHHs nepcoHanom, HR-MeHegxxMeHT, MeTogn HR-MeHegMeHTY, JI0gCbKMii Kanitan, MOTMBALis
nepcoHasny, HR-TexHonozii, epekTUBHICTb MignpueMCTBA.

tatement of the problem. In the context of the

transformation of Ukraine’s economy, the digitaliza-
tion of business processes, and increasing competition
in the labor market, the issue of improving the per-
sonnel management system is becoming particularly
significant. Modern enterprises are forced to operate
in an environment of heightened uncertainty, rapid
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technological change, and continuous renewal of profes-
sional competencies. Under these conditions, personnel
become a key factor of sustainable development, and
the effectiveness of human resource management de-
termines the organization’s competitiveness.

Thus, improving the personnel management system
through the application of modern HR technologies is
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a necessary condition for ensuring the stable develop-
ment of an enterprise, increasing labor productivity,
fostering an innovative corporate culture, and building
long-term competitive advantages. This determines the
high relevance of the chosen topic and the need for its
comprehensive study.

Analysis of recent research and publications.
The issue of effective human resource management
(HRM) in enterprises is widely studied in contem-
porary Ukrainian scientific literature. A significant
contribution to the development of theoretical and
practical approaches to HR management has been
made by domestic scholars such as L.V. Balabanova
[1]1, V. Ya. Brych [2], A.M. Kolot [3], O.V. Krushelnyts-
ka [4], V.M. Luhova [5], and others.

Their works examine issues such as the formation
of personnel policy, management of employee compe-
tencies, leadership development, motivational mech-
anisms, the effectiveness of HR technologies, and the
digitalization of human resource management.

Among foreign authors whose ideas have signifi-
cantly influenced the development of modern personnel
management concepts, it is worth noting G. Dessler,
F. Hédour, M. Armstrong, P. Drucker, and D. Ulrich,
whose works are actively used by Ukrainian research-
ers in shaping contemporary HR management systems.

However, despite the considerable number of pub-
lications devoted to the study of human resource man-
agement and improving organizational effectiveness,
the issue of integrating modern HR technologies into
the practice of Ukrainian enterprises remains insuffi-
ciently explored and requires further scientific analysis
and practical implementation.

The purpose of the study is to reveal the essence
of personnel management in the activities of a modern
enterprise, to systematize and scientifically gener-
alize the main methods of HR management, and to
determine their role in enhancing the effectiveness
of personnel management and the competitiveness of
the enterprise.

Materials and Methods. In the course of the
study, the following scientific methods were applied:
theoretical generalization and grouping — to define
the essence of personnel management and systema-
tize HR management methods; analysis and synthe-
sis — to identify the features of applying traditional
and modern HR management methods in enterprise
activities; a systems approach — to examine person-
nel management as an integrated system; and logical
generalization of results — to formulate well-founded
conclusions of the study.

Presentation of the main material of the re-
search. Labor is a purposeful human activity aimed
at transforming objects and resources to create mate-
rial and non-material values, which ensures the sat-
isfaction of both societal and individual needs. Labor
serves as a fundamental form of human existence,
a key sphere of human life activity, and a means of

transforming both society and one’s own personality

through interaction with other people.

In essence, management is a form of organized hu-
man labor aimed at effectively satisfying people’s needs
through collective activity to achieve organizational
goals while optimizing the use of all types of resources.

Human resource management is one of the key
areas of management that determines the efficiency of
an organization’s operations, its competitiveness, and
its ability to adapt to changes in the external environ-
ment. In the current context of globalization, economic
digitalization, and increasing demands for the quality
of products and services, particular attention is paid
not only to quantitatively staffing enterprises but also
to the professional competence, motivation, engage-
ment, and loyalty of employees to the organization.

Human resource management, in a broad sense, is
a system of purposeful actions aimed at providing the
organization with the necessary personnel, optimizing
their performance, and developing employees’ poten-
tial. This system encompasses all stages of interaction
with employees: from recruitment and onboarding to
development, performance evaluation, and the estab-
lishment of a motivation system.

In the modern approach to defining “human re-
source management,” the primary emphasis is placed
on the contribution of employees who are satisfied with
their work to achieving the organization’s strategic
goals, such as increasing customer loyalty, optimizing
costs, and improving profitability. This reflects a con-
temporary rethinking of the human resource man-
agement concept, where traditional, often adversarial
relationships between employers and employees —
characterized by strict regulation of labor processes —
are being replaced by a new model of collaboration
with a number of specific features.

Goals of enterprise HR management:

— ensuring effective recruitment and retention of per-
sonnel — selecting employees with the necessary
competencies, creating a talent pool, and reducing
staff turnover;

— developing employees’ professional and personal
competencies — training, upskilling, and developing
leadership and communication skills;

— increasing employee motivation and engagement —
creating an incentive system that combines material
and non-material rewards, and fostering career de-
velopment opportunities;

— optimizing the use of human resources — effective
allocation of responsibilities, work-time planning,
and increasing labor productivity;

— creating a positive corporate climate — developing
corporate culture, supporting team collaboration, pre-
venting conflicts, and resolving them constructively;

— supporting the achievement of the organization’s
strategic goals — leveraging human potential to
ensure competitiveness, economic efficiency, and the
implementation of business strategies.
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Successful achievement of the set goals requires
addressing a number of tasks (Fig. 1).

In a rapidly changing business environment, hu-
man resource management is acquiring a strategic
character. Among the main modern trends, the follow-
ing can be highlighted:

— integration of HR with business strategy —
personnel are viewed as a key resource for achieving
the enterprise’s strategic goals;

— digitalization of HR processes — the use of
automated human resource management systems
(HRIS), data analytics, and electronic platforms for
assessment, training, and motivation;

— flexible forms of employment — remote work,
project-based employment, and freelancing are be-
coming part of the HR policy of modern enterprises;

— development of corporate culture and values —
a key HR task is to create an environment where
employees feel valued, supported, and have oppor-
tunities for professional growth;

— crisis HR management — modern companies must
respond quickly to economic and social changes, op-
timize workforce size and structure, and maintain
a positive psychological climate within the team [7].
Human resource management methods within

HR management are a set of techniques, tools, and

approaches used to influence employees and work

processes in order to achieve the organization’s stra-
tegic and operational goals. They include workforce
planning, recruitment and selection, training and de-

velopment, motivation and incentives, performance

evaluation, as well as the application of modern HR

technologies to optimize people management and in-
crease productivity.

Modern human resource management is impossible
without the use of digital technologies:

— HRM systems and platforms — automation of re-
cruitment, personnel recordkeeping, and training
management;

— HR analytics (People Analytics) — forecasting
turnover, analyzing productivity, and optimizing
resources;

— gamification of processes — engaging personnel
through game elements in training, evaluation, and
motivation;

— remote and hybrid work formats [9].
Contemporary HR management concepts are based

on recognizing the growing role of the individual em-

ployee, understanding their motivational drivers, and
being able to shape and direct them in accordance with
the organization’s objectives. In modern conditions,

HR management methods can be classified according

to various criteria (Fig. 2).

Administrative methods in HR management
serve as tools for direct influence on employees, based
on the formal authority of management and adherence
to corporate rules and procedures. They are aimed at
fostering responsible employee behavior, maintaining
discipline, and ensuring compliance with established
work standards. These methods help to organize work

Tasks of the personnel management system according to HR management

organization

Planning and development of human resources — forecasting personnel needs, determining the required
number, qualifications, and competencies of employees to ensure the stable functioning of the

Ve

A 4

Recruitment and onboarding of personnel — effective recruiting, candidate assessment, and organizing the
process of integrating new employees into the corporate culture and workflow system

G
s

\4

personal skills, and supporting continuous professional growt

Va

-

Employee development and training — designing upskilling programs, developing professional and}
N

Motivation and incentives — creating a comprehensive system of material and non-material rewards, and
establishing conditions for high engagement and productivity

J

-

A 4

Performance and productivity evaluation — developing evaluation criteria, monitoring work results,
providing feedback, and planning career development

~N

J

Vs

-

Management of corporate culture and climate — maintaining a positive psychological climate, preventing
conflicts, and fostering team collaboration

N

J

—

Supporting the organization’s strategic goals — integrating HR policies with the enterprise’s business
strategies to ensure its competitiveness and economic efficiency

~N

Fig.1. Tasks of the human resource management system in accordance with HR management
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Source: compiled by the author
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Fig. 2. HR management methods
Source: compiled by the author

processes in a structured manner and provide clear
frameworks for interaction among all team members,
while simultaneously promoting the development of
corporate culture and professional responsibility.

Economic methods in the HR management sys-
tem are based on the rational application of economic
principles and motivation mechanisms and are often
viewed as tools for positive employee stimulation.

Salary is a key factor in labor motivation, as it repre-
sents the monetary equivalent of labor value and reflects
the relationship between an employee’s performance and
their contribution to the organization’s results. Through
the compensation system, the HR department estab-
lishes transparent and fair reward rules that take into
account the level of qualification, the complexity of tasks
performed, and individual achievements.

Socio-psychological management methods in HR
management are based on the application of social
mechanisms — systems of interaction and communi-
cation within the team, consideration of employees’
social needs, and an individualized approach to each
employee.

Socio-psychological methods are the most subtle
tools of influence, affecting both the team as a whole
and individual employees. The skill of an HR manager
lies in the careful, measured, and individualized use of
these methods to achieve high employee effectiveness
and foster the development of corporate culture.

Modern HR technologies are an integral part of
effective personnel management in an organization.
They allow for the automation of routine processes,
improve the accuracy of managerial decision-making,
and create a transparent system of interaction between
employees and management. Such technologies include
HRM systems for personnel recordkeeping, electronic
platforms for recruitment and training, performance
and potential assessment systems, and tools for coach-
ing and competency development.

Information-based HR management methods pro-
vide for the collection, processing, and analysis of data
about employees and processes, enabling the forecast-
ing of workforce needs, evaluation of the effectiveness
of motivation and training programs, and timely re-
sponse to organizational changes. These methods in-
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clude People Analytics, electronic employee satisfaction
surveys, performance monitoring systems, and digital
platforms for internal communication.

Conclusions of this research and prospects for
further research in this area. The implementation
of HR technologies and information-based methods
enables the HR department to operate strategically,
increase employee productivity, reduce turnover risks,
and create conditions for the development of corporate
culture.

For effective personnel management, an organiza-
tion must clearly define its goals and develop a stra-
tegic development plan. Leading international compa-

nies pay special attention to strategic planning, as it
affects not only the competitiveness of the enterprise
but also the efficiency of employee performance.

Selected strategic goals determine the organiza-
tion’s action plan, which includes areas of development
such as: expanding the production of core products and
promoting them in established markets; creating new
products and selling them in existing markets; enter-
ing new markets; diversifying production and sales
activities, and so on. In accordance with the strategy,
a personnel management model is developed, which
ensures the achievement of set goals and maximizes
the efficiency of the workforce.

Jireparypa
1. Balabanova O.N., Balabanov I. P. The Use of Digital Technology in Personnel Management (HRM). Proceedings of
the International Scientific Conference “Far East Con” (ISCFEC 2020). Atlantis Press, 2020. P. 2821-2826.
2. Bpuu B.{., Trau ¥V.B. IuHoBawiiiHi miaxonu B yIpasiliHHI IepcoHasoM migmpueMctB. bizrnec Ingopm. 2018. Ne 10.

C. 404-409.

3. Koot A., T. Jlonymasak, O. Kpasuyk IIpo6eMu Ta riepcrieKTUBY po3BUTKY KomIiieTenTHOCcTet HR-Menemxepa B ymo-
Bax miobasbHUX 3MiH. Problems and Perspectives in Management. 2022. Vol. 20, Iss. 1. C. 322-341.

4. Kpymensaunska O.B., Kosanernko B. H. Bnockonanenns cucremu opMyBaHHA i BUKOPUCTAHHA ITIEPCOHAY MiIIPU-
emcrBa. Bichukx Humomupcovrozo depicasrozo mexnonoziunozo yruisepcumemyy. 2013. Ne 4 (54). C. 242-244.

5. JIyrosa B.M., €pmostenro O.A. Hampsamu po3BUTKY JIiepchbKOI KOMIIETEHTHOCTI KE€PIBHUKIB YKPAIHCHKUX ITiIIIPU-

emctB. IIpobnemu exonomirxu. Xapkis, 2012. Ne 1. C. 64-67.

6. Bounos A. O., Kosupes M. B. I{udposa Tpanchopmaliis yrpasIiHHA IepPCOHAJIOM: iIHHOBAIIMHI 1HCTPYMEHTH Ta IIif-

xonu. Bisunec Ingpopm. 2022. Ne 8. C. 134-140.

7. Ou6a B., Hikosnaeuko JI. Tenmenrii possurky HR-MenemumenTy B ymoBax 1udposoi Tpanchopmariii. ExonomivHuil

sicrnuk. 2021. Ne 4. C. 112-119.

8. Kapakaii FO. M. CyuacHi TpeHIu po3BUTKY PUHKY IIpaIli Ta iX BIUIUB HA KAAPOBY MOJITUKY MmignpueMcTB. Cmpamezis

possumky Yxpainu. 2021. Ne 4. C. 45-50.

9. Copoka P.B. ITugposi TexwHoJIOri1 yIIpaBIiHHA HEPCOHAJIOM: BUKJIUKN [JIA YKPATHCbKUX MiAIIPUEMCTB. Bichuk exoro-

Mmixu. 2021. Ne 5. C. 120-126.

10. ®enopenko B.I. HR-6peuauHr Ak iHCTpyMeHT 3MII[HEHHA KagpoBoro morenmiany. Menedacep. 2019. Ne 3. C. 88-95.

References

1. Balabanova O.N., Balabanov I.P. (2020) The Use of Digital Technology in Personnel Management (HRM). Proceed-
ings of the International Scientific Conference “Far East Con” ISCFEC 2020). Atlantis Press. P. 2821-2826.

2. Brych V. Ia., Tkach U.V. (2018) Innovatsiini pidkhody v upravlinni personalom pidpryiemstv [Innovative approaches
in enterprise human resource management]. Biznes Inform. Ne 10. S. 404—409 [in Ukrainian].

3. Kolot A., H. Lopushniak, O. Kravchuk Problemy ta perspektyvy rozvytku kompetentnostei HR menedzhera v umo-
vakh hlobalnykh zmin [Transferable competencies of HR manager under global socio-economic changes]. Problems and
Perspectives in Management. 2022. Vol. 20, Iss. 1. S. 322-341 [in Ukrainian].

4. Krushelnytska O.V., Kovalenko V.N. (2013) Vdoskonalennia systemy formuvannia y vykorystannia personalu pid-
pryiemstva [Improvement of the system for personnel formation and utilization in an enterprisel. Visnyk Zhytomyrskoho
derzhavnoho tekhnolohichnoho universytetu. Ne 4 (54). S. 242—244 [in Ukrainian].

5. Luhova V.M., Yermolenko O.A. (2012) Napriamy rozvytku liderskoi kompetentnosti kerivnykiv ukrainskykh pid-
pryiemstv [Directions for the development of leadership competence of managers in Ukrainian enterprises]. Problemy

ekonomiky. 2012. Ne 1. S. 64—67 [in Ukrainian].

6. Blynov A.O., Kozyriev M. V. (2022) Tsyfrova transformatsiia upravlinnia personalom: innovatsiini instrumenty ta
pidkhody [Digital transformation of human resource management: innovative tools and approaches]. Biznes Inform. Ne 8.

S. 134-140 [in Ukrainian].

7. Dyba V., Nikolaienko L. (2021) Tendentsii rozvytku HR-menedzhmentu v umovakh tsyfrovoi transformatsii [Trends
in human resource management development in the context of digital transformation] Ekonomichnyi visnyk. Ne 4. S. 112—

119 [in Ukrainian].

16



// International scientific journal «Internauka».
Series: «<Economic sciences» // N2 1 (105), vol. 2, 2026 // 1ISSN 2520-2294 (print), ISSN 2709-5444 (online) //

8. Karakai Yu.M. (2021) Suchasni trendy rozvytku rynku pratsi ta yikh vplyv na kadrovu polityku pidpryiemstv [Cur-
rent trends in the labor market and their impact on enterprise human resource policyl. Stratehiia rozvytku Ukrainy. Ne 4.
S. 45-50 [in Ukrainian].

9. Soroka R.V. (2021) Tsyfrovi tekhnolohii upravlinnia personalom: vyklyky dlia ukrainskykh pidpryiemstv [Digital
human resource management technologies: challenges for Ukrainian enterprises]. Visnyk ekonomiky. Ne 5. S. 120-126
[in Ukrainian].

10. Fedorenko V.H. (2019) HR-brendynh yak instrument zmitsnennia kadrovoho potentsialu [HR branding as a tool
for strengthening human capital] Menedzher. Ne 3. S. 88-95 [in Ukrainian].

17



